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ABSTRACT

THE EFFECT OF COPING STRATEGIES: MEDIATING ROLE OF WORK
ATTACHMENT STYLES ON THE RELATION BETWEEN COPING AND
PERSONAL AND ORGANIZATIONAL OUTCOME PERCEPTION

Ersen, Onder
M.S., Department of Psychology
Supervisor: Prof. Dr. Reyhan Bilgic

September 2014, 126 pages

The purpose of the present study is to examine the relationship between proactive
and preventive coping styles and some individual and organizational outcomes,
namely professional self-esteem, job satisfaction task performance and
organizational citizenship behavior. Moreover, the mediating roles of two employee
attachment styles, engagement and burnout in this relationship were investigated.
Psychometric qualities of the scales were established through a pilot study by
collecting data from 90 employees coming from different sectors. After that, to test
the hypothesis more data were collected from additional 125 employees. Altogether,
215 employees participated in the present study. Of the participants, 114 were
women (53%) and 101 were men (47%). Results showed that proactive coping skills
predicted organizational outcomes positively (i.e. professional self-esteem, job
performance, job satisfaction, and organizational citizenship behavior) after
controlling for work experience. The preventive coping did not predict any outcome.
Mediational analysis showed that engagement mediated the relationship between
proactive coping skills and outcomes of work attachment styles, except for
organizational citizenship behavior but burnout did not mediate preventive coping
and outcomes of work attachment styles. The results were discussed and implications
for the managers were mentioned. Some future research themes were suggested, and

limitations of the study were listed.



Keywords: Proactive coping, preventive coping, work attachment styles,

organizational outcomes



0z

STRESLE BASA CIKMA BICIMLERININ ETKISI: STRESLE BASA CIKMA,
BIREYSEL VE ORGANIZASYONEL SONUC ALGISI ILISKILERINDE iSE
BAGLANMA BICIMLERININ ARACI ROLU

Ersen, Onder
Yiiksek Lisans, Psikoloji Boliimii

Tez Yoneticisi: Prof. Dr. Reyhan Bilgic

Eyliil 2014, 126 sayfa

Bu ¢aligmanin amaci stresle basa ¢ikma bigimlerinden olan proaktif ve 6nleyici basa
¢ikma big¢imleri ile ¢alisanlarin ise baglanma bigimlerinden olan tikkenmislik ve
calisan baglilig1 arasindaki iliskiyi bulmak, ayrica proaktif ve onleyici basa ¢ikma
bicimlerinin mesleki 0zgiiven, is performansi, Orgiitsel vatandashk ve is
memnuniyeti iizerindeki etkisini bulmaktir. Olgeklerin psikometrik degerleri pilot
caligsma ile elde edilmistir. Veriler 114 kadin (%53) ve 101 erkek (%47) olmak iizere
toplam 215 profesyonel c¢alisandan toplanmustir. Bulgular proaktif basa g¢ikma
bi¢iminin tecriibe faktoriinii kontrol ettikten sonra mesleki 6zgiiven, is memnuniyeti,
is performansit ve oOrgiitsel vatandaslik davranigini yordadigini gostermis; ancak
onleyici basa ¢ikma bigiminin bu sonuglarini yordadigini géstermemistir. Regresyon
analizi sonuclarina gore calisan bagliliginin proaktif basa ¢ikma bigimi ile ise
baglanma bic¢imlerinin sonuglar1 arasindaki iliskiyi oOrgiitsel vatandaslik davranisi
harici aracilik ettigi goriilmistiir; ancak tiikenmisligin 6nleyici basa ¢ikma bigimi ve

ise baglanma bicimlerinin sonuglari arasindaki iliskiye aracilik ettigi bulunamamastir.

vi



Anahtar Kelimeler: Proaktif Basa Cikma, Onleyici Basa Cikma, Ise Baglanma
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CHAPTERII

INTRODUCTION

1.1 Overview

Stress is an inevitable function of our life due to increasing competitiveness
which has been brought with modern living standards and henceforth it is a core
element of our life. Although stress is in the center of daily life, everyone desires such
a life that is free from stress but in today’s world it seems not possible because
stressors are in everywhere; school, home, work, family, relationships, etc. Therefore
it does not seem possible to annihilate the stressor from our life but alleviating its
negative effect on organism is possible by adopting some strategies, like coping.

Stress has been widely studied phenomena by the researchers up to now and
has been defined differently. According to Selye (1956), stress is any external events
or internal urges that bluster the balance of an organism. Mc Grath (1970) aslo defined
stress as a perceived disequilibrium between demands and capacity to control
conditions. In addition to these, Rhyal and Singh (1996), referred stress as a protection
response when individuals perceived their well-being is endangered.

So it can be understood from the various stress definitions above, stress arises

in situations where people consider that the demands they have to deal with are greater
than their capacities to come through (Hiebert, 2000, cited in Malac et. al, 2000).
According to Hiebert (1983), stress can result from environmental and internal factors
(coping skills, perceptions and personality factors). Stress may also arise from
individuals’ perceived inability to cope with stressors.
Stress has been one of the focuses of studies in psychology because of the negative
impact on people and their health. Cartwrigh and Cooper (1997) underlined the
detrimental effects of stress that it can lead to many problems like emotional distress,
and some physical disorders. Moreover in the long term, it can be more serious
illnesses such as high blood pressure and cardiovascular disease (Theorell & Karasek,
1996, Bruner & Stansfeld, 1997).

Additionally, the negative effect of stress is also a critical factor in
organizations. The European Agency for Safety and Health at Work indicated that



stress is one of the most influential health problem affecting 22 % of workers from the
27 European Union Countries in 2005 and issue that stress is a factor in 50 % to 60 %
of all lost working day. (Milczarek, Schneder, & Gonzales, 2009). Time pressure,
excessive work demand, role conflict, role ambiguities and ergonomic insufficiencies
are among the factors leading the employees to suffer from stress and in turn there will
be decrease in work performance in terms of quantity, quality and creativity (Cohen &
Williamson, 1991). Moreover, Navaz, Mohsan, and Khan (2011) point out that the
relationship is mediated by job satisfaction. Additionally, Elovainio, Kivim & ki, and
Vahtera, (2002) suggested that stress is a threatening factor for organizational
performance and Meneze (2005) also stressed its negative influence on employees
performance by leading low productivity and job satisfaction, increment in
absenteeism and other problems like alcoholism, hyper tension and cardiovascular
problems.

Since stress lead to imbalance in body and has negative influence on employee
performance, and therefore for the organizations, organizations and individuals try to
adopt ways when they face with it as they would like to eliminate or alleviate the
effect of it. Coping is one of the strategies that alleviate the effect of stress and Pareek
(1997) defines it as the ways of dealing stress and the effort to come through with
harmful conditions. Similarly, Mostert and Jobert (2005) referred coping as attempts
of individuals in order to block, decrease or eliminate negative effects. Non-coping, on
the other hand, is defined as efforts which have failed to overcome, allied with
different physical and psychological strain, which in turn lead to increase level of
stress (Callan, 1993), depression and anxiety (Carver, Sheier, & Weintraub, 1989)

Due to its importance, coping and the way people cope with stress topics has
been studied largely by researchers (Hobfoll, 1989; Greenglass, Schwarzer, and
Taubert, 1999; Lazarus & Folkman, 1984; Lazarus, 1991; Mostert & Joubert, 2005;
Skinner & Zimmmer- Gembeck, 2007). Various researchers have made categorization
of coping dimensions. For example coping was grouped in to two categories as
problem focused and emotion-focused. (Callan, 1993; Folkman & Lazarus, 1985).
While problem-focused types of coping are focused at the problem and try to find
strategies in order to handle and solve problem, emotion-focused coping aim to reduce

the impacts of stressful feelings occurred because of unpleasant experiences such as



through relaxation, social activities and defense mechanisms, including procrastination
and avoidance from stressors (Rothman & Van Rensburg, 2002).

Smilarly, Brandtstadter (1992) proposed assimilative and accommodative
coping by emphasizing on modification. First one refers to modification of the
environment and second one, accommodative coping, refers to self-modification.
Parker and Endler(1996) suggested avoidance coping as an alternative point of the
grouping of the coping types which is avoidance coping defined as an individual’s
cognitive and behavioral efforts focused towards minimizing denying, or disregarding
handling with a stressors (Holahan, Holahan, Moos, Brennan, & Schutte, 2005).
However these styles may not be stable individual’s appraisal of the condition may
change the type of coping that a person uses (Edwards & Holden, 2001). This refers
that context of the situation influences on the coping strategies (Shimazu & Kousigi,
2003) and people can use different coping styles since the ways in which people
appraise situations vary, so does the context or situation.

While traditional stress research has tended to emphasize on the things that we
can do when we get stressed, latest coping research focuses that there are some actions
that can be taken before stressful events occur. Especially, the conceptualization of
coping has transumed and modified after the influence of positive psychology
movement (Peiro, 2007) and now involves personal growth and self-regulated goal
attainment strategies (Schawarzer & Knoll, 2003). Therefore, a new conceptualization
of coping has been proposed by Schwarzer and Taubert (2002) as proactive and
preventive coping which focus on proactive, goal-oriented and adaptive way of
coping. According to them traditional coping models focuses on the reactive nature of
coping and pay attention on the way people cope with past or ongoing stressors.
However proactive and preventive coping deal with anticipated, possible stressful
situations which have not occurred. Therefore, these are motivationally higher order
concepts. While proactive coping is defined as individual’s efforts to go after to get
new challenges, create new opportunities, and enable promotion toward challenging
goals; preventive coping is defined as the process by which an individual construct
resources and stand in case possible stressors occur in the distant future. Therefore the

main purpose in preventive coping is just to be on the safe side while in proactive



coping, is to taking a step forward the situation to develop opportunities to grow and at
the same time to be on the safe side.

Knowing that stress factor is one of the most influential elements affecting
employee’s wellbeing and have a large impact on organizational outcomes, the way of
coping as a motivational style of individuals was considered in the present study.
Furthermore, the effect of this factor on outcomes and its explanatory mechanisms
were examined. Therefore, the present study aims to explore the influence of proactive
and preventive coping styles on the organizational outcomes as professional self-
esteem job satisfaction, organizational citizenship behavior and job performance.
Additionally, how these factors will be connected to each other will be explored.
People with different coping styles may develop different attachments to work namely
engagement on the positive side and burnout on the negative side. These styles may in
turn be connected to the outcomes mentioned above.

Although literature usually dealt with the various organizational and individual
outcomes such as job performance, job satisfaction, absenteeism (Steers, Porter &
Bigley, 1996; Anderson, 2004; Robins, Odendaal and Roodt, 2003), the present study
included professional self-esteem as an important outcome of stress and its possible
relationship with the coping styles as there is dearth of study related to this kind of
individual outcome as a result of coping styles orientation. In this regard, professional
self-esteem was chosen as one of the outcome variables since the role of profession is
crucially important for individuals in their life time. Moreover it is very important
concept because professional self-esteem enables professionals to understand their
worthiness, evaluate their expertise and adapt themselves accordingly (Tabassum, Ali,
& Bibi, 2012).

1.2 Proactive and Preventive Coping

1.2.1 Definitions of Proactive and Preventive Coping

Potential stressors can be encountered everywhere in life. To deal with
stressors coping is crucially important. Lazarus & Folkman (1984) defined coping as
thoughts and behaviors which are used for dealing with the internal and external

demands of situations that are perceived as stressful by individuals. According to



them, coping is a process that emerges in the context of a situation perceived as
personally important and exceeding one’s resources for coping. Traditional coping
models tend to emphasize the reactive function of coping and underline the way
people cope with past or ongoing stressors (Schwarzer & Taubert, 2002). However,
when the term “Eustress” which was suggested by Selye(1956) and the challenge
introduced by Lazarus, coping and research area was set for a positive evaluation and
proactive coping is the latest addition to the positive point of coping research
(Schwarzer & Taubert, 2002).

Offering a further perspective which arises from a time-related categorization,
Schwarzer and Taubert (2002) classified coping in terms of time and the subjective
precision of the situations. In other words coping depends on the time perspective of
the stressor and subjective certainty of the situation. Having been in the past or will be
in the future and whether it is certainly happen or not is a decisive factor for coping.
According to their categorization, there are four coping perspectives as a function of
timing and certainty; Reactive Coping, Anticipatory Coping, Preventive and Proactive
Coping (Schawarzer & Taubert, 2002; Schwarzer & Knoll, 2009).

Reactive Coping can be defined as an effort to come through with an ongoing
stressful event one which has already occurred. Compensation or acceptance of harm
or loss is one of the primal purposes in this coping style. It can be problem focused,
emotion- focused, or social relation- focused.

Anticipatory Coping can be defined as an effort to overcome with threats or
stressful situations which are about to happen. In this kind of coping, individuals
encounter with a critical situation that will happen in the near future. Individuals have
to manage the perceived risk of the situation that will take place in order to prevent
harm or loss because of the upcoming situation.

On the other hand, preventive coping can be defined as exertions for uncertain
events in the long run. In preventive coping the aim is to construct general resistance
resources that result in harm in the future by keeping the intensity of negative
situations in the minimum perceived as risky and/or harmful. In this kind of coping,
individuals consider a critical situation that may or may not happen in the future.
People try to accumulate resources and take general precautions to protect themselves

against a variety of potentially harmful and/or risky events.



Proactive coping can be identified as an effort to build up general resources
that bring promotion toward challenging goals and personal growth. In proactive
coping individuals see risks and demands as challenging in the far future as illustrated
in figure 1.1. They accumulate resources, develop skills and build up strategies in
accordance with their ideal goals. Therefore coping is considered as goal management

instead of risk management as in the preventive coping.

certam
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-
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Figure 1.1 Outline of Proactive Coping Source: (Schwarzer & Taubert ,2002)

Contrary to the traditional notions of coping mentioned above, like reactive
coping Schawarzer and Taubert defined (2002), proactive coping and preventive
coping are directed at stressful situations that might happen in the future. In this regard
it can be said that these coping styles are more active and purposeful approaches.
However, researchers could not arrive at a consensus on the definition of proactive
coping although they accept it as a general notion in the coping field. While Aspinwall
and Taylor(1997), define proactive coping as people’s effort to get ready for
potentially arising events, and/or to keep minimum the severity of these situations
before happen, Schawarzer and Taubert (2002), referred proactive coping as people’s
efforts to generate general resources that serve an opportunity for promotion toward

challenging goals, self-actualization and personal development. According to second



view suggested by Schwarzer and Taubert (2002), proactive coping is not considered
by the person’s perception of potential threat or assessment of harm in terms of
potential stressors. Moreover, Greenglass, Schwarzer, Jakubiec, Fiksenbaum and
Taubert (1999a, p. 4) define proactive coping as “an approach to life, an existential
belief that things will work out not because of luck or other uncontrollable factors, but
because the individual takes responsibility for outcomes”. Hence, Schawarzer and
Taubert regard the definition suggested by Aspinwall and Taylor (1997) as preventive
coping instead of proactive coping because of these explicit differences.

The existence of different definition on proactive coping may be because of
limited studies since it is a newly studied topic of positive psychology. Among the
differences referring toward proactive coping, this study focuses on the definition of
proactive coping as the strategies that are directed to construct general resources that
facilitate promotion toward challenging goals and personal growth. The preventive
coping was defined as the efforts to prepare potential arising situations to detect and
prevent possible stressors in order to minimize the severity of these events. Therefore
in this study, proactive and preventive coping will be referred to their distinctive,
particular definition as suggested by Schwarzer and Taubert (2002).

Proactive and preventive coping differ in three ways according to Schwarzer
and Taubert. First of all, the two coping strategies have different points in terms of
motivations. While proactive coping is based on challenge appraisal, preventive
coping comes from harmful evaluations due to risk perceptions (Schwarzer & Taubert,
2002). Second, people take more constitutive and intentional actions in proactive
coping (Greenglass, Schawarzer, & Taubert, 1999) but in preventive coping,
individuals build up more defensive and general strategies to save resources for their
future needs. According to Schwarzer and Taubert (2002) while proactive coping is
goal management, preventive coping is risk management. Risk management is defined
as the activities including preventing and minimizing the occurrence of situations that
is perceived as threatening. It focuses on how the negative effects of situation risk are
managed (Dancilescu, 2013). Goal management, on the other hand is defined as the
ability of a person to be able to control and regulate himself/herself in an effective way
towards the achievement of what makes the individual happy and satisfied (Opayemi
& Balagun, 2011). According to Heckhausen and Kuhl (1985) main focus of goal



management includes efforts through commitment and self-control which was defined
as the ability to control one’s impulses (Hagger, Wood, Stiff, & Chatzisarantis, 2010)
to achieving a particular goal.

Schwarzer and Taubert (2002) characterized preventive coping as a kind of risk
management because, in here, individuals have to manage different ambiguous risks in
the long run and referred proactive coping as a goal management instead of risk
management because in proactive coping, individuals are proactive in the sense that
they start a purposeful way while taking action and create opportunities for personal
development Proactive individuals are motivated to face with challenges and they try
to achieve personal quality standards. Third difference specified by them is the level
of worry discrepancy between preventive and proactive coping. While worry levels are
higher in the former, lower in the latter.

While Schwarzer and Taubert (2002) have focused on defining the differential
points between proactive and preventive coping and other kind of coping strategies,
Aspinwall and Taylor (1997) focused on the process of proactive coping suggesting
that there are five stages of proactive coping in terms of:

(1) Resource accumulation: Attaining enough resources which can be obtaining

all the way through the life. These kinds of resources allow people to get ready

for changes that may happen during later adult life.

(2) Recognition of potential resources: To recognize and identify a potential

stressor, a person should figure out that what may threaten his/her wellbeing.

(3) Initial appraisal; Clews signing a potential stressor need to be identified and

evaluated by the person as a harm or threat that requires to take preventive

action.

(4) Preliminary coping efforts: Beginning of coping efforts will encompass

both behavioral actions, for example trying to get deeper information about the

potential threat or modification in terms of way of life and cognitive strategies,
such as building plans to the potential harm or loss.

(5) Seeking and using feedback concerning initial efforts: Involves using of

feedback and provides a person to review and remodeling their proactive

coping.



From the above it can also be inferred that Aspinwall and Taylor’s definition of
proactive coping is based on to prevent potential threats which is labeled as preventive
coping by Schwarzer and Taubert (2002). Therefore, Aspinwall and Taylor’s
definition for proactive coping is treated as preventive coping in this study as
Schwarzer and Taubert (2002) premised.

1.2.2 Research on Proactive and Preventive Coping

Most research on proactive coping has focused on the elderly, the mentally ill
individuals or individuals with depression (Gan, Yang, Zhou, Zang, 2007). It seems
that proactive coping is related to many positive outcomes. Greenglass, Fiksenbaum,
and Eaton (2006) studied the use of proactive coping among the elderly individuals
and they found that proactive coping correlated negatively with depression and some
degree of disability. On the other hand, proactive coping significantly associated with
lower level of those above. Taken together, it can be inferred that elderly individuals
using proactive coping is more likely to see him/her as self-sufficient. In addition to
research conducted among elderly people, researchers conducted studies also non-
elderly participants and found a negative association between proactive coping and
depression. They discovered that the more people use proactive coping strategy the
less they feel depressed (Greenglass & Uskul, 2005; Schwarzer & Taubert, 1999).

According to Parker, Bindl, Strauss (2010), in order to change a situation not
happened yet toward a more favorable anticipated one, individuals must know how to
change them before happen and have high confidence in their predictions and
capabilities to effect change. In other words individuals need to have “can do
motivation” to change to situations to more desirable ones. Can do motivation
comprises self-efficacy beliefs, control appraisals and attributions towards a task such
as fear of failure (Eccles & Wigfield, 2002). From this perspective one can assume
that individuals high in proactive coping have that capacity to change the situation
which may not exist yet toward a more desirable environment since they focus to
create opportunities for growth ,take purposeful and constructive actions for this
purpose (Locke, 2005) and have high self-esteem and high self-efficacy (Schwarzer &
Taubert,2002; Veresova & Mala, 2012). However, individuals high in preventive

coping build up general resistance resources, saving time, money, social bonds and



skills just in case of necessity. They would like to change the situation only if they
appraise the upcoming situation as a potential threat for them (Schwarzer & Taubert,
2002). In parallel to this, Aspinwall and MacNamara (2005) proposed that individuals
will not engage in proactive coping which is actually labeled as preventive coping by
Schwarzer and Taubert (2002), if the effort is perceived or appraised as not cost
beneficial in terms of time, money, effort or other resources compared to the gain they
may provide. From this aspect it seems that preventive coping individuals and
individuals with low self-esteem show great similarities because individuals with low
self-esteem tend to avoid risky situations and threats by preferring to stay out from
challenges (Wood, Giardono-Beech, Taylor, Michela, & Gaus, 1994) as preventive
copers do. Moreover preventive coping individuals are not likely to associate high
self-efficacy because their primary motivation is managing risks and prevent threats by
building up general resources in order to minimize the bad influence of negative
situation. Proactive coping individuals, however seems that share great resemblance
with individuals with high self-esteem since they are success oriented and focus their
abilities in order to achieve their goal (Baumeister & Tice, 1985). Additionally,
proactive coping seems that have also common point with high self-efficcacy
individuals because people high in self-efficacy strive to achieve higher goals and
willing to take risks if he/she sees an opportunity for growth as indicated in the studies
(Greenglass et.al, 2006; Schwarzer & Taubert, 2002; Veresova & Mala, 2012)
Veresova (2013) investigated the relationship between procrastination and the
level of stress and coping with stress. She discovered a highly significant negative
correlation between procrastination of teachers and proactive coping which implies
that teachers who are using proactive coping styles are low procrastination. However,
they could not find a significant relationship between preventive coping and
procrastination which means that proactive coping strategy is considered to highly
effective strategy in handling stress compared to preventive coping because they also
observed a significant positive correlation between procrastination and level of stress.
According to her findings, procrastinator individuals express themselves by irritation
and impulsive behavior, nervousness, emotional exhaustion, feeling of helplessness,
disengagement towards work. Findings also indicated that procrastinating teachers do

not prefer focusing on goals and future demands that could provide self-development.
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Taken these findings together it can be inferred that while proactive coping individuals
more focus on their goals and take purposeful action without procrastinating,
preventive coping individuals are more likely to procrastinate and in turn experience
negative feelings by developing disengagement towards their work. Schwarzer et al.
(1999) also supports this idea by describing proactive coping individual as ingenious,
responsible, attentive, who take responsibility for his/her own actions and applies the
vision of success. Reuter and Schwarzer (2009) also states that although proactive
coping people see risks, demands and opportunities in the distant future, they do not
appraise them as threats harm or loss.

This situation mentioned above about the goal orientation of proactive and
preventive individuals can also be discussed from the point of regulatory focus theory
which underlies the motivation of individuals in achieving a goal through two
pathways referred to as promotion focus and prevention focus (Higgins, 1997).
According to this theory individuals can either adopt a promotion focus which was
defined as efforts aiming to achieve goals through personal growth and success or
prevention focus which was defined as the efforts aiming to be on the safe side and
motivations fulfilling security needs. For example in promotion focus a sales
representative may put his/her targets to gain new customers to reach a good employee
standards and raise his/her targets when the previous one achieved. Whereas, in
prevention focus a sales representative may adjust his/her targets to keep existing
customers and build up strategies in order not to lose them. Contrary to promotion
focus oriented sales representative; he/she does not construct challenging goals.
Studies support these examples with empirical data. Research conducted by Forster,
Higgins & Bianco (2003) discovered a positive association between promotion focus
and the motivation of employees to reach maximum level of performance. On the
other hand research performed by Forster, Higgins and Idson (1998) suggested that in
prevention focus, individuals put themselves minimal standards of performance by
adopting a vigilance strategy in order to eliminate or minimize risk factors. Prevention
focus individuals are motivated to avoid threats and risks with a self-protective
orientation (Heimpel, Elliot and Wood, 2006) like preventive coping individuals.
Similar to proactive coping, promotion focus individuals on the other hand, motivated

to face with challenges and create opportunities for self-development (Baumeister &
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Tice, 1985) and exert their skills and talents by taking risks when necessary (Wood
et.al, 1994).

Studies also showed that, proactive coping is associated with affect,
satisfaction with life positively (Chang & Sanna, 2001). For instance, Sohl and
Moyer(2009) investigated how proactive and preventive coping relates to well-being
and found that while conceptualizing proactive coping as positively striving for goals
was predictive of well-being, conceptualizing proactive coping as focused on
preventing a negative future, which is preventive coping as Schwarzer and
Taubert(2002) stated, was not. Briefly, preventive coping was not related to well-being
while proactive coping is. They also found that while proactive coping was associated
with use of resources, future appraisal, realistic goal setting and use of feedback,
preventive coping was only associated with future appraisal (Sohl & Moyer, 2009)

Individuals perceive some work stressors to be manageable since they feel the
stressors under their control. In this way, stressors may be considered as an
opportunity for individual growth since they are appraised as challenging and
potentially rewarding by proactive coping individuals. Demands or stressors are
identified as challenging when they potentially promise the personal growth and
achievement of employee and individuals feel that they can manage those (Podsakof,
LePine, and LePine, 2007). On the contrary, some stressors are considered as
hindrance because individuals do not feel that they are manageable. (Cavanaugh,
Boswell, Roehling, Boudreau, 2000). From this perspective, in preventive coping,
people have a tendency to see the difficult situations as hindrance.

The logic behind how and why individuals perceive stressors hindrance or
challenging and how they are affected in terms of their stressor appraisal can be
explained by self-determination theory. According to this theory, situations perceived
as an opportunity for growth provide higher motivation and in turn facilitate higher
engagement and job performance. Whereas situations perceived as hindering, impair
growth opportunities and in turn reduce engagement and motivation (Ryan & Deci,
2000). Hindrance stressors lead to negative emotions such as anxiety and feelings of
threat and these types of feelings bring more emotion focused coping( e.g, withdrawal,
retaliation, distraction) ( Karasek, 1979; Lazarus & Folkman 1984; Spector, 1998).

Lepine, Podsakoff and LePine, (2005) also suggested that challenge stressors were
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linked to motivation positively, whereas hindrance stressors were associated
negatively with this notion. Additionally, they discovered a positive correlation
between challenge stressors and motivation and in turn it leads better performance.
However hindrance stressors are not motivating since the effort spent to deal with
them is not likely to be successful. Moreover, Podsakoff, Lepine, & LePine (2007),
observed that stressors which were not apprised in a positive way like hindrance
stressors, associated with job satisfaction negatively. Moreover empirical findings
supported this statement by suggesting a negative relationship between hindrance
stressors and job performance (Wallace, Edwards, Arnold, Frazier, & Finch, 2009).

In this regard proactive coping can also be associated with a direct decrease of
negative impacts, including depression and burnout, direct increase in work
engagement since individuals using proactive coping may see the demands as
rewarding work experiences for their future. Preventive coping on the other hand can
be associated with a direct decrease in engagement because in preventive coping,
individuals may have a tendency to appraise as hindrance since they do not see the
stressful situations as an opportunity for growth, instead they appraise the stressors as
potential threats.

In the coping process, Park & Folkman (1997) underlines the importance of
continued experience of positive mood states during stressful situations. Billings,
Folkman, Acree and Moskowitz (2000) exemplify the importance of positive feelings
in their study they conducted among caregivers of individuals with HIV and they
discovered a positive relationship between engaging in positive coping behavior and
positive affect which in turn lower levels of negative physical symptoms such as
headaches, sores and chest pain. From this point it is obvious that proactive coping
combines personal quality of life management and self-regulatory goal attainment
(Greenglass, 2002).According to Burns, Brown, Sachs-Ericcson, Plant, Curtis and
Frederickson (2006), using proactive coping may facilitate the continued experience of
positive mood over time. Individuals engaging in proactive coping continue to
experience not only less negative emotions but also they experience positive mood
states when they face with difficult situations. Sohl & Moyer(2009) support this idea

in their study examining whether preventive or proactive coping were most predictive
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of well-being and positive emotions and it was found that only proactive coping was
predicted the well-being and positive emotions.

Experiencing positive emotions also provide individuals to utilize resources
such as building new social bonds. Hambrick and McCord (2010) support this state in
their study which examines the relationship between proactive, preventive coping
styles and personality. Results showed significantly positive correlation between
agreeableness, extraversion and proactive coping and significantly negative correlation
between neuroticism and proactive coping but results did not indicate any significant
relationship for preventive coping and between these factors. These results imply that
proactive coping individuals are less likely to experience negative emotions compared
to preventive coping individuals and they are more open to seek social support from
their environment since they are more extraverted and agreeable. These tendencies in
proactive coping may motivate people to construct interpersonal relations with other
individuals more easily compared to preventive coping because the characteristics of
agreeableness and extraversion. Agreeableness is often expressed as an individual’s
willingness to toward pro-social behaviors and ability to get along with other people
(Graziano & Eisenberg, 1997; McCrae & John, 1992) and extraversion is defined is
the tendency toward building social interaction and positive affect (Watson & Clark,
1997).

The above mentioned situations can also be explained by broaden-build theory
which states that positive emotions extend people’s mentality by providing them to
generate resources, however negative emotions limits one’s turn of mind (
Fredrickson, 2001). Guribye, Sandal and Oppedal (2011) also observed that the
experience of positive mood states with proactive coping provide individuals to
establish more social supportive relationships than preventive coping. In this regard,
the experience of positive emotions may support the discovery of new social bonds
which can be helpful for a person in building personal resources. Thanks to this
construction individuals can benefit from job resources which are defined as all
aspects that lighten the burden of job demands, support achievement of work goals
and/or stimulate individual growth by Demerouiti, Bakker, Jonge, Janssen, Schaufeli
(2001). Therefore job resources can be vitally important in dealing with stressors and

data revealed that resources have a positive influence in acquiring work engagement.
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(Demerouiti et al, 2001). Lack of resources on the other hand, has been linked to
fatigue and burnout in both cross sectional and longitudinal studies (Hakanen,
Schaufeli & Ahola, 2008; Schaufeli & Bakker, 2004).

Based on these evidences, about personality and positive emotions it can be
inferred that positive coping styles such as proactive coping provide individuals an
environment to use job resources more effectively because either they have
opportunities to find resources or create new resources at work and in turn they
experience less stress by finding a positive meaning from stressful situations.
However, this inference cannot be assumed for preventive coping individuals since
they experience negative emotions such as worry, instead positive emotions
(Schawarzer & Taubert, 2002) and also they are not as agreeable and extraverted as
proactive coping individuals.

Findings above do imply that proactive coping individuals will experience less
life stressors and deal better when confront with stressors compared to preventive
coping individuals and in turn they will experience less of the negative consequences
of demands of their lives such as less burnout and they will experience more positive
experiences just opposite of burnout like engagement. These terms can be named work
attachments as positive for engagement and negative for burnout. Individuals attached
positively will have more positive individual and organizational outcomes like better
performance (Harter, Schmidt, and Hayes, 2002) but individuals attached negatively
will not (Babakus, Yavas, and Ashill, 2009).

The literature lacks the data to show the direct relationship between proactive
and preventive coping and work attachment styles in terms of burnout which is the
negative state of work attachment and work engagement whis is the positive one.
Therefore one of the aims of this study is to discover these relationships between these
two coping skills and two work attachment styles and while burnout is used for
negative attachment, engagement is used for positive attachment in the present study

study.

1.3 Burnout

Job burnout is defined as a syndrome of emotional exhaustion,

depersonalization of others and a feeling of reduced accomplishment (Lee & Ashfort,
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1996) as a result of continues exposure to human related and work origined stress
(Bakker, Schaufeli, Sixma, Bosveld, & van Dierendonck, 2000; Taris, LeBlanc,
Schaufeli, Schreurs, 2005). Low self-esteem, feelings of inadequacy, worry and
withdrawal from others are among the human related antecedents of burnout (Alarcon,
Eschleman, Bowling, 2009) and workload, role conflict, role ambiguity, (Leiter &
Maslach, 2008) and lack of support from co-workers (Jansen,Schaufeli and Houkes,
1999) are among the work related predictors of burnout.

Maslach, Jackson and Leiter (1996) suggest the term burnout which is defined
as a crisis in an employee’s relationship with work in general. The concept of burnout
emerged in the 1970s and was originally used to define the emotional depletion, lack
of commitment and motivation (Freudenberger, 1974). It has also defined as the
negative end of work attachment styles by the researchers because employees
experiencing burnout tend to have psychological withdrawal from the organization
(Maslach & Leiter, 1997). Schaufeli, Bakker and Van Rhenen (2009) states that
definitions of burnout may vary, however all definitions typically share the core
element of exhaustion. So it is clear that the outcomes of burnout likely to have
negative influence on staff. According to Maslach and Jackson (1986) burnout may
lead a decline in the quality of care service that is performed by employees. They also
add that burnout can be a reason of personal dysfunction, increment in alcohol
consumption and using drugs and family problems. It goes without saying that it is
related to poor mental health consequences, such as anxiety and depression. Studies on
occupational mental health has noted that episodes of depression can be triggered by
factors associated with work (Arsenault, Dolan, Van Ameringen,1991; Baba & Jamal,
1998). In addition, burnout has been associated with more serious health problems
such as musculoskeletal pain and cardiovascular disease (Landsbergis, 2003). So
burnout can be identified as disattachment since it has negative influence on
organizational outcomes (Maslach & Leiter, 1997). Because of these negative impacts,
the relationship between coping and burnout has been focused in the studies in order to
understand if it is effective in alleviating the burden of stress (Van Rhenen, Schaufeli,
Van Dijk, & Blonk, 2008). Proactive coping can be named as an effective coping in
preventing burnout since individuals using proactive coping is able to utilize resources

to offset stress and burnout (Greenglass, 2005). However contrary to proactive coping
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individuals, as explained previously, preventive coping oriented individuals are more
likely to experience burnout because they are not able to use internal (i.e, self-esteem,
self-efficacy) and external resources (i.e. colleague or managerial support) which can
be helpful in alleviating the burden of stress (Hakanen, Schaufeli & Ahola,2008).

In addition to the negative impact on employee well-being, burnout has also
negative influence on organizational level outcomes. Many studies have shown that
burnout is related to increased employee sick leave and turnover intentions. (Maslach
& Leiter, 1997; Griffeth, Hom, & Gaertner, 2000). Moreover the exhaustion
dimension of burnout has been linked with lower job satisfaction (Kalliath & Morris,
2002, Dallender & Arnetz, 1999). Studies also note the negative influence of burnout
on employee performance. Singh, Goolsby, and Rhoads (1994) suggest some
explanations related with burnout and behavioral outcomes such as job performance
and they note that, exhaustion diminishes the available energy of employees and leads
to a decrement of the efforts put into work. In addition to this, the experience of
burnout decreases level of employee’s self-esteem in solving work-related problems
(Bakker, Demerouiti, Taris, Schaufeli & Schreurs, 2003). Schaufeli and Enzmann
(1998) provide some explanations for the relationship between burnout and
organizational citizenship behavior and note that, when professionals experience
burnout, they lose their concern for the organization and become hypercritical,
distrusting towards management, peers, and colleagues. In other words they show
lower extra-role performance when they become burned-out. Similarly, Chiu and Tsai
(2006) have discovered the negative association between burnout and organizational
citizenship behavior.

As high level of stress because of continuous exposure to stressors related to
negative outcomes for employees and organizations, dealing with stressors with
positive coping skills effectively like proactive coping was expected to associate
positive consequences for both individuals and organizations. Work engagement is the
consequence of dealing with stressors effectively and in turn result in better

consequences for employees.
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1.4 Work Engagement

Maslach and Leiter (1997) rephrased burnout “an erosion of engagement with
the job”. That means it is the opposite of engagement which is a positive attachment to
one’s job. One of the first conceptualization of engagement was suggested by Kahn
(1990). According to him, engagement occurs when employees know what is expected
from them and construct strong and meaningful connections with their colleagues.
Disengagement occurs on the other hand when employees perform incomplete
responsibilities and inattentive task behaviors. (Hochschild, 1983). Later, engagement
is defined as a positive, fulfilling, work-related state of mind that is characterized by
vigor, dedication, and absorption. Vigor refers to high levels of energy and mental
resilience while working, the enthusiasm to invest effort in one’s work, and
persistence when confronted with difficulties. Dedication refers to a sense of
significance, enthusiasm, inspiration, pride, and challenge. Absorption, the third
dimension of work engagement, is characterized by being fully concentrated and
happily attached in one’s work, whereby time passes quickly (Schaufeli & Bakker,
2004; Schauefeli, Salanova, Gonzalaez-Roma & Bakker, 2002).

Coping can have positive influence on work engagement since it is associated
with higher levels of positive aspects of well-being (Shioata, 2006). Alleviating the
negative influence of stress, coping can increase well-being and individuals feeling
psychologically well may engage their work. Studies showed that in a work full of
resources, people experience positive attachment to their work, namely engagement as
they better cope with the stressful or situations involving high demands. (Cooper,
Dewe, & O’Driscoll, 2001; LePine et.al, 2005)

Therefore, proactive coping has emerged as a new center of a positive
psychology and studies have shown that it predicts engagement and its vigor and
dedication dimensions (Sohl & Moyer, 2009). Additionally, Bakker, Schaufeli, Leiter,
and Taris (2008) indicate that it is one of the important direct antecedents of work
engagement as it is related to increased resources and appraising the demands as
challenge rather than hindrance (Greenglass, Schawarzer, & Taubert, 1999; Schwarzer
and Taubert, 2002).
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Job resources are also one of the direct antecedents of work engagement.
According to Bakker, Demerouti and Verbeke (2004), job resources provide
employees a positive state of mind towards the work because job resources buffer the
negative influence of job demands and offer an opportunity to personal growth and to
be functional in goal achievement.

In addition to the studies that examine the factors affecting work engagement,
there are also numerous studies suggesting a relationship between work engagement,
wellbeing and job performance. Hallberg & Schaufeli (2006) found that work
engagement associated negatively with health complaints such as depression, somatic
complaints and sleep disturbances. In addition they found a strong and negative
relationship between work engagement and burnout.

Studies also propose that engaged workers may perform their responsibilities
better and show more voluntary effort in terms of going above and further what is
expected in their responsibilities. Bakker et al. (2004) also found reveal that engaged
employees made higher score in terms of extra role performance ratings than those
who were not engaged.

Additionally, Xanthopoulou, Bakker, Heuven, Demerouti, and Schaufeli
(2008) found that work engagement mediated the relationship between self-efficacy,
which is considered to be one of the personal resources, and both their in-role and
extra-role performances. Moreover, Bakker and Demereouti (2008) explain that
engaged employees show better performance compared to those who are not since
they are emotionally more positive (happy and enthusiastic). In addition, Salanova,
Agut and Peiro (2005) conducted a study about organizational resources, engagement
and job performance. The results of the study demonstrated that organization resources
and engagement predicted employee performance. Saks (2006) also found that
engagement was associated significantly with job satisfaction, organizational
commitment, lower intention to quit and organizational citizenship behavior. Based on
the literature, it can be inferred that as resources, proactive coping strategy is related to
some form of work attachment (more engagement, less burnout) and in turn these
styles have some organizational outcomes. In the next section, these outcomes will be

explained.
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1.5 Organizational Outcomes

As a negative attachments style, burnout may directly influence individuals
sense of who they are and how they evaluate themselves as a member of job unit
negatively whereas work engagement may have direct positive influence on these
personal and organizational perceptions of individuals.

The work attachment styles namely burnout and work engagement were
explained in the previous section. The following section will include some particular
consequences of burnout and engagement and both the association and consequences
among them will be explained with empirical data.

Knowing that work attachment styles have either positive or negative effect on
job performance and job attitudes depending whether it is burnout or work
engagement, professional self-esteem and job satisfaction were picked as
consequences related job attitude and task performance and organizational citizenship

behavior were picked as consequences related job performance in this study.

1.5.1 Professional Self Esteem

The important role of profession in the life of people in modern societies
directed researchers to suggest that professional self-esteem has a crucial share in
explaining job performance, life and job satisfaction. Researhers indicate (1963) that
an occupation has a direct influence on an individual’s life satisfaction and affects
his/her life significantly (Super, 1963; Weaver, 1978; Bamundo & Kopelman, 1980;
Mottaz, 1985). Therefore, the importance of the professional self-esteem cannot be
underestimated since it is a prerequisite of vocational adjustment and job satisfaction
(Aricak, 1999) and it provides individuals to realize their potentials and appraise their
personal worth.

Researchers’ definitions for self-esteem and professional self-esteem suggest
that while self-esteem refers to general concept related to individuals’ perception of
their self-worth, professional self-esteem refers to individuals’ perceived worth
through their occupations. In other words, while self-esteem is defined as the appraisal
of a person’s own self-worth (Bandura, 1997), professional self-esteem is defined as
individual’s appraisal about professional competence, competence, and worth through

a positive-negative direction (Aricak, 1999). The importance of professional self-
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esteem to general self-esteem can be found in the study of Oztas (2010) who observed
a significant positive relationship between professional self-esteem and self-esteem.
Therefore in order to have a better understanding about the professional self-esteem,
self-concept and self-esteem term should also be understood. Markus & Wurf (1987)
define self-concept as a combination conceptualizations about various ways of the self.
Self-esteem on the other hand is the appraisal of individual’s self by himself/herself
(Rosenberg, 1965).

Simpson & Boyle (1975) stated three kinds of self-esteem. They are global,
task or situation specific and professional self-esteem. According to them; Global self-
esteem is an overall evaluation of an individual’s self-worth. It is stable and trait-like
(Gist & Mitchell, 1992; Hollenback & Brief, 1987;). Moreover, It is stable across all
situations for each individual, and it projects the appraisals of significant others over
an individual’s lifetime.

On the other hand, task or situation-specific self-esteem is the self-appraisal
that comes from behaviors in a particular circumstance and according to Gecas and
Schawable (1986), it is parallel to self-efficacy conceptually.

Lastly, professional self-esteem (Role Self-Esteem) is an individual’s self-
evaluation that arises from the roles throughout life such as roles as an employee or a
parent. Combining self-efficacy with self-respect, professional self-esteem is a sense
of self-worth regarding professional life and particular to role-specific self-esteem.
According to Schumann, it is shaped by individual’s experiences and it comprises
personal appraisal of an individual’s capacity, performance and values (1991).

In addition to the close relationship between self-esteem and professional self-
esteem, Self-concept and especially self-efficacy are closely related terms to the
professional self-esteem concept (Baloglu, Karadag, Caliskan, & Korkmaz, 2006).
Zieff (1995) hypothesized that self-efficacy concept premised by Bandura’s (1977) is a
factor that incites a healthy sense of professional self-esteem, and he made a
separation between personal and professional self-esteem. According to him, while
personal self-esteem can be more private and largely uncertain to others, professional
self-esteem may be a more public self and a high professional self-esteem could be

helpful to increase of the persons’ personal self-esteem.
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Self-evaluative tendencies such as self-esteem and self-efficacy are the
important personal resources that enable individuals to have self-enhancing orientation
and high motivation toward their job and in turn result in positive outcomes such as
work engagement (Harnett, 1995; Allinder, 1994; Pajares & Barich, 2005). People
who are high in self-efficacy feel confident in their ability to perform their work
properly; whereas people low in self-efficacy do not believe themselves due their
beliefs that do not have enough skills and abilities to perform their work job well. In
this respect, Jex and Bliese (1999) note that people having high self-efficacy report
less strain when they confront high job demands and stress. Smilarly, Schwarzer and
Hallum (2008) stated that compared to individuals high on self-efficacy, individuals
having low level of self-efficacy suffer from distress and negative emotions, namely
depression, anxiety, depression helplessness and burnout (Schwarzer & Hallum,
2008).

Therefore, knowing both the relationship between self-esteem, self-efficacy
and professional self-esteem and positive association between them one can be assume
that proactive coping may have a positive effect on professional self-esteem since
proactive coping individuals have necessary resources associated positively with
professional self-esteem. However this inference may not be directed towards
preventive coping since preventive coping individuals and individuals with low self-
esteem and low self-efficacy resemble each other in their efforts to just focusing to
manage risk by avoiding from challenges (Wood et al, 1994; Schwarzer & Taubert,
2002).

Greenglass et. al (1999), explain this situation proposing that, proactive coping
draws on both internal and external resources. While optimism and self-efficacy refer
to the internal resources options, social support can be referred to the external
resources and researchers support the idea that proactive coping individuals use the
internal and external resources since they have an optimistic belief about their personal
capacity to overcome difficult situations and cope with obstacles (Oshner, Scholz, &
Hornung, 2013). In another study analyzing the relation between proactive coping and
self-efficacy of teachers discovered a highly significant positive correlation between

self-efficacy and proactive coping. However they could not find that strong
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relationship between preventive coping and self-efficacy as they did for proactive
coping (Veresova & Mala, 2012).

Taken together this findings related self-efficacy and positive association
between self-efficacy and professional self-esteem, it can be inferred that individuals
using proactive coping may feel also higher professional self-esteem in comparison to
preventive coping individuals due to their high self-efficacy and having their
opportunity to use internal and external resources.

In addition to an important personal concept of professional self-esteem as an
outcome of coping, as an organizational and individual outcome, job satisfaction, job
performance and organizational citizenship behavior captured the attention of many
researchers in terms of both their antecedents and dimensions. Goal orientation
especially proactive goal orientation as a motivational concept as it is related to goal
setting (Parker et. al., 2010) may be considered to be one of the correlates of these

organizational outcomes. In the next section each will be explained in order.

1.5.2 Job Satisfaction

Job satisfaction is one of the most studied topics in the literature of
industrial/organizational psychology and social psychology (Parnell & Crandall,
2003), perhaps it is vitally important for both employers and employees because the
lack of job satisfaction may increase absenteeism, turnover and decrease performance
and result in decreased productivity (Koys, 2001). Likewise Castel, Engberg,
Anderson and Aiju (2007) examined the relationship between job satisfaction of
nurses and their intention to leave and actual turnover. They discovered that the more
individuals high on job satisfaction the less they think about leaving.

Job satisfaction refers a positive psychological and emotional condition
appearing from evaluation of one’s job and experiences related job (Locke, 1976).
When features of individuals’ job go beyond of their expectation they feel satisfied.
Calvo- Salguero, Gonzales, Martinez (2010) also defined job satisfaction as an attitude
related with the extent to which employees like or dislike their job. According to
Mullins (1999) factors effecting job satisfaction are individual, social, cultural factors,

organizational and environmental factors.
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Similarly, Bender, Donohue, Heywood (2005) also explained that job
satisfaction is influenced by a different factors within the job itself as well as by
internal personal characteristics and motivation (Pool, 1997). Personal characteristics
are also very influential on job satisfaction according to Pool (1997). Williamson et.
Al (2005), observed that high level of conscientiousness predict job satisfaction.
Arvey, Bouchard, Segal and Abraham (1989) claim that the extent to which a person
enthusiastic about his or her job associates positively with job satisfaction.
Furthermore,Judge, Locke, Durham and Kluger (1988) have observed that the
important dispositional factor affecting job satisfaction is core self-evaluations
asserting that if a person has a positive self-regard, he/she likely to see his/her job in a
more positive way. They proposed that core self-evaluations are linked to job
satisfaction since individuals with positive core self -evaluations both see their jobs
more challenging and take more responsibilities. Many studies also indicated a
positive relation between self-efficacy and job satisfaction (Klassen & Chiu, 2010;
Klassen, Bong, Usher, Chong, Huan, Wong, Georgiou, 2009; Viel, Houchins,
Jolivette, Benson, 2010).

In addition to the effect of personal resources on job satisfaction, positive
emotions also have a direct effect on job satisfaction. Brockner and Higgins (2001)
discovered the positive influence of cheerful emotions on job satisfaction because
positive emotions may enables individuals to focus on positive sides of their job and in
turn result in more job satisfaction. Robbins , Oddendaal and Roodt, (2003) also
supported this finding in their research suggesting that more positive perceptions
toward job will be indicator of greater job satisfaction.

From this point of view, one can assume that proactive coping individuals are
likely to more satisfy from their job compared to preventive coping individuals since
they have a higher self-efficacy, see their jobs more challenging (Schwarzer& Taubert,
2002) and associated with more positive emotion (Guribye, Sandal & Oppedal,2011).

Work attachment styles namely burnout and engagement also have influential
role on job satisfaction. Number of research demonstrated that job burnout has a
negative influence on job satisfaction.(Biegen, 1993; Ay & Avsaroglu, 2010; Griffin,
Hogan, Lambert, Tucker, Baker, 2010; Sharma 2010) Furthermore, Tsigilis,

Koustelios and Togia (2004) discovered a significant negative relationship between
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job satisfaction and burnout implying that employees feeling burnout results in lower
job satisfaction. Moreover, Piko (2006) observed that each subscale of burnout is a
negative predictor of job satisfaction.

Work engagement and job satisfaction are significantly related factors to each
other (Crapanzano & Wright, 2001). Rosser (2004) and Simpson (2009) found a
significant positive correlation between work engagement and job satisfaction.
Additionally, May ,Gilson and Harter (2004) also suggested that if employees are
engaged in their work they will in turn experience job satisfaction since engaging in
work might associate with positive effect and complacence ( Keyes, 2007).

In addition to importance of job attitudes of employees, the assessment of
employees’ job performance has also a critical and essential function for organizations
(Riggio, 2009) because through this mechanism, the company assesses the worthiness
of all its employees and identifies the employees who are its key performers and the
employees who need to be trained and motivated to perform better.

1.5.3 Job Performance

Defining, understanding and evaluating job performance has received an
important attention from researchers (e.g., Arvey & Murphy, 1998; Borman &
Motowidlo, 1993; Motowidlo & Van Scotter, 1994) over the past two decades. In
1993, Borman and Motowidlo made a distinction categorization for job performance
in terms of task performance and contextual performance. Task performance
encompasses activities that are defined as part of the job and make contribution to the
organization’s technical core directly or indirectly. Contextual performance or
organizational citizenship behavior, on the other hand, includes activities which make
contribution to organizational effectiveness in ways that go further the responsibilities
that within the particular job (Borman & Motowidlo, 1993). Generally these behaviors
are performed voluntarily and are not within the formal job duties; however indicate
exemplary forms of performance that is desirable and beneficial for organizations
(Podsakoff, Whiting, Podsakoff & Blume, 2009).

Both individual and situational factors are related to job performance. For
example, stress is one of the factors affecting job performance. Nawaz, Mohsan and

Khan (2011) had conducted a research between the occupational stress and the
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performance of employees and found a negative relationship between them. Likewise,
Bashir and Ramay (2010), found out that stress in work environment lessen the
intention of employees to perform more effective in jobs.

Predispostional factors also have an impact employees’ performance.
According to Seibert Crant, & Kraimer (1999), proactivity may provide better job
performance since proactive individuals prefer and create situations that increase the
probability of high level of performance. Thompson (2005) also investigated the
relationship between proactivity and job performance and suggested that proactive
people show high job performance by developing social networks that enables them
the resources to show effective job performance.

Therefore based on the findings above, effective coping skills like proactive
coping can block or alleviate the negative effect of stress by providing opportunities to
use personal and job resources and predict job performance. It also predict higher job
performance compared to preventive coping because in proactive coping, individuals
try to achieve higher goals but in preventive coping, individuals may have minimally
accepted standards for performance (Schawarzer & Taubert, 2002).

Researchers also emphasizing the link between work attachment styles in terms
of engagement and burn out and job performance because they have direct influence
on it. Bakker, Demerouiti, Taris, Schauefeli and Schreurs (2003) observed that the
employees experiencing burnout had reduced their level of performance. Chiu and
Tsai (2006) also discovered a negative relationship between burnout and job
performance. Furthermore, Wright and Cropanzano (1997) indicated that emotional
exhaustion which is one of the dimensions of burnout, have significant and negative
influence on job performance. Therefore it can be inferred that the general reasons
behind the negative influence of burnout on job performance are diminished energy of
employees and losing their concern because of feeling exhausted, decreasing level of
self-esteem while solving work-related problems.

In addition to the negative relationship between burnout and job performance,
Schaufeli, Bakker and Salanova (2006) found that work engagement is positively
related to this concept where found a negative relationship for burnout. Moreover,
Bakker, Giervield and Van Rijswijk (2006) reported significant and positive

associations between school principals’ work engagement scores and teacher-ratings
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of school principals’ performance. In addition, engagement was strongly related to
creativity; the higher school principals’ levels of work engagement, the better they
were able to find out with a variety of ways to deal with work-related problems.
Finally, engaged school principals were seen as transformational leaders — being able
to inspire, stimulate and coach their co-workers.

Theoretically it can be made some possible explanations about the reasons why
engagement fosters positively job performance based on the literature. The first
explanation relates the positive affect and emotions attributed to work engagement
which provides employees to build social networks and personal resources which
foster the higher job performance (Gorgievski & Bakker, 2010). Second explanation
for the positive influence on engagement can be ascribed to good health. According to
Bakker and Leiter (2010), work engagement influence positively good health and in
turn good mental and physical health predict job performance (Demerouti & Bakker,
2006).

In this study it is expected a positive association between proactive coping and
job performance throughout the work engagement and negative association between
preventive coping and job performance throughout burnout.

In the next section, organizational citizenship behavior which is among the classes of
job performance will be explained in terms of the relationship between coping and

attachment styles.

1.5.4 Organizational Citizenship Behaviour

Although the associations between stressors, coping and in-role performance
have been well established (Gilboa, Shirom, Fried & Cooper, 2008), extra-role
behaviors such as organizational citizenship behavior (OCB) has been given less
attention.

Different definitions and conceptualizations have been made for the OCB by
the researchers. Organ defined OCB as “individual behavior that is discretionary, not
directly or explicitly recognized by the formal reward system, and in the aggregate
promotes the efficient and effective functioning of the organization” (Organ, 1998,
p.4). Altruism, courtesy, conscientiousness, civic virtue and sportsmanship are the five

factors of the original OCB model (Organ, 1990). Alternatively, Spector and Fox
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(2002, p.270) define OCB as “individuals may make voluntary contributions that go
beyond specified task performance or the psychological contract with the employer.

A different conceptualization of OCB suggested by Williams and Anderson
(1991) by differentiating the OCB as two part as interpersonal dimension (OCB-I) and
organizational dimension (OCB-O) regarding the direction of behavior performed.
OCB-I signs behaviors directed toward the benefit of other employees. Helping co-
workers when they are not around and helping supervisor when she/he needs extra
help are among the examples that can be given for OCB-I. On the other hand, OCB-O
focuses on impersonal citizenship and signs behaviors directed toward the benefit of
organization. Loyal boosterim (Moorman and Blakely, 1995), loyalty, obedience,
participation (Van Dyne, Graham, & Dienesch, 1994), and job dedication (Van
Scooter and Motowidlo, 1996) are the examples for OCB-O.

Practical implications and importance of OCB are explicit although variety of
definitions and conceptualizing definitions has been made for it. Organ (1988) noted
that, OCB enhances organizational effectiveness by adding to resource
transformations, innovativeness and adaptability. For instance, helping co-workers
result in decreased inter-group conflict and in turn enables managers to focus on more
important issues (Zarei Matin, Jandaghi & Ahmadi, 2010). Additionally, Schanake and
Hogan (1995) reveled that OCB was associated to organizational flexibility and
efficiency.

In addition to the influence of OCB on organizational outcomes and on
individuals, there are also some factors influencing OCB. For example aspects of work
setting are influential on OCB, such as organizational fairness (Tepper & Taylor,
2003). Moreover some stressors have an impact on OCB. If stressors perceived as
hindrance by employees, they lead some negative emotions and these in turn reduce
the likelihood of OCB performance; whereas positive emotions are associated with
performing prosocial and cooperative behaviors (Carlson, Charlin, & Miller, 1988).

Proactive concepts also have been identified in the literature on organizational
citizenship such as taking charge and change-oriented citizen (Morrision & Phelps,
1999). Proactive work behavior involves proactive goals to improve the internal
organizational environment and proactive problem solving (Parker, Williams &
Turner, 2006).
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Organizational Citizenship behavior requires taking charge (Morrision &
Phelps, 1999) as well as to personal initiative (Frese, Garst, & Fay, 2007). Frese and
Fay (2001) identified as important for personal initiative individuals’ expectations that
they control the situation and have an impact on the outcomes. individuals with high
control appraisals were proposed to maintain a strong sense of responsibility, to not
give up easily, searching for opportunities to act, to have high hopes for success, and
to actively search for information. Furthermore, according to Lavelle (2010),
employees’ tendency to engage in OCB depends on the individuals’ need to improve
their self-concept and achieve self-growth.

Work attachment styles are also influential factors for OCB. While studies
indicate negative relationship between burnout and OCB (Schnake & Dumler, 2003;
Chiu & Tsai, 2006; Van Emmerick, Jahaver, & Stone, 2005), they suggest a positive
relationship between engagement and OCB (Bormon & Motowidlo, 1997; Babcock-
Robertson and Strickland, 2010; Rich, LePine, & Crawford, 2010). The influential
reason for why attachment of work styles affect OCB is can be explained by the
emotion-based explanations. According to Bennett and Robinson (2000), performing
of extra role behaviors by employees depend on their emotions. While positive
emotions are positively associated with OCB, negative emotions are associates
negatively with it (Rhoades & Eisenberger, 2002). Since individuals feeling burnout
feel negative emotions, they will not likely to perform extra role behaviors, however
engaged employees will show OCB because they have a tendency to do extra works
due to their positive feeling toward work.

In line with these arguments and knowing that proactive coping individuals
feel high control on the situations, it is expected a positive relationship between OCB
and proactive coping in this study. However negative relationship is expected between
preventive coping and OCB since preventive coping individuals take action only if
they see harm or threat and normally they concern with mandatory obligations which
are not related with OCB (Schwarzer & Taubert, 2002). Moreover it is expected a
positive relationship between engagement and OCB and expected negative
relationship for burnout and OCB.
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1.6 Present Research

This study is designed to understand the relationship between coping styles
which are proactive and preventive coping and professional self-esteem, job
performance and organizational citizenship behavior with the mediator roles of
burnout and engagement.

Literature lacks the empirical data on proactive and preventive coping but
according to the literature review conducted during this study, no research was found
to investigate the influences of all these variables. Furthermore, much studies
reviewed the common points of proactive and preventive coping but the comparative
importance of proactive coping, preventive coping and the mechanism of process has
not been meticulously investigated up to now. In this regard the first purpose of this
study was to compare and understand the role of proactive and preventive coping on
both work attachment styles and organizational outcomes in terms of professional self-
esteem, job performance and organizational citizenship behavior. The second objective
was to discover the mediator role of burnout and engagement throughout the link
between proactive and preventive coping styles and organizational outcomes.

The conservation of resources theory (COR) is a theory of stress underlines the
principle that people try to get, construct and preserve that which they value and
psychological stress occurs if the resources which are important for them are lost,
threatened with loss or individuals fail to  replenish resources (Hobfoll,
1989).According to the COR theory, people should not engage in reactive coping but
rather act in a proactive way that will help them gain resources and become less
vulnerable to the threat of future or actual resource loss (Westman, Hobfoll, Chen,
Davidson, Laski, 2005). Proactive coping is representative of this feature, since it does
not require any negative appraisals, such as loss, and reflects efforts to build up
resources (Schwarzer &Knoll, 2003). Proactive coping is defined as efforts to strive
actively to seek new challenges, create new opportunities, and facilitate promotion
toward challenging goals so that they will be less negative whereas preventive coping
refers to the process by which a person builds up resources and resistance just in case

possible stressor occur in the distant future.
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Proactive coping consists of efforts to build up general resources and burnout
represents a depletion of resources. Thus, highly proactive coping should be associated
with lower burnout, since a proactive coper is able to utilize resources to offset stress
and burnout (Greenglass, 2005). The author’s interpretation focused on the individual
perception that proactive copers possess greater resources to cope with stress,
including the ability to plan and take appropriate actions to utilize available social
resources. In several studies in Canada, Poland, and Germany, proactive coping has
been found to be negatively correlated with job burnout in different professions (Uskul
& Greenglass, 2005) and negatively associated with functional disability (Greenglass,
Fiksenbaum, &Eaton, 2006).

Proactive coping has been shown to facilitate the achievement of personal
goals and personal growth (Greenglass, 2002). Those coping proactively draw on both
internal resources (e.g. optimism, self-efficacy) and external resources (e.g.
information, practical help) to manage expected and anticipated job demands.
Encouraging the use of this coping function may increase perceptions of control and
subsequently alleviate stress. However perceived lack of control over stressful
situations is associated for preventive coping and in preventive coping worry level is
higher. They cope with the stressor in a preventive way and build up protection
without knowing whether they will ever need it (Schwarzer & Taubert, 2002). In
preventive coping individuals take action based on threat appraisals and employ more
general end defensive strategies. On the other hand in proactive coping individuals
take more constructive and purposeful actions (Greenglass, Schwarzer, & Taubert,
1999).

Shiota (2006) proposes to investigate whether coping strategies are associated
with higher levels of positive aspects of well-being. As regards positive coping
associations with well-being, proactive coping is the prototype, since it involves future
challenges that are seen as self-promoting, and consequently ensures progress and
quality of functioning (Lippke, Wiedemann, Ziegelmann, Reuter & Schwarzer, 2009).
Proactive coping has emerged as a new focus of positive psychology research, and
empirical results have demonstrated that it predicts outcomes such as engagement and
its vigor and dedication dimensions (Schwarzer &Taubert, 2002; Sohl & Moyer,
2009). Moreover,Bakker, Schaufeli, Leiter, and Taris (2008) state that active coping
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styles, as is the case of proactive coping,are important direct antecedents of work
engagement,as illustrated by the results of Gan, Yang, Zhou, and Zhang (2007) and
Reschly, Huebner Appleton, and Antaramian (2008).

According to the self-determination theory, situations perceived as an
opportunity for growth provide higher motivation and in turn facilitate higher
engagement and job performance. Whereas situations that are perceived to be
hindering impairs growth opportunities and in turn reduce engagement and motivation
(Ryan & Deci, 2000).

Based on these findings it was expected that proactive coping would be
associated with engagement positively and burnout negatively because proactive
coping oriented individuals strive to reach high performance levels and self-growth to
satisfy their ideals selves and in order to acquire this goal, it is likely that proactive
coping oriented employees positively attach their work. On the other hand preventive
coping would be associated with burnout positively and associated engagement
negatively because preventive coping oriented employees are motivated to fulfill their
regular duties to avoid from possible negative consequences of failure. That’s why
they are likely to feel worry and anxiety and may be prone to experience burnout.

Hypothesis 1: Proactive coping would be associated with burnout negatively

and engagement positively.

a) Proactive coping will have a direct positive influence on engagement

b) Proactive coping will have a direct negative influence on burnout

Hypothesis 2: Preventive coping would be associated with burnout positively

and associated with engagement negatively.

a) Preventive coping will have a direct positive influence on burnout

b) Preventive coping will have a direct negative influence on engagement

According to Schwarzer and Taubert (2002), proactive coping individuals are
oriented to achieving targets and includes future requirements, which can lead self-
development. In Veresova and Mala’s study (2012), a significant negative correlation
was found between proactive coping and stress experiencing. In their study it was also
discovered a significant positive relation between proactive coping, self-efficacy and
motivation to personal development. In proactive coping one interprets barriers as a

chance for self-promotion and self-growth and people high in proactive coping are
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also more likely to succeed with their goal pursuit compared to preventive coping
(Greenglass & Fiksenbaum, 2009). Additionally in the study of Zhou, Gan, Knoll and
Schwarzer (2013), it was found that individuals high in proactive coping are more
likely to take initiative and feeling charge but in preventive coping people take
initiative only if they feel threat. In this regard proactive coping individuals may show
high task and contextual performance but preventive coping individuals may only
focus on regular responsibilities.

Proactivity can enhance work place performance as well as generate positive
outcomes beyond work performance such as obtaining employment and career
satisfaction according to Fuller and Marler (2009) and knowing that proactive coping
individuals are also high in proactivity it can be assumed the same for it, but not for
preventive coping. Those coping proactively instead of preventively are associated
with optimism and self-efficacy and these internal resources provide professional self-
esteem.

Based on these findings it is expected a direct relationship between proactive
and preventive coping and professional self-esteem, job performance and
organizational citizenship behavior.

Hypothesis 3: Proactive coping will influence professional self-esteem, job

performance, job satisfaction and OCB positively.

Hypothesis 4: Preventive Coping will influence professional self-esteem, job

performance, job satisfaction and OCB negatively.

Maslach and Jackson and Leiter (1996) suggest that the term of burnout is
defined as a crisis in an employee’s relationship with work in general and not
necessarily as a crisis in an employee’s relationship with other employees. On the
other hand Engagement is defined as a positive, fulfilling, work-related state of mind
that is characterized by vigor dedication, and absorption (Schaufeli & Bakker, 2004;
Schauefeli, Salanova, Gonzalaez-Roma & Bakker, 2002). The negative influence of
burnout and positive influence of engagement were also explained in the relevant
burnout and engagement section before.

In this context another objective of the present study is to analyze the mediating

role of burnout and engagement in the relationship between coping strategies and
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outcome of working attachment styles. More specifically the following hypothesis
were suggested:
Hypothesis 5: Engagement will behave as a mediator between proactive
coping and professional self-esteem, job performance, job satisfaction and
organizational citizenship behavior

Hypothesis 6: Burnout will behave as a mediator between preventive coping
and professional self-esteem, job performance and organizational citizenship

behavior.

As a result of these predictions, the proposed coping-attachment model which

would be tested through mediational analysis can be seen in Figure 1.2,

PROACTIVE
COPING

PREVENTIV
E COPING

PROFESSIONAL
SELF ESTEEM

JOB
SATISFACTION

JOB
BURNOUT PERFORMANCE
oCB

Figure 1.2 The Expected Relationships of Components

1.7 Control Variable : Work Experience

It was suggested that job experience might have an influence on work
attachment styles and outcomes of work attachment styles. Studies also indicate that
work experience of employees have impact on their work attachment styles, job
performance level and attitudes toward their job (Levinson, Fetchkan, and Hohensil,
1988; Murns and Cain, 2003; & Mackoniene & Norvile, 2012). Therefore total work

experience  was taken as a control variable in this  study.
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CHAPTER I

METHOD

2.1 Participants

In the present study, there were 215 employees. Among the participants, 114
were women (53%) and 101 were men (47%), and their age were ranging from 22 to
54 (M= 31.60, SD= 6.67). The majority of the participants were graduated from
university (70.2%), and from graduate programmes (24.7%). All of the participants
completed the questionnaires via internet. Of the full sample, 90 were collected for the
pilot study. Among 90 participants, 51 were women (56.7%) and 39 were men
(43.3%). The age range was between 23 and 54 (M= 29.63, SD= 5.87). The majority
of the participants had university degrees (70%), and graduate degrees (26.7%).

2.2 Measures

The questionnaire package started with an informed consent form (See
Appendix A). Participants also received a demographic information form, which was
provided in the last page of the survey package (See Appendix K). The mean scores of
scales were used for analyses. The scales used in the survey package are explained
below:

2.2.1 Proactive Coping Inventory
The present study utilized the Proactive Coping Subscale and the Preventive

Coping Subscale from the Proactive Coping Inventory, which was developed by
Greenglas, Schwarzer and Taubert (1999). Items of the two subscales were translated
into Turkish by the translators. Following the translation, a translator who majored in
English literature back-translated the two subscales into English. Finally, a translator
with psychology minor compared the back-translated English version with the original
inventory. Based on this discussion, the Turkish version was revised to eliminate
discrepancies. The Preventive Coping Subscale has 10 items in the original form. (See
Appendix B). A sample item is “l try to manage my money well in order to avoid

being destitute in old age”. After the translation, one item was eliminated by the
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researcher since it was not proper for Turkish sample. The Proactive Coping Subscale
has 14 items (See Appendix C) and a sample item is “I visualise my dreams and try to
achieve them” .Both preventive coping and proactive coping were rated on a 5-point
Likert scale (1 = Strongly Disagree; 5 = Strongly Agree). A pilot study was conducted
with 90 participants and one item from Proactive Coping Subscale was eliminated due
to its low correlation with other items of the scale. The Cronbach alpha of internal
consistency was .87, and .75 for preventive coping and proactive coping subscales,
respectively.
2.2.2 Utrecht Work Engagement Scale

Utrecht Work Engagement Scale (UWES) consisted of 17 items, and was
developed by Schaufeli and Bakker (2003). The aim of the scale was to measure the
engagement levels of employees. The items were rated on a 6- point Likert scale (See
Appendix D). A sample item is “At my work, I feel bursting with energy”. The
Cronbach alpha of internal consistency was .95 in the present study.
2.2.3 Maslach Burnout Inventory

The Maslach Burnout Inventory was developed by Maslach and Jakson (1981),
which aims to measure the burnout levels of employees. It is consisted of 22 items and
measured on a 5-point Likert scale (See Appendix E). An example item is “I feel
emotionally drained from my work”. The scale was translated into Turkish by Ergin
(1992). The internal consistency of the sale was .70 in the present study.
2.2.4 Professional Self-Esteem Scale

The Professional Self-Esteem Scale was developed by Aricak (1999), consisted
of 30 items with 5 point Likert scale (See Appendix F). A sample item is “My
occupation is important for me”. The aim of the scale is to measure the professional
self-esteem of individuals. The Cronbach alpha of internal consistency of the scale was
.96 in the present study.
2.2.5. Job Satisfaction Scale

Three items from the job satisfaction subscale of Job Diagnostic Survey
(Hackman & Oldham, 1975) was used by Bilgic (1999) to measure job satisfaction.
An example item is “In general, I am satisfied with my job.” In this study, participants

were asked to indicate their degree of agreement with the presented statements on a 5-
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point scale (1 = Strongly disagree, 5 = Strongly agree). (See Appendix H). and

Cronbach alpha of internal consistency was reported as .81 in the present study

2.2.6. Performance Scale

The Performance Scale was developed by Beffort and Hattrup (2003) and it has
nine items. The scale was translated into Turkish by Karakurum (2005). The items
were rated on a 5-point Likert scale (See Appendix G). A sample item is “I perform
my work with a high quality”. The scale aims to measure the self-rated job
performance of the employees with 9 items. The internal consistency of the scale was
reported as .92 in the present study.
2.2.7. Organizational Citizenship Behaviors Scale

Organizational Citizenship Behaviors Scale was developed by Podsakoff,
MacKenzie, Moorman, and Fetter (1990). A sample item is “I help others who have
heavy workloads”. The scale was translated in to Turkish by Bayazit, Aycan, Aksoy,
Goncii, and Oztekin (2006) and it has 24 items and rated on a 7-point Likert scale (1 =
strongly disagree; 7 = strongly agree). The Cronbach alpha of internal consistency was

reported as .74 in the present study.

2.3 Procedure

The participation in the study was voluntary and all of the participants received
a consent form providing info about the aim of the study. The questionnaire package
included the informed consent from, Proactive Coping Inventory, Utrecht Work
Engagement Scale, Maslach Burnout Inventory, Professional Self-Esteem Scale,
Performance Scale, Job Satisfaction Scale, and Organizational Citizenship Behavior
Scale. Firstly, a pilot study with 90 participants was conducted to test the
psychometric properties of the translated version of Proactive Coping Inventory.
Participants of the pilot study received the whole questionnaire package, and they were
included to the data set of the present study. The two samples did not differ from each
other significantly for the study variables and for the demographic variables (except
for age and work experience), hence the two data sets were combined and used for the

whole analysis. Data were collected via internet and snowball sampling was used to
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collect data. Before collecting the data, ethical permission was taken from Ethical

Committee of Middle East Technical University.
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CHAPTER 11

RESULTS

This chapter is consisted of five parts. In the first part, the results of the pilot
study were provided. In the second part, the procedures of data screening and cleaning
procedures were provided. In the third part, descriptive statistics and correlations
among study variables are provided. In the fourth part, results of confirmatory factor
analysis are presented. In the fifth part, main analyses are presented. Lastly, the results
of additional analyses were given.

3.1 Pilot Study

The psychometric properties of Proactive Coping Inventory, which was
translated into Turkish by the researcher, were investigated. Ninety people participated
in the pilot study. First, internal consistency of Preventive Coping Subscale was
examined and the scale yielded internal consistency as .72. Second, Proactive Coping
Subscale with 14 items was examined and the internal consistency of the subscale was
reported .61. Second item of the inventory was eliminated due to its low correlations
with other variables. The internal consist of Proactive Coping Subscale increased to

.67 after the item elimination.

3.2 Data Screening and Cleaning

For data screening, the steps described by Tabachnick and Fidell (2007) were
followed. Firstly, data entry was checked for accuracy with examination of out-of
range values. The data was also checked for missing values. The participants who did
not completed and dropped were excluded. After exclusion of uncompleted entries, the
data did not have any missing data.

The data were also analyzed for univariate and multivariate outliers. Only one
case was detected as a univariate outlier (z > 3.29). After screening the data for

univariate outlier, the data were screened for multivariate outliers. The participant with
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the univariate outlier was also detected as multivariate outlier. In addition, there was
one more multivariate outlier according to Mahalanobis distance (y*> > 14.86, p <
.005). Therefore, these two cases were deleted from the data set. The main analyses
were conducted with 213 participants. The skewness and kurtosis values were
examined as the results were all in acceptable ranges. Hence the normality
assumptions were met. In addition, the scatter plots were used to assess the lineratiy

assumptions. The results showed that the linearity assumptions were met.

3.3 Descriptive Statistics and Bivariate Correlations
The reliabilities («), means (M), and standard deviations (SD) are presented in

Table 3.1, and the correlations between study variables are presented in Table 3.2.

Table 3.1 Reliabilities, means, standard deviations, and minimum and maximum
values of study variables

Variable Mean SD Min.  Max. # of
items
Age 31.61 6.7 22 54
Preventive 358 .57 1.78 5.00 9
Proactive 351 .39 2.62 4.38 13
Engagement 3.38 .67 1.29 4.76 17
Burnout 263 .36 1.67 3.67 22
Professional self-esteem 3.80 .73 2.03 5.00 30
Job performance 3.76 .69 2.11 5.00 9
Job satisfaction 323 .86 1.00 4.67 3
ocCB 496 .47  3.38 6.08 24

OCB: Organizational citizenship behaviour

Among the demographic variables, gender was only negatively correlated with
professional self-esteem (r =-.14, p <.05). Age was positively correlated with work
engagement (r =.16, p <.05), and job satisfaction (r =.19, p <.01). Education was only
negatively correlated with work experience (r =-.14, p <.05). Work experience was
positively correlated with work engagement (r =.25, p <.01), job satisfaction (r = .20,
p <.01) and organizational citizenship behavior (r =.14, p <.05). Preventive coping

was positively correlated with burnout (r = .25, p <.01). Proactive coping was
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positively correlated with work engagement (r = .75, p <.01), professional self-esteem
(r = .58, p <.01), job performance (r = .71, p <.01), job satisfaction (r = .46, p <.01),
organizational citizenship behavior (r = .55, p <.01), and negatively with burnout (r =
-.15, p <.01). Engagement was positively correlated with job performance (r = .77, p
<.01), job satisfaction (r = .65, p <.01), and organizational citizenship behavior (r =
47, p <.01), and negatively correlated with burnout (r = -.22, p <.01). Burnout had
negative correlations with job performance (r = -.24, p <.01), job satisfaction (r = -
41, p <.01), and had positive correlation with professional self-esteem (r = -.30, p
<.01).

Table 3.2 The bivariate correlations among study variables

Variable 1 2 3 4 5 6 7 8 9 10 11
1. Gender 1

2. Age A1 1

3. Education -03 -.07 1

4. WE 07 94" -4 1

5. Preventive 08 .04 -.08 .09 1

6. Proactive -06 .02 -03 12 02 1

7. Engagement -07 .16 -00 257 06 .75 1

8. Burnout A1 .10 01 .07 257 -15° -227 1

9. PSE -14" .03 05 .08 -10 587 707 -307 1

10. JP 10 .02 -01 13 .02 717 77T -247 688 1

11. JS .07 19" 06 .20° -06 46~ 65" -417 56 527 1
12. OCB -12 05 -02 14" .03 557 47"  -12 37 64 .28
Cronbach alpha 8 75 95 70 96 .81 .74

*p <.05, **p <.01;WE: Work experience; PSE: Professional self-esteem; JP: Job performance; JS: Job satisfaction;
OCB: Organizational citizenship behavior.

When the correlations between dependent variables (i.e. professional self-
esteem, job performance, job satisfaction and organizational citizenship behavior) was
investigated, positive correlation were obtained between professional self-esteem and
job performance (r = .67, p <.01), job satisfaction (r = .56, p <.01), and
organizational citizenship behavior (r = .35, p <.01). Job performance was also
positively correlated with job satisfaction (r = .52, p <.01) and organizational
citizenship behavior (r = .64, p <.01). Lastly, job satisfaction had a positive

correlation with organizational citizenship behavior (r = .28, p <.01).
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3.4. Results of Factor Analysis

A pilot study was conducted to examine the internal consistency of Proactive
Coping Inventory, which was translated into Turkish by the researcher. An exploratory
factor analysis with varimax rotation was conducted in the main analysis. The initial
solution provided a five-factor solution. Since, many items were cross-loading with
comparable loadings, and variance explained by the first two factors was %46.64, the
factor analysis was forced to two factor solution. The results provided a two-factor
solution, which is consistent with the original version. Results showed that nine items
had .40 higher loadings on the first factor, which explained %28.02 of the variance.
Thirteen items had .40 and higher loading on the second factor, which explained
%18.62 of the variance. The initial eigenvalues were reported as 6.17 and 4.14 for the
first and the second factors, respectively.

Confirmatory factor analysis was conducted with EQS 6.1 in the main analyses
to investigate the appropriateness of the data to the two-factor model of Preventive
Coping Subscale and Proactive Coping Subscale. According to the y2 statistic, the
differences between the observed and the estimated matrices were significant x2(208)
=500.18, p <.001. In addition, the relative fit indices were close to acceptable level,
GFI = .83, AGFI = .80, RMSEA = .08, SRMR = .09, CFI = .84. Hence, the scale was
decided to be used as a two-factor scale in the present study.

Table 3.3 Factor loadings on a principle components analysis with varimax rotation

Factor 1 Factor 2

1.Before disaster strikes | am well-prepared for its consequences. .59
2. | develop my job skills to protect myself against unemployment. 71
3. I make sure my family is well taken care of to protect them from 74
adversity in the future.

4. | think ahead to avoid dangerous situations. .70
5. I plan for future eventualities. .59
6. | plan my strategies to change a situation before I act .65
7. | plan strategies for what | hope will be the best possible outcome. .58
8. I try to manage my money well in order to avoid being destitute in .58
old age.

9. Rather than spending every cent | make, I like to save for a rainy .76
day.
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Table 3.3 Factor loadings on a principle components analysis with varimax rotation

(Continued)

Factor 1 Factor 2
1. 1 am a "take charge" person. 71
2. | try to let things work out on their own. (eliminated)
3. When | experience a problem, | take the initiative in resolving it. .66
4. After attaining a goal, I look for another, more challenging one. .76
5. I like challenges and beating the odds. 12
6. | always try to find a way to work around obstacles; nothing really 71
stops me.
7. 1 turn obstacles into positive experiences. .64
8. Despite numerous setbacks, | usually succeed in getting what | want. .79
9. If someone tells me I can't do something, you can be sure I will do it -.58
10. When | apply for a position, | imagine myself filling it. .65
11. 1 visualize my dreams and try to achieve them. .58
12. When | have a problem, | usually see myself in a no-win situation .53
13. | often see myself failing so I don't get my hopes up too high .78
14. | try to pinpoint what | need to succeed -.63

Factor 1: Preventice coping subscale; Factor 2: Proactive coping subscale

3.5. Hypothesis Testing

3.5.1. The Relationship between Proactive Coping, Burnout and Engagement

Hypothesis 1 suggested that proactive coping skills would be associated with

burnout negatively and engagement positively. To test the first hypothesis, two

multiple regression analyses were conducted.

First, the effect of proactive coping on burnout was examined. In the first step,

work experience was entered as the control variable; however the result was not

significant. In the second step, proactive coping was entered

as the independent

variable and the result was significant (R %= .03, F (2,210) = 3.08, p < .05). Proactive

coping predicted burnout negatively (5 = -.15, t =-2.24, p < .05). Hence, it might be

concluded that Hypothesis 1la was supported.
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Table 3.4 The Effect of Proactive Coping Skills on Burnout (Hypothesis 1a)

B T Sig R° R* Sig.R® F
Change Change

Step 1 .01 1.14
Work experience .07 1.07 .287

Step 2 03 .02 026  3.08*
Work experience .09 1.34 .183

Proactive coping -15  -2.24 .026

Dependent variable is burnout
*p<.05, **p<.01, ***p<.001

Second, the effect of proactive coping on engagement was examined. In the
first step, work experience was entered as the control variable and the result was
significant (R ?= .06, F (1,211) = 13.40, p < .001). Work experience predicted
engagement positively (5 =.25, t =3.66, p <.001). In the second step, proactive coping
was entered as the independent variable and the result was significant (4R 2= .52, F
(2,210) = 143.77, p < .001). Proactive coping predicted engagement positively (8 =
73, t = 16.06, p < .001). Hence, it might be concluded that Hypothesis 1b was
supported.

Table 3.5 The Effect of Proactive Coping Skills on Engagement (Hypothesis 1b)

B T Sig. R R Sig. R° F
Change Change

Step 1 .06 13.40%**
Work experience 25  3.66 .000

Step 2 58 B2 000  143.77***
Work experience 16 352 .001

Proactive coping .73 16.06 .000

Dependent variable is engagement
*p<.05, **p<.01, ***p<.001

3.5.2. The Relationship between Preventive Coping, Burnout and Engagement

Hypothesis 2 suggested that preventive coping skills would be associated with
burnout positively and engagement negatively. To test the first hypothesis, two
multiple regression analyses were conducted.

In the first analysis, the effect of preventive coping skills on burnout was

examined. In the first step, work experience was entered as the control variable;
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however the result was not significant. In the second step, preventive coping skills was
entered as the independent variable and the result was significant (R 2= .07, F (2,210)
= 7.40, p < .001). Preventive coping skills predicted burnout positively (8 =.25, t =
3.69, p <.001). Hence, it might be concluded that Hypothesis 2a was supported.

Table 3.6 The Effect of Preventive Coping Skills on Burnout (Hypothesis 2a)

B T Sig. R° R Sig.R° F
Change Change

Step 1 01 1.14
Work experience .07 1.07 .287

Step 2 07 .06 000  7.40**
Work experience .05 .78 436

Preventive coping .25 3.69 .000

Dependent variable is burnout
*p<.05, **p<.01, ***p<.001

Second, the effect of preventive coping skills on engagement was tested. In the
first step, work experience was entered as the control variable and the result was
significant (R ?= .06, F (1,211) = 13.40, p < .001). Work experience predicted
engagement positively (8 =.25, t =3.66, p < .001). In the second step, preventive
coping skills was entered as the independent variable and the result was significant
(4R %= .00, F (2,210) = 6.90, p < .001); however preventive coping skills did not
predict engagement significantly. Hence, it might be concluded that Hypothesis 2b

was not supported.

Table 3.7 The Effect of Preventive Coping Skills on Engagement (Hypothesis 2b)

S T Sig R° R* Sig.R® F
Change Change

Step 1 .06 13.40***
Work experience .25 3.66 .000

Step 2 06 .00 506  6.90**
Work experience 24 3.59 .000

Preventive coping .05 .67 506

Dependent variable is engagement *p<.05, **p<.01, ***p<.001

3.5.3. The Relationship between Proactive Coping and Organizational Outcomes

Hypothesis 3 suggested that proactive coping skills would affect organizational

outcomes positively (i.e. professional self-esteem, job performance, job satisfaction,
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and organizational citizenship behavior). Four multiple regressions were conducted to
test hypothesis 3.

First, professional self-esteem was taken as the dependent variable. In the first
step, work experience was entered as the control variable; however it did not predict
professional self-esteem significantly. In the second step, proactive coping skills was
entered as the independent variable and the result was significant (R = .33, F (2,210)
= 51.19, p < .001). Proactive coping skills predicted professional self-esteem

engagement positively (8 =.57, t = 10.01, p <.001).

Table 3.8 The Effect of Proactive Coping Skills on PSE (Hypothesis 3a)

B t Sig. R° R* Sig.R® F
Change Change

Step 1 01 1.44
Work experience .08 1.20 .231

Step 2 33 .32 000  51.19***
Work experience .02 27 791

Proactive coping 57 10.01 .000

Dependent variable is professional self-esteem
*p<.05, **p<.01, ***p<.001

In the second multiple regression, job performance was entered as the
dependent variable. In the first step, work experience was entered the control variable;
however the result was not significant. In the second step, proactive coping skills was
entered as the independent variable and the result was significant (R %= .50, F (2,210)
=106.34, p <.001). Proactive coping skills predicted job performance positively (5 =
.70, t=14.34, p <.001).
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Table 3.9 The Effect of Proactive Coping Skills on Job Performance (Hypothesis 3b)

B T Sig. R R® Sig. R* F
Change Change

Step 1 .02 3.64
Work experience 13 191 .058

Step 2 50 .48 .000  106.34***
Work experience 05 .97 335

Proactive coping .70 14.34 .000

Dependent variable is job performance
*p<.05, **p<.01, ***p<.001

Third, job satisfaction was taken as the dependent variable. In the first step,
work experience was entered as the control variable and the result was significant (R
°= 04, F (1,211) = 8.98, p < .005). Work experience predicted job satisfaction
positively (8 =.20, t = 3.00, p <.005). In the second step, proactive coping was entered
as the independent variable and the result was significant (4R = .19, F (2,210) =
31.64, p <.001). Proactive coping skills predicted job satisfaction positively (5 =.44, t
=7.22,p <.001).

Table 3.10 The Effect of Proactive Coping on Job Satisfaction (Hypothesis 3c)

B T Sig R° R? Sig.R® F
Change Change

Step 1 .04 8.98**
Work experience .20 3.00 .003

Step 2 23 .19 000  31.64***
Work experience 15 247 014

Proactive coping 44 7.22  .000

Dependent variable is job satisfaction
*p<.05, **p<.01, ***p<.001

In the last analysis, organizational citizenship behavior was entered as the
dependent variable. In the first step, work experience was taken as the control variable;
and the result was significant (R >= .02, F (1,211) = 3.92, p < .05). Work experience
predicted organizational citizenship behavior significantly (5 =.14, t = 1.98, p < .05).
In the second step, proactive coping was taken as the independent variable and the
result was significant (4R ?= .28, F (2,210) = 44.79, p < .001). Proactive coping
predicted organizational citizenship behavior positively (f =.53,t =9.17, p <.001).
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Table 3.11 The Effect of Proactive Coping Skills on Organizational Citizenship
Behavior (Hypothesis 3d)

B t Sig. R° R* Sig.R® F
Change Change

Step 1 .02 3.92*
Work experience 14 1.98 .049

Step 2 30 .28 000  44.79***
Work experience .07 1.24 216

Proactive coping .53 9.17 .000

Dependent variable is organizational citizenship behavior
*p<.05, **p<.01, ***p<.001

Results showed that, proactive coping predicted outcomes of work attachment
styles positively (i.e. professional self-esteem, job performance, job satisfaction, and
organizational citizenship behavior) after controlling for work experience. Hence, it

might be concluded that hypothesis 3 was fully supported.

3.5.4. The Relationship between Preventive Coping and Organizational Outcomes

Hypothesis 4 suggested that preventive coping would affect organizational
outcomes negatively (i.e. professional self-esteem, job performance, job satisfaction,
and organizational citizenship behavior). Four multiple regressions were conducted to
test hypothesis 4. However, preventive coping skills did not predict any of the
organizational outcomes significantly. Therefore, it might be concluded that

hypothesis 4 was not supported.

3.5.5. The Mediating Role of Engagement between Proactive Coping Skills and
Outcomes of Work Attachment Styles

Hypothesis 5 suggested that the relationship between proactive coping skills
and organizational outcomes (i.e. professional self-esteem, job performance, job
satisfaction, and organizational citizenship behavior) would be mediated by
engagement. To examine the mediating role of engagement, the steps of Baron and
Kenny (1986) were followed. According to steps of Baron and Kenny (1986):

a) The independent variable must predict the dependent variable significantly.

b) The independent variable must predict the mediating variable significantly.

c) The mediating variable must predict the dependent variable significantly.

d) When the mediating variable is placed in the equation simultaneously with
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the independent variable, the effect of independent variable on the dependent
variable must decrease.

Since hypothesis 5 had four dependent variables, mediation analyses was
conducted for each dependent variable. Hierarchical multiple regression was used for
mediation analyses.

First, professional self-esteem was taken as the dependent variable. To test the
relationship between the independent variable and the dependent variable, work
experience was entered in the first step as the control variable; however the result was
not significant. In the second step, proactive coping skills was entered as the
independent variable and the result was significant (R *= .33, F (2,210) = 51.19, p <
.001). Proactive coping skills predicted professional self-esteem positively (8 =57, t =
10.01, p < .001). To test the relationship between proactive coping as the independent
variable and engagement as the mediating variable, work experience was entered in
the first step as the control variable and the result was significant (R *= .06, F (1,211)
= 13.40, p <.001). Work experience predicted engagement positively (5 =.25, t =3.66,
p < .001). In the second step, proactive coping skills was entered as the independent
variable and the result was significant (4R %= .52, F (2,210) = 143.77, p < .001).
Proactive coping skills predicted engagement positively (5 = .73, t = 16.06, p < .001).
In order to test the relationship between the mediating variable and the dependent
variable, work experience was entered in the first step as the control variable; however
the result was not significant. In the second step, engagement was entered as the
independent variable and the result was significant (R ?= .49, F (2,210) = 101.92, p <
.001). Engagement predicted professional self-esteem positively (8 =.72,t = 14.18, p <
.001). To test the mediating role of engagement, both the independent and the
mediating variables were entered into the equation simultaneously. In the first step,
work experience was entered as the control variable; however the result was not
significant. In the second step both proactive coping skills and engagement were
entered into the equation and the result was significant (R = .50, F (3,209) = 69.08, p
< .001). Since proactive coping lost its significant and only engagement predicted
professional self-esteem positively (8 =.64, t = 8.41, p < .001), it might be inferred

that engagement fully mediated the relationship between proactive coping and
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professional self-esteem. Sobel test results showed that this mediation is significant (z
=10.65, p <.001).

Bootstrapping was conducted to confirm the Sobel test results and estimates
from 5000 samples indicated that the indirect effects of proactive coping skills through
engagement on professional self-esteem lied between .6638 and 1.1429 with a

confidence interval of 95%. As a result indirect effect was seen to be significant.

Table 3.12 Mediation Analysis of Proactive Coping Skills, Engagement, and
Professional Self-Esteem

p ot Sig. R* R? Sig.R? F DV
Change Change

Analysis one

WE (Step 1) .08 120 .231 .01 1.44 PSE
Pro (Step 2) 57 10.01 .000 .33 .32 .000 51.19%**
Analysis two Eng
WE (Step 1) 25 3.66 .000 .06 13.40***

Pro (Step 2) .73 16.06 .000 .58 .52 .000 143.77***
Analysis three PSE
WE (Step 1) .08 120 .231 .01 1.44

Eng(Step 2) 72 1418 .000 .49 .49 .000 101.92***
Analysis four PSE
WE (Step 1) .08 120 .231 .01 1.44

Pro (Step 2) A1 149 138 .50 .49 .000 69.08***

Eng(Step 2) .64 841 .000

*p<.05, **p < .01, ***p < .001; Pro= Proactive; PSE = Professional self-esteem; Eng = Engagement; WE = Work experience

}1: Engagement

\\\; //,

[ Proactive Coping Professional Self “

11(.73)7 d Esteem

N J \_ /

Figure 3.1 Mediation Analysis of Proactive Coping Skills, Engagement, and
Professional Self-Esteem

Second, job performance was taken as the dependent variable. In order to test

the relationship between the independent variable and the dependent variable, work
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experience was entered in the first step as the control variable; however the result was
not significant. In the second step, proactive coping was entered as the independent
variable. The result was significant (R >= .50, F (2,210) = 106.34, p < .001) and
proactive coping predicted job performance positively (8 = .70, t = 14.34, p < .001).
To test the relationship between independent variable and the mediating variable, work
experience was entered in the first step as the control variable and the result was
significant (R 2= .06, F (1,211) = 13.40, p < .001). Work experience predicted
engagement positively (8 =.25, t =3.66, p < .001). In the second step, proactive coping
skills was entered as the independent variable and the result was significant (4R =
52, F (2,210) = 143.77, p < .001). Proactive coping skills predicted engagement
positively (8 = .73, t = 16.06, p < .001). In order to test the relationship between the
mediating variable and the dependent variable, work experience was entered in the
first step as the control variable; however the result was not significant. In the second
step, engagement was entered into the equation as the independent variable and the
result was significant (R = .58, F (2,210) = 146.86, p < .001). Engagement predicted
job performance positively (8 =.77, t = 16.89, p < .001). Both the independent and the
mediating variables were entered into the equation simultaneously to test the
mediating role of engagement. In the first step, work experience was entered as the
control variable; however the result was not significant. In the second step both
proactive coping skills and engagement were entered into the equation simultaneously
and the result was significant (R ?= .63, F (3,209) = 116.57, p < .001). The effect size
of proactive coping skills decreased (f =.31, t = 4.89, p < .001) and engagement
predicted job performance positively (f =.54, t = 8.27, p < .001). Hence, it might be
inferred that engagement partially mediated the relationship between proactive coping
skills and job performance. Sobel test results showed that this mediation is significant
(z=11.61, p<.001).

Bootstrapping was conducted to confirm the Sobel test results and estimates
from 5000 samples indicated that the indirect effects of proactive coping skills through
engagement on job performance lied between .5239 and .9271 with a confidence
interval of 95%. As a result indirect effect was seen to be significant.
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Table 3.13 Mediation Analysis of Proactive Coping Skills, Engagement, and Job

Performance

gt Sigg R® R° SigR? F DV

Change Change

Analysis one
WE (Step1) .13 1091 058 .02 3.64 JP
Pro (Step 2) .70 1434 000 .50 .48 .000 106.34***
Analysis two Eng
WE (Step1l) .25 3.66 .000 .06 13.40%**
Pro (Step 2) .73 16.06 .000 .58 .52 .000 143.77%**
Analysis three JP
WE (Step1) .13 1091 .058 .02 3.64
Eng(Step 2) .78 16.89 .000 .58 .56 .000 146.86***
Analysis four JP
WE (Step1) .13 1091 .058 .02 3.64
Pro (Step 2) 31 4.89 .000 .63 .61 .000 121.60***

Eng(Step 2) 54 8.27 .000

*p<.05, **p < .01, ***p < .001; Pro= Proactive; JP: Job performance; Eng = Engagement; WE = Work experience

.44:k** / \ _78***('54)***

> Engagement

N N

\ Proactive Coping | > Job Performance )\

\ » 0.5(.73)" g )
____/ " 4

Figure 3.2 Mediation Analysis of Proactive Coping Skills, Engagement, and Job
Performance

According to the third part of the hypothesis 5, the relationship between
proactive coping skills and job satisfaction would be mediated by engagement. To test
the relationship between the proactive coping skills and job satisfaction, work
experience was entered in the first step as the control variable and it predicted job
satisfaction significantly (R %= .04, F (1,211) = 8.98, p < .005; £ =.20, t = 3.00, p <
.005). In the second step, proactive coping skills was entered as the independent
variable, and it also predicted job satisfaction significantly significant (4R = .19, F
(2,210) = 31.64, p <.001; g =.44,t =7.22, p < .001). To test the relationship between
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independent variable and the mediating variable, work experience was entered in the
first step as the control variable and the result was significant work experience was
entered in the first step as the control variable and the result was significant (R *= .06,
F (1,211) = 13.40, p < .001). Work experience predicted engagement positively (5
=.25, t =3.66, p < .001). In the second step, proactive coping skills was entered as the
independent variable and the result was significant and it predicted engagement
significantly (4R >= .52, F (2,210) = 143.77, p < .001; 8 = .73, t = 16.06, p < .001).
For testing the relationship between the mediating variable and the dependent variable,
work experience was entered in the first step as the control variable; and the result was
significant (R °= .04, F (1,211) = 8.98, p < .005; g =.20, t = 3.00, p < .005).
Engagement was entered into the equation as the independent variable in the second
step and the result was significant (4R 2= .38, F (2,210) = 75.58, p < .001).
Engagement predicted job performance positively (5 =.64, t = 11.68, p < .001). In the
last analysis, both the independent and the mediating variables were entered into the
equation simultaneously to test the mediating role of engagement. In the first step,
work experience was entered as the control variable; and work experience predicted
job satisfaction significantly (R ?= .04, F (1,211) = 8.98, p < .005; # =.20, t = 3.00, p <
.005). In the second step both proactive coping skills and engagement were entered
into the equation simultaneously and the result was significant (4R °= .38, F (3,209) =
50.33, p < .001). Since proactive coping skills lost its significant and only engagement
predicted job satisfaction positively (f =.67, t = 8.22, p < .001), it might be inferred
that engagement fully mediated the relationship between proactive coping skills and
job satisfaction. Sobel test results showed that this mediation is significant (z = 9.45, p
<.001).

Bootstrapping was conducted to confirm the Sobel test results and estimates
from 5000 samples indicated that the indirect effects of proactive coping skills through
engagement on job performance lied between .8414 and 1.4451 with a confidence

interval of 95%. As a result indirect effect was seen to be significant.

53



Table 3.14 Mediation Analysis of Proactive Coping Skills, Engagement, and Job

Satisfaction

gt Sig. R? R SigR° F DV
Change Change
Analysis one
WE(Step 1) .20 3.00 .003 .04 8.98** JS
Pro(Step 2) 44 7.22 .000 .23 19 .000 31.64***
Analysis two Eng
WE(Step 1) 25 3.66 .000 .06 13.40***
Pro (Step 2) .73 16.06 .000 .58 52 .000 143.77***
Analysis three JS
WE(Step 1) .20 3.00 .003 .04 8.98**
Eng(Step 2) .64 1168 .000 .42 .38 .000 75.58***
Analysis four JS
WE(Step) .20 3.00 .003 .04 8.98**
Pro(Step 2) -05 -56 575 42 .38 .000 50.33***
Eng(Step2) .67 8.22 .000
*p<.05, **p < .01, ***p < .001; JS: Job satisfaction; Eng: Engagement; WE: Work experience
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Figure 3.3 Mediation Analysis of Proactive Coping Skills, Engagement, and Job
Satisfaction
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In the last part of the hypothesis 5, it was suggested that the relationship

between proactive coping skills and organizational citizenship behavior would be

mediated by engagement. In the first analysis, the relationship between independent

and the dependent variables were tested. To test the relationship between the proactive

coping skills and organizational citizenship behavior, work experience was entered in

the first step as the control variable; and the result was significant (R *= .02, F (1,211)

= 3.92, p < .05). Work experience predicted organizational citizenship behavior

significantly (5 =.14, t = 1.98, p <.05). In the second step, proactive coping skills was

54



taken as the independent variable and the result was significant (4R %= .28, F (2,210) =
44.79, p < .001). Proactive coping skills predicted organizational citizenship behavior
positively (5 =.53, t = 9.17, p < .001). To test the relationship between independent
variable and the mediating variable, work experience was entered in the first step as
the control variable and the result was significant (R = .06, F (1,211) = 13.40, p <
.001). Work experience predicted engagement positively (8 =.25, t =3.66, p < .001). In
the second step, proactive coping skills was entered as the independent variable and
the result was significant and it predicted engagement significantly (4R *= 52, F
(2,210) = 143.77, p < .001; p = .73, t = 16.06, p < .001). For testing the relationship
between the mediating variable and the dependent variable, work experience was
entered in the first step as the control variable and the result was significant (R *= .02,
F (1,211) = 3.92, p < .05). Work experience predicted organizational citizenship
behavior significantly (# =.14, t = 1.98, p < .05). Engagement was entered into the
equation as the independent variable in the second step and the result was significant
(4R %= 19, F (2,210) = 28.19, p < .001). Engagement predicted OCB positively (3
=45, t = 7.18, p < .001). Both the independent and the mediating variables were
entered into the equation simultaneously to test the mediating role of engagement. In
the first step, work experience was entered as the control variable and the result was
significant (R ?= .02, F (1,211) = 3.92, p < .05). Work experience predicted
organizational citizenship behavior significantly (# =.14, t = 1.98, p < .05). In the
second step both proactive coping skills and engagement were entered into the
equation simultaneously and the result was significant (4R %= .29, F (3,209) = 30.39, p
< .001). Although proactive coping skills predicted organizational citizenship
significantly (5 =.46, t = 5.23, p < .001), engagement, which is the mediating variable
lost its significance. Hence it might be concluded that, the relationship between
proactive coping skills and organizational citizenship behavior was not mediated by
engagement.

Hypothesis 5 suggested that the relationships between proactive coping skills
and organizational outcomes (i.e. professional self-esteem, job performance, job
satisfaction, and organizational citizenship behavior) would be mediated by
engagement. Results showed that, engagement mediated the relationship between

proactive coping skills and organizational outcomes, except for organizational
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citizenship behavior. Hence, according to the results, hypothesis 5 was partially
supported.

The model which includes the mediating role of engagement between proactive
coping skills and outcomes of work attachment styles was also tested with AMOS 20;
however the fit indices for the proposed model were not acceptable (Appendix L).

3.5.6. The Mediating Role of Burnout between Preventive Coping Skills and
Outcomes of Work Attachment Styles

Hypothesis 6 suggested that the relationship between preventive coping skills
and organizational outcomes (i.e. professional self-esteem, job performance, job
satisfaction, and organizational citizenship behavior) would be mediated by burnout.
However, results showed that, preventive coping skills did not have any effect on
organizational outcomes. The first step of Baron and Kenny (1986) was not met.
Hence, mediation analyses were not conducted. It might be concluded that hypothesis
6 was not supported.

The model which includes the mediating role of burnout between preventive
coping skills and organizational outcomes was also tested with AMOS 20; however

the fit indices for the proposed model were not acceptable (Appendix M).

3.6. Relative Contribution of Proactive and Preventive Coping on the
Engagement, Burnout and Organizational Outcomes

3.6.1 Prediction of Proactive Coping over and About Preventive Coping on

Engagement

In order to assess the relationship between proactive coping skills and work
engagement, a three-stage hierarchical multiple regressions was conducted and work
engagement was entered as the dependent variable. Work experience was entered as
the control variable in the first step and the result was significant (R %= .06, F (1,210) =
13.40, p <.001). Work experience predicted work engagement significantly (5 =.25, t
= 3.66, p < .001) Preventive coping skills was entered in the second stage. The result
was significant (4R 2= .00, F (2,209) = 6.90, p < .005); however preventive cooping

regression weight was not significant. In the last step, proactive coping skills was
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entered into the equation and the result was significant (4R %= .52, F (3,208) = 95.93, p
<.001) and proactive coping skills predicted work engagement significantly (8 =.73, t

= 16.03, p <.001) over and above the other variables.

Table 3.15 The Effect of Proactive Coping on Work Engagement

B t Sig. R° R* Sig.R® F
Change Change

Step 1 .06 13.40***
Work experience .25 3.66 .000

Step 2 .06 .00 506  6.90**
Work experience 24 3.59 .000

Preventive coping .05 .66 506

Step 3 58 .52 000  95.93***
Work experience .16 344 .001

Preventive coping .04 .83 408

Proactive coping 73 16.03 .000

*p<.05, **p<.01, ***p<.001

3.6.2 Prediction of Preventive Coping Over and Above Proactive Coping on

Burnout

To examine the relationship between preventive coping skills and burnout, a
three-stage hierarchical multiple regression was conducted. In the first step, work
experience was entered as the control variable; however the result was not significant.
Work experience did not predict burnout significantly. In the second step, proactive
coping skills was entered into the equation and the result was significant (R >= .03, F
(2,209) = 3.08, p < .05). Proactive coping skills predicted burnout (5 =-.15, t =-2.24, p
< .05). In the last step, preventive coping skills was entered and the result was
significant (4R %= .06, F (3,208) = 6.87, p < .001) and preventive coping skills
predicted burnout significantly (# =.25, t = 3.75, p < .001) over and above proactive

cooping.
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Table 3.16 The Effect of Preventive Coping on Burnout

S t Sig. R° R® Sig.R® F
Change Change

Step 1 287 114
Work experience .07 1.07 .287

Step 2 03 .02 026  3.08*
Work experience .09 1.34 .183

Proactive coping -15  -2.24 .026

Step 3 09 .06 000  6.87***
Work experience .07 1.06 .291

Proactive coping -16 -2.34 .020

Preventive coping .25 3.75 .000

*p<.05, **p<.01, ***p<.001

3.6.3 Prediction of Proactive Coping Over and About Preventive Coping on

Organizational Outcomes

To assess the relationship between proactive coping skills and professional
self-esteem, a three-stage hierarchical multiple regression was conducted. In the first
step, work experience was entered as the control variable; however the result was not
significant. Work experience did not predict professional self-esteem significantly. In
the second step, preventive coping skills was entered into the equation; however the
result was not significant. In the last step, proactive coping skills was entered and the
result was significant (R = .34, F (3,208) = 35.87, p < .001) and proactive coping
skills predicted professional self-esteem significantly (4 =.57, t = 10.10, p < .001) over

and above preventive cooping.
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Table 3.17 The Effect of Proactive Coping on Professional Self-Esteem

B t Sig. R’ R Sig.R° F
Change Change

Step 1 01 1.44
Work experience .08 1.20 .231

Step 2 02 01 129 1.89
Work experience .09 1.33 .185

Preventive coping -11  -153 .129

Step 3 34 32 000  35.87***
Work experience .02 43 .668

Preventive coping -11  -196 .051

Proactive coping 57 10.10 .000

*p<.05, **p<.01, ***p<.001

In order to investigate the relationship between proactive coping and job

performance, hierarchical multiple regression was conducted in three steps. In the first

step, work experience was entered as the control variable; however the result was not

significant. In the second step, preventive coping was entered into the equation;

however preventive coping did not explain variance in PSE over and above proactive

coping for the PSE. The last step, proactive coping skills was entered and the result
was significant (R = .49, F (3,208) = 70.57, p < .001) and proactive coping skills

predicted job performance significantly (8 =.70, t = 14.30, p < .001).

59



Table 3.18 The Effect of Proactive Coping Skills on Job Performance

B t Sig. R° R* Sig.R® F
Change Change

Step 1 .02 3.64
Work experience 13 191 .058

Step 2 02 .00 832 183
Work experience 13 1.88 .062

Preventive coping .02 21 832

Step 3 50 .49 000  70.57***
Work experience .05 .95 344

Preventive coping .01 15 879

Proactive coping .70 14.30 .000

*p<.05, **p<.01, ***p<.001

A three-step hierarchical multiple regressions were conducted to examine the
relationship between proactive coping skills and job satisfaction. In the first step, work
experience was entered as the control variable and the result was significant (R °= .04,
F (1,210) = 8.98, p <.005); work experience predicted job satisfaction significantly (5
=.20, t = 2.30, p < .005). In the second step, preventive coping skills was entered into
the equation; Although the AR was significant, preventive cooping regression weight
was not significant for predicting job satisfaction. In the last step, proactive coping
skills was entered and the result was significant (4R 2= .19, F (3,208) = 21.72, p <
.001) and proactive coping skills predicted job satisfaction significantly (f =.44, t =
7.24, p < .001) over and above the other variables entered in to the equation

previously.
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Table 3.19 The Effect of Proactive Coping on Job Satisfaction

S t Sig. R’ R Sig.R° F
Change Change

Step 1 .04 8.98**
Work experience .20 230 .003

Step 2 .05 01 275  5.09**
Work experience 21 3.08 .002

Preventive coping -07 .07 275

Step 3 24 .19 000  27.72***
Work experience 16 257 011

Preventive coping -08 -1.30 .196

Proactive coping 44 7.24  .000

*p<.05, **p<.01, ***p<.001

A hierarchical multiple regression with three steps was conducted to examine

the relationship between proactive coping and organizational citizenship behavior. In

the first step, work experience was entered as the control variable and the result was
significant (R = .02, F (1,210) = 2.92, p < .05); work experience predicted

organizational citizenship behavior significantly (4 =.14, t = 1.98, p < 05). In the

second step, preventive coping was entered into the equation; however preventive

coping did not explain variance in OCB. In the last step, proactive coping skills was
entered and the result was significant (4R %= .28, F (3,208) = 29.75, p < .001) and

proactive coping skills predicted organizational citizenship behavior significantly (5

=53, t = 9.15, p < .001) over and above the other variables (preventive cooping and

work experience)
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Table 3.20 The Effect of Proactive Coping on Organizational Citizenship Behavior

S t Sig. R° R Sig.R° F
Change Change

Step 1 .02 3.92*
Work experience 14 1.98 .049

Step 2 02 .00 748  2.00
Work experience 13 1.94 .054

Preventive coping .02 .32 748

Step 3 30 .28 000  29.75***
Work experience .07 121  .228

Preventive coping .02 .29 175

Proactive coping .53 9.15 .000

*p<.05, **p<.01, ***p<.001

3.6.4 Prediction of Preventive Coping Over and About Proactive Coping on

Organizational Outcomes

To examine the relationships between preventive coping and organizational
outcomes (i.e. professional self-esteem, job performance, job satisfaction, and
organizational citizenship behavior), four hierarchical multiple regressions with three
steps were conducted. However, after controlling for work experience and proactive

coping, preventive coping did not predict any organizational outcomes.
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CHAPTER IV

DISCUSSION

The purpose of the present study was to investigate the relationship between
coping strategies and organizational outcomes and to discover the role of work
attachment styles over this relationship and to make a contribution to the literature of
coping by examining the influence of proactive and preventive coping which are
among the new concepts of coping literature. In line with the expectation proactive
coping associated positively with work engagement and organizational outcomes.
Moreover preventive coping associated with burnout positively as expected. However;
contrary to expectation preventive coping was unrelated with organizational outcomes.
The results of the study present comprehensive findings to understand the relationship
among these factors and enable to interpret underlying dynamics behind these
constructions. In this section, the findings of present study are discussed in detail.
After providing a discussion of the findings, the chapter continues with limitations and
suggestions of the study. Contributions of the present study and implications for

organizations are also presented.

4.1 Evaluation of the Findings

In this study, work experience was taken as a control variable since it might
have an impact on the variables of this study such as proactive coping, job satisfaction,
burnout and engagement (Mackoniene & Norvile, 2012). The present findings are
parallel to other studies that observed positive correlations between work experience,
job satisfaction and engagement. Similar results were observed for the positive job
satisfaction and engagement relation with the previous findings (Levinson, Fetchkan,
and Hohensil, 1988; Mackoniene & Norvile, 2012). Possible explanation for the
positive correlation between, job satisfaction and engagement is that more experienced
employees have changed at least several jobs compared to younger, less experienced

employees working in their first job, and therefore they more satisfied with their
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present job. On the other hand, there are contradictory findings for the experience and
burnout relationship. While Mackoniene & Norvile(2012) reported negative
relationship between burnout and experience, Murns and Cain( 2003) and Huebner
(1992) reported a positive relation. Although findings of this study indicated a positive
relationship between burnout and work experience, significant association could not
be found.

The results of this present study supported some of the hypothesis and more
importantly the majority of the results provided direct effects. In this section, the

findings will be interpreted one by one and as a whole.

4.1.1 Influences of Coping Strategies on Work Attachment Styles

In line with expectation it was found several significant relationships between
proactive and preventive coping and work attachment styles in terms of engagement
and burnout which is the negative attachment style. With regard to work attachment
styles, proactive coping was associated with burnout negatively and engagement
positively as expected. However, proactive coping was more related to engagement
than to burnout.

The findings of present study are consistent with the studies which reported a
negative relationship between proactive coping and burnout (Greenglass & Uskul,
2005; Greenglass, Fiksenbaum, & Eaton, 2006; Gonzalez-Morales, Rodriguez, &
Peiro’, 2010; Lewin & Sager, 2009; Yip, Rowlinson, & Siu, 2008, Angelo &
Chambel, 2014) and positive relationship between proactive coping and engagement
(Bakker, Schaufeli, Leiter, and Taris 2008; Sohl & Moyer, 2009; Gan, Yang, Zhou, &
Zhang, 2007; Reschly, Huebner Appleton, & Antaramian, 2008, Angelo & Chambel).
Starting with the negative relationship between proactive coping and burnout which
has relatively low correlation compared to the proactive coping and engagement
relationship, the underlying mechanism behind it can be explained with two plausible
explanations. Firstly, perceived high control of proactive coping oriented individuals
on job demands may enlighten this relationship. Since they have high self-esteem and
high self-efficacy (Greenglass, 2002; Schwarzer & Taubert, 2002; Veresova & Mala,
2012), they may perceive some work stressors to be manageable and therefore work

stressors may be appraised as potentially rewarding by proactive coping individuals
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and in turn their motivation and eagerness may increase toward their job instead of
feeling burn out. Previous studies also support this idea by underlining the positive
role of high self-esteem and high self-efficacy on motivation of employees toward
their job (Eccles & Wigfield, 2002; Parker, Bindl, Strauss ,2010) and negative role of
them on experiencing burnout (Alarcon, Eschleman, Bowling, 2009). Second possible
explanation to negative relationship between burnout and proactive coping can be
experiencing positive mood of proactive coping individuals. Billings, Folkman, Acree
and Moskowitz (2000) underlined the importance of positive feelings during stressful
situations and indicated that they associated with lower level of negative physical
symptoms. According to Burns, Brown, Sachs-Ericcson, Plant, Curtis and
Frederickson (2006), using proactive coping may increase the continued experience of
positive mood over time and individuals engaging in proactive coping continue to
experience less negative emotions and positive mood states when they face with
stressful situations because positive feelings. Greenglasss (2005) support this idea and
suggest that high proactive coping individuals should be related lower burnout because
they have resources that can be helpful in alleviating the impact of stress such as self-
efficacy, self-confidence and positive emotions. Therefore it can be inferred that since
proactive coping individuals experience less negative emotions against work stressors,
they may keep their well-being at work and less likely to feel burned out.

In addition to the relationship between proactive coping and burnout, proactive
coping and engagement relation was also examined and it was found that proactive
coping predicted engagement positively that is consistent with the literature as
mentioned before. It is not surprising that proactive coping predicted engagement
positively because proactive coping oriented individuals utilize from job resources
thanks to their characteristic futures such as extraversion and agreeableness which are
very helpful in constructing interpersonal relations at work (Hambrick & McCord,
2010). Broaden-build theory also explains this situation by suggesting that positive
emotions provide individuals to generate resources and in turn build up more social
supportive relationship (Frederickson, 2001). Proactive coping individuals are more
likely to receive colleague and/or supervisory support which are among the job
resources during work since they are open to seek social support from their

environment and it is known that job resources have a crucial role in acquiring work
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engagement and lack of resources associates with stress and burnout (Demerouiti,
Bakker, Jonge, Janssen, & Schaufeli 2001). Additionally, proactive coping individuals
find more opportunities for personal growth at work which is another job resource that
engages employees to their work. As such proactive coping oriented individuals strive
to fulfill their ideals by endeavoring to reach personal development and set
challenging goals to generate self-promotion (Schwarzer & Taubert, 2002). Therefore
it can be inferred that using proactive coping may enable employees to find more
opportunities to use job resources and thanks to these resources like supervisory
support, colleague support and opportunities for personal development, they build up a
positive state of mind toward their work by coping with the burden of job demands
(Bakker & Demerouiti, 2007). Another reason carrying proactive coping individuals to
engagement can be their motivation. Motivation behind proactive coping is based on
challenge appraisal as Schwarzer & Taubert (2002) indicated and proactive coping
oriented individuals try to achieve personal quality standards. In this way they are
likely to appraise the stressors as challenging at work since stressors may be perceived
as opportunity for growth by employees using proactive coping. For instance they may
attribute a positive meaning to dealing with stressors in terms of career advancement,
promotion or self-enhancement. In this way it can be assumed that when employees
appraise the stressful tasks as challenging their motivation towards work also enhance
and in turn being motivated they engaged toward their work (Lepine, Podsakoff and
LePine, 2005)

The link between preventive coping and work attachment styles is also
important as the link proactive coping and work attachment styles. In this regard,
Hypothesis 2 suggested that preventive coping skills would be associated with burnout
positively and engagement negatively. It was found that preventive coping predicted
burnout positively as expected but contrary to expectation preventive coping did not
predict engagement either positively or negatively. The coping literature lacks the
empirical data to show the association between preventive coping and work
attachment styles, especially regarding with burnout there is no study. Therefore this
study aimed to contribute to the literature by examining this relationship. One of the
possible explanations that can be attributed to the positive relationship between

burnout and preventive coping is characteristics of preventive coping individuals. As it
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was explained before, preventive coping individuals seems to have low self-esteem,
low self-efficacy and high level of worry for their future and it is known that these
kind of feelings are among the human related antecedents of burnout (Alarcon,
Eschleman, & Bowling, 2009). When they face with demanding situations at work,
employees using preventive coping strategies may feel inadequate and low self-control
on the tasks and not appraised the stressors in a positive way like hindrance stressors
as Lepine, Podsakoff and LePine, (2005) suggested. Therefore they may feel
unattached towards their work because situations perceived as hindering impair
growth opportunities and in turn diminish engagement and motivation (Ryan & Deci,
2000). Another explanation toward this positive relationship between preventive
coping and burnout can be made from the point of job resources and burnout
relationship. It is known that lack of resources has been linked to fatigue and burnout
in studies (Hakanen et al., 2008, Schaufeli & Bakker, 2004 and negative emotions as
in the case of preventive coping may restrain opportunities of building interpersonal
relations at work ( Fredrickson, 2001). Thus, preventive coping individuals may not
find a colleague support or supervisory support which can be helpful in alleviating the
burden of job demands and in turn may experience burnout. Moreover contrary to
proactive coping individuals, since preventive coping individuals focus on risk
aversion behaviors and motivated to fulfill his/her duties to avoid the negative
consequences instead of focusing on advancement, accomplishment and aspirations
like proactive coping individuals, they may not find opportunities for personal
development which is among the job resources and they may disengaged toward their
work. In addition to burnout, the relationship between preventive coping skills and
engagement was tested but preventive coping did not predict engagement although
there was a negative relationship expectation. Therefore it can be inferred that there
may be another factors influencing the preventive coping and engagement relationship

and this factors can be investigated in future studies.

4.1.2 Influences of Coping Strategies on Organizational Outcomes

In addition to influence of proactive and preventive coping strategies on work

attachment styles, influence of these coping strategies was investigated on the
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organizational outcomes. It was suggested that while proactive coping would influence
positively the organizational outcomes which are professional self-esteem, job
satisfaction, job performance and organizational citizenship behavior preventive
coping would have negative influence on the negative attachment styles. Beginning
with the proactive coping and outcomes of work attachment styles relationship, it was
found that proactive coping predicted all of the organizational outcomes positively
after controlling work experience factor. Hence, it can be said that hypothesis three
was fully supported. The literature lacks the empirical data investigating these
relationships therefore it can be asserted that this study will broaden the coping
literature by indicating significant proactive coping and organizational outcomes style
relationship. Although there is a scarcity in the literature e, relation between proactive
and preventive coping and organizational outcomes can be explained from the
perspective of Higgin’s (1997) regulatory focus theory which assumes that
individual’s regulation of goals depend on either promotion focus-a regulatory state
focusing on advancement, accomplishment and aspirations, or prevention focus-a
regulatory state focusing on protection, safety, and avoiding negative outcomes. As
can be understand from the literature proactive and preventive coping concepts are
based on the regulatory focus theory (Grant & Ashford, 2008), former can be referred
to promotion focus and latter can be referred to prevention focus.

The reasons behind the significant positive relationship between proactive
coping and professional self-esteem can be enlightened with two plausible
explanations. Firstly, since proactive coping individuals have high self-esteem and
self-efficacy, they may feel high confidence in their ability to perform their work
properly and thanks to this belief their professional self-esteem may increase because
they may feel qualified in their profession and construct positive statement towards it.
Regulatory focus theory (Higgins, 1997) support this statement by suggesting that
individuals orientation toward promotion or prevention focus influence their
perceptions of their job. While promotion focus employees are more likely to perceive
their job as positive because they focus on the positive features of the environment ,
prevention focus employees focus on more negative future of the environment and in
turn they may have negative attitudes about their job (Markovits, Ullrich, Van Dick &
Davis, 2008 ; Tseng& Kang, 2008). Second possible explanation for this positive
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relationship proactive can be made from the perspective of their career motivation.
Since proactive coping individuals strive for their challenging goals, they may be very
selective during their job search and pursue their goals by taking conscientious actions
to find their ideal profession. Previous studies findings related proactivity and level of
salaries also can support this idea by suggesting a positive correlation between
proactivity and satisfaction from the level of salaries (Seibert, Scott, Crant, & Kraimer,
1999; Rode, Day, Hooney, Near & Baldwin, 2008). Career construction theory support
this situation by implying that individuals’ motivation, determination and self-efficacy
beliefs predict their career outcomes (Savickas, 1997; Savickas & Porfeli, 2012).
Therefore it would not be surprising for proactive coping employees to have high
professional self-esteem since they make an effort to find their ideal profession at the
beginning.

This situation also explains the result indicating positive relationship between
proactive coping and job satisfaction in line with the expectation. Since proactive
individuals are likely to satisfy from their profession it is not surprising that they also
likely to satisfy from their job. Employees’ enthusiasm because of profession may in
turn directly bring job satisfaction towards their job (Arvey, Bouchard, Segal and
Abraham, 1989). In addition to this profession perspective of this relationship,
dispositional features of proactive coping employees may clarify job satisfaction. If a
person has a positive self-regard as in proactive coping, he/she is more likely to see
his/her job in a more positive way and this positive self-evaluation may be associated
with job satisfaction (Viel, Houchins, Jolivette, Benson, 2010). Proactive coping is
likely to have positive impact on job satisfaction because it is associated with positive
emotions and mood states (Frederickson, 2006; Sohl & Moyer, 2009) and positive
emotions may enhance general feelings of job satisfaction (Brockner & Higgins,
2001). Although there are contradictory findings in the literature, majority of the
findings support the positive relationship between proactive coping and job
satisfaction. While Mackoniene and Norvile (2012) found negative weak relationship
between job satisfaction and proactive coping, other studies indicated significant
positive relationship between job satisfaction and promotion focus which is a very
similar concept to proactive coping (Brief , Butcher, & Roberson,1995; Lanaj, Chang
& Johnson, 2012).
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On the other hand, significant positive relationship between proactive coping
and job performance which is in line with expectation can be explained in a way that,
proactive coping employees prefer and create situations that enhance the likelihood of
high level of performance by setting more challenging goals and taking purposeful
actions for self-development (Schwarzer & Taubert, 2002 ; Veresova & Mala, 2012)
Hence, proactive individuals may designate higher performance standards for
themselves and strive to reach their ideal goal. Similar findings were found for the
promotion focus oriented individuals. Studies indicated that reaching or exceeding
high performance goals meant for self-actualization and self-aspiration for promotion
focus employees and they associated setting more challenging goals to reach their
ideal (Wallace, Johnson and Frasier, 2009; Higgins and Spiegel, 2004).

Another possible factor explaining the reason why proactive coping predict
positively job performance can be its alleviating effect on the negative effect of stress.
Knowing that stress has vitally negative impact on job performance (Nawaz, Mohsan
and Khan, 2011), using proactive coping may be very useful in blocking the negative
influence of stress on job performance and may enable employees to perform their job
properly. Lastly, results showed significant positive relationship between proactive
coping and organizational citizenship behavior as it was expected. Studies
investigating the relation between promotion focus and OCB are also in line this result
(Bolino, 1999; Rioux and Penner, 2001; Wallace, Johnson and Frasier, 2009).
According to Lavelle (2010), employees may perform OCB in order to gain rewards
and achieve better career advancements. This idea is consistent with proactive coping
because proactive coping individuals are motivated by the activities and tasks
enhancing their self-concept and offering them career advancement (Schwarzer &
Taubert, 2002; Veresova & Mala, 2012. Experiencing positive emotions instead of
negative ones may also explain the reason behind proactive coping and OCB
relationship. According to Johnson, Telentino, Rodopman and Cho (2010), employees
are more likely to perform OCB when they experience positive emotions. Because
employees using proactive coping strategies are less likely to experience negative
emotions such as stress, worry and anxiety and more likely to experience cheerfulness
related emotions, they may perform OCB by going beyond from their regular

responsibilities.
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In addition to hypothesis expecting positive relationship between proactive
coping and organizational outcomes, hypothesis four suggested that preventive coping
would affect outcomes of work attachment styles negatively (i.e. professional self-
esteem, job satisfaction, job performance and organizational citizenship behavior).
There are no studies examining the relationship between preventive coping and these
outcomes. Therefore this study aimed to show these relationships; however, counter to
expectations, preventive coping was unrelated to organizational outcomes In this
regard it might be concluded that hypothesis four was not supported. Therefore it can
be inferred that lack of significant association between preventive coping and these
outcomes may be because of other factors which may influence the relationship
between preventive coping and organizational outcomes. Like prevention focus
employees, preventive coping individuals performance and attitudes towards his/her
job and/or profession may depend on how they frame the task (Higgins, 2000).

While proactive coping individuals frame the tasks in terms of goal
achievement, preventive coping individuals frame as goal maintenance. Framing the
tasks as goal maintenance in order to avoid negative consequences, preventive coping
individuals may take flexile actions in order to be on the safe side. For instance,
preventive coping individuals may perceive an obligation to show at least standard
performance in order to fulfill the requirement in their job or may want to avoid to
negative consequences of performing low job performance. In parallel to these reasons
they may perform OCB by engaging extra roles. Turkish employees who are using
preventive coping might adapt themselves in accordance with the conditions and may
have fear of losing their job since the unemployment rate of Turkey is 10.5% which is
considerably high as of February, 2014 according to the web site of Turkish Statistics
Institute. In this regard the cost of losing the job may be perceived as very risky and in
turn they may try to show better performance and have a positive attitude toward their
job and profession. Another possible explanation for these insignificant results may be
because of the type of jobs. The sample was collected from individuals with different
jobs. However if the data had been collected from the jobs requiring high vigilance,
such as certain military jobs, security jobs or auditors, preventive coping would be
predict these outcomes positively. Keith and Frese (2005) explain this situation in their

study because they observed that prevention people oriented people continually
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monitoring their circumstances for errors. Therefore it can be inferred that preventive
coping individuals would be positively related for safety performance which consists
of employee activities contributing to workplace safety (Griffin & Neal, 2000) and
studies found positive association between safety performance and prevention focus (
Scholer & Higgins, 2008; Little & Shull, 2008). Future studies should therefore
investigate some moderator factors explaining the preventive coping and
organizational outcomes relationship and researchers should design their studies

specific to the jobs.

4.1.3 Coping and Organizational Outcomes: The Role of Work Engagement
Styles

Some important outcomes have been observed by the mediational hypothesis.
The results show that engagement partially mediates the proactive coping and
organizational outcomes relationships, however contrary to expectations burnout did
not mediate the relationship between preventive coping and organizational outcomes

It was suggested in the fifth hypothesis that the relationship between proactive
coping and organizational outcomes namely professional self-esteem, job satisfaction,
job performance and organizational citizenship behavior would be mediated by work
engagement and the results showed that engagement mediates the influence of
proactive coping on organizational outcomes were mediated by engagement except for
organizational citizenship behavior. Hence, it can be inferred that hypothesis five was
partially supported. In the literature there is no study about the mediating role of
engagement for the relationship between proactive coping and organizational
outcomes. In this manner, it can be asserted that this study was the first study to
examine mediating role of work engagement. The findings once more underline the
importance of work engagement as an exploratory mechanism between the
relationship of coping and outcomes and it can be overtly understand from the results
that work engagement mediate the influence of proactive coping. Therefore, it can be
suggested that proactive coping is an essential element in acquiring work engagement,
and work engagement affects significantly the outcomes which are related to business
life. Engaging their work, individuals experience connectivity to the work and in turn

they may be motivated to show high performance including task performance and
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OCB and may be prone to have more positive attitudes about their job (Kahn, 1990;
Christian, Garza & Slaughter, 2011). However the expected mediation between
proactive coping and organizational citizenship behavior was not found. Some
organizational factors may have role in this relationship such as perceived
organizational justice of employees’ .Some studies indicated that perception of
fairness in organizations influences employees’ OCB (Ambrose, 2002; Viswesvaran,
& Ones, 2002; Zhang, 2006). When employees perceive some extent of unfair
practices at work, they may avoid performing extra roles in addition to their regular
job duties. In this regard, future research can be needed to take under consideration
possible factors which can be influential for this relationship.

In addition to mediational analysis of work engagement on the relationship
proactive coping and the organizational outcomes, another mediational was conducted
for the relationship preventive coping and the outcomes of work attachment styles
through the role of burnout. Hypothesis six suggested that the relationship between
preventive coping and organizational outcomes would be mediated by burnout,
however contrary to expectations results showed that preventive coping did not have
any effect on organizational outcomes and so mediation analysis could not be
performed. Therefore it can be inferred that hypothesis six was not supported. The
reason behind this insignificant relationship can be explained by other dynamics as
mentioned before. Although preventive coping individuals experience burnout as
results of present study suggested, they may not reflect their feelings to their work
because of various reasons. They may repress their disengagement toward work and
try to fulfill the requirements of their job, sometimes may go beyond their regular job
and try to make their best. In this regard future studies should give some thought to
these results and examine the dynamics affecting these outcomes. Moreover
organizations should also try to understand the factors leading preventive coping
individuals to experience burnout and examine the dynamics behind their repressing

effort for their negative feelings.
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4.2 Contributions of the Study

This study provides several important contributions to the existing literature.
First of all it is the first time a study put emphasize on the distinctive feature of
proactive and preventive coping by treating the latter one as an antecedent of negative
work attachment. These are the two separate subscales of proactive coping inventory
and some studies used two coping styles as a single concept of proactive coping
although Schwarzer and Taubert (2002) underlined the distinctive features of both
scales. Referring their unique definitions as they offered, this study contributed to the
existing literature empirically distinguished data for proactive and preventive coping.

Second, this study showed that proactive coping is better predictors of work
attachment related outcomes compared to preventive coping. Proactive coping has an
influence on all outcomes of work attachment styles namely; professional self-esteem,
job satisfaction, job performance and OCB.

Third contribution of this study is about the professional self-esteem. Present
study included professional self-esteem as an important outcome of coping strategies
since the literature lacks the data related this kind of personal outcome as there is only
relationship between efficacy and professional self-esteem relationship was found as it
is mentioned before.

Fourth contribution of the current study is the exploration of the mediating role
of engagement for the proactive coping and organizational outcomes relationship. This
study is the first study to examine mediating role of work attachment styles between
coping strategies and organizational outcomes. In this study, the mediational effect of
engagement over proactive coping is clearly discovered and underlined the importance
of work engagement on organizational outcomes. Although this study could not find a
mediational effect of burnout over preventive coping and organizational outcomes, it
provides us to understand that individual may repress their negative feelings and strive
to not reflect them to their job.

Fifth, this study showed for the first time that in addition to regulatory focus
(Higgins, 1997), regulatory coping strategies namely proactive and preventive coping

are also important.
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Lastly, contribution of this study is that proactive coping and preventive coping
scales were translated in to Turkish to provide Turkish literature two new scales with
high psychometric properties. Therefore these two scales can be used for the future

studies.

4.3 Limitations of the Study and Suggestions for Future Research

This study has several limitations. First of all, the number of participants is
relatively low in comparison with other studies in the literature. Higher number of
participants can provide more accurate results. Therefore futures studies should
include adequate participants.

Second, proactive and preventive coping scales were translated in to Turkish
and this study is the first to test their psychometric properties. Therefore, the results of
this must be taken under consideration accordingly because the reliabilities and
validities based only this study.

Third, the study completed with self-report questionnaires and it is not free
form bias such as social desirability. Future research should collect the data of
outcome variables especially job performance and OCB from supervisors because
employees are more likely to give socially desirable responses when level of
performance is questioned.

Fourth, it was suggested that preventive coping would predict the
organizational outcomes; however results did not support this suggestion. These
results may be culture specific. In this regard, cultural dynamics can be added to future
studies to reveal better understanding such as individualism, collectivism and

uncertainty avoidance dimensions.

4.4 Implications for Managers and Organizations

The results of the study present several implications for managers and
organizations. First of all it seems that the effects of proactive and preventive coping
are indicative for the work attachment styles of employees. The results showed that
proactive coping has some positive outcomes for employees using it. The increase in
using the proactive coping provides employees to have more positive attitudes toward
their job and profession and to engage their work with a high motivation and decreases
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the probability of experiencing disengagement towards to job. Briefly, proactive
coping provides increment in work engagement and decreases burnout. Therefore, in
terms of practical implications for organizations and managerial perspective, proactive
coping can be very important in which the demanding jobs because of its alleviating
effect on the negative impacts of stress and additionally its role on increasing potential
for growth and well-being. Therefore managers should take notice of its positive
effects on employees and invest in the promotion of proactive coping strategy in the
organizations. As stress cannot be vanished from the work life, it is important to
develop strategies not only alleviating the negative effect of stress but also increasing
potential for growth and well-being as in the case of proactive coping. Therefore the
present study can be a good guide for managers who would like to help her/his
subordinates for their feelings of stress and encourage them for self-promotion and
growth.

As proactive coping, preventive coping may provide managers some practical
ideas to apply in their organizations. In this study, while proactive coping is related
with burnout negatively, preventive coping is related positively. Since burnout lead to
negative individual and organizational outcomes, managers can have a better
understanding the reason why employees are burned out and show lower performance

and negative job attitudes compared to other employees.
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APPENDICES

APPENDIX A

Goniillii Katilhm Formu

Sayim Katilimet,

Orta Dogu Teknik Universitesi, Psikoloji béliimii, Endiistri ve Orgiit Psikolojisi
yiiksek lisans programi, tez ¢alismasi kapsaminda hazirlanan bu arastirma projesinde
stresle basa c¢ikma bi¢imleri ve bu bicimlerin etkileri {izerine bir ¢alisma
yapilmaktadir. Gelecekte bu alanda yapilacak calismalarin iyilestirilmesi ve
catismalarin yasandigr durumunda yasanacak sorunlari engelleyebilmek adina daha net
bilgiler edinebilmemiz i¢in, bu ¢alismanin sonuglari biiylik 6nem tagimaktadir.

Arastirma icin sizlere bazi testler verilecektir. Bilgilerinizi girerek ve anketleri
yanitlayarak bu calismaya katilmak istediginizi gostermis olacaksiniz. Eger calismaya
katilmak istemiyorsaniz, liitfen anketleri yanitlamayiniz. Anketler igerisinde, kimlik
belirleyici ya da c¢alistigimiz kuruma dair herhangi bir bilgi istenmemektedir. Biitiin
anketler anonim olarak toplanacak ve yalnizca bilimsel amacl yayimlarda
kullanilacaktir. Anketleri tamamlamak yaklasik olarak 20 dakika siirecektir.

Arastirmaya katilmay1 kabul etmeniz durumunda, liitfen sorularin hepsini, hi¢ bir
maddeyi atlamadan ve size en uygun cevabi isaretleyerek, eksiksiz bir sekilde
cevaplayiniz.

Yanitlariniz kesinlikle gizli tutulacaktir ve sadece arastirma ekibinden kisiler bu
yanitlara erisebilecektir. Bu arastirmaya katilmaniz mecburi degildir. Katilim
tamamen goniilliiliik tizerine kuruludur. Herhangi bir sorunuz olmasi halinde liitfen
bizimle iletisime ge¢iniz.

Bu aragstirmanin gergeklestirilebilmesi ancak sizlerin katkilar: ile miimkiin olacaktir.
Zaman ayirdiginiz igin tesekkiir ederiz.

Tez Ogrencisi Tez Danismanm

Onder Ersen Reyhan Bilgi¢

Orta Dogu Teknik Universitesi Orta Dogu Teknik Universitesi
ersenonder@gmail.com rey@metu.edu.tr

Katilimcinin Adi: Tarih:

Imza:
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APPENDIX B

Items for Preventive Coping
Olas1 sonuglar1 goz oniinde bulundurarak planlar yaparim
Kazandigim her bir kurusu harcamaktansa kotii giinler igin biriktirmeyi tercih
ederim
Olumsuz durumlara kars1 hazirlikliyyimdir
Bir felaket meydana gelmeden 6nce kendimi onun sonuglarina hazirlarim
Becerilerimi kendimi issizlige karsi korumak i¢in gelistiririm
Ailemin gelecek olan olumsuzlukara kars1 iyi bir sekilde korundugundan emin
olurum
Tehlikeli durumlardan kaginirim
Stratejelerimi benim i¢in en iyi olacak sonucu diislinerek planlarim

Yaslandigimda muhta¢ duruma diismemek i¢in parami iyi yonetmeye c¢aligirim
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APPENDIX C

Items for Proactive Coping

Sorumluluk almaktan ¢ekinmeyen biriyim

Olaylarin ¢6ziimiinii dogal akisina birakirim (-)

Bir hedefi basardiktan sonra daha zorlayici hedeflerin arayisina girerim
Zorluklarin iistesinden gelmeyi severim

Hayallerimi ger¢eklestirmek i¢in ¢aba sarfederim

Birtakim aksilikler olsada,genelde istedigimi elde ederim

N o g bk~ w DR

Basarili olmak i¢in nelere ihtiyacim oldugunu kesin olarak belirlemeye

calisirim

8. Engelleri agmak adina her zaman alternatif bir yol bulmaya cabalarim. Kolay
kolay pes etmem

9. Kendimi sik sik basarisizlik i¢cinde goriirlirim bu yiizden beklentilerimi ¢ok
yiiksek tutmam (-)

10. Bir pozisyona basvurdugumda o pozisyonun tiim gerekliliklerini yerine
getirecegimi diigtinlirim

11. Engelleri kendi avantajima doniistiirebilrim

12. Biri bana bir isi yapamayacagimi soylerse o isi kesinlikle yaparim

13. Bir problemle karsilastigimda o problemi ¢ozmek i¢in sorumluluk alirim

14. Bir problemle karsilastigimda kendimi kaybeden bir durumda goriirim (-)
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APPENDIX D

Items for Burnout

1. Isimden sogudugumu hissediyorum.

2. Is doniisii ruhen tilkenmis hissediyorum.

3. Sabah kalktigimda bir giin daha bu isi kaldiramayacagimi diisiiniiyorum.

4. Isim geregi karsilastigim insanlarm ne hissettigini hemen anlarim (-)

5. Isim geregi karsilastigim baz1 insanlara sanki insan degillermis gibi davrandigimi
hissediyorum.

6. Biitlin giin insanlarla ugragmak benim i¢in gergekten ¢ok yipratici.

7. Isim geregi karsilastigim insanlarin sorunlarma en uygun ¢oziim yollarmni
bulurum.(-)

8. Yaptigim isten tikkendigimi hissediyorum.

9. Yaptigim is sayesinde insanlarin yasamina katkida bulunduguma inantyorum. (-)
10. Bu iste ¢alismaya basladigimdan beri insanlara kars1 sertlestim.

11. Bu igin beni giderek katilastirmasindan korkuyorum.

12. Cok seyler yapabilecek gligteyim. (-)

13. Isimin beni kisitladigini hissediyorum.

14. Isimde ¢ok fazla ¢alistigimi hissediyorum.

15. Isim geregi karsilastigim insanlara ne oldugu umurumda degil.

16. Dogrudan dogruya insanlarla ¢alismak bende ¢ok fazla stres yaratiyor.

17. Isim geregi karsilastigim insanlarla aramda rahat bir hava yaratirim (-)

18. Insanlarla yakin bir calismadan sonra kendimi canlanmis hissederim. (-)

19. Bu iste bir¢ok kayda deger basari elde ettim. (-)

20. Yolun sonuna geldigimi hissediyorum.

21. Isimdeki duygusal sorunlara serinkanlilikla yaklasirim. (-)

22. Isim geregi karsilastigim insanlarin bazi problemlerini sanki ben yaratmisim gibi

davrandiklarini hissediyorum..
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APPENDIX E

Items for Work Engagement

1. Calisirken kendimi enerji dolu hissederim.
. Yaptigim isi anlaml1 ve amag yiiklii buluyorum.
. Calisirken zaman akip gider, nasil gectigini anlamam.

. Isteyken giiclii ve ding hissediyorum.

2
3
4
5. Isimle ilgili konularda sevk duyarim, ¢ok hevesliyimdir.
6. Calisirken isimden bagka her seyi unuturum.

7. Isim bana ilham verir.

8. Sabahlar1 kalktigimda ise severek giderim.

9. Yogun olarak ¢alistigimda kendimi mutlu hissederim.

10. Yaptigim isle gurur duyuyorum.

11. Kendimi isime kaptiririm.

12. Uzun zaman siireleri boyunca araliksiz ¢alismaya devam edebilirim.
13. Benim igin igim kapasitemi gelismeye zorlayan biiyiik bir ugrastir.
14. Calisirken kendimden gegerim.

15. isimde zihnimi cabuk ve giiclii bir sekilde toparlarim.

16. Kendimi isimden ayirmam zordur.

17. Isimde baz1 seyler yolunda gitmediginde bile sebatkarimdir-yilmam
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APPENDIX F

Items for Professional Self Esteem

[EEN

. Kendimi sahip oldugum meslegimden daha iyi mesleklere layik goriiyorum.
Meslegim benim i¢in énemlidir.
Meslegimi kisiligime uygun bulmuyorum. (-)
Meslegim soruldugunda gurur duyarak bir cevap veremiyorum. (-)
Meslegimde tiretken ve verimli olabilecegimi diigiiniiyorum.
Meslegimi istemeyerek sectim. (-)
Meslegim benim benligimin bir par¢asidir

Meslegimin gerektirdigi zihinsel etkinliklere kendimi veremiyorum. (-)

© ®© N o g bk~ w DD

Meslegime ¢ok saygi duyuyorum.

10. Tercih hatasi yiiziinden su anda istemedigim bir meslek alanindayim. (-)

11. Meslegimin aranan ve istenilen bir meslek oldugunu diisiiniiyorum.

12. Meslegimin degerlerini hala benimseyebilmis degilim. (-)

13. Meslegimden memnunum

14. Meslegim insanlar {izerinde etki birakabilecek niteliklere sahiptir.

15. Meslegimi kiiglimsiiyorum. (-)

16. Meslegime duygusal olarak kendimi verebiliyorum

17. Bu meslegi sectigim igin kendi igimde ¢atisma yasadigim olur. (-)

18. Meslegim vasitasiyla insanlik i¢in 6nemli ve faydali isler bagarabilirim.

19. Yeteneklerimin meslegime uygun olmadigini diistiniiyorum. (-)

20. Meslegimin parlak bir gelecegi oldugunu diisiiniiyorum.

21. Meslegimi degistirmeyi diisiiniiyorum. (-)

22. Meslegimin benim ihtiyaglarimi karsilayamadigini diistiniiyorum. (-)

23. Onur duyarak soyleyebilecegim bir meslegim olmasini isterdim. (-)

24. Meslegimi kendim istedigim i¢in yapiyorum

25. Meslegime iligkin olumsuz bir elestiri aldigimda meslegimi degersiz gérme
egilimine giriyorum (-)

26. Yeri geldiginde meslegimi rahatlikla savunabilirim.

27. Tlgilerimin meslegime uygun olmadigm diisiiniiyorum.

28. Meslegimin itibarli oldugunu diisiiniiyorum.
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29. Gergekte zevk almadigim halde,meslegimden zevk aliyormus gibi goriintiriim.
Q)

30. Meslegim, bir meslekte bulunmasini istedigim o6zelliklere sahip.
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APPENDIX G

Items for Job Satisfaction

1. Genel olarak konusmak gerekirse, bu is beni ¢ok tatmin ediyor.

2. Buiste yaptigim calismalar, genel olarak, beni tatmin ediyor.

3. Buiste calisanlarin ¢ogu islerinden tatmin olmaktadirlar
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APPENDIX |

Items for Job Performance

1. Yiiksek kalitede is ortaya koymaktayim.

2. Isimin esasini olusturan ana gdrevlerimi basariyla yerine getirmekteyim.

3. Isimi yaparken zamani verimli bir sekilde kullanabilmekte ve is planlarina
bagli kalmaktayim

4. Isi basarili bir sekilde yapabilmek igin gerekli teknik bilgiyi gorevlerimi yerine
getirirken etkili bir sekilde kullanabilmekteyim.

5. Gorevlerimi yerine getirirken sozlii iletisim becerisini etkili bir sekilde
kullanabilmekteyim.

6. Gorevlerimi yerine getirirken yazili iletisim becerisini etkili bir sekilde
kullanabilmekteyim.

7. Kendi isimin bir par¢asi olmayan isleri de yapmak icin goniillii olmaktayim.

8. Kendi islerimi yaparken biiyiik bir heves ve gayret icerisindeyim.

9. Gerektiginde ¢alisma arkadaslarima yardim etmekte ve onlarla igbirligi
igerisinde ¢aligmaktayim.

10. Kurum kurallarini ve prosediirlerini onaylamakta ve bunlara uyum
gostermekteyim.

11. Kurum hedeflerini onaylamakta, desteklemekte ve savunmaktayim.
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APPENDIX J

Items for Organizaitonal Citizenship Behavor
1. Is yiikii agir olan diger ¢alisanlara yardim ederim.

2. Gorev bilinci en yiiksek calisanlardan biriyimdir.

w

Grupta her zaman baskalari tarafindan idare edilmesi gereken, agiklari
kapatilmasi gereken biriyimdir. (-)
. Is arkadaslarima sorun yaratmaktan kaginirim.

. Kurumdaki degisikleri siirekli olarak takip ederim.

4

5

6. Her zaman ¢evremdekilere yardim etmeye hazirimdir.

7. Aldigim paranin hakkini vermenin gerekliligine inanirim.

8. Onemsiz konularla ilgili sikayet ederek cok zaman kaybederim. (-)

9. Davranislarimin is arkadaslarim tizerindeki etkisini géz oniinde tutarim.

10. Katilim1 zorunlu olmayan fakat énemli goriilen toplantilara katilirim.

11. Ise gelememis bir kisiye yardim ederim.

12. Ise devamliligim standartlarin iizerindedir.

13. Pireyi deve yaparim. (-)

14. Baskalarinin haklarina tecaviiz etmem.

15. Katilim1 zorunlu olmayan fakat kurum imaj1 i¢in 6nemli olan gérevleri
istlenirim.

16. Isle ilgili problemleri olanlara kendi istegimle yardim ederim.

17. Fazladan molalar vermem.

18. Olumlu yonlere odaklanmak yerine her zaman hata ararim. (-)

19. Diger calisanlarla sorun olusmamasi i¢in 6nlemler alirim.

20. Kurumsal duyuru, not... vb. materyalleri okur ve takip ederim.

21. Yeni gelenlerin ortama alismalarina zorunlu olmadigim halde yardim ederim.

22. Kimsenin farkinda olmadigi zamanlarda bile sirket kurallarina uyarim.

23. Kurumun yaptiklarinda her zaman kusur bulurum. (-)

24. Davraniglarimin diger ¢alisanlarin islerine olan etkisine dikkat ederim.
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APPENDIX K

Items for Demographic Characteristics
Yas:

Cinsiyet: K E

Isiniz/Mesleginiz:

Egitim Durumunuz:

Unvaniniz:

Su anki igyerinizde kag yildir ¢aligmaktasiniz:

Toplam kag yildir i hayatindasiniz:
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APPENDIX L

MODEL TEST -1

Proactive

x2(6) = 73.31**, GFI = .91, AGFI = .67, RMSEA = .23, SRMR = .03, CFl = .91
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APPENDIX M

MODEL TEST -2

Preventive

x2(6) = 304.62** GFI = .67, AGFI = -.17, RMSEA = .49, SRMR = .12, CFIl = .22
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APPENDIX N
EXTENDED TURKISH SUMMARY

TURKCE OZET

1. GIRIS

Modern yasam standatlarinin getirdigi artan rekabetgilik olgusundan &tiirii stres
hayatimizda kacinilmaz bir fonksyion olarak yer almaktadir. Bu fonksiyonun insan
sagligina ve is performansina olan olumsuz etkisi nedeniyle stres psikoloji
calismalarinin  odak noktalarindan biri haline gelmis, stresin bireyler ve
organizasyonlar tizerindeki olumsuz etkilerini Onleyen ya da azaltan stratejiler
arastirmacilar tarafindan ¢okga calisilmistir. Basa ¢ikma stratejileri, stresin olumsuz
etkilerini Onleyen ya da azaltan faktorler arasindadir ve Pareek (1997) tarafindan
olumsuz kosullarin ve stresin iistesinden gelmek adina denenen yollar ve gosterilen
cabalar olarak tanimlanmustir.

Stres gibi, stresle basa ¢ikma yollar1 da arastirmacilar tarafindan oldukga fazla
bir sekilde ¢alisilmistir (Greenglass, Schwarzer, and Taubert, 1999; Lazarus &
Folkman, 1984; Hobfoll, 1989; Lazarus, 1991; Mostert & Joubert, 2005; Skinner &
Zimmmer- Gembeck, 2007). Bu arastirmalardan geleneksel basa ¢ikma arastirmalari
stresli hissedilen zamanda yapilabileceklere vurgu yaparken, son arastirmalar stresli
durumlar olusmadan &nce yapilabilecklere odaklanmaktadir. Ozellikle, pozitif
psikoloji akiminin etkisinden sonra basa ¢ikma kavrami daha farkli bir bi¢cimde ele
alimustir (Peiro, 2007) ve artik kisisel gelisme ve 6z-yonlendirmeli hedefe ulagsma
stratejilerini konu edinmektedir (Schawarzer & Knoll, 2003). Bu yilizden Schwarzer
and Taubert (2002) tarafindan hedef odakli ve uyarlanabilir metodlara odaklanan
proaktif ve Onleyici basa ¢ikma stratejileri onerilmistir. Onlara gore, geleneksel basa
¢tkma modelleri basa ¢ikmanin reaktif 6zgiinliigline odaklanip gegmis veya stiregelen
stres etkenlerini dikkate alirken, proaktif ve Onleyici basa ¢ikma bi¢imleri heniiz
gerceklesmemis, Ongoriilen, olasi stres etkenlerini ele alir. Proaktif baga ¢ikma big¢imi,

bir bireyin zorlu is/goérevleri edinme, yeni firsatlar yaratma ve zorlu ig/gorevler yoluyla
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yiikselme yoniindeki cabalar olarak tanimlanir. Ote yandan dnleyici basa ¢ikma bicimi
ise bireyin gilivende hissetmek adina insa ettigi kisisel kaynaklar olarak tanimlanir.
Proaktif basa ¢ikma bigiminde amag giivende hissetmeye ek olarak kisisel gelisim ve
yiikselmek i¢in firsatlar yaratmaktir.

Stresin ¢alisanlarin esenligini olumsuz yonde etkileyen en 6nemli faktorlerden
biri olmasi sebebiyle, stresle basa ¢ikma bigimlerinden olan proaktif ve dnleyici basa
¢ikma bigimlerinin orgiitsel sonuglardan mesleki 6z saygi, is doyumu, is peformansi
ve orglitsel vatandaglik davranisi tizerindeki etkisini gézlemlemek mevcut ¢alismanin
amaglarindan biridir. Ayrica bu basa ¢ikma bigimlerinin tilkenmislik ve ¢alisan
bagliligina etkisi ve bu baglanma bigimlerinin basetme stratejileri ile yukarida anilan
oOrgiitsel sonuglar arasinda araci rolii oynayip oynamadigi da ¢aligmanin
amaglarindandir.

Onceki ¢alismalar, proaktif basa ¢ikma bigimini tilkenmislik ile negatif yonde
iliskilendirilirken (Uskul & Greenglass, 2005), calisan baglilig: ile pozitif yonde
iliskilendirmistir (Sohl & Moyer, 2009); ancak onleyici basa ¢cikma bi¢imi ile ise
baglanma bicimleri arasindaki iliskiyi inceleyen sinirli sayida ¢aligma vardir. Bu
baglamda bu ¢aligmanin amaglarindan bir tanesi de onleyici basa ¢ikma bigimi ile ise
baglanma bi¢imleri arasindaki iliskiyi gézlemlemektir.

Proaktif ve onleyici basa ¢ikma bigimleri ile ise baglanma bigimleri arasindaki
iligkiyi inceleyen ¢aligmalarin kistiligininin yani sira, proaktif ve onleyici basa ¢ikma
bigimleri ve bu ¢alismada ele alinan 6rgiitsel sonuglardan mesleki 6z saygi, is doyumu,
1§ peformansi ve orgiitsel vatandaslik davranisi arasindaki iliski hakkinda da ¢ok az
sey bilinmektedir. Dolayistyla bu ¢aligmanin bir diger amaci da proaktif ve dnleyici
basa ¢ikma bigimlerinin orgiitsel sonuglar tizerindekini etkisini gézlemlemektir.

Yukarida bahsi gegen basa ¢ikma bigimleri ve orgiitsel sonuglar arasindaki
iliskiyi tiikenmislik ve galisan bagliligini arac1 degisken rolii ile incelemek de bu
calismanin amaglar1 arasindadir. Tiikenmisligin, orgiitsel sonuglardan is performansi
(Singh, Goolsby, and Rhoads,1994), is doyumu (Kalliath & Morris, 2002, Dallender &
Arnetz, 1999) ve orgiitsel vatandaslik davranisi iizerinde olumsuz bir etkiye sahip
olduga gozlenmistir. Ote yandan ¢alisan bagliliginin is performans: (Bakker &
Demerouiti, 2008), is doyumu ve orgiitsel vatandaslik davranisi tizerinde olumlu bir

etkiye sahip oldugu bulunmustur (Saks, 2006); ancak mesleki 6z saygi ile ise
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baglanma bicimleri arasindaki iligkiyi inceleyen ¢aligmalara psikoloji yazininda
rastlanmamuistir.

Yukarida agiklanan bilgilerden hareketle, bu ¢alismada test edilen hipotezler sunlardir:

Hipotez 1: Proaktif basa ¢ikma tiikkenmislik ile negatif yonde, ¢alisan bagliligi ile
pozitif yonde iliskilidir.

Hipotez 2: Onleyici basa ¢ikma tiikenmislik ile pozitif yonde, calisan baglilig: ile
negatif yonde iligkilidir.

Hipotez 3: Proaktif basa ¢ikma mesleki 6z-saygi, is doyumu, is performansi ve
orgiitsel vatandaslik davranisi izerinde olumlu bir etkiye sahiptir.

Hipotez 4: Onleyici basa ¢ikma mesleki 6z-sayg, is doyumu, is performansi ve
orgiitsel vatandaglik davranisi iizerinde negatif bir etkiye sahiptir.

Hipotez 5: Calisan bagliligi, proaktif basa ¢ikma ile mesleki 6z-saygi, is doyumu, is
performansi ve Orglitsel vatandaglik davranisi arasindaki iliskide aracilik rolii oynar.
Hipotez 6: Tiikkenmislik, 6nleyici basa ¢ikma ve mesleki 6z-saygi, is doyumu, is

performansi ve orgiitsel vatandaslik davranisi arasindaki iligskide aracilik rolii oynar

2. YONTEM
Mevcut caligmaya toplam 215 katilimer dahil olmustur. Katilimcilarin 114’1 kadin
(%53), 101’1 erkek (%47) olup yaslar1 22 ila 54 arasinda degismektedir. Katilimcilarin
biiyiik bir kism1 tiniversite mezunu (% 70.2) ve mezuniyet sonrast programlardan
(%24.7) mezun olmustur. Tiim katilimeilar anketleri internet yolu ile tamamlamaistir.

Tiim 6rneklemden 90’1 pilot ¢alisma i¢in secilmistir.

116



2.2 Olgekler

Proaktif Basa Cikma Envanteri

Mevcut ¢alismada Greenglas, Schwarzer ve Taubert (1999) tarafindan gelistirilen
Proaktif Basa Cikma Envanterinden alinan proaktif basa ¢ikma ve dnleyici basa ¢ikma
alt dlgekleri kullanilmistir. Olgekler Tiirkce’ye cevirmen aracilifi ile cevrilmis ceviri
sonucu bir madde Onleyici basa ¢ikma 6lgeginden ¢ikarilmistir. Pilot ¢alisma
sonrasinda ise bir madde diisiik korelasyondan dolay1 proaktif basa ¢ikma 6lgegindne
cikarilmustir. I¢ tutarlilik katsayilar1 proaktif ve dnleyici basa ¢ikma dlgekleri igin

sirasiyla .75 ve .87 olarak bulunmustur.

Utrecht ise Baglanma Ol¢egi

Schaufeli ve Bakker (2003) tarafindan gelistirilmis olup toplamda 17 maddeden
olusmaktadir. Olgek Tiirkce’ye Eryillmaz ve Dogan (2012) tarafindan ¢evrilmistir.
Mevcut calismada i¢ tutarlilik katsayisi .95 olarak elde edilmistir.

Maslach Tiikenmislik Sendromu Envanteri

Maslach ve Jackson (1981) tarafindan gelistirilmis olup toplamda 22 maddeden
olugmaktadir. Tiirk¢e’ye Ergin (1992) tarafindan ¢evrilmistir. Mevcut ¢alismada i¢
tutarlilik katsayis1 .70 olarak bulunmustur.

Mesleki Oz-Saygi Olcegi
Olgek Aricak (1999) tarafindan gelistirilmis olup toplamda 30 maddden olusmaktadir.

I¢ Tutarhilik katsayis1 mevcut ¢alismada .96 olarak bulunmustur.

Is Doyumu Olcegi
Is tanis1 8lgeginin (Hackman & Oldham, 1975) is doyumu alt 6lceginden alinan 3
madde Bilgi¢ (1999) tarafindan kullanulmistir. I¢ tutarlilik katsayis1 bu calismada .81

olarak bulunmustur.
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Performans Olgegi

Performans 6l¢egi Beffort ve Hattrup (2003) tarafindan gelistirlimis olup toplamda 9
madde igermektedir. Tiirkge’ye Karakurum (2005) tarafindan cevrilmistir. i¢ tutarlilik
katsayis1 bu ¢alismada .92 olarak bulunmustur.

Orgiitsel Vatandashk Davramsi Olcegi

Olgek Podsakoff, MacKenzie, Moorman, and Fetter (1990) tarafindan gelistirilmis
olup toplamda 24 madde igermektedir. Tiirk¢e’ye Bayazit, Aycan, Aksoy, Goncii, and
Oztekin (2006) tarafindan ¢evrilmistir. . i¢ tutarlilik katsayis1 bu ¢alismada .74 olarak

bulunmustur.

2.3 islem

Bu calismaya katilim goniilliiliik esasina dayalidir ve tiim katilimcilara ¢aligmaya
katilmadan 6nce ¢aligmanin amacina yonelik bilgi veren goniilli katilim formu
verilmigtir. Veriler internet araciligi ile elde edilmis ve kartopu 6rneklemi kullanmistir.
Veri toplamadan &nce Orta Dogu Teknik Universitesi Etik Komitesi’nden etik izin

alinmistir

3. BULGULAR

3.1 Pilot Calisma

Proaktif Basa Cikma Envanteri arastirmacit tarafindan Tiirkge’ye
cevrildiginden, bu envanterin psikometrik 6zellikleri incelenmistir. Pilot ¢alismaya 90
kisi katilmustir. Ilk olarak, dokuz maddeden olusan Proaktif Basa Cikma Alt &lgeginin
igsel tutarliligina bakilmis ve sonug. 72 olarak raporlanmistir. ikinci olarak, 14
maddeden olusan Onleyici Basa Cikma Alt dlcegi incelenmistir ve i¢sel tutarlilig. 61
olarak raporlanmistir. Olgegin ikinci maddesi, alt dlcegin diger maddeleri ile diisiik
ilgilesim gosterdigi icin elenmistir. Boylelikle 13 maddeli halinin igsel tutarliligi. 67

olarak raporlanmigtir.
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3.2 Betimleyici Istatistikler ve Arastirma Degiskenleri Arasindaki Korelasyonlar
Arastirma degiskenlerinin igsel tutarliliklar: (&), ortalamalar1 (M), ve standart
sapmalar1 (SD) Tablo 3.1°de, degiskenler arasindaki korelasyonlar ise Tablo 3.2°de

gosterilmistir.

Demografik degiskenler arasinda, cinsiyet sadece mesleki 6z saygi ile negatif
yonde (r =-.14, p <.05) iliskili bulunmustur. Yas, ¢alisan baglilig: (r =.16, p <.05) ve
is doyumu (r =.19, p <.01) ile pozitif iliskilidir. Toplam ¢alisma tecriibesi, ¢aligan
baghligt (r =.25, p <.01), is doyumu (r = .20, p <.01) ve Orgiitsel vatandaslik
davranis1 (r =.14, p <.05) ile pozitif iliskilidir. Onleyici basa ¢ikma, tilkenmislik (r =
.25, p <.01) ile pozitif iligkilidir. Proaktif basa ¢ikma ise ¢alisan bagliligi (r = .75, p
<.01), mesleki 6z sayg1 (r = .58, p <.01), is performans1 (r = .71, p <.01), is doyumu
(r = .46, p <.01), orgiitsel vatandaslik davranis1i (r = .55, p <.01) ile pozitif, ve
tikenmiglik ile negatif yonli iliskilidir (r = -.15, p <.01). Calisan baglilig: is
performansi (r = .77, p <.01), is doyumu (r = .65, p <.01), ve orgiitsel vatandaslik
davranis1 (r = .47, p <.01) ile pozitif, tiikenmislik ile negatif yonde iliskilidir (r = -.22,
p <.01). Tikenmislik, is performansi (r = -.24, p <.01), is doyumu (r = -.41, p <.01)
ile negatif, mesleki 6z sayg1 (r = -.30, p <.01)ile pozitif korelasyon gostermektedir.

Bagimli degiskenler arasindaki korelasyonlar incelendiginde, mesleki 6z saygi
ile is performansi (r = .67, p <.01), is doyumu (r = .56, p <.01), ve Orgiitsel
vatandashik davramis1 (r = .35, p <.01) arasinda pozitif iliskiler bulunmustur. Is
performansi ise is doyumu (r = .52, p <.01) ve orgiitsel vatandaslik davranisi (r = .64,
p <.01) ile pozitif iligkilidir. Son olarak is doyumu ise orgiitsel vatandaslik davranisi

ile (r = .28, p <.01) pozitif korelasyon gostermistir.

3.3 Faktor Analizi Sonuclar:

Proaktif Basa Cikma Envanteri arastirmaci tarafindan Tiirkce’ye ¢evrilmistir ve
envanterin i¢sel tutarliliginin incelenmesi adina pilot calisma diizenlenmistir. Varimax
rotasyonu ile agiklayici faktor analizi ana ¢alismada yapilmistir. Baslangic sonuglari
bes-faktorlii ¢oziim vermistir. Fakat bircok madde kiyaslanabilir diizeyde capraz
yiiklendigi i¢in ve ilk iki faktor tarafindan varyansin %46.64°1 agiklandigi i¢in faktor
analizi iki faktor ¢oziimiine zorlanmistir. Sonuglar, dokuz maddenin ilk faktore. 40 ve

daha fazla yiiklendigini ve ilk faktoriin %28.02°1 agikladigini1 gostermistir. Diger 13
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madde ise ikinci faktore. 40 ve daha fazla yiiklendigi ve ikinci faktoriin de varyansin
%18.62’1ni agikladig goriilmiistiir (Tablo 3,3). Baslangi¢ 6z degerleri birinci faktor
i¢cin 6.17 ve ikinci faktor i¢in 4.14 olarak raporlanmustir.

Veri setinin, Onleyici Basa Cikma ve Proaktif Basa Cikma Alt dlgeklerinin iki-
faktor modeline uygunlugunu incelemek adina dogrulayici faktor analizi EQS 6.1 ile
uygulanmustir.

Ki-kare istatistiklerine gére sonuglar anlamli ¢ikmistir ¥2(208) = 500,18, p < .001.
Bunlara ek olarak, uyum indeksleri de diisiik olmakla beraber kabul edilebilir seviyeye
yakin sonuglar vermistir (GFI = .83, AGFI = .80, RMSEA = .08, SRMR = .09, CF1 =
.84). Boylelikle bu ¢alismada envanterin iki faktor modeline gore ¢calismada

kullanilmasina karar verilmistir.

3.4. Hipotezlerin Test Edilmesi

Hipotez 1 proaktif basa ¢ikma becerilerinin tiikenmislik ile negatif, calisan
baglilig1 ile pozitif yonde iligkili oldugunu Onermistir. Sonuglara gore, ilk olarak,
proaktif basa ¢ikma tikkenmisligi negatif yonde yordamustir (R °= .03, F (2,210) =
3.08, p < .05; B = -.15, t =-2.24, p < .05). Ikinci olarak, proaktif basa ¢ikma ¢alisan
bagliligim pozitif yonde yordamustir. (R = .58, F (2,210) = 143,77, p < .001; # = .73, t
= 16.06, p < .001). Analizlerde toplam is tecriibesi kontrol edilmistir (Tablo 3,4 ve
Tablo 3,5). Sonuglara gére Hipotez 1 tamamen desteklenmistir.

Hipotez 2 6nleyici basa ¢ikmanin tiikenmislik ile pozitif, ¢alisan baglilig: ile
negatif yonlii iliski olacagini onermistir. Sonuglara gore, ilk olarak, onleyici basa
¢ikma tiikenmisligi pozitif yonde yordamistir (R 2= 07, F (2,210) = 7.40, p < .001; S
=25, t = 3.69, p < .001). Ikinci olarak, &nleyici basa ¢ikmanm, calisan baglilig
tizerindeki etkilerine bakilmistir fakat sonucglara gore aralarinda anlamli bir iligki
bulunamamustir. Biitiin analizlerde toplam is tecriibesi kontrol edilmistir (Tablo 3,6 ve
Tablo 3,7). Sonuglara gére Hipotez 2 kismi olarak desteklenmistir.

Hipotez 3 proaktif basa ¢ikmanin ise baglanma bigimlerini pozitif yonde
etkiledigini onermistir. Sonuglara gore proaktif basa ¢ikma mesleki 6z saygiy1r (R 2=
33, F (2,210) = 51.19, p < .001; g =.57, t = 10.01, p < .001), is performansini (R *=
50, F (2,210) = 106.34, p < .001; 8 = .70, t = 14.34, p < .001), is doyumunu (R %= .23,
F (2,210) = 31.64, p < .001; g =44, t = 7.22, p < .001), ve oOrgiitsel vatandaslik
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davranigini (R 2= 30, F (2,210) = 44.79, p < .001; p =53, t = 9.17, p < .001) pozitif
yonde yordamustir. Biitiin analizlerde toplam is tecriibesi kontrol edilmistir (Tablo 3.8,
Tablo 3.9, Tablo 3.10, ve Tablo 3.11). Sonuglara goére Hipotez 3 tamamen
desteklenmistir.

Hipotez 4 oOnleyici basa g¢ikmanin ise Orgiitsel sonuglart negatif yonde
etkiledigini Onermistir. Sonuglara gore Onleyici basa ¢ikma ile ¢alisan baglilig
bicimleri arasinda anlamli bir iliski bulunmamaktadir; bu nedenle Hipotez 4
desteklenmemistir.

Hipotez 5 proaktif basa ¢ikmanin ise baglanma bigimleri arasindaki iligkide
calisan bagliliginin araci degisken rolii oldugunu 6nermektedir. Ik olarak, proaktif
basa ¢ikma ile mesleki 6z saygi arasindaki iliski incelenmistir. Bu iliskide, proaktif
basa ¢ikmanin mesleki 6z saygi lizerindeki direkt etkisi (R °= 33, F (2,210) =51.19, p
< .001; g =57, t = 10.01, p < .001), galisan bagliliginin denkleme girmesi ile
anlamliligin1 yitirmistir. Boylelikle, c¢alisan bagliligimin proaktif basa c¢ikma ve
mesleki 0z saygi arasindaki iliskide tam araci degisken rolii oynadigi sonucuna
ulasilmistir. Biitlin analizlerde toplam is tecriibesi kontrol edilmistir (Tablo 3.12).
Sobel test sonuglart da sonuglarin anlamli oldugunu gostermistir (z = 10.65, p < .001).
Ikinci olarak, proaktif basa ¢ikma ile is performansi arasindaki ¢alisan baglilignimn
arac1 degisken rolii incelenmistir. Bu iliskide proaktif basa ¢ikmanin is performansi
iizerindeki direkt etkisi (R = .50, F (2,210) = 106,34, p < .001; = .70, t = 14.34, p <
.001), ¢alisan baghhigmm denkleme girmesi ile azalmistir (R ?= .63, F (3,209) =
116,57, p < .001; g =54, t = 8.27, p < .001). Boylelikle, caligan bagliliginin proaktif
basa ¢ikma ve is performansi arasindaki iliskide kismi araci degiskenlik ettigi
sonucuna ulasilmistir. Biitiin analizlerde toplam is tecriibesi kontrol edilmistir (Tablo
3.13). Sobel test sonuglar1 da sonuglarin anlamli oldugunu gostermistir (z = 11.61, p <
.001). Ugiincii olarak, ¢alisan bagliligmin proaktif basa ¢ikma ve is doyumu arasindaki
iligkide araci degisken rolii incelenmistir. Bu iliskide, proaktif basa c¢ikmanin is
doyumu iizerindeki etkisi (R 2= .23, F (2,210) = 31.64, p < .001; f =.44,t =7.22,p <
.001), calisan bagliliginin denkleme girmesi ile anlamliligimni yitirmistir. Boylelikle
calisan bagliliginin proaktif basa ¢ikma ve is doyumu arasindaki iliskide tam araci
degisken rolu oynadigi sonucuna ulagilmistir. Biitiin analizlerde toplam is tecriibesi

kontrol edilmistir (Tablo 3.14). Sobel test sonuglar1 da sonuglarin anlamli oldugunu
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gostermistir (z = 9.45, p <.001). Son olarak, ¢alisan baglilig1 proaktif basa ¢ikma ve
orgiitsel vatandaglhik davranislar ile iliskisinde araci degisken rolii incelenmistir; fakat
sonuglara gore bu iliskide ¢alisan baglilig1 arac1 degisken rolii gdstermemektedir.

Hipotez 5, ¢alisan bagliliginin proaktif basa ¢ikma ve ise baglanma bi¢imleri
(mesleki 6z-saygi, is performansi, is doyumu ve Orgiitsel vatandaslik davranisi)
arasindaki iligkiler arasinda araci degisken rolii oldugunu 6nermektedir. Sonuglara
gore, calisan bagliliginin arac1 degisken rolii proaktif basa ¢ikma yontemleri ve ise
baglanma bi¢imleri, Orgiitsel vatandaglik davranisi hari¢ olmak {tizere, arasindaki
iliskide arac1 degiskendir. Boylelikle hipotez 5 kismi olarak desteklenmistir.

Hipotez 6, tiikenmisligin Onleyici basa ¢ikma yontemleri ve is baglanma
bicimleri (mesleki 6z-saygi, is performansi, is doyumu ve Orgiitsel vatandaglik
davranisi) arasindaki iligkiler arasinda araci degisken rolii oldugunu Onermektedir.
Fakat sonuglara gore tikenmiglik bu iligskilerde araci degisken roliinde

bulunmamaktadir. Boylelikle Hipotez 6 desteklenmemistir.

4. TARTISMA

Mevcut ¢alismanin amaci basa ¢ikma stratejileri ile orgiitsel sonuglar arasindaki
iliskiyi incelemek, ise baglanma bi¢imlerinin bu iligki {izerindeki roliinii g6zlemek, ve
basa ¢cikma yazininda yeni kavramlar arasinda olan proaktif ve onleyici basa ¢ikma
bi¢cimlerinin etkilerini inceleyerek bu alana katki saglamakti.

Bu c¢aligmada toplam is tecriibesi demografik degiskeni, diger degiskenler
tizerinde bir etkiye sahip olabilecegi diisiincesiyle kontrol degiskeni olarak ele alindi
(Mackoniene ve Norvile, 2012). Toplam is tecriibesi ile ilgili elde edilen mevcut
bulgular 6nceki ¢alismalarla paralellik gostermis; toplam is tecriibesinin is doyumu ve
ise baglanma ile pozitif iliskilili oldugu goézlemlenmistir (Levinson, Fetchkan, and
Hohensil, 1988 ; Mackoniene & Norvile, 2012). Bu pozitif iliskinin olast bir nedeni
tecriibeli ¢alisanlarin daha geng ve az tecriibeli ¢alisanlara kiyasla birden fazla is
degistirmis olmalari ve mevcut islerinde bir isten ve organizasyondan olan

beklentilerine daha ¢ok yaklagmis olmalari olabilir.
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Bu calismada beklentilere paralel olarak proaktif ve Onleyici basa ¢ikma
bicimleri ile ise baglanma bigimleri iligkisi arasinda bira¢ anlamli bulgular elde
edilmistir. Proaktif basa ¢ikma bigiminin beklendigi gibi tiikenmislik ile negatif yonde
iliskili, calisan baglilig1 ile pozitif yonde iliskili oldugu gbzlemlenmistir. Bu bulgular,
proaktif basa ¢ikma bi¢imi ve tiikkenmislik ile arasinda negatif iligki rapor eden
calismalar ile (Uskul & Greenglass, 2005; Greenglass, Fiksenbaum, & Eaton, 2006;
Gonzalez-Morales, Rodriguez, & Peiro’, 2010; Lewin & Sager, 2009; Yip, Rowlinson,
& Siu, 2008, Angelo & Chambel, 2014) ve proaktif basa ¢ikma bi¢imi ve ise
baglanma arasinda pozitif iliski rapor eden calismalar ile paralellik gostermistir
(Bakker, Schaufeli, Leiter, and Taris 2008; Sohl & Moyer, 2009; Gan, Yang, Zhou, &
Zhang, 2007; Reschly, Huebner Appleton, & Antaramian, 2008, Angelo & Chambel).
Bu bulgularin nedeni proaktif basa ¢ikma bi¢imine odakli kisilerin yiiksek 6zgiliven ve
yiikksek 6z yeterlilikleri sayesinde is yasaminda karsilastiklar1 zorluklar1 kontrol
edilebilir olarak algilamar1 ve bu baglamda bu zorluklar1 6diillendirici faktorler olarak
degerlendirerek islerine daha motive bir sekilde yaklasmalari olarak agiklanabilir.

Bu caligmada, proaktif basa ¢ikma bi¢imi ve isle baglanma bicimleri arasindaki
bagin 6nemli oldugu kadar onleyici basa ¢ikma bigimi ve ise baglanma bi¢imleri
arasindaki iliski de 6nemlidir. Bu baglamda onleyici basa ¢ikma bigiminin tiikkenmiglik
ile pozitif yonde, c¢alisan bagliligi ile negatif yonde iligkili olacagi beklenistir.
Beklenildigi gibi Onleyici basa ¢ikma bi¢iminin tiikkenmislik ile pozitif yonde iligkili
oldugu gozlemlenmis; ancak beklentilerin aksine ¢alisan bagliligi ile ne pozitif ne de
negatif yonde bir iligki saptanamamustir. 6nleyici basa ¢ikma bi¢imi ve tiikenmislik
arasindaki pozitif iligki, 6nleyici basa ¢ikma bi¢imine odaklanmis kisilerin diisiik 6z
giiven ve geleckelerine yonelik duyduklar1 yliksek endise diizeyleri ile agiklanabilir ve
bu bunlarin tiikenmisgligin onciilleri oldugu bilinmektedir (Alarcon, Eschleman, &
Bowling, 2009).

Proaktif ve Onleyici basa ¢ikma bigimlerinin ise baglanma bi¢imlerine etkisine
ek olarak, bu basa ¢ikma stratejilerinin organizayionel sonuclar iizerindeki etkisi de
incelenmis, proaktif basa ¢ikma bigiminin Orgiitsel sonuclar olarak ele alinan mesleki
0z saygl, is doyumu, is performansi ve orgiitsel vatandaslik davranisi degiskenlerinden
tiimii ile pozitif ve anlamli bir iliski bulunmus; ancak 6nleyici basa ¢ikma bigimi ile bu

degiskenler arasinda herhangi anlamli bir iliski gozlemlenememistir. Proaktif basa
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cikma bicimi ile Orgiitsel sonuclar arasinda gozlemlenen pozitif iliski yine proaktif
basa c¢ikma big¢imine odakli kisilerin yiiksek 6zglivenleri ve 6z yeterlilikleri ile
aciklanacag1 gibi, bu kisilerin kariyerler motivasyonlari ile de agiklanabilir. Proaktif
basa ¢ikma bicimini kullanan c¢alisanlar zorlu hedefleri basarmak ydniinde caba
gosterdikleri igin, is arama silireglerinde ¢ok secici bir siire¢ izleyebilirler ve kendi
idealleri ile Ortlisecek bir is bulmak adina da amaca yonelsk adim atabilirler. Dolayisi
ile mevcut islerine yonelik pozitif bir turum gelistirmeleri ve bu baglamda yiiksek
performanslar1 gostermeleri beklenebilir. Kariyer olusturma teorisi de motivasyon, 6z
yeterlilik inanc1 ve kararlilik gostergelerinin orgiitsel sonuglari yordadigin belirterek
bu durumu desteklemektedir (Savickas, 1997; Savickas & Porfeli, 2012).

Onleyici basa ¢ikma bicimi ve drgiitsel sonuclar arasindaki arasindaki iliskiyi
inceleyen bir calismaya psikoloji yazininda rastlanmamistir. Bu yiizden mevcut
calisma bu alana katki sunmayir amaglamig; ancak Onleyici basa ¢ikma bigiminin
orgiitsel sonuglar ile iligkili oldugu bulunamamistir. Bunun nedeni bu iliskiyi etkileyen
diger faktorler olabilir. Tiirkiye Istatistik Kurumu’nun 2014 Subat ay1 verilerine gore
% 10.5 olarak acikladig issizilik oran1 Tiirkiye’deki issizlik oraninin yiiksek oldugunu
gostermektedir. Bu baglamda katilimcilarin boylesi yiiksek issizlik ortaminda islerini
kaybetmenin olduukga riskli oldugunu degerlendirerek tiikenmislik yasasalar dahi
yiiksek performans gostermek igin caba sarfetttikleri, mevcut iglerini kaybetme
korkusu ile islerine kars1 pozitif bir tutum gelistirdikleri sdylenebilir.

Mevcut calismada, basa ¢ikma bicimleri ile Orgiitsel sonuglar arasindaki
iliskisinde ise baglanma bi¢imlerinin araci degisken rolii de incelenmis, c¢alisan
bagliliginin kismi olarak proaktif baga ¢ikma ve orgiitsel sonuglar arasindaki iliskiye
aract degiskenlik ettigi gézlemlenmis; fakat Onleyici basa ¢ikma bi¢iminin Orgiitsel
sonuglar ile herhangi bir iligki gdéstermemesi yiiziinden tiikenmisligin bu iligkideki
aracit degisken rolii gozlemlenememistir. Psikoloji yazininda ise baglanmanin ve
tikenmisligin bu iligskideki araci degisken roliine rastlanmamistir. Bu baglamda
mevcut caligmanin bu iliskide ise baglanma bicimlerinin araci degisken roliinii
inceleyen ilk ¢alisma oldugu sdylenebilir. Bu ¢alismadan elde edilen bulgular bir kez
daha ise adanmisiligin, basa ¢ikma ve orglitsel sonuglar lizerinde agiklayici bir islev
iistlendigini ve proaktif basa ¢ikmanin orgiitsel sonuclar {izerindeki etkisine aracilik

ettigini  gostermistir. Calisanlar islerine kendilerini adayarak yiiksek derecede
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motivasyona sahip olurlar ve dolayisiyla yiiksek performans ve iselerine karsi pozitif

bir tutum gosterebilirler (Kahn, 1990; Christian, Garza & Slaughter, 2011).

4.1 Cahismamin Katkilar

Bu calisma mevcut yazina birka¢ yonden katli saglamistir. ilk olarak, proaktif ve
Onleyici basa ¢ikma bigimlerinin ayirt edici 6zelliklerine vurgu yaparak proaktif basa
¢ikma bigimini pozitif ise baglanma bigiminin, 6nleyici basa ¢ikma bi¢imini negatif
baglanma bi¢iminin Onciilleri olarak ele almistir. Mevcut calismanin ikinci katkisi
mesleki 6z-saygi ile basa ¢ikma bigimleri arasindaki iligkiyi ¢alismaya dahil etmek
olmustur. Ayrica bu ¢alisma basa ¢ikma stratejileri ve orgiitsel sonuglar arasindaki
iligkiyi incelerken, bu iliskiye ise baglanma bi¢imlerinin araci degisken roliinii de dahil
etmis ve bu iliskileri daha genis bir bakis acisindan yorumlama firsatini sunmustur.
Son olarak bu ¢alisma igin proaktif ve Onleyici basa ¢ikma bigimleri Olgekleri

Tiirk¢e’ye gevrilmis ve Tiirk Psikoloji yazinina katki saglamstir.

4.2 Calisma Smirhliklar1 ve Oneriler

Calismanin 6nemli bir sinirliligr ¢alismanin kisi beyanatl raporlar ile tamamlanmasi
ve bu yilizden sosyal istenirlik yanliligina agik olmasidir. Bu yiizden gelecek
arastirmalar oOrgiitsel sonuglar faktorlerini, Ozellikle is performanst ve Orgiitsel
vatandaslik davranisi faktorlerlerini ¢alisanlarin yoneticilerinden elde ettikleri veriler
ile 6lgmelilidir. Ayrica bu ¢alisma i¢in Tiirk¢eye cevrilen ve psikometrik 6zellikleri ilk
kez bu calismada test edilen proaktif ve onleyici basa ¢ikma Slgeklerinin gegerlilik ve

giivenilirlikleri sadece bu ¢alismada elde edildigi i¢in sonuglar dikkatle inelenmelidir.
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APPENDIX O: TEZ FOTOKPISIi iZiN FORMU

TEZ FOTOKOPISIi iZIN FORMU

ENSTITU

Fen Bilimleri Enstittsi

Sosyal Bilimler Enstitiisii

Uygulamali Matematik Enstitiisii I:I

Enformatik Enstittisi

Deniz Bilimleri Enstitiisi

YAZARIN
Soyadi : Ersen
Adi : Onder
Boliimii : Psikoloji

TEZIN ADI (ingilizce) : The Effect of Coping Strategies on Individual and

Organizational Outcome Perceptions: Mediating Role of Work Attachment Styles

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 alinabilir.

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

TEZIN KUTUPHANEYE TESLiM TARIHi:
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