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ABSTRACT

SELF-CONSTRUAL DIFFERENCES IN
PERCEIVED WORK SITUATION AND WELL-BEING

Beydogan, Basak
Ph. D., Department of Psychology

Supervisor: Prof. Dr. E. Olcay Imamoglu

February 2008, 219 pages

Based on the theoretical framework provided by Balanced Integration
Differentiation (BID) Model (Imamoglu, 1998; 2003) and Self-Determination
Theory (SDT) (Deci and Ryan, 1985), this study aimed to explore possible
determinants of Turkish employees’ subjective (i.e., life satisfaction) and
psychological well-being. Previous SDT research demonstrated that autonomus
causality orientation and perceived autonomy supportiveness of context predicted
need satisfaction at work and in turn, employee well-being (e.g., Baard et al.,
2004; Tlardi et al., 1993). BID Model was tested in a work setting for the first
time. Different from SDT research, relational aspects both as a form of self

orientation and a contextual characteristic (i.e., perceived relatedness

v



supportiveness) were included in this study, along with individuational orientation
and perceived autonomy supportiveness dimension, to explore their possible
influence on well-being.

Three-hundred-eighty-three employees (154 women and 229 men) from
various public and private sector organizations participated in the study. One-
hundred-ninety-two of them were from public sector organizations, whereas 191
of them were from private sector organizations.

Relational and individuational self orientations directly predicted need
satisfaction and psychological well-being, whereas relational orientation directly
predicted life satisfaction. Need satisfaction also predicted both types of well-
being. Furthermore, relational orientation predicted both autonomy and
relatedness supportiveness of work context and in turn, predicted need satisfaction
and well-being in public sector organizations. Furthermore, individuational
orientation predicted autonomy supportiveness and relational orientation predicted
relatedness supportiveness and in turn, predicted need satisfaction and well-being
in private sector organizations. The findings were discussed in terms of relevant

literature.

Key words: Balanced Integration Differentiation Model, Self-Determination

Theory, self-construal types, psychological well-being and life satisfaction.



0z

BENLIK TiPi FARKLILIKLARINA GORE ALGILANAN IS ORTAMI
VE 1Yl OLMA HALI

Beydogan, Basak
Doktora, Psikoloji Boliimii

Tez Danismani: Prof. Dr. E. Olcay Imamoglu

Subat 2008, 219 sayfa

Bu calisgmada, Dengeli Ayrisma/Ayirdetme Biitiinlesme (Denge)
Modeli’nin (1mamoglu, 1998, 2003) ve Ozgﬁr Irade (Kendi-Belirleme)
Kurami’nin (Deci ve Ryan, 1985) kuramsal temellerine dayandirilarak, Tiirk
calisanlarinin yasam doyumu ve psikolojik iyi olma durumlarimi yordayan olasi
etmenler aragtirilmigtir. Ozgiir Irade Kurami’'nin is hayatina uygulandig
caligsmalarda, ortamin algilanan 6zerklik destegi ve 0zerk nedensellik yoneliminin
temel ihtiya¢ tatminini ve sirasiyla, onun da iyi olusu yordadigi bulunmustur

(Baard ve digerleri, 2004; Ilardi ve digerleri, 1993). Denge Modeli ise bu

Vi



calismada ilk defa orgiitsel alana uygulanmistir. Bu calismada, kendilesme ve
ozerklik destegi boyutlar1 ile birlikte, Ozgiir Irade Kurami’na iliskin
arastirmalardan farkli olarak, iliski boyutunun da -hem benlik yonelimi hem de
ortamsal 0zellik olarak- iyi olus tizerindeki etkileri incelenmistir.

Calismaya, kamu ve 06zel sektor calisanlarindan olusan toplam 383 kisi
(154 kadin ve 229 erkek) katilmistir. Katilimcilarin 192’°si kamu sektorii ve 191°1
ise 0zel sektorii ¢alisanlarindan olugsmustur.

Iliskisel ve kendilesmis benlik yonelimleri dogrudan ihtiyac tatmini ve
psikoloji 1yi olusu diger yandan, iligkisel benlik yonelimi ise dogrudan yasam
doyumunu yordamistir. Ayrica, isyerinde temel ihtiyaglarin tatmini her iki tip iyi
olusu da dogrudan yordamistir. Kamu sektorii oOrgiitlerinde, iligkisel benlik
yonelimi ortamin 6zerklik ve iliskililik destegi ile, ve sirasiyla, onlar da ihtiyag
tatminini ve iyi olusu yordamustir. Diger yandan, 6zel sektor orgiitlerinde, iliskisel
benlik yoOnelimi ortamuin iligkililik destegi ve kendilesmis benlik yonelimi ise
ozerklik destegini, ve sirasiyla, onlar da ihtiyag¢ tatminini ve iyi olusu yordamistir.

Bulgular ilgili literatiir ¢cercevesinde tartisilmastir.

Anahtar Kelimeler: Dengeli Ayrigma-Ayirdetme Biitiinlesme Modeli, Ozgiir irade

(Kendi-Belirleme) Kurami, benlik tipleri, psikolojik iyi olma ve yasam doyumu.
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CHAPTER 1

INTRODUCTION

Well-being of employees has become an increasingly important topic for
researchers (e.g., Danna & Griffin, 1999). People spend a major part of their lives
at work, and we can feel safe to conclude that any role which occupies that much
time in an individual’s life may be likely to influence his/her overall well-being
(Noll, 1969). Similarly, Ilardi, Leone, Kasser, and Ryan (1993) state that work
conditions and well-being of an individual are interconnected. Furthermore, some
researchers have mentioned that workplace might affect not only the individual
but also well-being of the organizations and the community (e.g., Dierendonck,
Haynes, Borrill, & Stride, 2004; Harter, Schmidt, & Keyes, 2002). Having stated
the importance of employee well-being, the possible determinants that might lead
to higher degrees of employee well-being appears as an interesting and valuable
research area. Thus, the main research question of the study was to explore
possible self-related and work-related determinants of Turkish public and private
sector employees’ subjective and psychological well-being.

The present study was based on the theoretical framework provided by

Balanced Integration Differentiation (BID) Model (hnamoglu, 1998; 2003) and
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Self-Determination Theory (SDT) (Deci & Ryan, 1985). BID Model mainly
proposes that individuational and relational orientations are distinct and
complementary constructs which are essential for optimal human functioning.
Model proposes four self construal types that vary along dimensions of
individuational and relational orientations (Imamoglu 1998; 2003). These four self
construal types as well as individuational and relational orientations were used as
primary indices for assessing individuational differences of employees in the
present study. On the other hand, SDT mainly proposes that there are three basic
needs; namely, need for autonomy, need for relatedness, and need for competence,
which are vital for well-being. The main propositions of SDT have been applied
to work settings (e.g., Baard et al., 2004, Ilardi et al., 1993). SDT broadly posits
that higher autonomy supportiveness of the work settings would lead to higher
degrees of need satisfaction and in turn higher well-being for employees. The
findings of previous studies mainly supported these key propositions (e.g., Baard
et al., 2004, Ilardi et al., 1993). On the other hand, the propositions of BID Model
were applied and tested in a work setting for the first time in the present study.
Based on the two aforementioned theoretical frameworks, broadly whether
employees with different self-construal types as proposed in BID Model
(Imamoglu, 1998; 2003) vary from each other in terms of their perceptions with
respect to autonomy-supportiveness and relatedness supportiveness of their work
context and leader, the degree of need satisfaction at work (i.e., need for
autonomy, need for relatedness and need for competence) as proposed by SDT,
and finally subjective and psychological well-being or not were investigated in the
present study. Furthermore, it was broadly proposed that both relational and
individuational self orientations which give rise to four self construal types in the
BID Model (Imamoglu, 1998) would influence employees’ perceptions with
respect to autonomy and relatedness supportiveness of both their organizational
context and their leader and in turn, they would influence degree of need
satisfaction at work, and lastly, in turn, it would influence subjective well-being

and psychological well-being of Turkish employees.
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In the following section, firstly, the selected literature for the hedonic
well-being view and the eudaimonic well-being view are provided. The
eudaimonic view section is covered by two theories namely; Multidimensional
Psychological Well-being Model by Ryff (1989) and SDT (Deci & Ryan, 1985).
In the second section, selected literature for individual differences, namely BID
Model (Imamoglu, 1998; 2003) and also Big Five Model are presented. Thirdly,
possible workplace determinants of employee well-being are given. Lastly,

research questions and proposed models of the study are presented.
1.1. Overview of Psychological and Hedonic Well-being

The meaning of optimal functioning of human beings and of good life has
always been a considerable debate issue. Well-being research constitutes an
important area in the current psychology. There are two relatively distinct
perspectives about well-being which are dominant in the field; one of them is
labeled as eudaimonism, the other as hedonism (e.g. Keyes, Shmothin, & Ryff,
2002; Ryan & Deci, 2000; Waterman, 1993). In general, one deals with human
potentials whereas the other focuses on happiness, respectively (Keyes et al.,
2002). They have distinct views of human nature and good society (Ryan & Deci,
2000). Keyes et al. (2002) argue that even though these two views have evolved
separately, they might be considered to be related as they deal with the distinct
aspects of positive functioning. In the following sections, relevant literature on

both the hedonic view and the eudaimonic view is presented in detail.
1.1.1. The Hedonic (Subjective Well-being) View

Happiness has been among the most popular topics for human beings
throughout the centuries. Although there is an agreement that the happiness is an
important goal for all human beings, there is a debate on how to achieve it
(Bradburn, 1969). Tatarkiewicz (1976) states one of the earliest thinkers who

studied on happiness was Democritus (as cited in Diener, Scollon, and Lucas,
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2003). Democritus views happy life as enjoyable and mentions that state of
happiness is not related to degree of one’s possessions but to the way person
responds to the surrounding life circumstances (as cited in Diener et al., 2003).
That is, Democritus’ definition of happiness refers to disposition, satisfaction and
subjectivity (Diener et al., 2003). Happiness according to hedonists was equal to
the sum of pleasurable moments. This pure form of hedonism gave rise to a more
modest type of hedonism; utilitarianism. It considered happiness as a state which
could be achieved by maximizing pleasure and minimizing pain. That is, for
utilitarians, happiness was defined with respect to presence of pleasure and
absence of pain (Diener et al., 2003).

Based on Democritus ideas, the term subjective well-being (SWB) covers
individuals’ own evaluations of their lives (Diener et al., 2003). Some prefer to
use solely the term subjective well-being whereas some prefer to use happiness as
synonymous with subjective well-being. Hedonic or subjective well-being view
broadly equalizes hedonic pleasure or happiness with well-being (Ryan & Deci,
2000). That is, it is concerned with what lay people might call happiness or
satisfaction (Diener, Oishi, & Lucas, 2003).

Bradburn (1969) argued that in centuries since Aristotle, happiness
problem has been viewed as an ethical, a theological or an economic problem and
only recently it was defined as a psychological problem. Diener, Suh, Lucas, and
Smith (1999) stated that the study of SWB developed partly as a reaction to great
emphasis on negative states in psychology. One of the earliest psychological
formulations of hedonic well-being was provided by Bradburn (1969). Bradburn
(1969) formulized happiness or the feelings of psychological well-being as a
fundamental dependent variable. According to him, happiness arises from two
independent clusters of positive affect and negative affect. He also proposed that
individuals would have high level of happiness when they have an excess to
higher positive affect over negative affect. Consequently, when negative affect
predominates over positive affect, it leads to low level of happiness (Bradburn,

1969).
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However, Bradburn (1969) himself argued that the proposed model up to
this point, was resembling the traditional pleasure-pain or utility model which
defines well-being in terms of high level of pleasure and low level of pain. He
stated that as his model was based on the empirical findings, the uniqueness of it
stemmed from the further results. For instance, he found that positive and negative
affect were independent of one another (Bradburn, 1969). This finding implies
that it is not possible to predict one’s score on negative (or positive) affect from
his/her score on positive (or negative) affect dimension. The findings of Bradburn
(1969) also indicated that the best predictor of psychological well-being was the
discrepancy between two kinds of affect scores. The difference between these
scores was labeled as affect balance scale (Bradburn, 1969). Affect balance scale
is referred to be a good indicator of an individual’s current level of psychological
well-being or happiness. As mentioned, the variables which were associated with
the presence or absence of positive affect have no association to presence or
absence of negative affect, respectively (Bradburn, 1969).

Costa and McCrea (1980) used several personality traits to test Bradburn’s
(1969) propositions. The traits were found to be grouped under two main
dimensions of extraversion and neuroticism. Supporting Bradburn’s (1969) claims
and findings, positive and negative affect were found as independent clusters and
both were associated with overall estimates of happiness. The direct outcome of
extraversion was positive affect whereas direct outcome of neuroticism was
negative affect. Furthermore, both kinds of affect had independent contribution to
happiness. They found that although those who were low on neuroticism and
those who were high on extraversion reported similar degrees of life satisfaction,
according to Costa and McCrea (1980) first group can be described as seldom
depressed and latter as seldom elated (Costa & McCrea, 1980). The findings
suggested that the judgments of pleasantness or unpleasantness of events were not
absolute but were dependent on the positive and negative experiences of
individuals.

Andrew and Withey (1976) asserted that cognitive element of well-being

14



which was labeled as satisfaction with life should be added to positive and
negative affect to assess the degree of subjective well-being (as cited in Diener et
al., 1985). At the same time, Campbell et al. (1976; as cited in Diener et al., 2003)
proposed a fourth component for subjective well-being, domain satisfactions.
Domain satisfactions reflect people’s assessments for the specific domain in their
lives (e.g. marital, job satisfaction). Positive affect, negative affect, life
satisfaction and domain satisfactions are related but also provide unique
information about the subjective quality of one’s life (Diener et al., 2003).

In sum, according to current conceptualization of subjective well-being,
there are three components of SWB: life satisfaction, pleasant affect and low
levels of unpleasant affect (e.g. Diener et al., 1985; Diener, et al., 1997). As
mentioned, the affective and cognitive components of SWB are not completely
distinct rather they might be considered as complementary (Pavot & Diener,
1993). The satisfaction with life represents a global appraisal of well-being. It
refers to a judgmental process. People judge their satisfaction level in terms of the
standards that each individual sets for him/herself. Therefore, the standard is not
imposed externally (Diener et al., 1985). Currently, SWB researchers have great
interest in cognitive evaluations of life satisfaction (Diener et al., 1999). It seems
that people use information which tends to remain stable while evaluating their
level of life satisfaction. That is, people seem to use chronically accessible and
subjective criteria while judging about the quality of their lives (Diener et al.,
2003).

Diener et al. (1985) discussed that several scales had been developed to
measure affective component but less attention was given to the measurement of
life satisfaction. Also, these scales of life satisfaction generally consisted of a
single item. Therefore, Diener et al. (1985) aimed to develop a measure for
assessing life satisfaction. The scale was named as The Satisfaction with the Life
Scale and it became a popular measure of life satisfaction (Diener, et al., 1997).

As mentioned, the research of SWB has evolved in the last three decades.

Recently, the focus of SWB researchers is on understanding processes that
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underlie happiness rather than simply investigating the impact of demographic
characteristics that relate to it (Diener et al., 1999). Because, it was found that
external factors; such as demographic variables, account for only a small amount
of variance in life satisfaction. For instance, Diener and Scollon (2003) mentioned
that the results of the studies on impact of demographic variables on subjective
well-being indicated that they explained less than 20% of the variance.

Daily events are expected to influence global evaluations strongly. But,
although subjective well-being is expected to reflect some sort of variations with
respect to the changing conditions’ in one’s life, there is also considerable
stability with respect to the degree of subjective well-being over time. That is,
although life circumstances might influence life satisfaction, it is also highly
associated with personality traits. For instance, SWB is negatively correlated with
distress measures and neuroticism whereas it is positively correlated with
extraversion. Agreeableness and conscientiousness correlated moderately with
SWB (Diener et al., 1997).

The results of Libran (2006) also demonstrated that neuroticism was a
strong predictor of balanced affect and satisfaction with life. Moreover, the study
supported the view that neuroticism was a better predictor of subjective well-
being than extraversion. Similarly, Gutierrez, Jimenez, Hernandez, and Puente
(2005) found that neuroticism was the best predictor of affect balance and was
closely linked to negative affect. Extraversion was the second best predictor of
affect balance and was strongly related with positive affect. Neuroticism was
found to be more strongly related with affect balance than extraversion.
Personality was also the most important correlate compared to age, sex, and
relationship status of subjective well-being. When personality was controlled, age
and relationship status did not seem to account for the variance (Gutierrez et al.,
2005).

Having stated that earlier research has focused on the possible influence of
mainly individual differences and also demographic factors on subjective well-

being, currently there is more emphasis on the influence of the interactions
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between individual differences and contextual factors on subjective well-being.
Thus, Diener et al. (1993) specifically pointed out that the research needs to focus
on the interaction between internal and external factors. One of the contextual
variables that might influence people’s perceptions of subjective well-being is
culture. For instance, Lu and Gilmore (2004) stated the culture provided different
sources and conditions of SWB for its members. They argued that if the larger
cultural context is individualist, people with independent selves might achieve
SWB more easily. On the other hand, if the larger cultural tradition is collectivist,
people who have interdependent selves might achieve SWB more easily. Here,
they also made a distinction between individually and socially oriented SWB.
Although they did not specifically test these propositions directly by comparing
the degree of well-being of people with different orientations in different cultures,
they provided the descriptions of Chinese and American samples with respect to
happiness. Chinese sample mentioned happiness with feelings such as joy,
hedonic pleasure, and enjoyment. However, their descriptions more heavily
expressed the importance of self-control and group harmony in terms of
happiness. They also reported that they believed individual has the control over
his/her happiness, yet personal striving must be surrounded by moral principles.
Being loved and cared for in one’s relationships with close others were expressed
frequently by the Chinese sample. Also their description of their social world
extended to wider collectives. On the other hand, the American sample’s
descriptions of happiness were rather positive, emotionally charged, whereas
Chinese sample’s descriptions portrayed a more balanced view of happiness.
Spiritual element of happiness seemed as lacking in American’s descriptions.
They emphasized self-autonomy, positive evaluations of self by themselves
whereas Chinese stated the importance of positive evaluation of self by others.
The findings overall implied somewhat distinct descriptions of happiness in Asian
and American samples (Lu & Gilmore, 2004).

In another cross-cultural study, Schimmack, Oishi, Radhakrishman,

Dzoko, and Ahadi (2002) found that extraversion and neuroticism predicted the
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balance between pleasant and unpleasant affect to same extent in samples from
Germany, Ghana, Japan, Mexico and the U.S. They revealed that hedonic balance
mediated the relationship between extraversion as well as neuroticism and life
satisfaction. In individualist cultures, personality had stronger influence on life
satisfaction than in collectivist cultures.

Overall, there has been quite a progress in terms of the research on
subjective well-being within the last four decades. The demographic variables,
such as age, gender, marital status, were found to have smaller influence on well-
being as compared to personality differences (e.g., Diener et al., 1997; Gutierrez
at al., 2005). While individual differences still, at least partially, continue to
dominate the field, there is an increasing interest in the influence of the interaction
between contextual factors and individual differences on subjective well-being

(e.g. , Lu, 2006; Uskul, Hynie, & Lalonde, 2004).

1.1.2. The Eudaimonic (Psychological Well-being) View

Although well-being is one of the most popular topics in the current
psychology, the roots of the concept could be found in the Ancient Greek. One of
the first and most influential philosophers that studied on the concept of
“eudaimonia” was Aristotle. The term eudaimonia was commonly translated to
English as “happiness” (Wikipedia, 2006) and mostly considered to refer to
subjective hedonic state (Waterman, 1993). But this translation of eudaimonia
might misguide us, as Aristotle is said to mean much wider than happiness by it
(Johnston, 1997). On the contrary, according to Aristotelian conceptualization,
eudaimonia can not be equalized to a kind of mental or emotional state (or
hedonic state) (Johnston, 1997). His conceptualization of well-being was quite
different from the one of hedonists. Aristotelian conceptualization of eudaimonia
is relevant, particularly to psychological well-being (eudaimonic) view (e.g.,
Keyes et al., 2002; Waterman, 1993). Thus, it is better to be translated as well-

being, flourishing or living a good life (Synnestvedt, 2006). Besides,
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etymologically, the eudaimonia consists of ‘“eu” and “daimon” where “eu
represents “good or well-being” and “daimon” means “spirit” (Wikipedia, 1996).
“Daimon” also refers to the potentials of any person both that are shared by all
humans and also those uniquely distinguish each person from the others
(Waterman, 1993).

Aristotle also states the proper conditions for living well or well-being
(Johnston, 1997). According to him, eudaimonia or well-being of a thing
represents fulfilling its basic functions (Cohen, 2000). That is, each thing has a
distinctive and unique function (ergon) that it is designed to fulfill. Therefore,
well-being of human beings could be achieved by their fulfilling unique functions
(Cohen, 2000). According to Aristotle, what distinctively defines human beings is
“acting in accordance with the rationale element” (Johnston, 1997) or “rational
activity in terms of excellence (aréte)” (Wikipedia, 2006). By this way, the virtues
of the character such as honesty, friendliness, intellectual virtues, mutual
beneficial friendship, scientific knowledge are likely to emerge (Synnedtvedt,
2006; Wikipedia, 2006). Therefore, eudaimonia refers to something that could be
achieved by our pursuit of all other goods in the right manner (Johnston, 1997).
Aristotle views eudaimonia as a sense of being that gives meaning to one’s life
(Waterman, 1993), and the final and the highest goal of human striving (Johnston,
1997).

In the current psychology, eudaimonism (psychological well-being view)
is referred to as an ethical theory that aims to increase people’s awareness to live
in accordance with their daimon or true self (Waterman, 1993). As mentioned,
daimon was conceptualized as unique potentials of each human being. When
people show effort to live accordance with their daimon, it is proposed that this
would lead to a condition named as eudaimonia (Waterman, 1993). Therefore,
Aristotle’s formulation of the concept could be seen as quite relevant with the
essence of the current eudaimonic view.

Eudaimonic view considers that not all desires, even if a person values

them and/or gives pleasure to him/her, would promote well-being (Ryan and Deci,

19



2000a). As mentioned, eudaimonic view mainly focuses on the human flourishing
(Keyes et al., 2002). For instance, Ryan and Deci (2000a, p. 142) define well-
being as “optimal psychological functioning and experience”. Some of the earlier
psychologists who emphasized the importance of full growth of human beings
could be stated as Maslow (i.e. self actualization), Rogers (i.e., full-functioning
person), Jahoda (i.e., criteria for psychological health) (cited in Keyes et al.,
2002), Rotter (internal locus of control) and Erikson (sense of personality) (cited
in Waterman, 1993).

After providing general overview of the eudaimonic perspective, two
influential eudaimonic theories, namely, Multidimensional Psychological Well-
Being Model (Ryff, 1989) and Self Determination Theory (Deci & Ryan, 1985a)

are presented in detail in the next sections.

1.1.2.1. Multidimensional Psychological Well-being Model

Ryff and Keyes (1995) discuss that the study of well-being has been
focused on two main conceptions during the last three decades. The first
formulation is based on Bradburn’s (1969) work which proposes a distinction
between positive and negative affect and equalizes happiness to the balance
between them. Second conceptualization views life satisfaction as the key
indicator of well-being. However, they pointed out that studies conducted up to
this point lack a theory-based formulation and the attention given on the
fundamental meaning of well-being. Ryff (1989), based on the previous
psychologists’ frameworks such as Maslow, Allport, Rogers and Jung, aimed to
provide a theoretical multidimensional model for well-being. Ryff (1989)
proposed a model which was composed of six distinct components for fully
healthy human functioning. These were stated as self-acceptance, positive
relations with others, personal growth, purpose in life, environmental mastery and
autonomy.

Self acceptance is seen as a central component of mental health, optimal

20



functioning and maturity (Ryff, 1989). It broadly refers to positive evaluations of
oneself and one’s past life (Ryff & Keyes, 1995). It also taps to the person’s
awareness of his/her own limitations and, at the same time, to have a positive
evaluation about themselves (Keyes, Smothin, & Ryff, 2002). Those who are
high on self acceptance are assumed to have positive attitudes toward themselves
and their past lives whereas those who are low on self acceptance tend to be
dissatisfied with themselves and their pasts (Ryff & Keyes, 1995).

Positive relations with others dimension is viewed as one of the central
criteria of maturity and as a feature of mental health (Ryff, 1989). It includes
having warm and trusting interpersonal relationships (Keyes et al., 2002). Those
who are high on positive relationship with others dimension are likely to have
satisfying, close relationship with others; are able to feel strong empathy and
intimacy toward other, whereas those who are low on this dimension tend to have
few close relationship with others; they are more likely to be frustrated in
interpersonal relationships, are not likely to be warm or concerned about others
(Ryff & Keyes, 1995).

Personal growth refers to a sense of continuing growth and development
as a person (Ryff & Keyes, 1995). It also indicates fulfilling one’s talents and
capacities (Keyes et al., 2002). This dimension can be considered as the most
relevant to Aristotle’s notion of eudaimonia (Ryff, 1989). Those who are high on
personal growth dimension tend to be the ones who are aware of their potentials,
welcome new experiences, monitor improvement and continuing development in
their selves. On the contrary, those who are on personal growth tend to be
uninterested with life and lack a sense of development (Ryff & Keyes, 1995).

The belief that one’s life is purposeful and meaningful (Keyes et al., 2002)
and one has a meaning for one’s efforts is concerned under the purpose in life
dimension (Ryff & Keyes, 1995). Maturity has also been defined as having a clear
comprehension of the meaning and purpose of life (Ryff, 1989). Those who are
high on purpose in life dimension tend to feel the life as meaningful and have

goals, aims and objectives in life, whereas those who are low on this dimension
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tend to lack a sense of meaning in their lives and have fewer goals or aims (Ryff
& Keyes, 1995).

Environmental mastery, which is seen as one of the characteristics of
mental health, indicates the capacity to manage one’s life and surrounding world
effectively (Ryff, 1989; Ryff & Keyes, 1995). It expresses shaping environment in
accordance with personal needs and desires (Keyes et al., 2002). Those who are
high on environmental mastery are able to manage their environment, use the
surrounding opportunities effectively, select and shape the contexts consistent
with their personal needs and values. Those who are low on this dimension, on the
hand, tend not to intervene, improve or notice the opportunities in their
surroundings (Ryff & Keyes, 1995).

Lastly, autonomy reflects feelings of self-determination, personal authority
and having an internal locus of evaluation (Keyes et al., 2002; Ryff, 1989). Those
who are high on autonomy dimension tend to use personal standards to evaluate
themselves, able to resist to social pressures and show self-determination and
independence. On the other hand, those who are low on autonomy dimension tend
to depend on others while giving important decisions in their lives, are more
interested in expectations and evaluations of others (Ryff & Keyes, 1995).

Ryff & Keyes (1995) investigated the degree of fit of theorized model.
The data provided good fit for the model which proposed six components of
psychological well-being. Best fitting model in Keyes et al. (2002) also indicated
that eudaimonic and hedonic well-being were two associated latent constructs
rather than one latent factor. They were highly correlated; however they managed
to preserve their uniqueness as separate components. The existential aspects of
eudaimonic well-being such as purpose in life and personal growth were reported
to be the most differentiated parts from hedonic well-being. Similarly, Ryff
(1989) found that self acceptance and environmental mastery were strongly
related with life satisfaction, affect balance and morale. On the other hand, the rest
of the dimensions were not found to be related to these assessment indexes. Ryff

(1989) considered this finding as a support for her claim that some of the essential
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aspects of positive psychological function have not been represented in previous
measures of well-being.

The antecedents of well being have been investigated both at between and
within person levels. It has been found that some personality traits were
significantly associated with both SWB and psychological well being (Ryan &
Deci, 2000a). Schumutte & Ryff (1997) discussed that the reported links between
affective component of well-being and personality might be due to the fact that
both measures had similar affective underpinnings and items. They predicted that
six aspects of psychological well-being would be distinguished by unique
personality variables. For instance, extraversion and conscientiousness were found
to be related to self-acceptance, environmental mastery and purpose in life.
Personal growth was linked with openness to experience and extraversion. The
factors of positive relations were found to be related with agreeableness and to a
lesser degree with extraversion. Neuroticism was found to be negatively related
with self-acceptance, environmental mastery and to a lesser degree with purpose
in life (Schumutte & Ryff, 1997). Thus, Schumutte and Ryff (1997) indicated that
the relationship between well-being and personality correlates might be more
complex than the previous studies have indicated.

Keyes et al. (2002) claimed that SWB and PWB are related concepts but
deal with distinct aspects of positive functioning. They proposed a typological
model. The on-diagonal types are those who have high or low levels in both types
of well-being. Off-diagonal types reflect disparate levels on both types of well-
being. They found that well-being was linked closely with education and age.
Midlife and older adults with higher education were the ones who were most
likely to be thriving in life and both had high perceived quality of life. Younger
adults with less education reported to have low levels in thriving in life and low
level of perceived quality of life. Younger adults with high education were
thriving in life but reported low degree of perceived quality of life. Neuroticism
strongly distinguished between on-diagonal types. It was strong predictor of life

satisfaction and happiness. Extraversion and high conscientiousness discriminated
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those who were high and low on both SWB and PWB. Those who were high on
openness to experience had high levels of psychological thriving but low levels of
happiness (Keyes et al., 2002).

Ryff, Singer, and Love (2004) also examined the biological correlates of
psychological well-being. Higher levels of purpose in life, personal growth,
autonomy, positive relationship with others and environmental mastery correlated
with different biological correlates (i.e., neuroendocrine, immune, cardio-vascular,
rapid eye movement (REM) sleep). The findings suggested that high eudaimonia
was associated with better physical health (i.e., lower levels of daily salivary
cortisol, pro-inflammatory cytokines, cardiovascular risk and longer duration of
REM sleep). However, hedonic well-being correlated only with one biological
indicator (i.e., the good cholesterol (HDL) levels).

Ryff, Love, Urry, Muller, Rosenkranz, Friedman, Davidson, and Singer
(2006) argued that biology might provide some insights for exploring whether
well-being and ill-being were distinct aspects or represent opposite sides of
psychological functioning. The pattern of the results was more supportive for the
distinction hypothesis. The seven biomarkers (i.e., cortisol, norepinephrine,
DHEA-S waist-hip ratio, systolic blood pressure, HDL cholesterol, total/ HDL
cholesterol) were found to be related either to well-being or ill-being. That is,
those variables that related to well-being were not found to be relevant to ill-
being. Similarly, those which were associated with ill-being were found to be not
related to well-being consistent with results provided by Ryff et al. (2004).
Psychological well-being was more associated to biology than hedonic well-
being. Only for two biomarkers (i.e., weight, glycosylated hemoglobin), there was
an evidence of mirrored biological pattern. The results demonstrated higher well-
being was related with lower biological risk, whereas higher ill-being was
associated with higher biological risk.

The support for the independence view suggested that the knowledge
about the causes, consequences, and correlates of one domain was somewhat not

definitive for the other domain. Moreover, it seems that eudaimonia and hedonic
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well-being do not share same neurobiological correlates.

Multidimensional Model of Ryff (1989) provides a distinct formulation of
well-being compared to the hedonic view. It postulates six conditions for higher
psychological well-being. Similar to findings of studies on subjective well-being,
psychological well-being is also found to be associated with personality
differences. It was found to be relatively distinct from subjective well-being (e.g.,
Ryff, 1989). Moreover, it is also found to be more strongly related to one’s
physical well-being as compared to subjective well-being.

In the next section, another theory, SDT which can be conceptualized
within eudaimonic view is presented. But before presenting SDT, a short

comparison of subjective well-being and psychological well-being is made.

1.1.3. A Brief Comparison of Eudaimonic and Hedonic Views

There has been a debate on which measures of well-being properly
characterize psychological wellness. However, subjective well-being was used as
a major outcome variable as well as the primary index in most of the well-being
studies (Ryan & Deci, 2000). The researchers of hedonic view themselves
indicate that SWB is only an aspect of psychological well being (Diener et al.,
1997). They implied that they recognized that subjective well-being is just an
important ingredient of healthy life but also not a sufficient one (Diener, Sapyta,
& Suh, 1998). On the other hand, Diener et al. (1998) also argued that what
constitutes well-being can no longer be prescribed by others (e.g., researchers),
but individuals themselves should be allowed to decide whether they are satisfied
with their lives depending on their own values, circumstances or aims. They also
propose dimensions proposed by Ryff (1989) can not be seen as inevitably
connected to happiness and their degree of importance could vary across cultures
(Diener et al.,, 1998). On the other hand, as mentioned before, studies on
psychological well-being indicated that it is related with various aspects of

physical well-being as well more than subjective well-being is (e.g., Ryff et al,
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1994). Furthermore, autonomy and relatedness (as probably the most susceptible
dimensions of psychological well-being with respect to cultural influence) which
are considered to be more salient in individualistic and collectivist cultures;
respectively, were supported to be fundamental needs for optimal functioning in
various cultural domains (e.g., Deci & Ryan, 2000; Vansteenkiste, Lens, Soones,
& Luyckx, 2006).

Waterman (1993) attempted to determine whether it is possible to
distinguish eudaimonic condition from hedonic state. He discussed that both
feelings of personal expressiveness and self-actualization could be equalized to
eudaimonia. Hedonic enjoyment is experienced when needs are satisfied whether
physically, intellectually or socially. He defined eudaimonia as personal
expressiveness or acting accordingly with person’s true self.

Waterman (1993) proposed four categories that aim to distinguish
different levels between two conceptions of well-being. The first category implies
activities that give rise to both eudaimonia and hedonic enjoyment. Second
category is composed of activities that are hedonically enjoyed but not give rise to
eudaimonia. Third one involves activities that are neither hedonically enjoyed nor
give rise to eudaimonia. The last category is comprised of activities that give rise
to eudaimonia but are not hedonically enjoyed. The results showed that the
activities which are experienced as personally expressive were also hedonically
enjoyed ones. The frequency of personal expressive activities that did not lead to
hedonic enjoyment was found to be rather lower in number. Feelings of personal
expressiveness were accompanied with feelings of competence, assertiveness and
had high degree of concentration whereas hedonic enjoyment was associated with
feelings of excitement, contentment and happiness.

In sum, Waterman (1993) found that when the activity is experienced as
personally expressive, it is more likely to be experienced as hedonically enjoyed.
On the other hand, when the activity is perceived to be hedonically enjoyed, it is
less likely to give rise to eudaimonia (Waterman, 1993).

The research on both subjective and psychological well-being has
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increased considerably in the last four decades (e.g., Bradburn, 1969; Diener et
al., 1993, Ryff, 1989). Subjective well-being is generally considered as an aspect
of psychological well-being and has been quite popular in the field. It seems that
both views’ arguments are sound and also both types of well-being are valuable in
people’s lives. However, two points should be noted. Firstly, as seen in
Waterman’s (1993) results, eudaimonic well-being is more likely to lead to
happiness, whereas the likelihood of hedonic well-being to lead to eudaimonic
well-being is less likely. Secondly, higher psychological well-being is more likely
to lead to higher psyhical well-being as compared to hedonic well-being (e.g.,

Ryff et al., 2004).

1.1.4. Self Determination Theory (SDT)

Over past decades, SDT has evolved and emerged as mini-theories, namely;
Cognitive Evaluation Theory (CET), Organismic Integration Theory (OIT),
General Causality Orientation Theory (GCO) and Basic Psychological Needs
Theory. Each theory deals with specific phenomena but when they are combined,
they are assumed to cover all types of human behavior (Ryan & Deci, 2002).

These theories are presented in the following section in detail. Among them,
Basic Needs Theory was used primarily in the present study. Therefore, before
presenting each mini-theory, it is better to briefly mention about the key
propositions of SDT with respect to Basic Needs Theory. That is, SDT proposes
that three needs- the needs for competence, relatedness and autonomy- are
essential for well-being. It is proposed that the social environments that provide
the satisfaction of these needs will support healthy functioning, whereas
environments that inhibit satisfaction will predict the opposite (Ryan & Deci,

2000).
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1.1.4.1. Cognitive Evaluation Theory and Organismic Integration Theory

The research on Cognitive Evaluation Theory (CET) began with a question
that whether extrinsic rewards decrease people’s intrinsic motivation or not (Deci
& Ryan, 1985a; 2002). Meta-analysis revealed that monetary and all contingent
tangible rewards hinder intrinsic motivation (Deci & Ryan, 2000). The theory
posits that reward is related to intrinsic motivation to the extent that it supports or
hinders satisfaction of needs for autonomy, competence and relatedness (Ryan &
Deci, 2002). Negative feedback inhibits perceived competence and therefore
decreases intrinsic motivation. On the other hand, positive feedback enhances
perceived competence and increases intrinsic motivation (Deci & Ryan, 1985a;
Deci & Ryan, 2000). Autonomy-supportive contexts will satisfy competence,
relatedness and autonomy needs of the people and in turn, they tend to influence
the intrinsic motivation (Ryan & Deci, 2000b). Overall, CET proposes that
intrinsic motivation will develop if the conditions are suitable to nurture it (Ryan
& Deci, 2002).

Another mini-theory, Organismic Integration Theory (OIT) offers four types
of regulations -external regulation, interjected regulation, identified regulation and
internalization (integration)- that are related to intrinsic motivation (Deci & Ryan,
1985a; Deci & Ryan, 2000). Firstly, the conditions of non-regulation would lead
to amotivation (Ryan & Deci, 2002). In external regulation, the behavior is seen
under control of external contingencies such as tangible rewards or punishments.
In external regulation, the contingent consequences are given to individuals by
others whereas in introjected regulation, they are given to individuals by
themselves such as in form of pride or shame. In introjected regulation, person
complies in order to gain imagined approval or to escape from threats of guilt.
The behavior is not valued, accepted or identified by the person as his/her own
(Deci, Eghrari, Patrick, & Leone, 1994). This process reflects a partial

internalization. In the identification process, people comprehend the meaning and
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accept the values underlying the behavior. Still, the behavior is instrumental; it is
done for the sake of value underlying it and not because it solely gives satisfaction
(Deci & Ryan, 2000). External regulation, intorjected regulation and identified
regulation tend to lead to extrinsic motivation (Ryan & Deci, 2002). Integration
represents fully internalization of external motivation and the behavior becomes in
harmony with one’s self (Deci, & Ryan, 2000). In integration, person values and
identifies with the activity. That is, it is done volitionally and the person also
accepts the responsibility for doing the behavior. When social context provides
required nutriments for self-determination, integration process is more likely to
occur. On the other hand, when the context fails to promote it, introjection is more
likely (Deci et al., 1994). Alike with intrinsic motivation, internalization is
defined as an active process and as a form of self-determined behavior. However,
intrinsic motivation is considered the prototype of self-determined action.
Therefore, intrinsic motivation differs from internalization and could not be seen
as equal to it (Deci & Ryan, 2000). For instance, Sheldon, Turban, Brown,
Barrick, and Judge (2003) indicated an example in aim of providing a better
explanation for the regulations within a real life situation; that is

an employee may engage in a work behavior (such as assembling a
computer) primarily to earn money or not to be punished by a supervisor
(external motivation), primarily to avoid feeling guilty or to avoid being a
bad worker (introjected motivation), primarily because of a genuine
identification with her role in the company, and a real concern for the
customer’s need for a quality computer (identified motivation, which has
been integrated into the person’s sense of self). In none of these examples
would it be intrinsically enjoyable, but in third case, it is at least tolerable
and even meaningful (Sheldon et al., 2003, p. 363).

The findings of Deci et al. (1994) suggested that the contexts which support

internalization and integration are those which provide a meaningful rationale and
acknowledgment of feelings as well as those which are characterized with low
levels of control. When at least two of these conditions are evident in the context,
the context is assumed to promote internalization. The findings also suggested that
self-determination supportiveness of the context would promote more

internalization than controlling contexts (Deci et al., 1994).
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As mentioned, the need for relatedness is also important for internalization
and integration processes. People have a need to feel competent about the
behaviors which are valued by significant others. The support for relatedness and
competence tend to lead to introjection; on the other hand, only when people feel
autonomous, integration -which constitutes a foundation for the behavior to be
fully self-determined- is likely (Ryan & Deci, 2002).

Ryan and Deci (2000) state that success under controlled regulation leads
to hedonic well-being but not eudaimonic well-being. It was shown that although
some people might value and like to attain extrinsic rewards such as wealth and
fame, they are likely to promote only a short period of happiness. On the other
hand, the attainment of meaningful relationships and personal growth are more
likely to promote eudaimonic form of well-being which is characterized as more
enduring and deeper sense.

However, not just social contexts but also individual differences might be
influential on self-determined behavior. In the next section, General Causality
Orientation Theory which proposes three types of causality orientations is

presented.

1.1.4.2. General Causality Orientation

Deci and Ryan (1985b) noted that “there seem to be substantial individual
differences in people’s interpretations of, or orientations toward, initiating or
regulatory events” (p.109). General Causality Orientation proposes that a person’s
motivation and behavior in a particular situation is affected by both immediate
social context and person’s inner sources. These inner sources are considered to
be stemmed from the prior interactions with social contexts (Deci & Ryan, 2002).

They propose three orientations namely, autonomy orientation, control
orientation and impersonal orientation (Deci & Ryan, 1985a; Deci & Ryan,
1985b). An individual difference measure, the General Causality Orientations

(GCO) was also developed to measure the orientations (Deci & Ryan, 1985b).
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Those who are high on autonomy orientation tend to experience high degree of
choice in terms of the initiation and regulation of their own behavior. Control
oriented people tend to do things because they think they should. They tend to be
motivated by controlling events. Their behaviors tend to be organized in terms of
both internal and external control. And lastly, those who are high on impersonal
orientation tend to experience their behavior as not controlled by their intentional
control and to consider themselves as incompetent (Deci & Ryan, 1985b).

The studies on influence of causality orientations on need satisfaction and
well-being of employees are presented in the work context and employee well-

being section.

1.1.4.3. SDT and Basic Needs Theory

SDT posits three basic psychological needs -autonomy, relatedness and
competence- for essential psychological growth, integrity and well being (Ryan &
Deci, 2001). Before, discussing basic psychological needs, the definition of needs
within SDT should be provided. Needs are commonly defined as persons’
conscious wants, desires or motives (Baard et al., 2004). However, SDT posits a
distinction between basic psychological needs and desires or motives. In SDT,
needs are defined at psychological level, as innate necessities and life-span
tendencies (Deci & Ryan, 2000). According to SDT, needs must enhance well-
being when they are satisfied (Ryan & Deci, 2002). On the other hand, some
desires might hinder the satisfaction of basic needs, and therefore, inhibit well-
being (Deci & Ryan, 2000). However, in many cases, people do not intend to act
to satisfy their basic needs; instead they prefer to do things as they find them to be
interesting or personally important (Deci & Vansteenkiske, 2004).

SDT’s main assumption is that all individuals have natural, innate and
constructive tendencies to develop a unified sense of self. According to SDT,
healthy development is a function of complementary aspects of integrative

tendency, which consists of autonomy and homonomy. Autonomy represents
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tendency toward holistic self regulation (Deci & Ryan, 2002). Autonomy leads
individuals to behave in a way that allows them to express their selves. It is often
misunderstood and considered as equal to independence; however, SDT posits no
antagonism between autonomy and dependence - this issue will be covered in
detail in the following parts- (Ryan & Deci, 2002).

Homonomy represents tendency toward integration of one with others
(Deci & Ryan, 2002). Homonomus aspect of integrative tendency is reflected by
relatedness. It projects the need to feel oneself as being in relationships only for
the sake of psychological sense of being with others and not for obtaining a
certain outcome or status. Relatedness is concerned with the tendency to be
connected with and be accepted by others. Similarly, Baumeister and Leary
(1995) posit that “human beings have a pervasive drive to form and maintain at
least a minimum quantity of lasting, positive and significant interpersonal
relationships™ (p.522) and propose that the need to belong is a fundamental and
innate human motivation. According to Baumeister and Leary (1995), stable
conditions of high belongingness would lead to a general positive affect, whereas
chronic deprivation of it would lead to negative affect. That is, general well-being
and happiness in life is strongly associated with having close and supportive
personal relationships, whereas a lack of belongingness leads to severe
deprivation and various forms of ill effects such as mental and physical illnesses.
By this way, supporting SDT’s formulations, Baumeister and Leary (1995) argue
that we should consider belongingness as a need rather than a want or a desire.

Lastly, the need for competence reflects a felt confidence in action but
does not refer to skills or capabilities. It directs people to use their optimal
capacity, consistently enhance skills and capabilities through the activity (Ryan &
Deci, 2001). In short, need for competence involves experiences that one can
effectively cause desired effects and attain outcomes; need for autonomy implies
perceptions that one’s activities are congruent with the self, and the need for
relatedness involves feeling that one is connected to significant others (Reis,

Sheldon, Gable, Roscoe, & Ryan, 2000).
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Ryan and Deci (2000) argue that they aim to explain diverse phenomena
with a parsimonious point of view by proposing only three needs in their theory.
Therefore, they state that they do not oppose that the list of needs could be
expanded. However, they oppose to include possible nominees such as, needs of
safety, security, meaning and self-esteem to the list. For instance, they argue that
when safety and security needs are construed as a physical need, they do not seem
to be relevant with the main aim of SDT as it specifically deals with health and
growth of the self. With respect to meaning of life, they argue that when people
are asked about the meaning of life, they often focus on experiences of
relatedness, competence and autonomy. Furthermore, they also oppose to the idea
that self esteem is a need. They note that secure self esteem is not labeled as a
need but as an element of well-being. When self esteem becomes a need for any
particular person, it is considered as largely defensive and could not be seen as
connected to fully functioning process (Ryan & Deci, 2000).

Another important topic is whether need satisfaction should be balanced or
not. Sheldon and Niemiec (2006) aimed to contribute SDT by examining the
importance of balance of need satisfaction in addition to global score of need
satisfaction. They mentioned there are times that people might experience
imbalance in terms of the degree of need satisfaction of autonomy, competence
and relatedness. When such an imbalance is evident, this might lead to stress and
conflict which in turn influence the degree of well-being. In general, most of the
eudaimonic frameworks support balance and harmony whereas hedonic
framework supports intensity and quantity. Sheldon and Niemiec (2006)
conducted three studies by using several measures of well-being to test the
influence of balanced need satisfaction’s role on well-being. The results indicated
that three measures of need satisfaction and the balance score were positively
associated with well-being. The balance score appeared as independent of the
level of need satisfaction and found to be related with well-being. The findings
also revealed that maximizing satisfaction of a particular need while ignoring

others had adverse effects on well-being. Balanced need satisfaction was also
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found to be independent from effects of neuroticism. This finding suggested that
balance among the degree of satisfaction of three needs represent a different
concept than that of neuroticism. Balanced need satisfaction also was found to
predict well-being over a three month period (Sheldon & Niemiec, 2006).

As mentioned, those three innate needs are considered as essential for
optimal development and psychological health of all people and dissatisfaction of
these needs would foster ill-being, fragmentation and alienated functioning (Deci
& Vansteenkiske, 2004). That is, these needs constitute the minimum
requirements of psychological well-being and they are the nutriments that social
environment must supply for people’s growth (Ryan & Deci, 2001). Thus, the
theory posits that basic needs are universal and are expected to be evident in all
cultures. There may be different ways through which they are satisfied; however,
their core characteristics will remain the same (Deci & Ryan, 2000). Furthermore,
even though they are not valued by all cultures, inhibition of these needs will lead
to negative consequences in all cultures (Ryan & Deci, 2001). Similarly, for
instance, Baumeister and Leary (1995) specifically stated that as people are
innately driven to have relationships to satisfy their need to belong, one would
expect that it must be found in all humans and all cultures. This would not mean,
however, that ways to express and satisfy this need is the same in all cultures
(Baumeister & Leary, 1995).

Among the three needs, the most controversial one is need for autonomy
with respect to its place in different cultural practices. For instance, Iyengar and
Lepper (1999) state that American psychologists widely propose that providing
choice will enhance sense of control and autonomy. They argue that, for
Americans, autonomy and choice have an important meaning but for individuals
with interdependent selves, the exercise of choice might have less value. They
advocate that those with interdependent selves are more willing to fulfill the goal
of belongingness instead of autonomy. They compared Anglo American and
Asian American children’s degree of intrinsic motivation in three conditions. In

the first condition, participants gave their decisions on their own. In the second
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condition, experimenter, a person who is a stranger for them, decided instead of
the participants. And in the third condition, their mothers decided instead of the
participants. It was found that both samples were significantly higher with respect
to intrinsic motivation in personal choice than experimenter choice condition.
When two groups were compared, Anglo Americans were found to display more
intrinsic motivation in the personal choice condition. This result implies that in-
group members and out group members were evaluated quite differently between
two groups. That is, Asian Americans showed the highest motivation in mother’s
choice condition, whereas Anglo Americans exhibited the highest intrinsic
motivation in personal choice condition (Iyengar & Lepper, 1999).

According to SDT’s framework, the results of the study of Iyengar and
Lepper (1999) stem from the fact that autonomy is mostly confused with
independence. Consequently, the opposite of autonomy is often considered as
dependence. However, in SDT’s formulation autonomy refers to acting in accord
with one’s true self; his/her interests or values and is mostly different than
independence or individualism (Chirkov, Ryan, Kim, & Kaplan, 2003). According
to Chirkov et al. (2003), the opposite of autonomy is heteronomy. It refers acting
under the influence of external forces or not acting accordingly to one’s own
values/interests. SDT also views dependence as opposite of independence.
Independence is characterized as not relying others for support or any other social
needs. Furthermore, they also stress that autonomy in SDT is in the form of
“reflective autonomy” not in the form of “reactive autonomy” which is done for
the sake of being reactive to external forces.

As stated before, Ryan and Deci (2000) argue that the social world might
put more emphasis on one need over other(s), but in fact they should be seen as
complementary rather than contradictory with SDT’s point of view. That is,
people in all cultures are in need of autonomy. On the other hand, the ways to
express this need or the degree of attributing an explicit value on it might differ
depending on the culture (Ryan & Deci, 2000). For instance, a person might be

autonomously or heteronomously dependent or collectivist (Ryan, 2004). The
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means of satisfying needs might vary depending on; for instance, culture or age,
but value of need satisfaction remains the same. They are essential for fully
functioning of human beings whether people acknowledge their importance
and/or state they want them or not. When any behavior is well-integrated or
internalized, the person experiences freedom of doing it. Chirkov, Ryan, and
Willness (2005) propose that when cultural practice is well-integrated or
internalized, its enactment is experienced as volitional or autonomous as the one
identifies with its value. On the other hand, when a cultural practice is less well-
internalized, its enactment depends on external regulation and introjected
pressures. Although, all cultural practices are learned through socialization, they
would have motivational power if only people internalize them. SDT also
proposes that values and practices of a particular culture would be more easily
integrated when they serve for satisfaction of needs for autonomy, competence
and relatedness.

For instance, the study conducted on Canadian and Brazilian samples lent
support on the above mentioned propositions of SDT. Results indicated that
autonomy and well-being were clearly related in both samples, but the association
was somewhat stronger for Canadian samples. Participants who experienced need
support from their teachers and parents both had higher well-being and showed
greater cultural identification regardless of their cultural background (Chirkov et
al., 2005).

Another support was provided by the Chirkov et al.’s (2003) study. It was
aimed to assess the individuals’ experiences of autonomy in South Korea, Russia,
Turkey and the U.S. These countries were proposed to represent both horizontal
and vertical versions of collectivism as well as individualism. However, the
researchers did not classify the cultures rather; they asked participants to indicate
their perceptions for their countries’ cultural category. They hypothesized that
autonomy would have a significant value for well-being in all cultures and that
cultural practices would not moderate the relationship between autonomy and

well-being. This expectation was particularly important as autonomy is often
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labeled as an individualist practice. The results indicated that the more
autonomous behaviors were related to greater well-being in all countries. This
finding is not only supporting the SDT’s formulation that autonomy is vital for
well-being; it also clarifies the distinction between autonomy and independence
by stressing autonomy as a basic human concern regardless of the cultural
context. They argued that if the person has internalized cultural values then, the
person can be considered to be highly autonomous when he/she acts accordingly
to these cultural values. They also hypothesized that vertical orientations, as
providing harder conditions than horizontal orientations to satisfy the needs,
would inhibit the internalization of cultural values (Chirkov et al., 2003). These
results were supportive for the SDT’s formulations that contexts were important
in terms of facilitating self determination.

Sheldon, Elliot, Kim, and Kasser (2001) aimed to study the most satisfying
needs within the U.S. and South Korean samples. The selected needs were stated
as follows; need for autonomy, competence, relatedness, physical thriving,
security, self-esteem, self-actualization, pleasure-stimulation, money-luxury and
popularity-influence. They asked participants to describe most satisfying events
within their lives and then rate the importance of each of them. The needs were
also compared in terms of whether being the predictor of event-related positive
and negative affect or not. The results of the study provided good support for the
SDT’s proposal that need for autonomy, competence and relatedness appeared
among the top four most important needs within both the U.S. and South Korean
samples. They also accounted for independent variance of affect related with the
most satisfying events. Also, lack of three needs appeared at the top of the list for
the most unsatisfying events for both the U.S. and the South Korean sample. On
the other hand, need for self-esteem was found to be the most important need in
U.S. sample and also ranked among the top four important needs within South
Korean sample. This particular result, however, contradicted with the SDT’s
propositions. The researchers argued that firstly, self esteem might be proposed as

a well-being outcome rather than as a predictor and secondly, the results with
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respect to self-esteem could be seen as a broader manifestation of the need for
competence. Supporting the SDT’s propositions, need for autonomy also ranked
among the most important four needs in both samples, whereas need for
relatedness appeared as the most important need within South Korean sample. The
results demonstrated that basic needs are vital for all humans, but again certain
experiences might be emphasized more than others depending on the culture
(Sheldon et al., 2001).

Overall, SDT posits three basic psychological needs, autonomy,
relatedness, and competence, for essential psychological growth, integrity and
well being. They are seen as the minimum requirements of psychological well-
being and the nutriments that social environment must supply for people’s growth.
SDT posits that satisfaction of these needs promote SWB as well as eudaimonic
well being (Compton et al., 1996, as cited in Ryan, & Deci, 2000). For instance,
Deci and Ryan (1985) state that to the extent people are able to satisfy these three
innate needs in a particular context, they will be more self-motivated and have
greater well-being (as cited in Ilardi et al., 1993).

SDT was applied to various areas including organizational context. For
instance, higher perceived autonomy support from significant others and quality
of relatedness were found to be related to lower depression, higher well-being,
vitality and life satisfaction of nursing-home residents (Kasser & Ryan, 1999).
Another study which was conducted by Filak and Sheldon (2003) also revealed
that students’ degree of need satisfaction of competence and autonomy predicted
their teacher and course evaluations whereas relatedness need satisfaction
predicted teacher evaluations positively. They conclude that allowing students to
learn on their own way, enabling tools for them to succeed and not using
authoritarian style might provide intrinsically motivating and positive educational
experience. Similarly, Veronneau, Koestner, and Abela (2005) found that three
needs are positively related to one another and need satisfaction is related to
children’s and early adolescents’ well-being.

The researches on organizational contexts are presented in the “perceived
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work context and employee well-being” section in detail. Broadly, the findings of
the organizational testing of SDT is congruent with the general proposition that
autonomy supportive interpersonal contexts and environments are likely to
enhance optimal development as they satisfy basic needs (e.g., Deci &

Vansteenkiske, 2004).

1.2. Individual Differences in terms of Employees’ Subjective and

Psychological Well-being

In this section, the literature on Balanced Integration Differentiation Model
(1mam0glu, 1998; 2003) and Big Five Model are presented. Firstly, as mentioned,
individual differences have an important role in terms of individuals’ well-being.
Big Five model have been tested in various studies and was confirmed to have a
significant impact on well-being (e.g., Keyes et al., 2002). However, within
organizational contexts, possible influential workplace variables might decrease
the unique contribution of big five traits on employees’ well-being. Secondly, the
uniqueness of the present study was that the self-construal types proposed in the
BID Model was tested along with the possible determinants of workplace
variables on employees’ well-being for the first time. It should be noted that, BID
Model could be conceptualized under the eudaimonic view. The reason to present
the model under the individual differences in terms of employee well-being
section rather than under the section which provides the literature of the
eudaimonic theories is that, BID Model were used as a primary index for both
assessing individual and contextual differences with respect to degree of

employee well-being in the present study.

1.2.1. Balanced Integration Differentiation (BID) Model

BID Model aims to elaborate the understanding of the relationship

between individuation and relatedness and their roles in the self-system
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(Imamoglu, 2003). Imamoglu (1998, 2003) challenged the assumptions of
individualist tradition of mainstream psychology that firstly, independence and
relatedness are opposites on a single continuum and secondly, independence from
others reflects a developmental gain. Based on the gender and cross-cultural
studies, she argues that independent self is an ideal of Western and male-biased
mainstream psychology rather than a universal ideal and that also relatedness is
underappreciated by the mainstream psychology (Imamoglu, 2003).

Therefore, BID Model proposes a different view from general
individualism-collectivism literature by postulating relatedness and individuation
are not opposites but rather they are complementary yet distinct processes
(Imamoglu, 1998). The BID model assumes that people in different cultures have
same basic needs for integration and differentiation and therefore both are vital for
optimal human functioning (Imamoglu, 1998). “The BID Model assumes that the
natural order involves a balanced system resulting from the interdependent
integration of differentiated components” (Imamoglu, 2003, p.9). That is, human
beings as parts of this natural order have properties for both interpersonal
integration and intrapersonal differentiation (hnamoglu, 1998, 2003).

The idea that overemphasis on the concept of autonomy, often at the
expense of relatedness, is evident in the mainstream psychology has been pointed
out by some other researchers as well (e.g., Kagit¢ibasi, 2005; Sato, 2001). For
instance, Kagitcibasi (2005) stated that individualistic societies devalued
relatedness whereas collectivistic societies devalued autonomy as a need. She
proposed four self types (i.e., heteronomus-related, autonomous-separate,
autonomous-related and heteronomus-separated) and four corresponding family
models which are conducive for the development of each self construal (i.e., total
interdependence-obedience, independence-self-reliance, psychological
interdependence-order setting control and rejecting-obedience oriented),
respectively (Kagitgibasi, 1996). Both relatedness and autonomy are seen as basic
needs and thus, autonomous-related self is proposed as a healthy developmental

model by Kagitcibasi (1996, 2005). On the other hand, although stating both as
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basic human needs, she still seems to conceptualize them as “dialectic mutuality”
or “coexistence of opposites” (Kagit¢ibasi, 1996, p. 181). Imamoglu and Giiler-
Edwards (2007) consider this “as a sign of how strong the roots of “opposing”
assumption in psychology” (p. 119) as even Kagitcibasi (1996) herself
emphasized the importance of both needs. Futhermore, imamoglu and Giiler-
Edwards (2007) stated that Kagitcibasi (2005) have used the term “integrative
synthesis” with respect to her self-model, on the other hand, she continued to label
her interdepence family model as dialectical synthesis in recent form her model. It
should be noted once again that the essence of BID Model is that it conceptualizes
individuation and relatedness as complementary constructs—instead of opposing-
and vital needs for optimal human functioning and yet views them as distinct
dimensions (Imamoglu, 2003; Imamoglu & Giiler-Edwards, 2007).

Several other researchers have also mentioned that just as autonomy,
relatedness is a fundamental need (e.g., Guisinger & Blatt, 1994). Furthermore, it
is stressed that lack of relatedness would lead to ill-being and severe deprivation
for people in all cultures (e.g., Baumeister & Leary, 1995; Ryan & Deci, 2001).
For instance, Guisinger and Blatt (1994) stated that we need to recognize that
healthy personality development involves equal and complementary emphasis on
individuality and relatedness for both men and women. Similarly, Sato (2001)
stated that “these two systems of self organization, labeled as autonomy and
relatedness, are essential to a person’s well-being regardless of the culture or
society to which the person belongs”(p. 89).

Furthermore, that individuation and relatedness can not be considered as
opposites have been also indicated by other researchers (e.g., Chirkov et al., 2003;
Kagitcibasi, 2005; Realo, Koido, Ceulemans, & Allik, 2002; Ryan, 2004).
Imamoglu (2003) argued that the terms referring to individuation (e.g., autonomy,
agency, independence) and relatedness (e.g., interdependence, connectedness) are
varied in the literature. In fact, the differences between two concepts seem to vary
with respect to the explanation attached to them. For instance, Chirkov et al.

(2003) argued the notion that autonomy is considered as the opposite of
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dependence stems from the fact that autonomy is mostly confused with
independence. Furthermore, both relatedness and individuation are valued and
considered as fundamental human needs in various cultures have been also
supported by the research findings (e.g., Chirkov et al., 2005; Sheldon et al.,
2001). Moreover, BID model’s propositions are tested on Turkish, American and
Canadian samples (Imamoglu, 2003; Imamoglu & Karakitapoglu-Aygiin, 2004;
Imamoglu & Karakitapoglu-Aygiin, 2006). As proposed, relatedness and
individuation were found to be distinct from each other (Imamoglu, 1998; 2003).
For instance, self orientations were found to be distinct from each other across
cultures (i.e., Turkish and American) and SES groups (i.e., lower and higher SES)
in Imamoglu and Karakitapoglu-Aygiin’s (2004) study. That is, findings on
several studies on BID Model have supported the assertion that these two
orientations cannot be considered as opposing ends of a single continuum (e.g.,
Imamoglu & imamoglu, 2007).

Imamoglu (1998; 2003) argues that the BID model would help to explore
the variability within societies in terms of self-construals as in general cultures are
assumed to be more homogeneous than they actually are. This point of view has
been supported by reseach evidence (e.g., Imamoglu & Karakitapoglu-Aygiin,
2007). This point was also mentioned by other researchers. For instance, Lu
(2006) argues that within culture variability may be as large as or even larger
compared to between culture variability on any particular attribute.

Individuation refers to human beings’ psychological need in actualizing
themselves “to be differentiated as individuated persons” (Imamoglu, 2003, p. 9).
This tendency is labeled as intrapersonal differentiation orientation. High level of
this orientation is labeled as individuation, whereas low level is referred to as
normative patterning. Individuation refers to self-developmental tendencies in
accordance with one’s own intrinsic references, whereas normative patterning
refers to becoming patterned out according to extrinsic referents. On the other
hand, human beings also are proposed to be in need of being connected to others.

This is referred to as the interpersonal integration orientation. High end of this
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orientation is called as relatedness and low end is labeled as separatedness
(1mam0glu, 1998).

When the high and low ends of those dimensions namely, intrapersonal
differentiation and interpersonal integration are combined, four types of self-
construals may be obtained; i.e., separated-individuation, related-patterning,
separated—patterning, related—individuation (Imamoglu, 1998). The most
differentiated type namely, separated-individuation represents the self-type
commonly associated with the Western individualist societies as these societies
assume individuation is achieved by being separated from others. On the other
hand, related-patterning may represent the most integrated self-type which is
commonly associated with the Eastern collectivist societies. Related-individuation
is the most balanced type as it is proposed that satisfaction of both needs would
lead to optimal psychological functioning for individuals. Lastly, separated-
patterning represents the most unbalanced type (Imamoglu, 2003).

Imamoglu and Karakitapoglu-Aygiin (2004) studied the variation of self-
directed and other-directed values among four self construal types in both Turkish
and American samples. Firstly, it was found that the respondents from lower SES
indicated less individuation compared to those from higher SES in Turkey. On the
other hand, both groups from Turkey endorsed equal amounts of relatedness.
Secondly, it was found that those with similar self type endorsed similar value
orientations regardless of the cultural backgrounds (i.e., Turkish, American). For
instance, those with related-patterned self type were found to be the least
differentiated between self and other directed values and were found to be more
other-directed or collectivist than those with other self types. (Note that,
Imamoglu and Karakitapoglu-Aygiin (2004) stated that individualism and
collectivism should not be seen as equals with individuation and relatedness,
respectively). The findings were overall evaluated as indicating cross-cultural
similarity and within cultural variety (Imamoglu, & Karakitapoglu-Aygiin, 2004).

BID Model also proposed four types of (family) contexts, namely;

differentiative, integrative, unbalanced and balanced (family) contexts, which are
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conducive for the development of the proposed self construal types in the model
(Imamoglu, 2003). Those four (family) contexts are asserted to vary in terms of
the two basic dimensions of love-acceptance and restrictive control (Imamoglu,
2003). For instance, a differentiative family context tends to be low in restrictive
control and nurturance-relatedness and is conducive for the development of the
separated-individuated  persons.  Separated-individuated individuals are
autonomous but are detached from others. Differentiation needs tend to be
overemphasized and relatedness needs tend to be undermined in such contexts
(1mam0glu, 2003).

Integrative family contexts tend to be characterized by overprotective
control as well as conditional love and involvement. Social harmony and
integration with family and other groups, meeting others’ expectations tend to be
emphasized in such contexts. Integrative family contexts are conducive for the
development of related-patterned individuals (Imamoglu, 2003).

Unbalanced family contexts tend to be characterized by high restrictive
control and low nurturance-acceptance. Such contexts tend to be conducive for the
development of separated-patterning. Separated-patterned individuals tend to be
emotionally detached from others and cognitively patterned (Imamoglu, 2003).

Balanced contexts tend to be characterized by low restrictive control and
high nurturance-acceptance. Balanced contexts tend to provide appropriate
atmosphere for the development of the related-individuated persons who tend to
be able to satisfy both interpersonal integration and intrapersonal differentiation
needs (Imamoglu, 2003).

Perceived loving-accepting family atmosphere, being satisfied with one’s
self and family were found as the predictors of relatedness. Moreover, results
showed that need for cognition (assumed as an indicator of intrinsic motivation)
mediated the relationship between nonrestrictive family control and individuation
(Imamoglu, 2003). Related-individuated persons were represented by perceived
low controlling and loving-accepting families. Moreover, related-individuated

participants seemed to be the most satisfied with themselves and their families in
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accordance with the propositions that these two needs are needed for optimal
functioning of the individuals and that individuation does not require
separatedness. Consistent with this proposition, Ryan and Lynch (1989) stated
that it is attachment not detachment which would facilitate individuation. As
stated similarly by Imamoglu (2003), Ryan and Lynch (1989) emphasized the
importance of attachment (or relatedness) not only for one’s emotional
consequences but also for individuation process by stating as “indeed,
individuation is not something that happens from parents but rather with them”
( p. 341). They also showed that emotional autonomy was associated with less felt
security, greater perceived parental rejection. And in contrast, those with secure
attachments with parent reported more emotional security with their friends as
well. It is more likely that parents provide support for developmental tasks by
creating an atmosphere of family cohesion and love. Imamoglu and Imamoglu
(2007) expected that attachment security to be related with relatedness. On the
other hand, when individuation is portrayed as “exploration of one’s inner world”
(p.543) and since attachment and exploration link could not be separated
according to attachment theory, individuation was also expected to associate with
attachment security. Here, BID Model considers relatedness and individuation as
complementary constructs. The results indicated that across all types of
relationships (i.e., attachment security with the family, peers and romantic
partners), relatedness was positively associated with attachment security.
Individuation was found to complement relatedness in an additive way with
respect to its relationship with attachment security.

Imamoglu, Giinaydin, and Sel¢uk (2007) demonstated that individuation
and relatedness predicted authenticy and its four components which were
proposed by Kernis and Goldman, whereas idoicentrism and allocentrism
predicted only some of the components of authencity in Turkey. As expected,
those with related individuated ones were found to be the most authentic self type.
Therefore, tacit assumption that authenticity is only related with individualism

was not supported in a collectivist context.

45



Imamoglu and Karakitapoglu-Aygiin (2006) aimed to study within and
across cultural variation in actual, ideal and expected relatedness with parents in
Turkish and US contexts. Turkish respondents mostly varied from the Americans
in terms of expected and to a lesser extent in terms of ideal relatedness. On the
other hand, there was no difference between groups with respect to reports of
actual relatedness with parents. Moreover, regardless of their degree of
individuation, those with related self types reported more relatedness in actual,
ideal and to some degree, expected terms compared to those with separated self
type. The results of the study indicated that the main influence of culture was
evident on perceived expectations of relatedness and to some extent, on ideal
degrees of relatedness. That is, the influence of self construal was basically on
actual relatedness with parents. Furthermore, those Turkish respondents from
lower SES reported more ideal and, to some extent, actual relatedness compared
to those from higher SES. With respect to gender, differences in relatedness with
parents appear to be rather weak across contexts (Imamoglu & Karakitapoglu-
Aygiin, 2006).

Imamoglu and Karakitapoglu-Aygiin (2007) demonstated that Turkish and
American participants reported similar amounts of emotional-relatedness, whereas
they were found to differ with respect to relatedness of identities, with Turkish
participants reported more related identities. The findings were evaluated as
“reflecting the importance of emotional closeness as a basic need across cultures”
(Imamoglu & Karakitapoglu-Aygiin, 2007; p.157). The results also implied more
within cultural difference in relatedness than across cultures, for instance those
who were high on relational orientation indicated more emotionally close to their
parents, regardless of their degrees of individuation. On the other hand,
individuation was more associated with relatedness of identities which was found
to be more important in differtiating across cultures.

Overall, BID Model proposes that interpersonal integration and
intrapersonal differentiation are not opposites but complementary and distinct

constructs. They are conceptualized as essential for optimal human functioning
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and well-being. BID Model emphasizes the importance of contextual conditions
for optimum human flourishing just as SDT and Multidimensional Psychological
Well-being Model. As will be remembered, the importance of relatedness and
individuation although labeled differently were also stated in Self Determination
Theory (i.e., need for autonomy and need for relatedness).

With respect to individual differences, SDT proposes three types of
causality orientations which vary on a single dimension namely; autonomy. On
the other hand, BID proposes two dimensions to explore individual differences;
namely, orientations of individuation and relatedness. Their combinations give
rise to four self construal types. Similarly, in terms of investigating the influence
of social contexts, SDT proposes the importance of autonomy supportiveness of
the context on basic need satisfaction and well-being. Then, again it uses single
dimension to differentiate between contexts. On the other hand, BID Model
proposes four types of contexts vary along two dimensions of acceptance-love and
control. Although, these dimensions were originally proposed to assess the
characteristics of family contexts, they could be easily adapted to evaluate any
other kind of social context. For instance, in terms of organizational context, these
dimensions were re-named as autonomy supportiveness and relatedness
supportiveness in the present study. Thus, as seen, it is considered that BID Model
would provide a more comprehensive point of view than SDT by proposing two
dimensions for comparisons both at individual and contextual level on well-being.

In the next section, selected literature on five trait dimensions (i.e.,
extraversion, conscientiousness, openness to experience, emotional stability,
agreeableness) that are widely used to explore individual differences with respect
to well-being (e.g., Diener et al., 2003; Ryff, 1989) is presented. As mentioned
before, they were not used as the primary index for assessing individual
differences on well-being. However, since well-being literature often cites that
big five trait dimensions (e.g., Ryff, 1989) are connected with both types of well-
being, their possible influence on well-being was also considered in the present

study. However, it should be noted that they were treated as control variables,
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rather than main research variables in terms of assessing individual differences, in

the present study.

1.2.2. Five Factor Model (Big Five)

All human languages include terms which represent personality traits
(McCrae & Costa, 1997). Personality traits are defined as “dimensions of
individual differences in tendencies to show consistent patterns of thoughts,
feeling and actions” (McCrea & Costa, 1990, as cited in McCrae, 2002). The idea
that traits could be organized into factors which are made up of similar traits was
mentioned by earlier personality psychologists such as Cattell and Eysenck
(McCrae, 2002).

Originally, big five factors were discovered through factor analyses results
of English-trait names. Lexical studies (e.g., Somer & Goldberg, 1999) examined
personality factors in terms of trait adjectives from different languages (McCrae,
2002). It assumes that structure of personality is encoded in language (McCrae &
Costa, 1997).

Furthermore, most of the researchers agreed that most traits could be
represented in terms of five factors (McCrae, 2002). Five-Factor Model (FFM) is
a comprehensive taxonomy of personality traits which seems to characterize
personality structure in a variety of cultures (McCrae, 2002). It constitutes five
broad factors of personality traits. They are named as Extraversion,
Agreeableness, Conscientiousness, Neuroticism and Openness to Experience
(McCrae & Costa, 1997). Individuals who are high in Neuroticism tend to be
anxious, irritable, tense and moody, whereas those who are low in Neuroticism
are likely to be calm and emotionally stable. Those who are high on Extraversion
are likely to be lively, sociable, and energetic, whereas those who are low on
Extraversion tend to be sober and taciturn. Openness to Experience represents
individuals who have wide interests and being imaginative. Those who are high

on Agreeableness are likely to be compassionate, affectionate, and modest.
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Conscientiousness represents organization and purposefulness (McCrae, 2002;
Srivastava, 2000).

McCrae (2002) and McCrae and Costa (1997) argue that the results of the
lexical studies yielded somewhat mixed results; for instance, Extraversion,
Agreeableness and Conscientiousness were found to be evident in the factor
analyses but Neuroticism and Openness to Experience sometimes were not.
McCrae (2002) states that this might be related to either trait structure is not
universal or lexical approach is limited. McCrae and Costa (1997) argued the
possibility that it is essential to have a constant measure and the researchers must
use same traits to test big five structure in cross-cultural studies. However, with
lexical approach, Somer and Goldberg (1999) replicated Big Five factor structure
with Turkish trait adjectives. This study could be considered specifically
important because Turkish language is an Altaic language which is far outside of
the Indo-European group (e.g., English) where big five factors were first
discovered. Similarly, McCrae and Costa’s (1997) measure for big five, NEO-PI-
R was translated into five languages and was tested in these five cultures
(German, Portuguese, Chinese, Korean and Japanese). The results indicated
strong evidence that big five personality structure is universal.

McCrae and Costa (1994) state that personality traits of all five
dimensions indicate continuity from early childhood at least at a certain amount
and are mostly fixed by age 30. They claim that the proposition that the
personality traits are stable is widely accepted. They also state that stability of the
personality traits would provide us some sort of predictability in our lives. They
also point out that personality traits would interact with the conditions and could
be expressed in various ways depending on each situation at hand. They also
claim that we ‘“act most freely when we express our enduring dispositions”
(McCrae & Costa, 1994, p. 175).

Trait theorists view personality dispositions as highly stable in terms of
time, situations, and the social roles (Sheldon, Ryan, Rwasthorne, & [lardi, 1997).

However, depending on the requirements of a particular role, trait expressions
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might differ. Moreover, under some conditions cross-situational variability of trait
expressions might be seen as natural and expectable. But, in general, highly
discrepant modes of behaving might produce negative impacts on adjustment and
well-being. According to organismic theories, to act congruent with one’s true self
within a social role or situation leads to a sense of being personally expressive or
self-determined. According to those theories, not a variation of traits with respect
to differential role expectations, but a variation from authenticity is considered to
be the cause of ill-being. The results of Sheldon et al. (1997) indicated a
systematic variation in big five personality traits as a function of social roles. The
consistency of traits across roles was found as .80 which supported the idea that
traits were global and stable. There was also a fluctuation in terms of felt
authenticity based on the trait score across various roles. But, high role
authenticity and low role conflict all uniquely predicted well-being. Therefore,
contrary to expectations of the organismic theories, degree of felt authenticity
could not outperform degree of perceived role conflict’s influence on well-being.
The researchers concluded that role conflict and authenticity might be partly
distinct dimensions. “It appears that, more often than not, one’s true self and one’s
trait self is one and the same” (Sheldon et al., 1997, p. 1392).

As stated, various studies provided support that big five traits tend to
influence degree of well-being (e.g., Keyes et al., 2002). The results broadly point
out that neuroticism was more important than any other trait dimension on
subjective and psychological well-being. For instance, Vitterso and Nilsen (2002)
conducted a study in Norway to analyze the relationship between happiness with
neuroticism and extraversion. Secondly, they aimed to study the role of
neuroticism compared to extraversion on happiness. They found that neuroticism
explained three times more variance than extraversion does on SWB. Neuroticism
had larger influence on negative affect and extraversion has on positive affect.

Overall, FFM is being used widely by the studies on personality and
culture as well as on various practical implications (e.g., personality disorders,

coping and quality of life). For instance, with respect to work domain, it was
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found that emotional stability, extraversion, aggreableness and conscientiousness
were related to job satisfaction to moderate degrees based on the results of meta-

analysis by Judge, Heller, and Mount (2002).

1.3. Possible Determinants of Employees’ Well-being at Work Context

There has been a great of interest on the variables that predict greater
employee well-being during last decades. Furthermore, some frameworks which
are dedicated to specifically explore the predictors of positive outcomes,
processes and attributes of organizations and their employees are evident in the
field. For instance, Positive Organizational Scholarship (POS) focuses on the
positive outcomes, processes and attributes of organizations and their employees
(Cameron, Dutton, & Quinn, 2003). POS is concerned with the attributes,
processes, cultures, leadership which are conducive for positive functioning in
organizations. It is interested in previously unexamined factors that could help to
understand positiveness in organizations such as resilience, positive deviances,
high quality conditions and authentic leadership (Cameron, Dutton, Quinn, &
Wrzesniewski, 2003).

As seen there has been a progress in terms of the research which aims to
study positive outcomes including employee well-being in the field. Congruent
with these efforts both the possible impact of individual differences as well as
work related variables were investigated with respect to their relationship to
employees’ well-being in the present study. In the next section, studies conducted
on the relationship between leadership, organizational context and well-being of
employees are presented. Lastly, brief comparison of Turkish public and private

sector organizations are given.

1.3.1. Perceived Work Context and Employee Well-being

As mentioned, various studies have attempted to apply SDT to various
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domains including work context (e.g. Baard et al., 2004; Ilardi et al., 1993). The
studies are covered in this section are mainly the studies conducted by SDT
researchers. Accordingly, in this section, the perceived work context is mostly
discussed in terms of its support for autonomy and in turn, autonomy, relatedness
and competence needs as well as several positive consequences (e.g., well-being).

In fact, importance of autonomy dimension with respect to work domain
has been recognized by the previous research. For instance, in Hackman and
Oldham’s (1976, as cited in Goldstein & Rockart, 1984) Job Characteristics
Model (JCM), which is considered to be one of the dominant paradigms in job
design, autonomy is stated as one of five core job characteristics. These job
characteristics are proposed as to relate with positive work-related outcome
variables (as cited in Goldstein & Rockart, 1984). This proposition has been
confirmed by various research findings (e.g., Goldstein & Rockart, 1984). For
instance, Hornung & Rousseau (2007) found that autonomy prositively influenced
employee self-efficacy and in turn, was found to be associated with the successful
implemention of organizational change. On the other hand, several researchers
have recognized the importance of social integration along with autonomy
dimension on positive job consequences. For instance, McCloskey (1990)
indicated that those with low autonomy and low social integration reported lower
levels of job satisfaction, work motivation, commitment and also less intention to
stay on the job compared to those with low autonomy -high social integration,
high autonomy-low social integration and high autonomy-high integration groups.
Futhermore, those with high autonomy and high social integration levels indicated
the highest degree of job satisfaction, work motivation and commitment as well as
they had less intention to leave their organizations compared to other three groups
of employees (McCloskey, 1990). In this section, firstly relevant research findings
on SDT are presented. Then, as a contribution of the present study, based on BID
Model, relatedness supportiveness dimension is introduced as a critical factor
along with autonomy supportiveness dimension on employee well-being.

SDT posits that employees’ motivation and well-being would depend on
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the degree to which they experience psychological need satisfaction within that
organization (Deci et al., 2001).

On why employees show no initiative ... the failure of internalization ...
SDT suggests turning first to individuals’ immediate contexts and their
developmental environments to examine the degree to which their needs
for competence, autonomy and relatedness are being or have been
thwarted (Ryan & Deci, 2000, p.74).

Similarly, Ryan (1995) stresses the importance of individual differences as
well as perceived contextual characteristics as by stating

how active, interested and authentic versus alienated one is in a given

setting is thus not just a matter of pre-existing individual differences, but is

also a function of immediate affordances related to basic psychological

needs and the attitudes and perceptions with which one engages them (p.

417).

For instance, Deci, Cornell, and Ryan (1989) tested SDT in a work
organization. They hypothesized that autonomy supportive work contexts would
promote subordinates’ perceptions, affect and satisfaction in terms of their work
team and cooperation. In other words, it is proposed that if managers provide an
autonomy supportive context, this would enhance subordinates’ trust for
corporation and satisfy their needs and in turn, it would promote their attitudes
about work and their performance. The intervention was given to managers on
how to raise autonomy in the work context. It was found that it was possible to
change managers’ orientation towards autonomy by training. Consistent with the
predictions, the autonomy supportive context was correlated with subordinates’
general satisfaction. Moreover, it was found that the impact of top management
was more crucial than that of the immediate supervisor. Deci et al. (2001) found
that fulfillment of needs in an organizational context enhanced well-being and job
consequences. They found that autonomy supportive work climate promoted need
satisfaction of three needs and in turn, enhanced task engagement and decreased

anxiety of employees (Deci et al., 2001).

Ilardi, Leone, Kasser, and Ryan (1993) revealed that after controlling the
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effects of pay and job status, satisfaction of autonomy, competence and
relatedness needs on the job was found to be related to general job satisfaction,
satisfaction with the particular task, self esteem and mental health. This study
provides evidence that when employees’ experience autonomy, competence and
relatedness in work settings, this would enhance their task performance, job
satisfaction and psychological adjustment (Ilardi et al., 1993).

Deci, Ryan, Gagne, Leone, Usunov, and Kornazhava (2001) conducted a
study with the aim of testing the generalizability of SDT propositions in work
context. They note that previous studies tested SDT in American organizations
which are characterized as highly individualist and privately owned. The study
was conducted in Bulgaria and the US. Bulgarian work context is defined as
mostly state-owned and more collectivist than that of the US (Deci et al., 2001). It
was predicted that managerial autonomy support would lead to need satisfaction
and, in turn, to greater task engagement and higher psychological well-being. The
hypothesized model predicted need satisfaction as a mediator between managerial
autonomy support and the outcomes, namely task engagement and well-being.
The results revealed that autonomy support increased need satisfaction, in turn
decreased anxiety and increased task engagement and general self esteem. The
model was confirmed both in the US and Bulgaria which indicated an evidence
for the notion that basic psychological needs may be universal.

Similarly, although not applied to work domain, BID model also
emphasize the importance of the contexts with respect to their relevance to fully
functioning of individuals. As will be remembered, BID Model proposes four
types of contexts that vary along dimensions of acceptance and control. Balanced
contexts tend to be characterized by low restrictive control and high nurturance-
acceptance (Imamoglu, 2003). When these propositions are considered within
organizational domain, one might conclude that BID Model proposes that
contexts which are high on autonomy-supportiveness and relatedness would be
the most balanced ones for employee well-being. As seen that the main

contribution of BID Model to SDT is that it adds perceived relatedness support as
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a dimension to study the characteristics of organizational contexts for higher
employee well-being.

However, perceived autonomy and relatedness support by leader is also
likely to be influential on employee well-being. Therefore, selected literature on
leadership its relevance to employee well-being is presented in the following

section.

1.3.2.2. Perceived Leadership and Employee Well-being

“Leadership is one of the world’s oldest preoccupations” (Bass, 1990;
p.3). Leadership is an attractive and universal phenomenon. The myths and
legends about leaders and leadership are evident in almost every culture. From the
earliest philosophers to recent researchers, many have attempted to define
leadership in their own point of view (Bass, 1990; Smith & Peterson, 1988). Yet,
“there is no consistently agreed-upon definition of leadership” (Dickson, Den
Hartog & Mitchelson, 2003; p.730). Recently, GLOBE study, which aims to
explore perceptions of leadership across cultures, defined organizational
leadership as “the ability of an individual to influence, motivate, and enable others
to contribute toward the effectiveness and success of the organizations of which
they are members” (House et al., 2002; p. 13).

Gilbreath and Benson (2004) indicated that first researches on the link
between supervisor behavior and employee well-being started at late 1970s. The
researchers concentrated on the variables that enhance well-being of the
employees. Perceived autonomy supportiveness and concern appeared to be
highly related to positive outcomes and higher degrees of employee well-being.
For instance, Sparks, Faragher, and Cooper (2001) proposed that managerial
pressure can have negative impact on employee well-being whereas managerial
support such as effective communication appears to be an important factor for
employee well-being. Furthermore, it is advocated that effective communication

between managers and employees would improve the success of any interventions
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developed in the aim of enhancing employee well-being.

Similarly, Keyes, Hysom, and Lupo (2000) state that coercive power is
likely to influence subordinates negatively or might lead to negative feelings and
other undesirable outcomes. When employees experienced more happiness and
satisfaction, they reported higher levels of psychological and social well-being
and more positive work outcomes (Keyes et al., 2000). For instance, Newton and
Maierhofer (2005) reported that when employees perceived their leader as
supportive, they indicated significantly higher levels of well-being. On the other
hand, they stated that low levels of supportive leadership led to more negative
consequences for employees when employees had values that were congruent
with organizations, than incongruent values.

Similarly, Seltzer and Numerof (1988) found that those employees who
perceived their supervisors as high on consideration indicated low burnout. They
hypothesized that lower degree of perceived initiation of supervisor by employees
would lead to ambiguity and thus be related with employees’ burnout. However,
this proposition received no support by the findings. Based on previous studies,
Seltzer and Numerof (1988) also studied the influence of age, marital status,
experience, formation and holding a supervisory position on burnout. The
demographic variables explained only 2% of the variance where the perceptions
for leader behavior explained 31% of the variance. This finding indicated that
leader behaviors tend to have a direct impact on degree of subordinates’ burnout.

Dierendonck, Haynes, Borrill, and Stride (2004) state that previous studies
have generally considered the relationship between leadership and subordinates’
well-being in terms of degree of experienced support. The findings of the
longitudinal study indicated that supportive leadership which was characterized
with trust, confidence, recognition and feedback were found to enhance
subordinates’ well-being. The results also showed that the relationship was not
one-directional but bidirectional in nature.

Richer and Vallerand (1995) investigated the effects of autonomy-

supportive, non-punitive controlling and punitive controlling supervisory styles on

56



subordinates’ degree of self-determination and competence feelings as well as
their level of intrinsic and extrinsic motivation. The results demonstrated that the
autonomy-supportive supervisory style was associated with most positive effects,
whereas the punitive-controlling style was related to the most negative effects.
The degree of control exhibited by supervisors influenced the level of
subordinates’ intrinsic motivation whereas supervisory style seemed not to affect
the level of extrinsic motivation. They also considered the possible influence of
individual differences on the findings. In order to find out whether autonomy
supportive style enhances the degree of intrinsic motivation or just maintains it,
Richer and Vallerand (1995) compared participants who showed a high self-
determined motivational profile (SDMP) with those who have low SDMP. In all
supervisory conditions, the high SDMP participants exhibited more intrinsic
motivation than the low SDMP participants. Those who have high SDMP
perceived supervisors as more autonomy-supportive for both neutral and
autonomy-supervisory styles than those with low SDMP. On the other hand, those
with high SDMP perceived supervisors as more controlling than those with low
SDMP in the punitive-controlling condition. It is indicated that those with high
SDMP were more sensitive in terms of the information of control or support
provided by the context compared to those who have low SDMP. They conclude
that the perceptions of self-determination or competence mediate the relationship
between supervisory styles and employees’ degree of intrinsic motivation.
Similarly, Baard et al. (2004) considered both the effects of individual
differences and the manager behaviors on need satisfaction at work. They found
that employees’ causality orientation and perceived manager autonomy support
independently related to satisfaction of three intrinsic needs at work. That is, those
who have higher autonomous causality orientation experienced greater intrinsic
satisfaction. On the other hand, apart from employees’ individual differences,
perceived managerial support independently predicted the degree of need
satisfaction. Moreover, in turn, higher need satisfaction predicted higher

performance evaluations both by employees as well as their managers and higher
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psychological adjustment of the employees (Baard et al., 2004).

Furthermore, Gilbreath and Benson (2004) provided another support that
leader behaviors influence employees’ global psychological well-being. They
aimed to study the degree to which supervisor behaviors were related with
employee well-being. They developed a supervisor behavior scale which includes
a large variety of supervisor behaviors such as consideration, social support or job
control. The findings demonstrated that supervisor behaviors had unique influence
on the employee well-being beyond the variance explained by age, gender, social
support, stressful life events, stressful work events and health practices. As the
measure of psychological well-being was free of any items that focus on work, it
was considered to lend good support that supervisors tend to influence employees’
general psychological well-being significantly.

Another branch of researchers specifically aimed to describe the specific
leader characteristics that are likely to lead to high degree of employee well-being.
For example, based on SDT and their findings, Baard and Aridas (2001, as cited
in Baard et al., 2004) suggested that most effective leaders are the ones who create
autonomy, competence and relatedness supporting environments.

Ilies, Morgeson and Nahrgang (2005) proposed that authenticity has
substantial importance in the process of leadership. Avolio and Gardner (2005)
state authenticity means “to thine own self be true” (p. 319). The concept has its
roots in Greek philosophy. Based on the humanistic psychology and current
positive psychology movement, the current authentic leadership concept has
flourished in previous years. Ilies et al. (2005) mentioned that it does not only
influence the leader’s well-being but also impacts on employees’ well-being.
They advocate that eudaimonic well-being should be an explicit criterion in POS.
They adapted the model proposed by Kernis and Goldman which has four-
components of authenticity into the leadership area. Then, authentic leadership is
composed of self-awareness, unbiased processing, authentic behavior and
authentic relational orientation. Self awareness of leaders together with

development of truthful relationships leads to unconditional trust of followers and
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increases their identification with the leader. Authentic leaders create contexts that
are conducive for the positive emotions which in turn, lead to positive perceptions
of followers. Personally expressive behaviors of leaders are considered to
constitute a model for their followers as well. Authentic leaders are proposed to be
more likely to provide conditions for skill development and autonomy, and are
more likely to support self determination of their followers. Lastly, through
positive social exchanges, followers are considered to be more likely to be
elevated. Overall, Ilies et al. (2005) argue that the effects of leader on followers’
eudaimonic well-being should be studied.

As seen, the studies on the link between leadership styles and employee
well-being indicate that perceived leadership style is influential on employees’
well-being. The findings and propositions cited above overall suggest that those
leaders who enhance employees’ self determination and are able to build
meaningful relationships with them are probably the ones who would lead to
higher employee well-being. On the other hand, some of the findings are also
indicative for possible individual differences between employees that some might
be more sensitive to certain leaders’ behaviors than others (e.g., Richer &
Vallerand, 2005).

In the following section, a brief literature review on Turkish public and
private sector organization is given. As the data of the present study was collected
from both public and private sectors, sector type was used among indicator

variables in some of the analyses.

1.4. Turkish Public and Private Sector Organizations

In broader terms, “the public sector is the part of economic and
administrative life that deals with the delivery of goods and services by and for
the government” whereas “the private sector is fundamental part of the economy
that is both run for profit and is not controlled by the state” (Wikipedia, 2007).

The characteristics of work context of private sector and of public sector
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organizations are often stated as different from each other. For instance, Mathur,
Aycan & Kanungo (1996) found that private sector organizations in India were
less bureaucratic, less formal and more autonomy supportive compared to public
sector organizations. Moreover, they also indicated that private sector
organizations were found to put more emphasis on internal locus of control and
participation in decision making than public sector organizations. Similarly,
Bourantas and Papalexandris (1999) stated that public sector organizations were
more bureaucratic, less demanding of measurable results and competitiveness than

private sector organizations in Greece.

In terms of the Turkish public sector organizations, the findings seem
congruent with the aforementioned literature. For instance, Ates (2004) described
Turkish public sector organizations as generally large, mainly hierarchical-
bureaucratic and rule-oriented. Turkish public employees are also secured with
life-time employment. While mentioning about a typical Turkish public sector
organization; Ministry of Health (MOH), Ates (2004) stated that organizational
culture is mostly concerned with preserving stability and status quo rather than
accomplishing improvement and change. Although traditional-bureaucratic public
administration is still salient, reform trends toward adopting private sector
practices and styles are evident in Turkish public organizations as well (Ates,
2004). Here, private sector is evaluated as entrepreneurial, adaptive and having an

innovative culture (Ates, 2004).

Recently, Global Leadership and Organizational Behavior Effectiveness
(GLOBE) research program has focused on leadership perceptions in 61 nations
(House, Javidan, Hanges, & Dorfman, 2002). A comprehensive study on leader
perceptions on Turkish private sector was conducted by Kabasakal and Bodur
(2004) as part of the GLOBE study. The study was conducted on middle
managers working at financial and food processing sectors in Turkey. According
to their results, autocratic, paternalistic and consultative leadership were found to

be the most prevalent styles in Turkey (Kabasakal & Bodur, 2004). Autocratic
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leadership represents leaders who make all the decisions, impose their own ideas,
not interested in what others say about the way things should get done. Moreover,
an autocratic leader is defined as someone who often criticizes others. Participants
indicated negative feelings towards autocratic leaders. In paternalist leadership
style, leader takes care of the followers and their families like a father, engages in
social activities with them. Paternalistic leadership leads to unquestioned
obedience of followers towards the leader. On the other hand, independent acts of
followers are likely to be punished as paternalistic leaders expect full obedience
from followers. Lastly, consultative leaders listen to their followers’ ideas first
and then give their decisions accordingly. This environment often makes people
feel as a part of the team (Kabasakal & Bodur, 2004). Moreover, outstanding
leadership is defined as decisive, team-integrator, visionary, having integrity,
administratively competent, inspirational by the Turkish sample (Kabasakal &
Bodur, 2004). Also, Hazar (2002) found that participative and charismatic
leadership style was the most observed leadership style and was followed by
authoritarian and paternalistic leadership in Turkey. The charismatic leadership
was found as the most preferred leadership style, followed by participative,

paternalistic and authoritarian leadership styles.

Pasa, Kabasakal, and Bodur (2001) stated that Turkish private sector
organizations are mostly composed of companies which are run by family
members. With respect to the characteristics of the Turkish private sector
organizations, collectivism was reported to be the most prevalent value (Pasa et
al., 2001). Collectivism was assessed through the dimensions of love and respect,
maintaining humanity, helping each other, relatedness and good relations in the
study (Pasa et al., 2001). This result may be considered as expected because
Turkey is generally categorized under collectivist nations (e.g., Wasti, 2002).
Thus, Sengupt and Sinha (2005) mentioned that as all organizations operate in the
social milieu, socio-cultural factors possibly shape individual perceptions as well
as their interactions with their supervisors and colleagues. Moreover Pasa et al.

(2001) also found that autocratic-hierarchical leadership was rated as the most
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prevalent leadership style in Turkey. It was followed by paternalistic-considerate
style. As Pasa et al. (2001) only considered the characteristics of Turkish private
sector and therefore could not provide possible comparisons of the findings for
private sector organizations with public sector organizations. In another study,
Tengimilioglu (2005) reported that Turkish private sector was perceived to be
significantly friendlier, and was found to be able to create a friendlier atmosphere
compared to the public sector leaders. Morever, Ozmen (2005) indicated that
Turkish employees perceived their managers as far less people-oriented as they
wanted them to be compared to task-orientation. She stated that this might imply
the greater importance attributed by employees on people-oriented behaviors

(Ozmen, 2005).

Overall, the findings indicate that Turkish public sector organizations are
mostly bureaucratic-hierarchical and rule oriented. On the other hand, it seems
that, as operating under collectivist cultural context, private sector organizations
are also affected by the general culture. However, depending on the fundamental
characteristics of private organizations (i.e., being profit oriented and not
controlled by state) might lead them to more open to support autonomy and
relatedness as they would be expected to be more likely to be open to new ideas
and be flexible in order to increase motivation, effectiveness as compared to

public organizations.

1.5. Research Questions of the Study

The main aim of the present study was to explore possible determinants
that give rise to higher subjective and psychological well-being of Turkish private
and public sector employees.

In the present study, main emphasis is on the self-construal types proposed
by the BID Model which vary along dimensions of individuation and relatedness

orientations. It was aimed to explore whether those with different self construal
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types (i.e., related-patterned, individuated-separated, individuated-related and
separated-patterned) vary in terms of their perceptions of leader behaviors and
work context, degree of need satisfaction at work and well-being (life satisfaction
and psychological well-being). There are earlier studies which investigated the
influence of individual differences other than trait dimensions (i.e., causality
orientations) on employee well-being. In some of those studies, the possible
impact of the perceptions for leader or context in terms of autonomy
supportiveness were also studied along with the influence of individual
differences on well-being and basic need satisfaction at work. However, firstly,
these studies are limited in number, and secondly, they generally investigated
individual differences and the perceptions for leader and/or context with respect to
autonomous causality orientation and autonomy supportiveness, respectively (e.g.,
llardi et al., 1993). The present study, on the other hand, aimed to explore the
possible influences of both individuational and relational aspects at both
individual (i.e., in the forms of self construal types and of self orientations) and
contextual level (i.e., perceived autonomy and relatedness supportiveness of
context and leader) on employee well-being.

In the following section, research questions are presented and related
rationale and predictions for each research question are provided. Lastly, the
proposed models which aim to explore the interrelations among the variables

included in the study are presented.
1.5.1. Research Question 1
First research question of the study is stated as follows:
Do perceived degree of autonomy supportiveness and relatedness

supportiveness of both leader and work context differ as a function of self-

construal types, sector type and gender?
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1.5.1.1. Rationale and Expectations for Research Question 1

First research question aims to study the possible influence of differential
self construal types on the perceptions of leader and work context. The scope of
the perceived leadership behaviors and perceived context characteristics were
limited by two dimensions; first was autonomy-supportiveness and second was
relatedness-supportiveness, in this study.

Social context in organizations is one of the influential variables on
individual well-being (e.g., Dierendonck et al., 2004). Studies on SDT indicate
that work conditions and employees’ well being might be interconnected (ilardi et
al., 1993). Deci and Ryan (1987) summarized in their review article that when
contexts are autonomy supportive, they lead to greater interest, more creativity, a
more positive emotional tone, higher perceived competence than contexts which
are controlling. For instance, Baard et al. (2004) hypothesized and provided
support that those who were high in autonomy orientation experienced greater
intrinsic need satisfaction because they were found to experience authorities as
more autonomy supportive and to orient toward aspects of the context that support
self regulation than others. The findings of the Baard et al.’s (2004) study might
be better explained by the propositions of Deci and Ryan (1987) regarding the
consequences of support for autonomy and control of the behavior. As mentioned
before, Deci and Ryan (1987) state that there are differences between people in
terms of the functional significance they attach to contextual factors. As
mentioned elsewhere, they are labeled as causality-orientations and they refer to
whether one orients toward autonomy-supportive or controlling factors which

exist in the contexts (Deci & Ryan, 1987).

The term orients toward factors encompasses a range of processes
including acting on the context to create those factors, seeking contexts
that contain those factors, selectively attending to those factors in the
context, or projecting those factors into the contexts. Then having oriented
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to those factors, the person is predicted to respond accordingly (Deci &

Ryan, 1987, p. 1033).

In this sense, when autonomy causality orientation is chronic in one, we
might expect he/she is likely to orient toward to certain aspects of context that
support autonomy in turn, is likely to perceive the situation or the other person as
for instance, more autonomy supportive than others.

Furthermore, according to the earlier research findings, perceived leader
behaviors are also influential on employees’ work related outcomes and general
well-being (e.g., Gilbreath & Benson, 2004; Seltzer & Numerof, 1988). In
general, it is found that leaders who are perceived as supportive and those who
demonstrate low control over employees are more likely to enhance employee
well-being compared to those who demonstrate restrictive control and/or no
consideration (e.g., Baard et al., 2004; Ilies et al., 2005). For instance, Baard et al.
(2004) demonstrated that those who have autonomous causality orientation
perceived their managers as more autonomy supportive than others (Baard et al.,
2004). On the other hand, it was also found that those who are high on self-
determination are more sensitive to supervisory control (Richard & Vallerand,
2005). Those who are high on self determination profile showed less intrinsic
motivation when leader behavior was perceived as controlling compared to those
who were low on self-determination profile. Similarly, when the leader showed
less control, those with high self-determination profile indicated higher intrinsic
motivation than those with low self-determination profile (Richard & Vallerand,
2005). Therefore, the results of Richard and Vallerand’s (2005) study indicated
that there might be an interaction between individual differences and leadership
behaviors on employees’ perceptions rather than pure impact of individual
differences on perceptions.

However, as seen, SDT takes only autonomy supportiveness influence on
well-being into consideration in the studies on organizational settings. Thus,
although SDT emphasizes the role of satisfaction of relatedness need within social

contexts (e.g. Ryan & Deci, 2002), related studies only assess the autonomy
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supportiveness characteristics of the context or the leader in the previous studies
(e.g., Baard et al., 2005; Deci et al., 2001). On the other hand, BID Model
proposes four types of self construal types stemmed from the dimensions of
relatedness and individuation namely; i.e., separated-individuation, related-
patterning, separated—patterning, related-individuation. Moreover, it proposes four
contexts that are conducive for the development of these self construal types.
Although they are proposed for the familial contexts originally, these contexts are
easily applicable for the studies within organizational settings. Furthermore, the
argument that Deci and Ryan (1987) made on autonomy causality orientation
would be quite relevant and applicable for the relatedness dimension as well. A
person also might orient toward relational aspects within the context or of another
person (e.g. actual leader). By this way, in terms of his/her orientation toward
relatedness or separatedness, the person might perceive the context or the leader
as more or less relatedness-supportive, respectively.

Based on the above arguments, it was expected that those who are high on
individuation (i.e., related-individuated and separated-individuated self-construal
types) might perceive their work context as higher on autonomy-supportiveness
than other self-construal types. Moreover, in a similar vein, it was expected that
those who are high on relatedness (i.e., related-individuated and related-patterned
self contrual types) might perceive their work context as higher on relatedness-
supportiveness than other self types. Similarly, it was expected that those who are
high on individuation (i.e., related-individuated and separated-individuated self-
construal types) might perceive their leader as higher on autonomy-supportiveness
than other self types. Moreover, in a similar vein, it was expected those who are
high on relatedness (i.e., related-individuation and related-patterning self-
construal types) might perceive their leader as higher on relatedness-
supportiveness than other self types.

No specific predictions were made with respect to the influence of the
interactions between sector and self construal types, gender and self construal

types and main effects of gender on perceptions both for the leader and work
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context. However, based on the relevant literature provided, private sector
organizations were expected to be higher on perceived autonomy and relatedness

supportiveness compared to public sector organizations.

1.5.2. Research Question 2

Second research question of the study was stated as follows:

Do degrees of satisfaction with respect to basic needs (i.e., need for
relatedness, competence and autonomy at work) and of well-being (i.e., life
satisfaction, psychological well-being) differ as a function of self-construal types,

sector type and gender?

1.5.2.1. Rationale and Expectations for Research Question 2

As noted before, it has been found that those who are high on autonomous
orientation perceive higher degree of well-being and need satisfaction (e.g., Baard
et al., 2004). SDT also proposes that both social contexts and enduring individual
differences (i.e., autonomous, heteronomous (or controlled) and amotivated
causality orientations, Deci & Ryan, 1985) influence people’s attainment of
intrinsic need satisfaction (e.g., Baard et al., 2004) and in turn, it would lead to
differential levels of well-being. On the other hand, balanced self construal type
proposed by the BID Model has been found to promote both types of well-being
(Imamoglu, 2003; imamoglu & Iimamoglu, in preparation).

Based on the literature reviewed; firstly, it was expected that those who
are high on relatedness (i.e., related-individuated and related-patterned self-
construal types) would perceive higher relatedness need satisfaction whereas
those who are high on individuation (i.e., related-individuation and separated-
individuated self-construal types) would perceive higher autonomy need
satisfaction than others. There is no specific prediction made for need for

competence satisfaction.
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Secondly, it was expected that, those with balanced self construal type
would be significantly higher in well-being (i.e., psychological well-being, life
satisfaction) than those with unbalanced type (e.g., Imamoglu and imamoglu, in
preparation). Furthermore, relational orientation would be more likely to be
related with affective consequences (i.e., satisfaction) compared to individuational
orientation (e.g., Imamoglu, 2003). Then, it was also expected that those who are
high on relational orientation (i.e., related- individuated and related-patterned self-
construal types) would perceive more life satisfaction than those with low

relational orientation.

1.5.3. Research Questions 3 and 4

Third research question was stated as follows:

Which are the most influential variables among demographic variables
(i.e., age, tenure, income satisfaction, sector type, employees’ education level and
marital status), individual-related variables (i.e., extraversion, openness to
experience, conscientiousness, emotional stability and agreeableness, relational
orientation and individuational orientation), work-related variables (i.e., perceived
autonomy and relatedness supportiveness of organizational context and leader),
on basic need satisfaction (i.e., satisfaction of need for autonomy, relatedness and

competence)?

Fourth research question of the study was stated as follows:

Which are the most influential variables among demographic variables
(i.e., age, tenure, income satisfaction, sector type, employees’ education level and
marital status), individual-related variables (i.e., extraversion, openness to
experience, conscientiousness, emotional stability and agreeableness, relational
orientation and individuational orientation), work-related variables (i.e., perceived

autonomy and relatedness supportiveness of organizational context and leader)
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and the degree of basic need satisfaction at work (i.e., need for autonomy, need
for relatedness and need for competence) on well-being (i.e., life satisfaction and

psychological well-being)?

1.5.3.1. Rationale and Expectations for Research Questions 3 and 4

Previous studies have implied relationship between well-being and various
demographic variables. Therefore, possible influence of big five trait dimensions
and demographic variables were also considered. For instance, it is found that
income satisfaction is more strongly related with life satisfaction for those with
extrinsic motivated people than did intrinsic motivated people (Malka &
Chatman, 2003). It was also found to be more strongly related with life
satisfaction of people from those poorer nations than wealthy nations (e.g., Oishi,
Diener, Lucas, & Suh, 1999) where Turkey was categorized under poor nations.
Therefore, it may be likely that income satisfaction explains independent variance
of life satisfaction of Turkish employees based on the previous findings.
Furthermore, personality differences between employees in terms of big five trait
dimensions might be important as the direct influence of these traits on well-being
had been indicated in the previous studies noted above. Various studies have
tested and found evidence that big five traits were predictive for both
psychological well-being and life satisfaction (e.g., Diener et al., 2003; Ryff,
1989). Therefore, it is important to test the influence of self-construal types as
well as the other work related variables together with the big five trait dimensions
on general well-being of the employees in order to capture the unique influence of
each variable on well-being. That is, big five traits were used as control variables
in the present study.

As will be remembered, basic need satisfaction was used as the direct
predictor of well-being in SDT studies therefore; basic need satisfaction at work
was also included among the other predictors of well-being of the employees. The

previous studies on SDT revealed that higher degree of satisfaction of the three
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innate needs is related to higher job satisfaction, job performance, job satisfaction
and well-being (e.g., Deci & Ryan, 1989; Ilardi et al., 1993).

More specifically, psychological well-being, as being composed of self-
developmental and relational aspects, it is expected to be associated mostly with
self orientations and need satisfaction. For instance, Karakitapoglu-Aygiin (2004)
found that individual and relational self descriptions were related with emotional
well-being in Turkish adult and university student samples. Furthermore, Big Five
traits were found to be significantly related with it. On the other hand, life
satisfaction is defined as individuals’ own evaluations of what are important in
their lives and their degree of being satisfied with them. Therefore, it is possible
that demographic variables may be more likely to be related with it. As relational
aspects are more likely to be connected with affective consequences, life
satisfaction was expected to be more related with relational aspects rather than

with individuational ones.

1.5.4. Proposed Models

Lastly, interrelations among variables included in the present study were
tested by two versions of proposed models. In the first version, broadly, it was
predicted that both individuational and relational orientations would influence
basic need satisfaction at work and in turn, would predict life satisfaction and
psychological well-being of employees. Also, relational orientation would directly
predict psychological well-being and life satisfaction whereas individuational
orientation was expected to be related with psychological well-being. The second
version was more complex compared to the first model, as possible influence of

the work related variables were included into the model.

1.5.4.1. Proposed Model 1

As seen in the Figure of Proposed Model 1, it was predicted that self
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orientations would influence basic need satisfaction and in turn, they would
influence well-being namely, psychological and subjective well-being (i.e., life
satisfaction). Also, relational orientation would directly predict psychological
well-being and life satisfaction whereas individuational orientation was expected
to be related with psychological well-being. Therefore, Model 1 proposes a partial
mediation of self orientations and well-being over need satisfaction.

Here, note that each need was not put into model separately, but three
needs were combined (i.e., need satisfaction at work) to create a composite score
of basic need satisfaction for the model. Previous studies indicated, for instance,
need for autonomy and relatedness were highly and positively correlated (e.g.,
Vaansteenkiste, Lens, Soenes, & Luycky, 2006). It was also stated that the
balance of satisfaction from each need is more important rather than having high
need satisfaction from just one need for well-being (e.g., Sheldon & Nimenic,
2006). In the present study, it was found that three needs were highly and
positively correlated ranging around and higher than .50. It seems that both the
correlation among needs and research evidence mentioned above represent
support for the complementary relationship among them. In line with these
findings, in order to better represent the complementary relationship among needs
and to be able to evaluate their global influence in the model, they were put into
model as a single variable.

The first proposed model of the study is given below in Figure 1.
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Figure 1. Proposed Model 1

1.5.4.2. Rationale and Expectations for Proposed Model 1

It was found that those high on autonomous orientation perceive higher
degree of well-being and need satisfaction (Baard et al., 2004). However, BID
Model states that not just individuation but also the relatedness orientation would
also uniquely influence the degree of well-being of the individuals. For instance,
the balanced self construal type, which is construed as high ends of both
orientations in the BID Model, is proposed to promote both types of well-being
(Imamoglu, & Imamoglu, in preparation). Therefore, we might expect that both
orientations would be directly related with experiences of need satisfaction at
work and well-being. It was also expected that individuational and relational
orientations would influence well-being indirectly over perceptions of need
satisfaction at work. Some earlier research findings were considered to be
supportive for these indirect paths. In another example, Baard et al. (2004) found
support for the model in which autonomous causality orientation significantly
predicted need satisfactionwhich in turn, significantly predicted performance
evaluations at work and general adjustment. There are some other related research
findings which also indicated that higher degree of need satisfaction at work is

related to higher job satisfaction, job performance and well-being (e.g., Deci and
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Ryan, 1989; Ilardi et al., 1993). Those findings are considered in line with the
present study’s expectations that need satisfaction would be related with well-

being.

1.5.4.3. Proposed Model 2

Firstly, relatedness supportiveness of work context and leader were
combined and was labeled as relatedness supportiveness of context. Furthermore,
autonomy supportiveness of work context and leader were also combined and was
labeled as autonomy supportiveness of context. The rationale behind this decision
was that actually when one considers about the work context, the perceptions for
the leader and general work context may be represented as a global factor since
they might have a complementary relationship. The correlation between
relatedness supportiveness of leader and context was found as .52, p<.001. The
Cronbach’s alpha of composite score which was made up of items of the
subscales for relatedness supportiveness of leader and context was found to be
.86. The correlation between autonomy supportiveness of work context and leader
was found as .37, p<.001. The Cronbach’s alpha of composite score which was
made up of items for the subscales for autonomy supportiveness of leader and
context was found to be .83. These findings were considered to be supportive of
the decision for putting relatedness supportiveness of leader and context as well as
autonomy supportiveness of leader and context as single variables into the model.

As seen in Figure 2, it is predicted that relational orientation and
individuational orientation would influence the perceptions for the autonomy
supportiveness of context and relatedness supportiveness of work context,
respectively and in turn, they would influence basic need satisfaction and lastly, in
turn, need satisfaction would influence psychological and subjective well-being
(life satisfaction). Moreover, it was expected that relational orientation would also
directly influence both the basic need satisfaction and all kinds of measures for

well-being whereas individuational orientation would only predict need
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satisfaction and psychological well-being directly. Then, a partial mediation

model was proposed.

Second proposed model were tested for public and private

organizations separately, as well.

The second proposed model of the study is given below in Figure 2.
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Figure 2. Proposed Model 2

1.5.4.4. Rationale and Expectations for Proposed Model 2

As mentioned before, the difference of second proposed model than the

first model lies in the addition of the perceptions for autonomy and relatedness

supportiveness of work context into the second model. As seen in the Figure 2, the

perceptions for context; which is made up of perceptions for work context and

leader,

are proposed to mediate between relational and individuational

orientations and need satisfaction at work. Actually, it is one of the main

propositions of SDT that the contexts which promote autonomy supportiveness

would lead to basic need satisfaction and they would be related in turn, both to

subjective and eudaimonic well-being. Similarly, BID Model proposes that
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balanced contexts tend to be characterized by low restrictive control (hence,
autonomy) and high nurturance-acceptance and they would be associated with
optimal psychological functioning but, the latter would be more associated with
positive affective consequences (e.g. job satisfaction) (Imamoglu, 2003). Here, no
direct path from contextual support to well-being is proposed however partial
mediation over need satisfaction to well-being from both types of contextual
support was expected.

Individuational orientation was expected to relate with perceived
autonomy supportiveness of context whereas relational orientation was proposed
to relate with relatedness supportiveness of context as consistent with the previous

predictions of the present study.
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CHAPTER 2

METHOD

2.1. Participants

Three-hundred-ninety employees from the public and the private sector
organizations working in Ankara and Istanbul participated in the study.
Mahalonobis distance scores for each participant were computed and were
compared to the critical values of the chi-square table. Seven participants were
found to have higher scores than the critical value. They were considered as
multivariate outliers and consequently, excluded from the data.

Among the final 383 participants (154 women and 229 men), 192 of them
were public sector employees, whereas 191 of them were private sector
employees. The means for age and work experience were 34.48 years and 11.27
years and they ranged between 19 to 63 years and 1 to 45 years, respectively. The
participants were mostly university graduates (65, 3%), 17.8% of them had high
school diplomas where 14.9 % of them had graduate degrees and lastly, 1.8 % of
the participants had doctorate degrees. Two-hundred-nineteen participants were
married, whereas 155 of them were single. Eight participants stated they were
divorced or widowed.

For the public sector, 58 participants were women and 134 were men with
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mean of age and work experience of 36.02 years and 12.54 years, whereas they
ranged between 21 to 60 years and 1 to 40 years, respectively. In terms of private
sector, 96 of the participants were women where 95 of them were men. The
participants had a mean of age and total years of service of 32.95 years and 10.00
years whereas they ranged between 19 to 63 years and 1 to 45 years, respectively.

During data collection, it was aimed to collect multioccupational data.
Furthermore, it was also aimed to obtain data from various fields in order to
capture a broader picture of both public and private sectors. For instance, the data
were collected from one-hundred-eighteen different organizations in total. The
highest frequencies of data from the public sector were provided from several
ministries, education, banking, and communication services. On the other hand,
the highest frequencies of the data from the private sector were obtained from

banking, communication, broadcasting and education services.

2.2. Measures and Procedure of the Study

The participants filled out the questionnaire forms either accompanied by
the researcher or provided their responses via e-mail. E-mails were composed of
attached questionnaire form and a message which included brief information
about the researcher as well as the content and purpose of the study. They were
sent to the contact persons who were working in that particular organizations and
were sent to the participants via e-mail by that contact person. It was assured that
the number of participants from a particular organization was not exceeding 20, in
order to obtain data from a variety of organizations. Filled questionnaires were
sent back to the researcher either directly or via that particular contact person.

The scales included in the form were Balanced Integration Differentiation
Scale (BIDS) (Imamoglu, 1998), Basic Need Satisfaction at Work Scale (Ilardi et
al., 1993), Perceived Autonomy and Relatedness Supportiveness of the Work
Context Scale (Imamoglu, 2006), Perceived Autonomy and Relatedness
Supportiveness of the Leader Scale (adapted from the GLOBE Turkish results for
the present purposes, Pasa et al., 2001), The Satisfaction with Life Scale (SWLS)
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(Diener, Emmons, Larsen, & Griffin, 1985), Multidimensional Psychological
Well-being Scale (Ryff, 1989), BIG FIVE Scale- Short version (adapted from
Goldberg & Somer, 1999 for the present purposes), items developed for job and
income Satisfaction. The responses for all scales ranged from 1 to 5, where 1
represents completely disagree and 5 represents completely agree. The reverse
items for all scales were recoded before the analyses. The participants also

provided demographic information.

2.2.1. Balanced Integration Differentiation Scale (BIDS)

The BIDS was used to assess the self-construal types of the participants in
this study. BIDS which was developed by Imamoglu (1998), has 29 items and two
subscales (see at Appendix A). Interrelational-Orientation subscale consists of
connectedness in personal relations, approval of connectedness in personal
relationships and attachment to family. It includes 16 items. A high score on the
subscale indicates feelings of relatedness where low score represents separateness.
Cronbach’s alpha coefficients were found as .80 and .91 for adult and university
students sample, respectively (Imamoglu, 2003). Self-Developmental-Orientation
subscale consists of being intrigued by oneself, developing one’s potential and not
yielding to a normative frame of reference (Imamoglu, 1998). It includes 13
items. A high score represents a self-developmental tendency toward
individuation whereas a low score indicates a tendency toward normative
patterning. Cronbach’s alpha coefficients of the subscale were found as .81 and
.74 for the adult and university students sample, respectively (Imamoglu, 2003).
Imamoglu and Karakitapoglu-Aygiin (2006) reported that Cronbach’s alpha
values of individuational orientation and relational orientation were .77 and .86,
respectively for Turkish university students whereas .71 and .86, respectively for
American students.

The results of the Cronbach’s alpha coefficients for the subscales revealed
that item 29 from the Interrelational-Orientation subscale and item 20 from the

Self-Developmental-Orientation subscale were found to have relatively lower
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degree of item-total correlations and found to decrease alpha coefficients of the
total subscales. Therefore, the items were extracted from the scale in the present
study. The final Cronbach alpha coefficients were found as .83 and .70 for the
Interrelational-Orientation (15 items) and the Self-Developmental-Orientation

subscales (12 items), respectively.

2.2.2. Basic Need Satisfaction at Work Scale

Basic Psychological Need Scale (Ilardi et al., 1993) is a family of scales;
one version is designed to assess basic need satisfaction at relationships, other
aims to measure need satisfaction in general and lastly, one addresses the basic
need satisfaction at work. Basic Need Satisfaction at Work is cited as the most
often used scale among them (Deci & Ryan, 2002). As mentioned, Basic Need
Satisfaction at Work Scale (Ilardi et al., 1993) aims to assess the degree to which
subordinates experience satisfaction of relatedness, competence and self
determination needs at work (see at Appendix E). It has three subscales. The
competence subscale consists of 6 items. The Cronbach’s alpha coefficient of the
subscale was found as .81 and .73 for the Bulgarian and American samples,
respectively (Deci et al., 2001). The relatedness subscale consists of 8 items. The
Cronbach’s alpha coefficient of the subscale was found as .57 and .87 for the
Bulgarian and American sample, respectively (Deci et al., 2001). The self
determination subscale consists of 7 items. The Cronbach’s alpha coefficient of
the subscale was found as .62 and .79 for the Bulgarian and American samples,
respectively. Vaansteenkiste et al. (2006) also reported alphas of need for
autonomy, competence and relatedness as .61, .66 and .79 for a sample of Chinese
university students.

The scale was translated into Turkish by Imamoglu (2004). Imamoglu
(2004) used the version designed for interpersonal relationships domain in a study
on both student and adult samples. The only difference between this version and
the version used in the present was that “at work” phase was added at the end of

each item in basic need satisfaction at work scale. Cronbach’s alphas for
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relatedness, autonomy, and competence need satisfaction subscales were .70, .72
and .66 (Imamoglu, 2004). In the present study, the Cronbach’s alpha coefficients
were found as .70, .85 and .70 for the autonomy, competence and relatedness
subscales, respectively. As seen, both studies reported similar scores of alpha
coefficients. Futhermore, alpha coefficients for all three subscales were overall
slightly lower than the original alpha coefficients obtained from the U.S. sample;
on the other hand, they were slightly higher than the coefficients obtained for both
the Bulgarian and Chinese samples. Then, the findings were considered as a
support for the use of the scale for assessing psychological need satisfaction at
work within present the study.

The alpha coefficient for the whole scale, which was composed of 21
items, was found to be .85 suggested the scale had good level of internal
consistency among its items over all. It was reported that an item was omitted
from competence need subscale and alpha of total scale composed of 20 items
was found as .81 (Imamoglu, 2004). As seen the alpha coefficients of the present
study and Imamoglu’s (2004) study was similar with respect to total scale.
Moreover, Vaansteenkiste et al. (2006) also reported that alpha score of total need
satisfaction scale was found to be .87. As seen total version of need satisfaction
scale was found to have higher internal consistency compared to alpha scores of
separate subscales of it according to the findings of both the present study and the
Vaansteenkiste et al. ’s (2006) study.

Higher scores represent higher degree of satisfaction for autonomy,

relatedness and competence.

2.2.3. Autonomy and Relatedness Supportiveness of the Work Context Scale

Perceived (Family) Atmosphere Scale (PFAS) by Imamoglu (2003) was
originally developed to measure perceived family context. In the present study,
the scale was adapted in order to assess the perceived autonomy and relatedness
support in the work context (see Appendix D). The original scale consists of 12

items that measure love-acceptance and control dimensions of one’s environment.
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PFAS includes 8 items and its alpha coefficient was reported as .87 (Imamoglu,
2003). The restrictive control subscale has a Cronbach’s coefficient of .69. It
includes 4 items (Imamoglu, 2003). Similarly, Perceived Autonomy and
Relatedness Supportiveness of the Work Context Scale (Imamoglu, 2006) has 12
items. It has 7 items on autonomy supportiveness dimension and 5 items on
relatedness supportiveness dimension. The higher scores for subscales represent
higher levels of perceived autonomy supportiveness and perceived relatedness
supportiveness within the work organization.

The factor analysis and Cronbach’s alpha coefficients of the scale are
given at Table 1 below. The factor analysis with Principle axis factoring analysis
was performed with varimax rotation. The cut-off point for item loadings was
selected as .35. The factor analysis revealed two factors with eigenvalues over 1,
as expected. The total explained variance of the scale was % 43.37. Item 9, which
was expected to appear in the relatedness supportiveness dimension, appeared
under the autonomy supportiveness dimension. Moreover, item 1 had almost same
amount of loadings on both subscales (-.57 and .58) for relatedness and autonomy
supportiveness subscales, respectively) which is considered to imply that the item
does not correspond for the required measurement criteria. Therefore, these two

items were omitted from the final scale.
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Table 1. Factor Analysis of Autonomy and Relatedness Supportiveness of
Work Context Scale
Summary of Items and Factor Loadings for Varimax Rotated Two-
Factor Solution for POC Scale: Eigenvalues, Percentages of Variance

and Cronbach’s alpha coefficients. (N = 383)

Item Factor 1 Factor 2
Relatedness Autonomy-
supportiveness supportiveness
12. Has compassionate,warm .61 .39
relationships
2. Is detached, .60
unconcerned(R)
7. Is suitable for employees to .59 43
built good relationships
5. Is Rewarding .59 43
11. Employees are trusted and 57 37
delegated responsibility
10. Is restrictive, repressive(R) .64
8. Allows employees to take 48 .59
initiative.
1*. Is controlling(R) -.57 .58
4. Is punitive (R) .50
9* Inhibits communication(R) .35 A48
3. Allows to act free 48
6. Is repressive with respect to 47
organizational expectations
(R)
Eigenvalues 2.64 2.57
Explained variances (%) 21.86 21.48
Cronbach’s Alpha Coefficents o=.79 o=.71

*Items are extracted from the final scale and alpha coefficients were computed after
they were extracted.
Note: Reverse (R) items were recoded before factor analysis.

2.2.4. Psychological Well-being Scale
The model of psychological well-being includes six distinct components,

namely; autonomy, environmental mastery, personal growth, positive relations

with others, purpose in life, self-acceptance, of psychological well-being.
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Psychological Well-being Scale was developed by Ryff (1989) in order to
represent and assess these components. Originally, each component included 20
items but in order to accommodate time, the scale was shortened (Ryff & Keyes,
1995). The shortened scale consists of 18 items in total, where each component is
represented with 3 items selected from the original 20 items. All scales include
positive and negatively keyed items (Ryff & Keyes, 1995). In the present study,
the 18-item shortened Psychological Well-being Scale was used (see Appendix
B).

The correlations between the shortened scales with the parent scales
ranged from .70 to .89. The factor analysis confirmed the six-factor model with a
single-second order factor called psychological well-being. LISREL analyses also
supported the six-factor model as superior to other possible factor structures.
Items of each component strongly and positively correlated with only those of its
scale. This indicates short version of the scale provides to meet psychometric
criteria (Ryff & Keyes, 1995).

The scale was translated into Turkish by Imamoglu (2004). Cronbach’s
alpha coefficient of total scale was reported as .79 (Imamoglu, 2004). The
Cronbach’s alpha coefficient of the scale in total was found as .74 in the present
study which is consistent with the one found by imamoglu (2004). Total scale was
used in the presented study; the factors of the scale were not used as separate
measures. Higher scores for the scale represent higher degree of psychological

well-being.

2.2.5. Satisfaction with Life Scale (SWLS)

Satisfaction with Life Scale (Diener et al., 1985) was developed to obtain
respondents’ overall life satisfaction (Pavot and Diener, 1993). The scale has five
items which are global rather than specific in nature (Diener et al., 1985). By this
way, it allows respondents to weigh the domains of their lives with their own
point of view and it provides a global judgment of their life satisfaction (Pavot

and Diener, 1993). The items of the scale are all positively keyed (Pavot and
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Diener, 1993) and higher scores from the scale represent higher level of life
satisfaction (Diener et al., 1985).

The factor analysis of the scale yielded a single factor solution. Two-
month test re-test correlation was found as .82 where alpha reliability coefficient
was found as .87 (Diener et al., 1985). It correlated negatively with clinical
measure of distress (Pavot and Diener, 1993). The scale’s correlation with domain
satisfactions was found as .57. This result indicates global life satisfaction and
domain satisfaction are not equivalent constructs; on the other hand, they also
share common variance (Pavot & Diener, 1993). Overall, the scale showed
favorable psychometric properties (Diener et al., 1985) and has a potential to be
used as a cross-cultural index of life satisfaction (Pavot & Diener, 1993).

The scale was translated into Turkish by Imamoglu (2004). Imamoglu
(2004) reported that alpha coefficient of the scale was found as .88 in a study on
student and adult samples. The Cronbach’s alpha value of the scale was found as
.76 in this study which is similar to the one which was found by Imamoglu
(2004). Futhermore, the factor analysis of the scale confirmed one factor solution
with an explained variance of % 52.3. Higher scores from the scale indicate higher

degree of life satisfaction (see scale in Appendix C).

Table 2. Factor Analysis of Life satisfaction Scale: Summary of Items and
Initial Single Factor Loadings for Life Satisfaction Scale:Eigenvalues,

Percentages of Variance and Cronbach’s alpha coefficient. (N=383)

Item Single Factor
2. The conditions of my life are excellent. 5
4. So far I have gotten the important things I 74
want in life.
3. I am satisfied with my life. 74
1. In most ways my life is close to my ideal. 73
5. If I could live my life over, I would change
almost nothing. .63
Eigenvalue 2.61
Explained variance (%) 52.31
Cronbach’s Alpha Coefficent 0=.76
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2.2.6. BIG FIVE Scale - Short version

Somer and Goldberg (1999) selected an initial set of 2200 Turkish person-
descriptive adjectives. Among these adjectives firstly the terms describing
physical characteristics and appearance were excluded, and then remaining 1300
terms were given to participants. They were asked to evaluate first, the familiarity
of each term and secondly, the usefulness of the term in describing someone’s
personality. By also using some other criteria, the final item pool consisted of 179
pairs of variables. Two studies were conducted to test the factor structure and item
loadings of the adjectives. In both studies, items below .30 were excluded. The
factor analyses from both studies supported the five-factor model namely,
extraversion, agreeableness, conscientiousness, emotional stability and openness
to experience (Somer & Goldberg, 1999).

For the present purposes, a short version of this scale was used to assess
the participants’ personality characteristics (see Appendix D). Five items were
selected by the thesis advisor and the author to represent each factor.

The factor analysis results for the items confirmed five-factor solution.
The factor analysis and Cronbach’s alpha coefficients of the scale are given at
Table 3 below. The factor analysis with Principle axis factoring analysis was
performed with varimax rotation. The cut-off point for item loadings was selected
as .35. The factor analysis revealed five factors with eigenvalues over 1, as
expected. The total explained variance of the scale was % 51.5. Item 16 appeared
under the agreeableness factor. However, the item belongs to the emotional
stability factor with respect to its content and the findings of the original study by
Goldberg and Somer (1999). Therefore, the item was excluded from the final
scale and the final version of the emotional stability factor is composed of four
items instead of five. The higher scores on each subscale represent higher degree
of agreeableness, extraversion, emotional stability, openness to experience and

conscientiousness.
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Table 3. Factor Analysis of Big Five-Short Version Scale

Summary of Items and Factor Loadings for Varimax Rotated Two-

Factor Solution for Big Five Scale: Eigenvalues, Percentages of

Variance and Cronbach’s alpha coefficients. (N=383)

ITEM

Factor 1
Conscientiousness

Factor 2
Openness to
Experience

Factor 3
Extraversion

Factor4
Agreeableness

Factor 5
Emotional
stability

10. self-disciplined

.83

9. principled

77

8. conscientiousness

.68

7. controlled

.59

6. hard-working

.56

23. progressive

.76

25. open to experience

.70

22. experimental

.66

24. creative

.61

21.broad-minded

.50

5. energetic

72

4. self-confident

.67

3. social

.67

2. extraverted

.66

1. rash

45

12. aggreable

75

13. understanding

74

11. acquiescent

.60

*16. Self-possessed

.56

15. conciliatory

44

14. sensitive

40

20. untroubled

81

19. calm

78

17. stable

.69

18. tranquil

37

Eiegenvalues

2.84

2.73

2.65

2.46

2.19

Explained variance (%)

11.36

10.94

10.59

9.86

8.76

Alpha coefficients

.84

81

81

a7

76

*Item 16 was excluded from the final scale, the alpha coefficients of the ES subscale were

computed over four items accordingly.

2.2.7. Perceived Autonomy and Relatedness Supportiveness of the Leader

Scale

In order to assess perceptions of the leader in terms of autonomy and

relatedness supportiveness dimensions, 16 items were selected from Turkish
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GLOBE findings. As there is no previously developed scale available for this
specific purpose, it was decided to use the items recently collected from Turkish
employees as part of GLOBE study. Global Leadership and Organizational
Behavior Effectiveness (GLOBE) research program has focused on leadership in
61 nations (House et al., 2002). GLOBE aimed to investigate the
interrelationships between societal culture, organizational culture and
organizational leadership. One of the main research questions of GLOBE was
whether leadership attributes are universally or culturally endorsed (House et al.,

2002).

Pasa et al., (2001) elaborated and discussed GLOBE’s results of the
Turkish sample. In order to assess ideal leader preferences in Turkey, qualitative
data were collected and in-depth interviews were made. Qualitative results
indicated that leader behaviors might be grouped broadly as relationship
orientation, task orientation, participation and charismatic/transformational
leadership (Pasa et al., 2001). In the present study, six items were selected from
relationship orientation to represent relatedness supportiveness dimension and 10
items were selected both from participation and charismatic/transformational
leadership dimensions to represent autonomy supportiveness dimension by the
thesis advisor and the author. Although not all items directly represent perveived
degree autonomy or relatedness supportiveness of leader, those items were
selected, because they were considered to represent a leader who could be a role
model for his/her employees (e.g., an authentic leader, Ilies et al., 2005). This
would, in turn might encourage employees to behave in similar ways and might
promote perceived autonomy and relatedness support indirectly (e.g., Ilies et al.,
2005). The thesis author and thesis adviser translated the items into Turkish. With
respect to initial study’s results, items which were grouped under an unexpected

third factor were excluded from the scale.

Final version of the scale consisted of nine items (see Appendix F). Factor
analysis with varimax rotation revealed a two-factor solution. The cut-off point

was selected as .40. The factors, item loadings, explained variance and alpha
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coefficient of each factor are given at Table 4.

Table 4. Factor Analysis of Perceived Autonomy and Relatedness
Supportiveness of the Leader Scale:
Summary of Items and Factor Loadings for Varimax Rotated Three-
Factor Solution for the Scale: Eigenvalues, Percentages of Variance and

Cronbach’s alpha coefficients.

Item Factor 1 Factor 2
8. is open to self-development .76
5. is curious and creative. 75
6. encourages innovations and 72 (.46)
new ideas
7. is flexible-minded, evaluates 71
from multiple perspectives.
9. is not self-confident (R) 44
1. Supports his/her staff and .79
shows care for them
2. Creates an environment where 74

people can tell their ideas to each
other openly.

3. Is empathetic , understands (.43) .67
people’s feelings.

4. Is not concerned with the .50
private problems of followers (R)

Eigenvalues 2.96 2.6
Explained variances (%) 32.89 29.30

Cronbach Alpha Values* .89 .86

2.2.8. Items for Job and Income Satisfaction

Single items were developed for the present research purposes to measure
participants’ job satisfaction and income satisfaction (see in Appendix G).
Wanous et al. ’s (1997) meta analysis, it was found that the correlation between
single item measures of job satisfaction and scale measures of overall job
satisfaction was .63, p<.01. Although they advised researchers to prefer a well
constructed scale over single item measures, they also mentioned that if the use of
a single item is indicated, it might be done in the knowledge that they are
acceptable. In a similar vein, in a study on Turkish employees, Eker, Tiiziin,

Dagkapan, and Siirenkok (2004) found that the correlation between single item
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and total job satisfaction measures were .57. Based on these findings, in this
study, rather then a well constructed scale, it was preferred to use a single item
measure in order to consume time since job satisfaction was beyond the scope of

the present study.
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CHAPTER 3

RESULTS

Analyses for each research question and proposed model are presented in
the results section in order. To test first and the second research questions, series
of Analyses of Variance (ANOVA) were conducted and Tukey post-hoc
procedure was used for follow-up analyses. For ANOVAs, four self construal
types proposed in the BID Model was computed with respect to low and high
groups on relational and individuational orientations by using the medians of each
orientations 4.13 and 3.42, respectively. For testing third and fourth research
questions, a series of multivariate regression and correlation analyses were
conducted. For testing the proposed models, Structural Equation Modeling (SEM)
with LISREL was used.

ANOVA analyses for the first and second research questions revealed that
none of the main effects of gender as well as the interactions effect between
gender and self-construal type was significant. Therefore, gender was deleted as a
predictor from further analyses in ANOVAs (see relevant F-test results in

Appendix I).
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3.1. Results for Research Question 1

First research question of the study aimed to investigate whether perceived
autonomy supportiveness and relatedness supportiveness of both leader and work
context differ as a function of self-construal type as well as self-construal type and
sector type interaction. Possible influence of sector type and of its interaction with
self construal types on the perceptions for leader and work context were also
considered. As mentioned above, in order to test research questions, a series of

ANOVAs and Tukey post-hoc analyses were computed.

3.1.1. Perceived Degree of Autonomy and Relatedness Supportiveness at
Organizational Context as a Function of Self-Construal Type and

Sector Type

Two separate 2 (sector type: public vs. private) x 4 (self construal types:
separated-patterned, separated-individuated, related-patterned, related-
individuated) ANOV As were computed on perceptions for organizational context.
In terms of autonomy supportiveness dimension, higher means represent the
context is perceived as higher on autonomy supportiveness whereas lower means
represent that the context is perceived as less on autonomy supportiveness. On the
other hand, for relatedness supportiveness dimension, higher means from
organizational context represent that the context is perceived as higher on
relatedness supportiveness whereas lower means represent that the context is
perceived as less on relatedness supportiveness. Means, standard deviations and
ANOVA results for perceived relatedness supportiveness of organizational
context as a function of self construal type and sector type are presented in Tables
5 and 6, respectively. Means, standard deviations and ANOVA results for
perceived autonomy supportiveness of organizational context as a function of self

construal type and sector type are presented in Tables 7 and 8, respectively.
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Table 5. Means, Standard Deviations and ANOV A Results of Perceived
Relatedness Supportiveness at Work Context as Function of Self-

Construal (N = 383)

Self-construal Type
Separated- Separated- Related- Related-
Patterned Individuated  Patterned Individuated F m,

M SO N M SO N M SO N M SD N

3.32ab .75 91 3.14a.77 99 3.71¢.83 100 3.53bc.79 93  9.79*** (7

Note: Subsample means not sharing subscripts are significantly different from each other at least at p< .05 level,
according to Tukey HSD post-hoc analysis.
*#¥p<.001

Table 6. Means, Standard Deviations and ANOV A Results of Perceived
Relatedness Supportiveness at Work Context as Function of

Sector Type (N = 383)

Sector Type
Public Private F 7,
M SD N M SD N
329 .83 192 3.56 .77 191 11.06*%* .03

Note: Subsample means not sharing subscripts are significantly different from each other at least at p< .05 level,
according to Tukey HSD post-hoc analysis.
*#p<.01

As seen in Table 5, main effect of self-construal types (F (3, 380) = 9.79,
p<.001, 77,,2 = .07) for perceived relatedness supportiveness at work context was
found to be significant. According to Tukey HSD post-hoc analysis, those
employees who had separated-individuated self construal type (M = 3.14; SD =
.77) reported their organizational context significantly less relatedness supportive
than those who had related-individuated (M = 3.53; SD = .79) and related-
patterned self construal types (M = 3.71; SD = .83). Those with separated-
patterned (M = 3.32; SD = .75) self construal types did not significantly differ
either from those with separated-individuated or related-individuated self
construal types but indicated significantly lesser degree of perceived relatedness

supportiveness than those with related-patterned self construal type. Moreover,
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main effect of sector type (F (3, 380) = 11.06, p<.001, 77,,2 = .03) on perceived
degree of relatedness-supportiveness at work context was significant, as given in
Table 6. The results indicated that public sector employees (M = 3.29; SD = .83)
perceived their work context significantly less relatedness supportive compared to
private sector employees (M = 3.56; SD = .77).

Furthermore, self-construal and sector type interaction term on perceptions
for relatedness supportiveness of the work context was also significant (¥ (3, 380)
= 11.06, p<.001, 77,,2 = .03). Lastly, when the 77,,2 s are compared, it seems that
main effect of self type had relatively higher impact compared to those of main
effect of sector and the interaction term.

Plotting of the interaction is given in Figure 3 (see relevant means and

standard deviations in Appendix J).
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Figure 3. Self-Construal and Sector Type Interaction on Perceived Relatedness

Supportiveness of Work Context

According to Tukey HSD results, among public sector employees, those
with separated-individuated (M = 2.94; SD = .76) self construal types reported
significantly lower degree of relatedness supportiveness at work context than
those with related-patterned self construal type and no other significant difference

was found among groups. In terms of private sector employees, separated-
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individuated (M = 3.37; SD = .73) and separated-patterned (M = 3.29; SD = .76)
self construal types reported significantly lower degree of perceived relatedness
supportiveness at work compared to those with related-patterned (M = 3.79; SD =
.81) and related-individuated (M = 3.78; SD = .66) self construal types.

Tukey-Kramer test for unequal samples was calculated by hand by using
the formula cited in Hovardaoglu (1994, p.136) to figure out the significant
differences both within and between groups and across sectors with respect to the
results for interaction term. It was found that those public employees with
separated-patterned (M = 3.35; SD = .79) self construal type reported significantly
less degree of relatedness supportiveness at work than those private sector
employees with related-patterned (M = 3.79; SD = .81) and related-individuated
(M = 3.78; SD = .66) self construal types. Those public employees with separated-
individuated (M = 2.94; SD = .76) self construal types indicated significantly
lower degree of relatedness supportiveness at work than those private sector
employees with all types of self-construal. Lastly, those public sector employees
with related-individuated (M = 3.25; SD = .83) self construal types reported
significantly less degree of relatedness supportiveness at work context compared
to those private sector employees with related-patterned (M = 3.79; SD = .81) and
related-individuated (M = 3.78; SD = .66) self construal types.

The results for public sector and overall findings indicated that those with
related-patterned self construal types had significantly higher degree of
relatedness supportiveness at work context than separated construal types. The
result is consistent with predictions. On the other hand, those with related-
individuated self-construal types had the second highest mean, they were only
found to be significantly differing from those with separated-individuated self
type. Therefore, this result was partially confirmed the expectations. On the other
hand, the results obtained from private sector were found to be consistent with the
expectations. That is, it was found that respondents with related self-construal
types (i.e., related-patterned and related-individuated) had significantly higher
degree of relatedness supportiveness at work context compared to those with

separated self construal type from private sector.
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Table 7. Means, Standard Deviations and ANOV A Results of Perceived
Autonomy Supportiveness at Work Context as Function of Self-

Construal Type (N = 383)

Self-construal Type
Separated- Separated- Related- Related-
Patterned Individuated  Patterned Individuated F m,

M SO N M SD N M SD N M SD N

3.24a .59 91 3.21a .79 99 3.54b .66 100 3.40ab .83 93  4.42%** .03

Note: Subsample means not sharing subscripts are significantly different from each other at least at the p< .05 level,
according to Tukey HSD post-hoc analysis.
*#¥p<.001.

Table 8. Means, Standard Deviations and ANOV A Results of Perceived
Autonomy Supportiveness at Work Context as Function of Sector

Type (N =383)

Sector type
Public Private F m,
M SD N M SD N
3.17 75 192 3.53 .67 191 12.76*** .07

1222; gilllll;sz;n¥ii g;eggsgc;o thlalglégd;itl);sclrslpts are significantly different from each other at least at the p< .03 level,
#p< 01,

As seen in Table 8, ANOVA results of perceived degree of autonomy
supportiveness of work context as a function of main effect of self-construal types
(F (3, 380) = 4.42, p<.01, 77,,2 =.03) was found to be significant. According to the
Tukey HSD post-hoc analysis, those employees who have separated-individuated
(M = 3.21; SD = .79) and separated-patterned (M = 3.24; SD = .59) self construal
types were found to perceive their work context as significantly lower in terms of
autonomy supportiveness than those with related-patterned (M = 3.54; SD = .66)
self-construal type. Those with related-individuated (M = 3.40; SD = .83) self
construal types did not differ significantly from other groups. Moreover, main
effect of sector type (F (3, 380) = 12.76, p<.001, 77p2 =.07) was significant (see
Table 9). The results indicated that those who work in public sector (M = 3.17; SD
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= .75) indicated lower degree of perceived autonomy supportiveness of work
context than private sector employees (M = 3.53; SD = .67).

Furthermore, results showed that self-construal and sector type interaction
on perceptions for autonomy supportiveness of the work context was also
significant (F (3, 380) = 3.17, p<.05, 77,,2 = .03). Lastly, when the 77,,2 s are
compared, it seems that sector type had relatively higher impact compared to
those of main effect of self type and the interaction term.

Plotting of the interaction is presented in Figure 4 below (see relevant

means and standard deviations in Appendix J).
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Figure 4. Self-Construal and Sector Type Interaction on Perceived Autonomy

Supportiveness of Work Context

According to the Tukey HSD post-hoc results, among public sector
employees, those with related-patterned (M = 3.47; SD = .64) self construal type
indicated their work context as significantly more autonomy supportive than those
with separated-individuated self type. No significant difference was found among
groups from private sector. Tukey-Kramer test for unequal samples was

calculated by hand by using the formula cited in Hovardaoglu (1994, p.136) to

96



explore significant differences between groups and between sectors with respect
to the results provided by interaction term. Those public employees with
separated-patterned (M = 3.14; SD = .61) self construal type were found to
perceive work context as lesser autonomy supportive compared to all private
sector employees except for those with separated-patterned self construal types.
Those public employees with separated-individuated self construal types indicated
less degree of autonomy supportiveness than all private sector employees. Public
employees who have related-individuated self construal type were found to
perceive their work context as less autonomy supportive than private sector
employees except for those with separated-patterned self construal type.

It was predicted that those with individuated self type would report higher
degree of autonomy supportiveness of the context compared to those with
patterned self construal types. The results did not confirm the expectations.
Unexpectedly, the results indicated that those with related-patterned self construal
types had significantly higher degree of perceived autonomy supportiveness at
work context than those with separated self construal types. Therefore, the results

obtained from each sector were not found to be confirming the expectations.

3.1.2. Results of Perceived Degree of Autonomy and Relatedness
Supportiveness of Leader as a Function of Self-Construal and Sector

Types

Two separate 2 (sector type: public vs. private) x 4 (self construal types:
separated-patterned, separated-individuated, related-patterned, related-
individuated) ANOVAs were computed on perceived autonomy and relatedness
supportiveness of the leader. In terms of autonomy supportiveness dimension,
higher means represent leader is perceived as autonomy supportive whereas lower
means represent that leader is perceived as less autonomy supportive. On the other
hand, for relatedness supportiveness dimension, higher means represent leader is
perceived higher on relatedness supportiveness whereas lower means represent

that leader is perceived as less relatedness-supportive. Means, standard deviations
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and ANOVA results of perceived autonomy supportiveness of perceived leader
as a function of self construal and sector type are presented in Tables 9 and 10,
respectively. Means, standard deviations and ANOVA results of perceived
relatedness supportiveness of perceived leader as a function of sector type are

presented in Tables 11 and 12, respectively.

Table 9. Means, Standard Deviations and ANOV A Results of
Perceived Autonomy Supportiveness of the Leader as

Function of Self-Construal Type (N = 383)

Self-construal Type
Separated- Separated- Related- Related-
Patterned Individuated  Patterned Individuated F 7,

M SO N M SO N M SO N M SD N

3.38a .86 91 3.30a.92 99 3.82b.86 100 3.59ab.98 93 6.54**% .05

Note: Subsample means not sharing subscripts are significantly different from each other at least at the p< .05
level, according to Tukey HSD post-hoc analysis.
*##%p<.001.
Table 10. Means, Standard Deviations and ANOVA Results of

Perceived Autonomy Supportiveness of the Leader as

Function of Sector Type (N = 383)

Sector Type
Public Private F 7,
M SD N M SD N
337 .99 192 3.68 .83 191 11.23%%* .03

Note: Subsample means not sharing subscripts are significantly different from each other at least at the p< .05
level, according to Tukey HSD post-hoc analysis.
*p<.01.

As seen in Table 9, main effect of self-construal types was found to be
significant (F (3, 380) = 6.54, p<.001, 77,,2 = .05). According to the Tukey HSD
post-hoc analysis, those employees who have related-patterned self types (M =
3.82; SD = .86) reported their leader significantly more autonomy-supportive than
those who have separated-patterned (M = 3.38; SD = .86) and separated-

individuated (M = 3.30; SD = .92) self-construal types. Those with related-
individuated (M = 3.59; SD = .98) self construal types did not significantly differ
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from other groups. Moreover, main effect of sector type (F (1, 382) = 11.23,
p<.05, 77,,2 = .03) was also significant. The result indicated that public sector
employees (M = 3.37; SD = .99) indicated their leader as significantly lesser
autonomy supportive compared to private sector employees (M = 3.68; SD = .83).
On the other hand, self-construal types and sector type interaction was not found
to be significant (F (3, 380) = .70, p = .84). Lastly, when the 77,,2 s are compared, it
seems that main effect of self type had relatively higher impact compared to that
of main effect of sector type.

It was expected that individuated respondents (i.e., balanced and
separated-individuated self construal types) would report higher degree of
perceived autonomy supportiveness of leader compared to those with patterned
self construal types. However, those with related-patterned self construal type
reported to have significantly higher perceived autonomy supportiveness of leader
than those with separated self construal type. On the other hand, partially
consistent with the predictions, those with balanced self construal types had the
second highest score on the dimension of autonomy supportiveness of leader;

however, they did not still significantly differ from other groups.

Table 11. Means, Standard Deviations and ANOV A Results of Perceived
Relatedness Supportiveness of the Leader as Function of Self-

Construal Type (N = 383)

Self-construal Type
Separated- Separated- Related- Related-
Patterned Individuated  Patterned Individuated F 7222

M SD N M SO N M SDN M SD N
3.15a .96 91 3.17a.99 99 3.64b .94 100 3.47ab.88 93 6.21%*%* .05

Note: Subsample means not sharing subscripts are significantly different from each other at least at the p< .05
level, according to Tukey HSD post-hoc analysis. ***p<.001.
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Table 12. Means, Standard Deviations and ANOV A Results of Perceived
Relatedness Supportiveness of the Leader as Function of Sector

Type (N = 383)

Sector Type
Public Private F n,
M SD N M SD N
320 .95 192 3.52 .94 191 11.48%* .03

Note: Subsample means not sharing subscripts are significantly different from each other at least at the p< .05
level, according to Tukey HSD post-hoc analysis.
*p<.01

As seen in Table 12, with respect to perceived relatedness-supportiveness
of leader, main effect of self-construal types was found to be significant (¥ (3,
380) = 6.21, p<.001, 77,,2 = .05). According to the Tukey HSD post-hoc analysis,
those public employees who have related-patterned (M = 3.64; SD = .94) reported
their leader significantly more relatedness-supportive than those who have
separated-patterned (M = 3.15; SD = .96) and separated-individuated (M = 3.17;
SD = .99) self-construal types. Those with related-individuated (M = 3.47; SD =
.88) self construal types did not significantly differ from other groups. Moreover,
main effect of sector type (F (1, 382) = 11.48, p<.01, 77,,2 =.03) was also found to
be significant. The result implied that public sector employees (M = 3.20; SD =
.95) indicated their leader as significantly less autonomy supportive compared to
private sector employees (M = 3.52; SD = .94). On the other hand, self-construal
types and sector type interaction was found to be non-significant (F' (3, 380) =
1.11, p = .84). Lastly, when the 7,’ s are compared, it seems that main effect of self
type had relatively higher impact compared to main effect of sector type.

Consistent with the expectations, the results indicated that those with
related-patterned self construal type reported to have significantly higher
relatedness supportiveness of leader than those with separated self construal types.
On the other hand, although balanced self construal types had the second highest

mean on the dimension of relatedness supportiveness of leader, they did not
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significantly differ from other groups.

3.2. Results for Research Question 2

Second research question of the study aimed to investigate whether the
degree of satisfaction of need for autonomy, competence and relatedness at work,
life satisfaction and psychological well-being differ as a function of self type,
sector type and interaction of self construal and sector type. As mentioned before,
in order to test research question, series of ANOVAs and Tukey post-hoc analyses

were conducted.

3.2.1. Perceived Degree of Need for Autonomy, Competence and Relatedness

Satisfaction at Work as a Function of Self-Construal and Sector Type

Three separate 2 (sector type: public vs. private) x 4 (self construal types:
separated-patterned, separated-individuated, related-patterned, related-
individuated) ANOVAs were computed on the degree of need for autonomy,
competence and relatedness satisfaction at work. Higher means from need
satisfaction represent higher degree of need satisfaction where lower means
represent lower degree of need satisfaction. The means, standard deviations and
ANOVA results of perceived degree of need for autonomy, competence and
relatedness satisfaction as a function of self construal are presented in Table 13,
15 and 16, respectively. The means, standard deviations and ANOVA results of
perceived degree of need for autonomy as a function of sector type are presented

in Table 14.
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Table 13. Means, Standard Deviations and ANOV A Results of Satisfaction
of Need for Autonomy at Work as a Function of Self-Construal

Type (N = 383)

Self-construal Type
Separated- Separated- Related- Related-
Patterned Individuated  Patterned Individuated F m,

M SO N M SO N M SO N M SD N

3.18a .54 91 3.22ab .70 99 3.41bc.53 100 3.59c¢ .47 93  10.32%** .08

Note: Subsample means not sharing subscripts are significantly different from each other at least at the p< .05
level, according to Tukey HSD post-hoc analysis.
*#%¥p<.001.

Table 14. Means, Standard Deviations and ANOV A Results of Satisfaction

of Need for Autonomy at Work as a Function of Sector Type

(N =383)
Sector type
Public Private
M SD N M SD N F s
325 .59 192 345 .57 191 12.27%* .03

Note: Subsample means not sharing subscripts are significantly different from cach other at least at the p< .05
level, according to Tukey HSD post-hoc analysis.
#p< 01,

As seen in Table 13, main effect of self-construal types was significant (F
(3,380) =10.32, p<.001, 77,,2 =.08). Tukey HSD post-hoc analysis revealed that,
those employees who have related-individuated (M = 3.59; SD = .47) self
construal type reported to have significantly higher degree of need satisfaction for
autonomy at work than those who have separated-patterned (M = 3.18; SD = .54)
and separated-individuated (M = 3.22; SD = .70) self-types. Also those with
related-patterned (M = 3.41; SD = .53) self construal types indicated significantly
higher perceived degree of satisfaction of need for autonomy at work than those
with separated-patterned self type. Main effect of sector type (F (3, 380) = 12.27,
p<.001, 77p2 = .03) was also significant indicating that private sector employees (M

= 3.25; SD = .59) had significantly higher degree of satisfaction of need for
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autonomy at work than public sector employees (M = 3.45; SD = .57). On the
other hand, self-construal and sector type interaction on perceptions for need for
autonomy satisfaction was not found to be significant (F (3, 380) = .29, p = .84).
Lastly, when the 7,” s are compared, it seems that main effect of self type had
relatively higher impact compared to main effect of sector type.

It was expected that those with individuated self-construal type would
perceive higher degree of need for autonomy satisfaction compared those with
patterned self-construal types. Although those with related-individuated self
construal types had highest mean they were only found to be significantly
differing from only those with separated self-types but not from those with
related-patterned self type. Moreover, those with separated-individuated self type
were not found to be differing from those with patterned self types as well.

Therefore, relevant expectations were partially confirmed.

Table 15. Means, Standard Deviations and ANOV A Results of Satisfaction of
Need for Competence at Work as Function of Self-Construal Type

(N =383)
Self-construal Type
Separated- Separated- Related- Related-
Patterned Individuated  Patterned Individuated F 7,

M SO N M SO N M SO N M SD N

3.60a .52 91 3.59a .55 99 3.945.52 100 4.00b.51 93  1648*** A2

Note: Subsample means not sharing subscripts are significantly different from each other at least at the p< .05

level, according to Tukey HSD post-hoc analysis.

##5p< 001,

Only main effect of self-construal types was found to be significant (F (3,
380) = 16.48, p<.001, 77,,2 = .12). According to the Tukey HSD analysis, those
employees who have related-patterned (M = 3.94; SD = .52) and related-
individuated (M = 4.00; SD = .51) self construal types revealed higher degree of
competence need satisfaction at work than those employees who have separated-
patterned (M = 3.60; SD = .52) and separated-individuated (M = 3.59; SD = .55)

self construal types. On the other hand, neither main effect of sector type (F (3,
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380) = .85, p = .36, 77,° = .00) nor interaction term (F (3, 380) = 2.80, p = .10, 7,
= .02) on degree of satisfaction of competence need at work was found to be
significant.

The results indicated that those with balanced self construal type reported
significantly higher degree of need for competence satisfaction compared to those
with separated-patterned and individuated-separated self construal types. On other
hand, those with related-patterned self construal type and balanced self construal
type also reported similar degree need for competence satisfaction at work.

The results implied that those with related self type instead of those with
individuated self reported to have higher degrees of need for competence

satisfaction.

Table 16. Means, Standard Deviations and ANOV A Results of Satisfaction of
Need for Relatedness at Work as Function of Self-Construal Type

(N =383)
Self-construal Type
Separated- Separated- Related- Related-
Patterned Individuated  Patterned Individuated F n,’

M SO N M SO N M SD N M SD N

3.65a .48 91 3.62a.58 99 3.94b.52 100 3.95H .45 93 12.00%** .09

Note: Subsample means not sharing subscripts are significantly different from each other at least at the p< .05
level, according to Tukey HSD post-hoc analysis; **#p<.001.

. As seen in Table 16, main effect of self-construal types was significant (F
(3, 380) = 12.00, p<.001, 77,,2 = .09). According to the Tukey HSD post-hoc
analysis, those who have related-patterned (M = 3.94; SD = .52) and related-
individuated (M = 3.95; SD = .45) self construal types reported higher need
satisfaction for relatedness than those who have separated-patterned (M = 3.65;

SD = .48) and separated-individuated (M = 3.62; SD = .58) self construal types.
On the other hand, neither the main effect of sector type (F (3, 380) =
2.40,p = .12, 77p2 =.01) nor the effect of interaction term (F (3, 380) = .48, p = .7,

77p2 = .00) on degree of satisfaction of competence need at work found to be
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significant.
Consistent with the predictions, the results indicated that those with related
self construal type reported significantly higher degree of relatedness

supportiveness at work compared to those with separated self construal types.

3.2.2. Perceived Degree of Psychological Well-being as a Function of Self-
Construal Type

A 2 (sector type: public vs. private) x 4 (self construal types: separated-
patterned,  separated-individuated, related-patterned, related-individuated)
ANOVA was computed on the degree of psychological well-being. Higher means
represent higher degree of psychological well-being where lower means represent
lower degree of psychological well-being. Means, standard deviations and
ANOVA results of perceived degree of psychological well-being as a function of

self construal are presented in Table 17.

Table 17. Means, Standard Deviations and ANOVA Results of Psychological
Well-being as a Function of Self-Construal Type

(N =383)
Self-construal Type
Separated- Separated- Related- Related-
Patterned Individuated  Patterned Individuated F 7222

M SD N M SO N M SDN M SD N
3.54a .35 91 3.73b .32 99 3.88¢ .37 100 3.97¢ .38 93  25.27%** A7

Note: Subsample means not sharing subscripts are significantly different from each other at least at the p< .05
level, according to Tukey HSD post-hoc analysis.
*##kp<.001

As seen in Table 17, main effect of self-construal type was significant (¥
(3, 380) = 25.27, p<.001, 77,,2 =.17). According to Tukey HSD analysis, those who
have related-individuated (M = 3.97; SD = .38) and related-patterned (M = 3.88;
SD = .37) self construal types reported significantly higher psychological well-
being than those with separated-individuated (M = 3.73; SD = .32) and separated-
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patterned (M = 3.54; SD = .35) self construal type. Moreover, those with
separated-individuated self construal type indicated significantly higher
psychological well-being than those with separated-patterned self construal type.

On the other hand, the main effect of sector type (F (3, 380) = .03, p = .85,
17,, = .00) and the effect of interaction term (F (3, 380) = .98, p = .41, 77," = .01)
on degree of psychological well-being was found to be nonsignificant.

Consistent with the predictions, the results indicated that those with
balanced self construal type reported significantly higher degree of psychological
well-being compared to those with unbalanced self construal types. On other
hand, those with related-patterned and balanced self construal types also reported
similar degree of psychological well-being whereas those with unbalanced self
type reported significantly the least degree of psychological well-being among all

groups.

3.2.3. Perceived Degree of Life Satisfaction as a Function of Self-

Construal and Sector Types

A 2 (sector type: public vs. private) x 4 (self construal types: separated-
patterned,  separated-individuated, related-patterned, related-individuated)
ANOVA was computed on the degree of life satisfaction. Higher means represent
higher degree of life satisfaction where lower means represent lower degree of life
satisfaction. Means and standard deviations and ANOVA results of perceived

degree of life satisfaction as a function of self construal are presented in Table 18.
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Table 18. Means, Standard Deviations and ANOVA Results of Life
Satisfaction as a Function of Self-Construal Type (N = 383)

Self-construal Type
Separated- Separated- Related- Related-
Patterned Individuated  Patterned Individuated F 7,

M SD N M SO N M SDN M SD N

2.92a .61 91 2.93a .60 99 3.34b .60 100 3.39h .59 93 17.36%*** 12

Note: Subsample means not sharing subscripts are significantly different from each other at least at the p< .05
level, according to Tukey HSD post-hoc analysis, **#p<.001

As seen in Table 18, main effect of self-construal types was found to be
significant (F (3, 380) = 17.36, p<.001, 77,,2 =.12). According to the Tukey HSD
post-hoc analysis, those who have related-patterned (M = 3.34; SD = .59) and
related-individuated (M = 3.39; SD = .60) self construal types indicated higher
perceived life satisfaction than those who have separated-patterned (M = 2.92; SD
=.60) and separated-individuated (M = 2.93; SD = .61) self construal types.

On the other hand, the main effect of sector type (¥ (3, 380) = 3.15, p =
.08, 77,,2 =.01) and also the effect of interaction term (F (3, 380) = 1.58, p = .19,
77,,2 =.01) on degree of life satisfaction were not found to be significant.

Consistent with the predictions, the results indicated that those with
related self construal type reported significantly higher degree of life satisfaction
compared to those with separated construal types. Furthermore, those with
balance self type were found to have significantly higher degree of life

satisfaction compared to those with unbalanced self type.
3.4. Results for Research Question 3 and Research Question 4

Third research question of the study aimed to study the most influential
predictors of basic need satisfaction (i.e., autonomy, competence and relatedness
need satisfaction at work) among, several demographic variables (age, gender,
tenure, sector type, education level, marital status and income satisfaction),

individual-related variables (i.e., big five trait dimensions (i.e., extraversion,
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conscientiousness, agreeableness, emotional stability and openness to
experience) and self orientations (i.e., relational orientation and individuational
orientation) and work-related variables (i.e., perceived relatedness and
autonomy supportiveness of work context, perceived relatedness and autonomy
supportiveness of leader).

Fourth research question aimed to study the most influential predictors of
well-being (i.e., psychological well-being and life satisfaction and) among
several demographic variables (age, gender, tenure, sector type, education level,
marital status and income satisfaction), individual-related variables (i.e., big five
trait dimensions (i.e., extraversion, conscientiousness, agreeableness, emotional
stability and openness to experience) and self orientations (i.e., relational
orientation and individuational orientation) and work-related variables (i.e.,
perceived relatedness and autonomy supportiveness of work context, perceived
relatedness and autonomy supportiveness of leader, autonomy need satisfaction,
competence need satisfaction, relatedness need satisfaction).

Firstly, correlations among research variables are given. Then, regression

results are presented.

3.4.1. Correlations among Research Variables

Before computing the regression analyses, correlation coefficients among
all variables were obtained. Firstly, those predictor variables that did not
significantly correlate with each criterion variable were determined and were not
put into regression analysis for that particular criterion variable.

Secondly, as Tabaschinck and Fidell (1996) argued that since “in standard
regression, it is possible for a variable to appear unimportant in the solution
when it actually is highly correlated with the DV. If the area that correlation is
whittled away by other IVs, the unique contribution of the IV is often very small
despite a substantial correlation with the DV. For this reason, the full correlation
and unique contribution of the DV need to be considered in the interpretation”

(p-149), the results of the regression analyses were also considered with the
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results of correlation analysis. The results of the correlation analysis are given at

Table 19.
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Table 19. Means, Standard Deviations and Intercorrelation Coefficients among Research Variables (N = 383)

Variables M SD 1 2 3 4 5 6 7 8 9 10 11 12
1. Gender - 1
2. Age 3449 76. 23k
3. Tenure 11.27 7.6 2D %k 8k
4. Sector type - - -20%* -.20 - 17
5. Education level - - -.04 -.10* -17%%  -.08
6. Marital Status - - - 28%* -45%*%  _A5%%  25%% (3
7. Income satisfaction 2.7 1.1 .10* .10 A1* .09 -.02 -.09
8. Extraversion 3.75 67 .07 .00 .01 .03 -.01 -.04 .05
9. Conscienousness 4.17 61 -.01 A7# 0 18*%* .00 -.09 -14%% 01 36%*
10. Aggreableness 4.00 ST .00 .04 .07 .00 -18**  _05 .02 21%% 4] %*
11. Emotional Stability 3.05 a8 17 .07 .10 -.00 -11% 0 19% 06 Bk 19%k DRk
12. Openness to Experience 4.00 62 .09 .02 .04 -.04 -.02 -.03 .05 I R N 1 Aol RN ¥ R 35%*
13. Relational orientation 4.06 52 .04 .06 .05 -.03 -.00 -24%% 04 37k 0%k Dk 25%% ] 5%
14. Individuational Orientation 3.44 48 .08 - 19%%  _22%%  _ 06 23%% 16%*  -02 .08 -.05 - 15%% .00 307
15. Relatedness support of context 3.42 8L .03 -.05 -.07 A6+ -.09 .03 8% 29%%k - Dok DDk 5% 3%
16. Autonomy support of context 3.35 73 .03 -.05 -.04 25%% -.00 -.01 2% d6**F  10% 2% A5%F 10
17. Relatedness support of leader 3.36 96 -.04 - 18**% - 17**  17*%* 01 .08 8%k 15%% 05 .10* .08 2%
18. Autonomy support of leader 352 93 -.04 -.10 -.09 A7F% .05 .05 6%k 12%* .07 16%* .07 .05
19. Contextual relatedness support™* 3.39 7 -.04 4% - 14%% 0 19%*% - 04 .07 21%% 0 24%%  ]5%%  @%F 13%* 14%%
20. Contextual autonomy support* 343 .69 -.01 -.09 -.08 24%% 03 .03 A7 17FF (10 17 13%* .09
21. Autonomy need satisfaction 3.35 59 .03 -.02 -.02 A7%% .04 .02 Q23%k 0 2Q%k [THE 2% 7% 27k
22. Competence need satisfaction 3.78 56 .01 .09 .08 .04 .04 - 12% 0 13% 0 3%k 3%k ]8%* 24%% 3%k
23. Relatedness need satisfaction 3.79 53 -.05 -.02 -.00 .08 -.05 -.04 A3 Q7w DGwEk 34wk 20%% 20k
24. Basic need satisfaction** 3.64 46 -03 .02 .02 2% .01 -.05 20%%k 37wk 3Dk DGwk 24k 3Rk
25. Psychological well-being 3.78 39 .05 -.02 .03 -.02 .03 A1 .06 AQFE 35%Ek Dk 26%% 4]k
26. Life satisfaction 3.14 64 - 10% .06 .07 .08 A3#E _18%% 3%k F]wx 7wk ]9k 26%% 19k
27. Job satisfaction 342 93 .01 .02 .03 A1* -.03 -.05 9%k 13% 16** .09 .08 -.01

*contextual autonomy support represents combination of autonomy supportiveness of leader and context, whereas contextual

relatedness support representscombination of relatedness supportiveness of leader and context .

** basic need satisafction represents combination of autonomy, relatedness and competence needs.
Note: (Gender (1=female, 2=male), Sector (1=public, 2=private), Marital Status(1=single2=married)Education (1=high school, 2=Univesity, 3= Master and PHD),
1 represents completely disagree whereas 5 represents completely agree. **p<.01; *p<.05.
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(Table 19 CONTINUED). Intercorrelation Coefficients among Research Variables (N = 383)

Variables 13 14 15 16 17 18 19 20
13. Relational orientation 1
14. Individuational Orientation - 12%
15. Relatedness support of context — .31** - 13%*
16. Autonomy support of context 20%* .00 S56%*
17. Relatedness support of leader 21%* -.05 S52%* A1%*
18. Autonomy support of leader 9% =11 A46%* 39%* Wikio
19. Contextual relatedness support 20 -.09 B5%E S5%* .8O#* JTHE
20. Contextual autonomy support 23k -.07 .60%* J18%* J12%*% B7FE 6%
21. Autonomy need satisfaction 2T 20%* S53%E S56%* A49%* A1 S58%* S58%*
22. Competence need satisfaction 37E .06 36%* 24%% 30%* 22k 38%* 28%*
23. Relatedness need satisfaction 35%%* -.00 STH* A43H% S0%* A2%% 61#%* S1E*
24. Basic need satisfaction A40%* 10%* .60%* S2%* S3H* A4 65%%* S6%*
25. Psychological well-being A1 20%* 2THE 20%* 3% .08 2% d6%*
26. Life satisfaction 35%% -.01 24%% 8% 28%* 19%* 30%* 23H%
27. Job satisfaction J9F* -.09 A43%* 38#* A46%* A2%* S1E* A48%*

#p<.01; #p<.05.
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(Table 19 CONTINUED). Intercorrelation Coefficients among Research Variables (N = 383)

Variables 21 22 23 24 25 26
21. Autonomy need satisfaction 1
22. Competence need satisfaction S52%*
23. Relatedness need satisfaction S S0%*
24. Basic need satisfaction 83%* ko 84k
25. Psychological well-being 33%% ATFE A42%% A49%%
26. Life satisfaction 35%* A0%* 30%* A% Ky
27. Job satisfaction A43E* J1E* A1F* ATH* 4% J33E*

##p<.01; #p<.05.
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As seen at the Table 19, big five traits were significantly correlated with
each other. The correlation coefficients among big five traits were found to range
from .19 to .41, p<.01. The correlation coefficient between relational orientation
and individuational orientation was found as -.12, p <.05. Furthermore, work
related variables (i.e., perceived relatedness and autonomy supportiveness of work
context, perceived relatedness and autonomy supportiveness of leader) were found
to correlate among themselves ranging from .37 to .75, p <.01. Basic need
satisfaction were also found to significantly relate with each other ranging from
.50 to .51, p <.01. The correlation coefficient between life satisfaction and job
satisfaction was found to be .33, p <.01, between life satisfaction and
psychological well-being was found to be .37, p <.01 and lastly, the correlation
coefficient between job satisfaction and psychological well-being was found to be
14, p <.01.

Relational orientation did not correlate with demographic variables but
with marital status (.24, p <.01), meaning those who are married reported higher
degrees of relational orientation. On the other hand, it significantly related with all
big five traits ranging from .15 to .37, p <.01 which implied those who have
higher relational orientation also have higher degrees of extraversion,
agreeableness, conscientiousness, openness to experience and emotional stability.
It also significantly associated with all work-related variables (i.e., perceived
relatedness and autonomy supportiveness of work context, perceived relatedness
and autonomy supportiveness of leader) ranging from .19 to .31, p <.01 which
indicated that those with higher relational orientation reported higher degrees of
both perceived autonomy and relatedness supportiveness of context and leader.
Relational orientation correlated with composite scores of relatedness and
autonomy supportiveness of context as .29 and .23, p <.0l, respectively.
Competence, relatedness and autonomy need satisfactions were also significantly
related with relational orientation (.37, .35 and .20, p <.01, respectively). It also
correlated with basic need satisfaction (.40, p <.01). Psychological well-being and

life satisfaction were found to significantly associate with relational orientation
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(.41 and .35, p <.01; respectively). Then, those who are high on relational
orientation also reported higher degrees of basic need satisfaction at work and
well-being.

In terms of individuational orientation, it was found to relate with age and
tenure negatively as -.19, p <.01 and -.22, p <.01; respectively whereas was found
to correlate with education and marital status positively as .23, p <.01 and .16, p
<.01; respectively. Then, the correlation results indicated those with lower age and
lower tenure and also those who have higher degrees of education level and those
who are married have higher degrees of individuational orientation. It also was
found to relate with agreeableness and openness to experience as -.15, p <.01 and
.30, p <.01, respectively. Then, those who are higher on agreeableness reported
lower individuational orientation whereas those who are higher on openness to
experience had higher levels of individuational orientation. It negatively and
slightly related with perceived relatedness supportiveness of context and
perceived autonomy supportiveness of leader as -.13, p <.05 and -.11, p <.05,
respectively. Then, those with higher on individuational orientation reported
lower degrees of perceived relatedness supportiveness of context and perceived
autonomy supportiveness of leader, although the related coefficients were
relatively low, but still significant. Autonomy need satisfaction was significantly
related with individuational orientation (.27, p <.01) whereas competence and
relatedness need satisfaction were not significantly related with it. Basic need
satisfaction correlated with it (.10, p<.05). Psychological well-being was found to
significantly associate with individuational orientation (.20, p <.01) whereas life
satisfaction was not related with it. Therefore, the results implied that those with
higher individuational orientation reported higher autonomy need satisfaction and
higher psychological well-being.

All of work related variables (i.e., perceived relatedness and autonomy
supportiveness of work context, perceived relatedness and autonomy
supportiveness of leader) were found to relate positively and significantly with

sector type ranging from .16 to .25, p <.01 and also with income satisfaction as
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ranging from .12 to .18, p <.0l. It seems that those from private sector
organizations and had higher income satisfaction reported higher degrees of
autonomy and relatedness supportiveness of leader and work context. Beyond
them, only relatedness supportiveness of the leader was found to be associated
with age and tenure significantly but negatively as -.18 and -.17, p <.01,
respectively which implied that those with lower age and tenure reported higher
degrees of relatedness supportiveness of leader.

Composite score of relatedness supportiveness of context correlated with
basic need satisfaction, psychological well-being and life satisfaction as .65, .22
and .30, p <.01, respectively. Composite score of autonomy supportiveness of
context correlated with basic need satisfaction, psychological well-being and life
satisfaction as .56, .16 and .23, p <.01, respectively.

As seen in Table 19, among demographic variables only sector type (.17, p
<.01) and income satisfaction (.23, p <.01) significantly correlated with
satisfaction of need for autonomy. Autonomy satisfaction at work was found to be
related with extraversion (.29, p<.0l), conscientiousness (.17, p <.01),
agreeableness (.12, p <.05), emotional stability (.17, p <.01) and openness to
experience (.27, p <.01). The correlations between satisfaction of need for
autonomy and work-related variables (i.e., perceived relatedness and autonomy
supportiveness of context and leader) were found to be all significant and positive
(. 53, .56, .49 and .41; p <.01, respectively). The results for perceived autonomy
satisfaction implied that those from private sector organizations, those have higher
income satisfaction, those with higher extraversion, conscientiousness,
agreeableness, emotional stability and openness to experience and lastly those
indicated higher degrees of perceived autonomy supportiveness of work context
and from leader reported higher degrees of autonomy need satisfaction.

Among demographic variables only marital status (-12, p <.05) and
income satisfaction (.13, p <.05) slightly but significantly correlated with
satisfaction of need for competence. Need for competence was found to be

significantly associated with extraversion (.36, p <.01), conscientiousness (.36, p
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<.01), agreeableness (.18, p <.01), emotional stability (.24, p <.01) and openness
to experience (.39, p <.01). Then, those with higher competence need satisfaction
at work had higher extraversion, conscientiousness, agreeableness, emotional
stability and openness to experience. The correlation coefficients between need
for competence and work-related variables (i.e., perceived relatedness
supportiveness of the context, perceived autonomy supportiveness of the context,
perceived relatedness supportiveness of the leader, perceived autonomy
supportiveness of the leader) were found to be significant (.36, .24, .30 and .22, p
<.01; respectively). The relevant coefficients implied that those who perceive
higher degrees of autonomy and relatedness supportiveness at work had higher
degrees of competence need satisfaction.

Relatedness need satisfaction was found to significantly relate with only
income satisfaction (.13, p <.01) among demographic variables. It also
significantly correlated with extraversion (.27, p <.01), conscientiousness (.26, p
<.01), agreeableness (.24, p <.01), emotional stability (.20, p < .01) and openness
to experience (.29, p <.01). Then, it was implied that those who have higher
income satisfaction and those with higher extraversion, conscientiousness,
agreeableness, emotional stability and openness to experience reported higher
degrees of relatedness need satisfaction at work. The correlation coefficients
between need for relatedness and work-related variables (i.e., perceived
relatedness supportiveness of context, perceived autonomy supportiveness of the
context, perceived relatedness supportiveness of leader, perceived autonomy
supportiveness of the leader) were found to be significant as .57, .43, .50 and .42,
p <.01; respectively. Then, those who had higher degrees of perceived autonomy
and relatedness supportiveness of leader and work context implied higher degrees
of relatedness need satisfaction at work.

Composite score of basic need satisfaction correlated with psychological
well-being and life satisfaction as .49 and .42, p <.01, respectively.

Psychological well-being was significantly but also slightly correlated

with only marital status (-.11, p <.05). Psychological well-being was found to
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significantly associate with relational orientation (41 p p<.0l) and
individuational orientation (.20, p <.01). It was found to be significantly related
with extraversion (.40, p <.01), conscientiousness (.35, p <.01), agreeableness
(.24, p <.01), neuroticism (.26, p <.01) and openness to experience (.41, p <.01). It
significantly related with perceived relatedness supportiveness of work context
(.27, p <.01), perceived autonomy supportiveness of work context (.20, p <.01),
and slightly correlated with perceived relatedness supportiveness of leader (.13, p
<.05) whereas did not significantly correlate with perceived autonomy
supportiveness of leader. It also correlated with need for autonomy, need
competence and need for relatedness as .33, .47 and .41, p <.01, respectively.
Then, those who have higher extraversion, conscientiousness, agreeableness,
neuroticism and openness to experience, relational and individuational orientation,
those with higher perceived autonomy and relatedness supportiveness of the
context and lastly those with higher need satisfaction at work reported higher
degrees of psychological well-being.

Among demographic variables, gender (-.10, p <.05), education (.13, p
<.01), marital status (-.18, p <.01) and income satisfaction (.30, p <.0l)
significantly correlated with life satisfaction. It was also found to be related with
relational orientation (.35, p <.01), extraversion (.31, p <.01), conscientiousness
(.27, p <.01), agreeableness (.19, p <.05), emotional stability (.26, p <.01) and
openness to experience (.19, p <.01). The correlations between life satisfaction
and work-related variables (i.e., perceived relatedness and autonomy
supportiveness of the context and the leader) were found to be all significant and
positive (. 24, .18, .28 and .19; p <.01, respectively). It was found to relate with
need for autonomy (.35), need for competence (.40) and need for relatedness (.30).
Those who are women, single, those with higher education level and income
satisfaction, those who are high on relational orientation, extraversion,
conscientiousness, agreeableness, neuroticism and openness to experience, those

with higher perceived autonomy and relatedness supportiveness at context and
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higher need satisfaction were also reported to have higher degrees of life
satisfaction.

As seen autonomy and relatedness supportiveness of the leader and
context were mostly confirmed to be related to basic need satisfaction and well-
being of employees (i.e. psychological well-being and life satisfaction).
Furthermore, as expected, relational orientation significantly associated with basic
need satisfaction and well-being of employees whereas individuational orientation

was associated with autonomy need satisfaction and psychological well-being.

3.4.2. Regression Analyses for Control, Individual-Related and Work-
Related Variables Predicting Satisfaction of Need for Autonomy,

Relatedness and Competence at Work

According to the results of correlation analyses, gender, age, tenure,
marital status and education level were not found to significantly correlate with
need for autonomy; gender, age, tenure, sector type, education level and
individuational orientation were not found to correlate with need for competence,
and lastly, gender, age, tenure, sector type, education level, marital status and
individuational orientation were found to correlate with need for relatedness.
Therefore, those predictors were not included in relevant regression analysis.

Demographic variables were entered as control variables at the first step,
then individual differences (i.e., big five traits and self-orientations) were entered
as a block in the second step and lastly, work related variables were entered as a
block in the third step of the regression. Standardized beta coefficients of

regression analyses and R” s for each step are presented at Table 20.
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Competence Need Satisfaction at Work

Table 20. Regression Analyses Summary for Autonomy, Relatedness and

Criterion variables

Autonomy Need Competence Relatedness
) _ Satisfaction Need Satisfaction Need
Predictor variables Satisfaction
Bs
Step 1
Gender - --- -
Age - --- ---
Tenure --- --- ---
Sector type 15%* --- ---
Education Level - -—- -
Marital Status -- - 11%* -
Income Satisfaction VA Sk A1 13%
F test results for Step 1 F (2, 380) = 15,24%%* F (2, 379) =5.51*%* F(1,381)=6.75*
R’ for Step 1 .07 .03 .02
Step 2
Sector type TR --- -
Marital Status --- -.02
Income satisfaction 20%** 10* A1*
Extraversion 13% .10* .06
Conscientiousness .02 17%* .03
Agreeableness .03 -.06 22HHH
Emotional Stability .01 .04 .00
Openness to experience .10 24%%% 3%
Relational Orientation 21k 24%%* 25%*
Individuational Orientation 20 - -

F test results for Step 2

F (9, 373) = 13,24%*%%*

F (9, 372) =17.55%%*

F (8, 374) = 14.55%%%

R’ for Step 2 .24 .30 .24
Step 3

Sector type .03 --- -
Marital Status — -.06 —
Income Satisfaction A1 .04 .01
Extraversion .07 .07 -.01
Conscientiousness .03 Dbk .03
Agreeableness -.03 -.07 7R
Emotional Stability -.00 .03 -.00
Openness to experience .08 23wk d1%
Relational Orientation .08 1 8%H* 14%*
Individuational Orientation 2 2kHE --- ---
Relational Supportiveness 1 9#k* 4% 30
of context

Autonomy Supportiveness 31w .02 .10%*
of context

Relational Supportiveness A7 A7 23k
of leader

Autonomy Supportiveness .05 -.04 .00

of leader

F test results for Step 3

F (13, 369)= 30.19%%**

F (13, 368) =15.34%%*

F (12, 370) = 27.97%%*

R’ for Step 3

52

35

48

(1=single and ot

*##%p<.001, **p<.01, *p<.05 Note: (Gender (1=female, 2=male), Sector (1=public, 2=private), Marital Status

with DV and therefore were not included in the regression analyses.

2=married), Education (1=high school, 2=Univesity, 3= Master and PHD), Higher scores from
satisfaction with income represent higher level of satisfaction with income. “—* represents IVs do significantlycorrelate

119




First step of the regression analyses for need for autonomy as criterion
variable revealed that sector type (.15, p <.01), income satisfaction (.21, p<.001),
were significant predictors and explained variance was found as .07. 1n the second
step, it was found that sector type (.17, p<.001), income satisfaction (.20, p<.001),
extraversion (.13, p<.05), relational orientation (.21, p<.001) and individuational
orientation (B=.20, p<.001) significantly predicted satisfaction of need for
autonomy. The explained varience of second step was .24. In the last step, it was
found that income satisfaction (.11, p<.01), individuational orientation (.22,
p<.001), perceived relatedness supportiveness at organizational context (f=.19,
p<.001), perceived autonomy supportiveness of the work context (=.31, p<.001)
and perceived relatedness supportiveness of the leader (f=.17, p<.01) were found
to be significant predictors of satisafctionneed for autonomy. R?of the second step
regression analysis for need for autonomy was .52, p<.001.

First step of the regression analyses for need for competence indicated that
income satisfaction (.11, p<.05) and marital status (-.11, p<.05) were significantly
predicting it. The second step of regression analysis revealed that income
satisfaction (.10, p<.05) extraversion (.10, p<.05), conscientiousness (.17, p<.01),
openness to experience (.24, p<.001) and relational orientation (.24, p<.001) were
significant predictors. R” of the second step regression analysis was found to be
30, p<.001. At the third step of regression analysis, it was found that
conscientiousness (.18, p<.001), relational orientation (f=.18, p<.01) also was
found to predict need for competence. In terms of work related variables, only
perceived relatedness supportiveness of context (B=.13, p<.05) and relatedness
supportiveness of leader (B=.17, p<.01) were found to be related with satisfaction
of need for competence. The explained variance of the final step of regression
analysis for need for competence was found as .35, p<.001.

First step of the regression analyses for need for relatedness shown that
only income satisfaction (.13, p<.05) predicted it. Second step of analysis
indicated that income satisfaction (.11, p<.05), agreeableness (.22, p<.001),

openness to experience (.13, p<.01) and relational orientation (.25, p<.001) were
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significant predictors. R? of the second step regression analysis was found to be
24, p<.001. In the final step, it was found that aggreableness (.17, p<.001) and
openness to experience (.11, p<.05) continued to significantly predict need for
relatedness. Furthermore, other predictors of need for relatedness were found as
relational orientation (B=.14, p<.0l), perceived relatedness supportiveness of
context (f=.30, p<.001), autonomy supportiveness of the context (f=.10, p<.05)
and relatedness supportiveness of leader (=.23, p<.001). The explained variance
of the final step of regression analysis for satisfaction of need for relatedness was
found to be .48, p<.001.

As will be remembered, it was expected that work related variables and
self construal orientations would be significantly influential on basic need
satisfaction compared to both demographic variables and big five traits. The
findings suggested that firstly, perceived autonomy supportiveness of the leader
could not predict any of basic need satisfaction, secondly; individuational
orientation only significantly predicted need for autonomy and lastly, autonomy
supportiveness of the work context did not predict need for competence. Except
for the above mentioned findings, the expectations were mostly confirmed by the

results.
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3.4.3. Regression Analyses for Control, Individual-Related, Work-Related
Variables and Basic Need Satisfaction at Work Predicting

Psychological Well-being and Life Satisfaction

Demographic variables were entered as control variables at the first step,
then individual differences (i.e., big five traits and self-orientations) were entered
as a block in the second step and lastly, work related variables and need
satisfaction were entered as a block in the third step of the regression.
Standardized beta coefficients of regression analyses and R? s for each step are

presented at Table 21.
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Table 21. Regression Analysis Summary for Predicting Psychological
Well-being and Life Satisfaction

Predictor Variables

Criterion Variables

Psychological Well-being

Life satisfaction

Bs

Step 1

Gender -—- Uik
Age --- ---
Tenure --- ---
Sector type - ---
Education Level -—- 14%*
Marital Status - 11* -.20%%*
Income Satisfaction --- 3 EEE

F test results for Step 1 F(l,380)=431* F(4,377) = 18.71%%*

R’ for Step 1 .01 17
Step 2

Gender --- - 16%%*
Education Level - 7
Marital Status -.03 - 11*
Income Satisfaction -—- 29¥H%
Extraversion 47%%* .10%*
Conscientiousness 13%* 2%
Agreeableness .05 .06
Emotional Stability .04 14%*
Openness to experience A7H* -.01
Relational Orientation 2 8FE* L QFFE
Individuational Orientation 1 9FE* ---

F test results for Step 2 F (8, 373)=25.09 F(10,371) = 18.04%**

skeskesk

R’ for Step 2 35 33
Step 3
Gender -—- - 16%F*
Education Level -—- 16%#*
Marital Status -.02 - 12%%
Income Satisfaction --- 24k
Extraversion A1* .08
Conscientiousness .08 A1*
Agreeableness .02 .09
Emotional Stability .02 14%%
Openness to experience 2% -.07
Relational Orientation A 13*
Individuational Orientation 1 8FFE ---
Relational Supp. of context .04 -.05
Autonomy Supp. of context .02 -.02
Relational Support. of leader -.12 23%%
Autonomy Supp. of leader - -.12
Autonomy Need Satisfaction -.00 .10

Competence need satisfaction 8k 16%*
Relatedness need satisfaction 19%E*® -.02

F test results for Step 3 F (14, 367) = 18.59%** F (17, 364) = 13.53%**
R’ for Step 3 42 .39

Notes:1) (Gender (1=female, 2=male), Sector (1=public, 2=private), Marital Status(l1=single and other, 2=married), Education
(1=high school, 2=Univesity, 3= Master and PHD), Higher scores from satisfaction with income represent higher income

satisfaction 2) “—* represents IVs do not significantly correlate with DV and therefore were not included in the regression
analyses. #p<.05, *#p<.01#p<.001%5%;
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According to the results of first step of regression analysis for
psychological well-being shown that only marital status (.-11, p<.05) significantly
predicted it. Second step of regression analysis indicated that extraversion (.14,
p<.001), conscientiousness (.13, p<.01), openness to experience (.17, p<.01),
relational orientation (.28, p<.001) and individuational orientation (.19, p<.001)
predicted psychological well-being. R? of the second step regression analysis was
found to be .35, p<.001. In the final step, it was found that extraversion (.11
p<.05) and openness to experience (.12, p<.05), relational (B=.21, p<.001) and
individuational (B=.18, p<.001) orientations predicted psychological well-being.
None of the work related variables were found to be significantly related with
psychological well-being. On the other hand, need for competence (B=.18,
p<.001) and need for relatedness (B=.19, p<.01) predicted psychological well-
being significantly. Explained variance of the final step was found to be .42,
p<.001.

First step of the regression analyses for life satisfaction shown that gender
(-.19, p<.001), education level (.14, p<.001), marital status (-.20, p<.01), income
satisfaction (.31, p<.001) significantly predicted it. According to the results of the
second step, gender (-.16, p<.001), education level (.17, p<.001), marital status (-
11, p<.01), income satisfaction (.29, p<.001), extraversion (.10, p<.05),
conscientiousness (.12, p<.05), emotional stability (.14, p<.01) and relational
orientation (.19, p<.001) were significant predictors. R* of the second step
regression analysis was found to be .33, p<.001. At the final step it was found
that gender (-.16, p<.001), education level (.16, p<.001), marital status (-.12,
p<.01), income satisfaction (.24, p<.001), conscientiousness (.11, p<.05) and
lastly, emotional stability (.14, p<.01) continued to significantly predict life
satisfaction.Furthermore, relational orientation (.13, p<.05), relatedness
supportiveness of work context (.23, p<.05) and need for competence (.16, p<.01)
also predicted life satisfaction significantly. The explained variance for life

satisfaction was found to be .39, p<.001.
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It was found that self orientations and basic need satisfaction were still
influential on well-being to some extent when they put into analyses with both big
five personality traits and demographic variables. Big five trait dimensions
seemed to have lesser degree of importance when compared to self orientations
and work-related variables on the other hand, several demographic variables were

found to be influential on especially life satisfaction.
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3.5. Testing Proposed Models with SEM

Structural Equation Modeling (SEM) approach to path analysis with
observed variables with LISREL was used to test the proposed models. Observed
variables approach remains a commonly used (e.g., Salem, 2004; Simsek, 2007),
valid and feasible technique (Stephenson & Holbert, 2003). It is generally viable
for especially models include single item variables or composite scores of
multiple items but especially when composite measures with high reliability, it
produces quite similar results with model testing with latent variables (Stephenson
& Holbert, 2003). The proposed models of the present study include variables that
are made up of composite scores of multiple items and more over the composite
scores have mostly satisfactory high alpha reliabilities (i.e., basic need satisfaction
(.86), perceived relatedness supportiveness of context-leader perceptions were
included-(.86), perceived autonomy supportiveness of context-leader perceptions
were included-(.83), psychological well-being scale (.74), life satisfaction scale
(.76), relational orientation (.83) and individuational orientation (.70). In this
sense, the use of observed variable technique is considered as an applicable
technique in the present study.

Stephenson and Holbert (2003) tested same data with the same proposed
model by using firstly latent model, secondly by hybrid model —includes both
latent and observed variables- and lastly by observed variable model. The results
indicated observed variable approach is the most conservative approach on the on
other hand, estimates of paths of the latent variable model and observed variable
model were not significantly different from each other but hybrid model produced
stronger path estimates than both models. As seen, path analysis with SEM
approach with observed variables can be considered as a valid technique for
model testing.

Schermelleh-Engel, Moosbrugger, and Miiller (2003) indicated that
different classes of fit indices should be used for evaluating the degree of model’s
fit to data. They reported that > and its p value, x> /df ratio, RMSEA, SRMR,
NNFI, CFI, AGFI were frequently presented fit indices in current publications.
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Therefore, these indices were reported with respect to the proposed model of the
present study. According to the table presented in Schermelleh-Engel et al. ’s
(2003) article, x* is expected to be significant or the ratio of x2 /df should not
exceed 2; RMSEA and SMRMR should be in range between 0 and .05, NNFI,
CFI and AGFI should be higher than .97 or at least over .95 for a proposed model
to be provide good fit with the data.

3.5.1. Results for Proposed Model 1

Proposed model was tested by SEM and the path coefficients which were

significant al least at p<.05 level are presented at Figure 4, below.

28 !
.38

A 4

Life satisfaction

/
Relational — .19
orientation 20 T Basic Need —
Satisfaction at v

work ——
Individuational .23 / 27 TP Psychological
orientation /

Well-being

A

22

(x* (1, 383) = 0.48, p=.48; RMSEA=.00)
Figure 4. The Path Coefficients of the Proposed Model 1

In order to test the first proposed model of the study, SEM analysis was
performed by LISREL 8.3. The coefficient of the t values of estimated paths were
all significant at least at the p<.05 level as given at Figure 5. The modification
produced by LISREL program suggested letting the error variance to correlate
between psychological well-being and life satisfaction. After the modification, the
latest version of the model provided very good fit with the data % (1, 383) = 0.48,
p=-48, Root Mean Square Error of Approximation (RMSEA) = .00, Normed Fit
Index (NFI) = 1.00, Adjusted Goodness of Fit Index (GFI) = 1.00, Standardized
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Root Mean Square Residual (SRMR) = .025, Comparative Fit Index (CFI) = .99.
As seen, > was found to be non-significant which represent model was confirmed
to fit with the present data. Furthermore, all the goodness-of-fit indexes were
found to support very good fit between proposed model and the present data.

As seen in the Figure 4, relational (.29) and individuational (.23)
orientations predicted basic need satisfaction and in turn, need satisfaction directly
predicted psychological well-being and life satisfaction (.19 and .27,
respectively). As seen in the Figure 4, relational orientation and individuational
directly predicted (.38 and 22, respectively) psychological well-being. Therefore,
as predicted, the results indicated a partial mediation among relational and
individuational orientation and psychological well-being over need satisfaction at
work. On the other hand, results indicated a full mediation between individuation
orientation and life satisfaction over need satisfaction at work where as a partial
mediation between relational orientation and life satisfaction as relational
orientation (.28) was also found to be directly associated with life satisfaction.

Overall, the first proposed model was supported very well by the data. The
variances explained by the model were found as .12, .26 and .19 for basic need

satisfaction at work, psychological well-being and life satisfaction, respectively.
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3.5.2. Results for Proposed Model 2

34

Life
Relational Perceived A satisfaction
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of context

31

28

(x* (7, 383)=14.28, p=.046; RMSEA=.052)
Figure 5. Path Coefficients of Proposed Model 2

SEM analysis was performed by LISREL 8.3 for testing the second
proposed model of the study. The non significant path from individuational
orientation to autonomy supportiveness of context was removed. LISREL
suggested a path from relational orientation to perceived autonomy supportiveness
of work context. Although not included in the proposed model, based on the
findings of the ANOVA, correlation and regression analyses indicated that
relational orientation also relate with perceived autonomy support, a path from
relational orientation to perceived autonomy support was tested. The relationship
was significant and positive. The modifications were also produced by LISREL
program in order to obtain more acceptable results with respect to fix indexes of
the model. In line with the suggested modifications, the error variances between
relatedness and autonomy supportiveness of the context as well as psychological

well-being and life satisfaction were let to correlate. The final model indicated
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good fit with the data * (7, 383) = 14.28, p=.046; Root Mean Square Error of
Approximation (RMSEA) = .052, Normed Fit Index (NFI)=.98, Standardized
Root Mean Square Residual (SRMR) = .025, Comparative Fit Index (CFI) = .99,
Adjusted Goodness of Fit Index (AGFI) = .96.

As seen, although x* of the model was found to be significant, the p value
(.046) is close to .05 interval. x2 /df ratio was found as 2.04, which indicates that
the model provided good fit to data (Schermelleh-Engel et al., 2003). Other
goodness-of-fit indexes were all found to be in range which also represented the
proposed model was confirmed by the data. Among the goodness-fit-indexes, only
RMSEA score (.052) was slightly over the acceptable range (0< RMSEA <.05)
but Hu & Bentler (1999, cited in Schermelleh-Engel et al., 2003) suggested
RMSEA scores which are less than .06 represent good fit. Based on the results by
the fit indexes, proposed model was found to provide good fit with data.

Relational orientation (.28 and .49, respectively) predicted autonomy
supportiveness of the work context and relatedness supportiveness of the work
and in turn they predicted (.29 and .23, respectively) need satisfaction at work.
Need satisfaction (.13 and .29, respectively) was found to related with
psychological well-being and life satisfaction. Furthermore, relational orientation
(.14, .28 and .34, respectively) was found to predict basic need satisfaction,
psychological well-being and life satisfaction directly. On the other hand,
individuational orientation was not found to relate with autonomy supportiveness
of the context. Individuational orientation (.31 and .18, respectively) associated
with basic need satisfaction and psychological well-being directly.

The variances explained by the model were found as .10, .04, .46, .26 and
.19 for relatedness supportiveness of context, autonomy supportiveness of the
context, basic need satisfaction at work, psychological well-being and life

satisfaction, respectively.
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3.5.3. Results for the Edited Version of Proposed Model 2
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(X* (4, 383)=6.17, p = .186; RMSEA=.038)
Figure 6. Path Coefficients of the Edited Version of Proposed Model 2

SEM analysis was performed by LISREL 8.3 for testing an alternative
version of second proposed model of the study. As given previously, LISREL
results for second proposed model indicated that relational orientation predicted
both autonomy and relatedness supportiveness of context on the other hand
individuational orientation did not predict autonomy supportiveness of context.
Based on these results, relatedness and autonomy supportiveness of context were
combined and named as perceived work context in order to obtain a more
parsimonious model. The modifications were also produced by LISREL program
in order to obtain more acceptable results with respect to fix indexes of the model.
In line with the suggested modifications, the error variances between
psychological well-being and life satisfaction were let to correlate. The final
model indicated good fit with the data x2 (4, 383) = 6.17, p=.186; Root Mean
Square Error of Approximation (RMSEA) = .038, Normed Fit Index (NFI) =.99,
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Standardized Root Mean Square Residual (SRMR) = .029, Comparative Fit Index
(CFI) = .99, Adjusted Goodness of Fit Index (AGFI) = .97. As seen this new form
of model indicated better fit compared to the earlier version of the proposed
model.

Relational orientation (.19) predicted perceived organizational context and
in turn it predicted (.39) need satisfaction at work. Need satisfaction (.19 and .27,
respectively) was found to related with psychological well-being and life
satisfaction. Furthermore, relational orientation (.22, .38 and .28, respectively)
was found to predict basic need satisfaction, psychological well-being and life
satisfaction directly. On the other hand, individuational orientation (.26 and .22,
respectively) associated with basic need satisfaction and psychological well-being
directly.

The variances explained by the model were found as .04, .29, .26, .19 and
.19 for perceived context, basic need satisfaction at work, psychological well-

being and life satisfaction, respectively.
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3.5.4. Results for Proposed Model 2 for Public Sector
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Figure 7. Path Coefficients of Proposed Model 2 for Public Sector

SEM analysis was performed by LISREL 8.3 for testing the second
proposed model of the study with using data obtained from public sector
organizations. The results indicated that relational orientation predicted both
autonomy and relatedness supportiveness of context on the other hand,
individuational orientation did not predict autonomy supportiveness of context
(see path diagram of model at Appendix H). As results were similar to the second
proposed model for all participants, more parsimonious form of the model was
tested for public employees as given at Figure 7. Here, relatedness and autonomy
supportiveness of context were combined and named as perceived work context.
The modifications were also produced by LISREL program in order to obtain
more acceptable results with respect to fix indexes of the model. In line with the
suggested modifications, the error variances between psychological well-being

and life satisfaction were let to correlate. The final model indicated good fit with
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the data x> (4, 192) = 5.42, p=.25; Root Mean Square Error of Approximation
(RMSEA) = .043, Normed Fit Index (NFI)=.97, Standardized Root Mean Square
Residual (SRMR) = .043, Comparative Fit Index (CFI) = .99, Adjusted Goodness
of Fit Index (AGFI) = .95.

As seen x2 of the model was found to be non-significant. Also, goodness-
of-fit indexes were all found to be in acceptable ranges which also represented the
model provide very good fit with data.

Relational orientation (.15) predicted work context and in turn it predicted
(.40) need satisfaction at work. Need satisfaction (.13 and .32, respectively) was
found to related with psychological well-being and life satisfaction. Furthermore,
relational orientation (.26, .42 and .26, respectively) was found to predict basic
need satisfaction, psychological well-being and life satisfaction directly. On the
other hand, individuational orientation (.23 and .26, respectively) associated with
basic need satisfaction and psychological well-being directly.

The variances explained by the model were found as .03, .27, .22 and .19
for perceived supportiveness of context, basic need satisfaction at work,

psychological well-being and life satisfaction, respectively.
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3.5.5. Results for Proposed Model 2 for Private Sector

31

Life
Relational Perceived N satisfaction
orientation — .30 —3 Relatedness
] Support of

34

context .20
Basic need
satisfaction |~
Individuational /V 'y 25 Psychological
orientation — .16 —p Perceived A Well-being
Autonomy 7 .36
support
of context 4‘

25

.16

.34

(* (7, 191)= 8.94, p = .25; RMSEA=.038)
Figure 8. Path Coefficients of Proposed Model 2 for Private Sector

SEM analysis was performed by LISREL 8.3 for testing the second
proposed model of the study by using data obtained from the private sector
organizations. As seen, proposed version of the model was supported except for
the path from relational orientation to basic need satisfaction was non-significant
and therefore this path was omitted from the model and the analysis was re-
estimated. The modifications were also produced by LISREL program in order to
obtain more acceptable results with respect to fix indexes of the model. In line
with the suggested modifications, the error variances between relatedness and
autonomy supportiveness of the context as well as psychological well-being and
life satisfaction were let to correlate. The final model indicated good fit with the
data x> (7, 191) = 8.94, p=.25; Root Mean Square Error of Approximation
(RMSEA) = .038, Normed Fit Index (NFI)=.98, Standardized Root Mean Square
Residual (SRMR) = .060, Comparative Fit Index (CFI) = .99, Adjusted Goodness
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of Fit Index (AGFI) = .95.

As seen x° of the model was found to be non-significant. Also, goodness-
of-fit indexes were all found to be in acceptable ranges which also represented the
model provide very good fit with data.

Relational orientation (.30) predicted relatedness supportiveness of the
work whereas individuational orientation (.16) predicted autonomy supportiveness
of the work context and in turn they predicted (.34 and .36, respectively) need
satisfaction at work. Need satisfaction (.25 and .20, respectively) was found to
related with psychological well-being and life satisfaction. Furthermore, relational
orientation ( .34 and .31, respectively) was found to predict psychological well-
being and life satisfaction directly. On the other hand, individuational orientation
also (.25 and .16, respectively) associated with basic need satisfaction and
psychological well-being directly.

The variances explained by the model were found as .09, .03, .48, .25 and
.16 for relatedness supportiveness of context, autonomy supportiveness of the
context, basic need satisfaction at work, psychological well-being and life

satisfaction, respectively.
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CHAPTER 4

DISCUSSION

The aim of this study was mainly to explore possible determinants that
lead to higher well-being (i.e., psychological well-being and life satisfaction)
among Turkish private and public sector employees. The predictions of the study
were broadly based on theoretical framework provided by BID Model and SDT.
The key propositions of SDT was previously applied and supported at the
organizational domain although these studies were limited in number (Sheldon et
al., 2003) whereas BID Model was used within organizational setting for the first
time in the present study. The main contribution of BID Model was considered to
be the inclusion of relatedness dimension both as a self orientation type and a
contextual characteristic into a study which concerns the possible determinants of
employee well-being. Thus, BID Model was assumed to provide a more
comprehensive framework compared to SDT to explain the targeted phenomena
within this study.

The primary index used to assess individual differences among perceptions
of employees with respect to work situation and well-being was relational and
individuational orientations and also four self construal types that stem from these
self orientations which are proposed by BID Model, in the present study

(Imamoglu, 1998; 2003). Furthermore, work context-related perceptions (i.e.,
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perceived autonomy and relatedness supportiveness of work context) are also
construed as important as they are likely to be connected to employees’ well-
being (e.g., llardi et al., 1993). At the same time, closely connected to general
organizational context, perceived leadership is also among the most popular areas
in the organizational literature. Various studies were at hand which showed the
link between supportive leadership behaviors and employee well-being (e.g.,
Gilbreath & Benson, 2004; Ilardi et al., 1993). Which behaviors actually define
supportive leadership or which dimensions define work context may vary but, as
mentioned, in this study they were limited by two dimensions of perceived
relatedness and autonomy supportiveness. Another important feature of work
context is proposed as basic need satisfaction by the SDT researchers. What
makes basic need satisfaction at work important for the present study lies in its
relationship with well-being. As mentioned in the literature review section,
various studies have shown that it is closely connected to well-being of employees
(e.g., Baard et al., 2004).

In this section, discussions on the results of the present study are
presented. Then, general discussion, contributions and limitations of the study

along with suggestions for future work are provided.

4.1. Self-construal Related Differences in Perceived Organizational Context
and Well-being

Relational and individuational self orientations were found to predict basic
need satisfaction at work. As found by SDT researchers (e.g., Baard et al., 2004),
basic need satisfaction at work was associated with both types of well-being in the
present study which was conducted on a sample of Turkish employees. Since need
satisfaction predicted both psychological well-being and life satisfaction, self
orientations were found to be indirectly associated with both types of well-being
as well. Furthermore, it was found that relational orientation directly predicted
both psychological well-being and life satisfaction whereas individuational

orientation directly predicted only psychological well-being. Those findings were
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expected in that relational self orientation has been demonstared to represent the
affective domain (Imamoglu & Karakitapoglu-Aygiin, 2007). Futhermore, since
psychological well-being is composed of both relational and self-developmental
aspects (Ryff, 1989), as expected, both self orientations were also found to
predicted it.

With respect to most remarkable results concerning self construal types, it
was found that those with related-patterned (i.e., most integrated self type)
employees reported higher degrees of relatedness and autonomy supportiveness of
work context and of their leaders compared to those with separated self type (i.e.,
separated-individuated and separated-patterned self-construal types). Futhermore,
it was found that those with related self types (i.e., related-individuated and
related-patterned self construal types) perceived higher relatedness and
competence need satisfaction than those with separated self construal types in the
present study. With respect to autonomy need satisfaction, those with related-
individuated self type were significantly higher than those with separated types as
well. Then, it seems that relational self aspects were more influential on need
satisfaction compared to individuational ones, according to the results of this
study. As will be remembered, SDT researchers have proposed and found that
autonomous causality orientation, with respect to individual differences, relates
with basic need satisfaction. On the other hand, as mentioned before, we are not
able to fully compare the present study’s results with previous ones as they did not
use relational aspects as predictors of need satisfaction and well-being. Lastly,
those with related self type had significantly higher well-being (i.e., psychological
well-being and life satisfaction) compared to those with separated self type (i.e.,
separated-individuated and separated-patterned self-construal types).

Overall, the results up to this point indicated that related self construals;
and particularly, the related-patterned self construal type, were found to be more
associated with positive consequences. Employees with those self types seem to
be more favorable about their work context, leader and basic need satisfaction and
finally, about their degrees of psychological well-being and life satisfaction

compared to those with separated ones. Cross-cultural researchers continue to
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define Turkey as a collectivist country (e.g., Caldwell-Harris & Aycicegi, 2006;
Koopman et al., 1999; Wasti, 2002). As stated in the section on BID Model,
related-patterned self construal type (i.e., the most integrated self type) is
considered to strereotypically characterize the common self construal type of
collectivist cultures. Therefore, they are likely to have relatively higher degree of
fit between their self construal type and their general cultural context compared to
those with other self construal types.

Furthermore, within this respect, those with balanced type —as they are
high on relational orientation- can be also considered to be relatively more fit to
culture compared to those with separated types. This point has been pointed by
some researchers such as by Wachs (2000) who noted

that individuals whose characteristics fit well within a given culture

context will tend to show better adaptation to this context than individuals

with characteristics that run counter to the demands of their culture (p.

166-167, as cited in Caldwell-Harris & Aygicegi, 2006).

Thus, Caldwell-Harris and Aycicegi (2006) have tested Wachs’
proposition in a study which aimed to compare allocentrics in an individualist
culture (i.e., the U.S.) and idiocentrics in a collectivist culture (i.e., Turkey) with
respect to degree of vulnerability to psychiatric disorders. The findings confirmed
the personality-culture clash hypothesis that allocentrism correlated significantly
with highest number of clinical scales in the American sample whereas
idiocentrism correlated significantly with highest number of clinical scales in the
Turkish sample. Allocentrism was related with low scores on all clinical tests and
therefore, was considered to be the healthiest personality type in Turkey
(Caldwell-Harris & Aygcicegi, 2006). They also found out that students who
received mid-range scores on both dimensions of collectivism and individualism
(they labeled them as adaptables) firstly, were numerically the largest group and
secondly, were likely to have the lowest clinical scores in the American sample.
Then, their results indicated that allocentrics in Turkey and adaptable group in
American sample represented the healthiest groups. The result with respect to

relational style were discussed as “the advantages of a highly relational style
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reveal themselves regardless of the culture” (Caldwell-Harris & Aygigegi, 2006,
p. 355).

However, the study has not tested four self construal types proposed in the
BID Model. Therefore, we are not able to fully compare their results with the
present study. Note that, Imamoglu and Karakitapoglu-Aygiin (2004) stated that
individualism and collectivism should not be seen as equals with individuation
and relatedness, respectively. But, Imamoglu and Karakitapoglu-Aygiin (2004)
also stated that

although not equivalent, individuation may be expected to be associated

with those aspects of individualism that focus on one’s uniqueness and

reliance on internal referents; relatedness however may be considered to

be associated with those aspects of collectivism concerned with being

related with others and valuing affectionate ties with family and significant

others (p.280).

Thus, if we were to read the characteristics of adaptables with the codes of
BID Model, we might state that they are more likely to represent to balanced self
construal type which is considered to have access to both relational and
individuational aspects. Consistent with the present study’s expectations, they
were found to be the healthiest group in the U.S. sample (Caldwell-Harris &
Aycicegi, 2006). Furthermore, allocentrics (who might be considered as mostly
similar with the related-patterned compared to other self construal types proposed
in the BID Model) were the healthiest group within the Turkish sample (Caldwell-
Harris & Aycicegi, 2006). Then, with respect to the results of the present study,
that those with related-patterned self construal type had more favorable views
about work context and also that those with related self type reported higher need
satisfaction at work and well-being compared to those with separated self types
seem to be congruent with the results and the comments provided by Caldwell-
Harris and Aygicegi (2006).

A further explanation might be linked to the fact that relational orientation
was found to be associated with for instance, perceived loving-accepting family
atmosphere, being satisfied with one’s self and family (Imamoglu, 2003), with

attachment security in all types of relationships (i.e., attachment security with the
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family, peers and romantic partners) (Imamoglu & Imamoglu, 2007), positive
outlook towards the future (1mam0glu & Giiler-Edwards, 2007). It seems that
those with relational orientation are likely to be relatively more satisfied with or
more favorable about their conditions than those with separated self types. The
results were consistent with the previous studies on BID Model in this respect and
they may be considered to add further support to the relevant proposition of

Imamoglu (2003).
4.2. Sector-Type Related Differences

In public sector organizations, it was found that relational self orientation
predicted both autonomy and relatedness supportiveness of work context whereas
in private sector organizations, relational orientation predicted relatedness
supportiveness and individuational orientation predicted autonomy supportiveness
of the context. In public sector organizations, both relational and individuational
orientations directly predicted need satisfaction which in turn, predicted both
types of well-being. On the other hand, in private sector organizations, only
individuational orientation directly predicted need satisfaction whereas relational
orientation just indirectly influenced need satisfaction over perceived
supportiveness of context.

As seen, only relational orientation was associated with perceived
contextual support in public organizations, whereas in private sector
organizations, both self orientations were associated with it. It seems that under
the conditions provided by public sector organizations, those with relational
orientation were favorable with work context globally. Those who are high on
relational orientation seem to be more positive about their evaluations concerning
not just relatedness but also autonomy supportiveness of the context in public
sector organizations. This might be linked to, their positive outlook (e.g.,
Imamoglu, 2003).

On the other hand, as private sector organizations were found to be

perceived as more relatedness and autonomy supportive and also as higher on
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autonomy need satisfaction compared to public organizations, they seem to be
more suitable for those with individuational orientation. This was also indicated
by the results that, firstly, those with individuated (i.e., related-individuated and
separated-individuated) self construal types were found to have significantly
higher perceived relatedness and autonomy supportiveness at private sector
compared to those of public sector and secondly, the difference between the most
integrated (i.e., related-patterned) and most differentiated (i.e., separated-
individuated) types was more pronounced in public sector organizations. That is,
most integrated employees perceived the highest degrees of autonomy and
relatedness supportiveness whereas the most differentiated ones perceived the
least amounts of autonomy and relatedness support in public sector organizations.
Richer and Vallerand’s (1995) findings were seem to be congruent with present
study’s findings. That is, Richer and Vallerand (1995) found those who were high
on self determination (high on autonomous causality orientation) showed less self
determined behavior when they perceived their leader as controlling compared to
the ones with low self determined profile. On the other hand, when leader was
perceived as less controlling, those with high self determination showed higher
intrinsic motivation than those with low self determination profile (Richer &
Vallerand, 1995). Therefore, in comparion with those resultys in the present
study, under conditions of public sector organizations, those with individuated
type perceived less autonomy support on the other hand, under conditions of
private sector organizations, they seem to perceive higher support.

The results on sector-related differences, in general, might be linked to
differential contextual characteristics of Turkish public and private sector
organizations. Firstly, as mentioned, Turkish public sector organizations were
described as mainly hierarchical-bureaucratic and strictly rule-oriented (Ates,
2004). It was stated that organizational culture is mostly concerned with
preserving stability and status quo rather than accomplishing improvement and
change (Ates, 2004). On the other hand, private sector was evaluated as more
entrepreneurial, adaptive and having an innovative culture (Ates, 2004). That is,

they are more likely to be open to new ideas and be flexible in order to increase
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motivation, effectiveness as compared to public organizations. Based on the
relevant literature, autonomy supportiveness was expected to be more salient in
private sector than public sector. Actually, this proposition seems to be confirmed
by the above mentioned results of this study.

Secondly, Sengupt and Sinha (2005) indicated that all organizations
operate in the social milieu; socio-cultural factors possibly influence individual
perceptions as well as their interactions with their supervisors and colleagues.
Thus, congruent with the general cultural context, collectivism was found to be
the most prevalent value in Turkish private sector organizations (Pasa et al.,
2001). But, although not assessed directly for public sector organizations, it
should be noted that collectivism is also likely to be prevalent in Turkish public
sector organizations as well. Morever, Ozmen (2005) indicated that Turkish
employees perceived their managers as far less people-oriented as they wanted
them to be compared to task-orientation. She stated that this might imply the
greater importance attributed by employees on people-oriented behaviors.
Furthermore, it was also found that ideal-actual congruence with respect to
people-orientation was a significant predictor of job satisfaction of employees
(Ozmen, 2005). It seems that the findings concerning the importance of relational
aspects on need satisfaction and well-being in Turkish context was congruent with

above mentioned literature.

4.3. Determinants of Eudaimonic and Hedonic Well-being of Turkish

Employees

Relational self orientation predicted both psychological well-being and life
satisfaction whereas individuational self orientation associated with only
psychological well-being. Basic need satisfaction was also found to predict
directly with both types of well-being. Furthermore, autonomy supportiveness of
work context was found to be associated with need satisfaction in several SDT
researches (e.g., Baard et al., 2004). Here, it was also found to predict need

satisfaction but furthermore, as a contribution of the present study, relational self
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orientation was also found to predict it in public sector organizations both
indirectly and directly, whereas indirectly predicted it in private sector
organizations. In this sense, both self orientations and both types of contextual
support were found to predict psychological well-being and life satisfaction
indirectly over need satisfaction as well.

Overall, it was found that both self orientations and basic need
satisfaction, in particular, satisfaction of need for competence and relatedness
were the most important predictors of psychological well-being. Self orientations
were confirmed to be related to psychological well-being as they were proposed to
complement each other for optimal human functioning by BID Model (Imamoglu,
2003; 1mam0glu & Imamoglu, in preparation). Also, basic need satisfaction,
consistent with the propositions of SDT, was confirmed to predict both types of
well-being in the present study.

As will be recalled, eudaimonic well-being literature often cites big five
traits as among the most influential predictors of psychological well-being (e.g.,
Schumutte & Ryff, 1997). In the present study, only extraversion and openness to
experience slightly and positively predicted psychological well-being. However,
as mentioned before, the influence of big five traits were relatively weaker than
that of self orientations and basic need satisfaction. Their influence on well-being
might be whittled away possibly by self orientations. The relationships among big
five traits and self orientations were indicated by Imamoglu and Beydogan (in
preparation). They found that relational orientation is predicted by higher degrees
of extraversion, conscientiousness, emotional stability and lower degrees of
openness to experience whereas individuational orientation is predicted by lower
degrees of agreeableness and higher degrees of openness to experience.

Beyond the above mentioned direct link between relational orientation and
need satisfaction on life satisfaction, the results of the study also indicated that
gender, education, marital status, income satisfaction, conscientiousness, and
emotional stability predicted it, significantly. Accordingly, not only those with
higher relational orientation and those who have higher need satisfaction but also

those who are women, single, those with higher education level and income
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satisfaction level, lastly those who are high on conscientiousness, and emotional
stability reported to have higher degrees of life satisfaction.

As seen, the case of life satisfaction was rather different from the one of
psychological well-being. Psychological well-being, mostly consistent with the
literature on eudaimonic well-being, was found to be related with certain
psychological needs and self orientation differences rather than with one’s status
or material satisfaction. The difference between psychological well-being and
subjective well-being is more likely to stem from the fact that subjective well-
being depends on people’s own evaluations of level of satisfaction in their lives
(Diener et al., 1998). That is, people are allowed to decide whether their lives are
satisfying or not depending on their individual values, aims in life and life
circumstances. Therefore, the sources of psychological well-being, which is made
up of six pre-conceived domains, and life satisfaction might differ. Life
satisfaction was found to be related with also other things in life such as being
satisfied with one’s income. Based on the findings of the previous studies, this
particular result was among expectations. As mentioned before, in Oishi et al.’s
(1999) study Turkey was categorized under poor nations and the findings of the
study indicated that financial satisfaction is more strongly related with life
satisfaction in poorer nations as compared to wealthier nations. Moreover,
Sheldon and Hoon (2007) tested the best predictors of life satisfaction in each
subsets of need satisfaction, big five traits, personal goals, self evaluations and
social support. They found that high competence need satisfaction, low
neuroticism, good goal progress, high self esteem and high social support were
best predictors of life satisfaction. As seen, the significant predictors of life
satisfaction in the present study seem to be congruent with some of those
significant predictors (i.e., low neuroticism, higher social support and need for
competence satisfaction) listed in Sheldon and Hoon’s (2007) findings.

Lastly, although job satisfaction was not in the scope of this study, it
related to both types of well-being and on the other hand, it was predicted by also
work related perceptions and relational orientation (Imamoglu & Beydogan, in

preparation). The association between job and life satisfaction was stronger than
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that of between job satisfaction and psychological well-being. Diener and Scollon
(2003) state that life satisfaction is not sum of its parts but represents a general
satisfaction trend or positivity which shows itself on both life satisfaction and
other domain satisfactions (e.g., job satisfaction).Lastly, it also predicted life
satisfaction significantly (Imamoglu & Beydogan, in preparation). It should be
noted that even after the inclusion of job satisfaction as a predictor in the
equation, other significant predictor contunied to predict life satisfaction. As job
satisfaction was not included as a critical variable in the study, no further
discussions will be made on the relationship between job satisfaction and two
types of well-being but, it seems that particular determinants of well-being (i.e.,
relatedness and autonomy supportiveness of context, basic need satisfaction,
relational orientation) were also influential on job satisfaction which relates to
both psychological well-being and life satisfaction (Imamoglu & Beydogan, in

preparation). Future studies might expand our understanding on the issue.

4.5. General Conclusion and Contributions of the Study

One of the main contributions of the present study was that self
orientations proposed in the BID Model were tested for the first time in an
organizational setting and were demonstrated to be significantly important for
well-being of Turkish employees. As will be remembered, previous studies only
assessed autonomy causality orientation -autonomus causality orientation could be
seen as relevant to an individuational orientation- to predict need satisfaction and
in turn positive work consequences and well-being of employees (e.g., Baard et
al., 2004). The findings indicated that relational orientation’s importance was not
just on predicting other predictors of well-being (.e.g, basic need satisfaction) but
also directly predicting both kinds of well-being of employees. This could be
considered as a support for the decision to use BID Model as it proposed
relational orientation along with individuational orientation to assess individual

differences. As proposed by BID Model, both self orientations were found to be
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related with both euadimonic and hedonic well-being which provided support to
BID Model’s claim that they are important for optimal human functioning.

Secondly, studies conducted by SDT researchers indicated that perceived
higher degree of autonomy supportiveness of context and of leader was related
with higher degrees of basic need satisfaction at work and in turn, it was related
with several positive outcomes including well-being of employees (e.g., Deci et
al.,, 2001). However, as mentioned previously, possible influence of perceived
relatedness supportiveness dimension was not studied by these studies. Just as
perceived autonomy supportiveness, perceived relatedness supportiveness was
found to be an important determinant of need satisfaction at work and in turn
well-being of employees based on the findings of the present study. It was
confirmed that likewise of relational orientation, relatedness supportiveness of the
context appears to contribute to prediction of well-being of Turkish employees,
particularly at the public sector.

Thirdly, basic need satisfaction at work was tested for the first time, to our
knowledge, in the present study and as found by SDT researches, was found to be
related with both eudaimonic and hedonic well-being in Turkish work context as
well. This might be considered as a support for SDT, that basic needs are
universal and important for optimal functioning.

When the findings of the present study are globally evaluated, relational
aspects both as individual differences and contextual characteristics were found to
have relatively higher impact as compared to individuational aspects on basic
need satisfaction and well-being of Turkish employees. For instance, those with
related—patterned type were more satisfied with their work context in public sector
compared to those with separated self types and reported to have at least equal
amounts of basic need satisfaction and well-being as those with balanced self
type. There is an emphasis in Turkish culture on relationships with others. For
instance, Karakitapoglu-Aygiin (2004) found that relational concern strongly
correlated with personal identity, in a group of Turkish university students,
indicating the salience of relationships in defining personhood in Turkey.

Similarly, Uskul et al. ‘s (2004) found that although with respect to actual

148



interpersonal closeness, there were no significant difference among Euro-
Canadians and Turkish respondents; there were differences among groups with
respect to ideal closeness terms. That is, Turkish respondents reported to want
more closeness compared to Euro-Canadians. The authors stated that the findings
are a reflection of idealized values in the Turkish society. The importance of
expected and idealized relatedness on Turkish participants was also demonstrated
by Imamoglu and Karakitapoglu-Aygiin (2006). Therefore, they may have more
congruence with the salient values in Turkish culture as compared to other self
types. Lu (2006) commented on the issue as that

“individual’s cultural fit undoubtedly has critical implications for his or
her well-being. If an individual is in accord with those shared values or
behaviors, his transactions with social environment are bound to be
smooth, as in a sense the societal culture resides in him. However, if an
individual does not share the societal culture his transactions with the
social environment are likely to be conflictual, distressful, confrontational,
or resigned, hampering his psychological adjustment and subjective well-

being” (p. 205).

Thus, Lu (2006) found that people who were consistent with their societal
culture were generally better of in terms of subjective well-being than those who
were incongruent. Then, the findings with respect to higher influence of relational
aspects on well-being of Turkish employees were expected in this sense.

It should be noted that the results provide support for not only cultural fit
phenomenon, but also to the importance of both relatedness and individuation
needs for optimal human functioning at various domains of life. That is, it was
also found that individuational aspects were also predictive in well-being of
Turkish employees. This is also an expected finding as several researchers have
previously pointed out that relational and individual aspects co-exist in Turkey
(e.g., Karakitapoglu-Aygiin, 2004) as in other cultures (e.g., Imamoglu &
Karakitapoglu-Aygiin, 2006; 2007).

The findings also indicated that private and public sector organizations
were reported to have differential characteristics within the scope of the study. It

seems that those with individuated type are relatively more fit to or more satisfied

with private sector rather than public sector organizations.
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The present study explored employees’ perceptions from a variety of
different organizations, occupations and also from both public and private sector
organizations which may increase confidence about generalizability of the results
at least to Turkish employees who were mostly well-educated and from large
cities.

Overall, the present study indicated that both individual-related (i.e., self
orientations of employees) and also context-related variables (degrees of
autonomy and relatedness supportiveness, need satisfaction of the work context
and also private vs. public sector organization distinctions) are influential for both

eudaimonic and hedonic well-being of Turkish employees.

4.6. Limitations of the Study and Suggestions for Future Work

As Turkish culture is often considered as a collectivist context, the
prediction strength of relatedness supportiveness of the work context or the leader
and/or relational self orientation in more individualist contexts and also in other
collectivist contexts is still open to question. The findings of the study should be
tested within different cultures in order to evaluate the generalizability of the
findings of the present study.

Although the study investigated employees’ perceptions from various type
of organizations, occupations and also from both public and private sector, still
the findings should be tested with different sample groups (e.g., respondents from
smaller cities or from lower SES or education levels) from Turkish employees as
to whether it may be replicated or not. For instance, even in this study, it was
found that the findings obtained from private sector organizations and public
sector organizations were relatively different from each other.

Furthermore, within-cultural differences might also differ with respect to
differential characteristics of the cultures. For instance, in the present study, it
appeared that those with related-patterned self construal type were more satisfied
both in terms of perceived relatedness and also autonomy supportiveness of the

context however; those with balanced and differentiated self types were found to

150



be more sensitive to the contextual constraints. However, in other cultures,
relevant results concerning self contrual types might differ.

In the present study, the possible influence of self orientations, perceived
autonomy and relatedness support in context and leader and basic need
satisfaction were mainly tested with respect to employee well-being. However,
these variables might also be influential on job consequences as well (e.g.,
intrinsic motivation, job satisfaction —which was measured with only single item
in the present study-, commitment, extra work behaviors, and burn-out). Further
studies could also include above mentioned specific job outcomes within their
scope.

Lastly, the findings of the study were based solely on perceptions of the
participants. For instance, Doty & Glick (1998) stated that “common methods
varience is cause for concern” (p.374). Although, based on their results of meta-
analysis, they quickly added that “but, it does not invalidate many research

findings” (p.374), this should named as a limitations of the present study.
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APPENDIX A-

BALANCED INTEGRATION DIFFERENTIATION SCALE (BIDS)
(imamoglu, 1998)
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Balanced Integration Differentiation Scale (BIDS)

Relational Orientation Subscale:

2.
3.
3.

10

11.

12.

13.

14.
16.

19.

23.

Kendimi aileme hep yakin hissedece§ime inaniyorum.
Insanlarla iliski kurmakta giigliik ¢ekiyorum. (R)
Kendimi duygusal olarak toplumun disinda kalmis gibi hissediyorum. (R)

. Kendimi duygusal olarak aileme ¢ok yakin hissediyorum.

. Kendimi yakin ¢cevremden duygusal olarak kopmus hissediyorum. (R)

. Kendimi insanlardan olabildigince soyutlayip, kendi isteklerimi

gerceklestirmeye calisirim. (R)

. Hayatta gerceklestirmek istedigim seyler icin calisirken, ailemin sevgi ve
destegini hep yanimda hissederim.

Kendimi yalniz hissediyorum. (R)

Ailemle duygusal baglarimin zayif oldugunu hissediyorum. (R)

Ailemle aramdaki duygusal baglarin hayatta yapmak istedigim seyler icin
bana gii¢ verdigini diistiniiyorum.

Kendimi diger insanlardan kopuk hissediyorum. (R)

Kendimi sosyal ¢cevreme duygusal olarak yakin hissediyorum.
Insan gelistikce, ailesinden duygusal olarak uzaklasir. (R)
Insanin yapmak istediklerini yapabilmesi icin, ailesiyle olan duygusal

baglarini en aza indirmesi gerekir. (R)

25. Zamanimizda insanlar arasinda gii¢lii duygusal baglarin olmasi, kendileri i¢in

destekleyici degil, engelleyici olur. (R)

*29. Toplumlar gelistikce, insanlar aras1 duygusal baglarin zayiflamasi dogaldir.

(R)
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Individuational Orientation Subscale:
1. Kendi kendime kaldigimda yapacak ilging seyler bulabilirim.
4. Kendi isteklerimi yapabilmek icin kendime mutlaka imkan ve zaman tanimaya

calisirim.

7. Farkl1 olmaktansa, toplumla diisiinsel olarak kaynasmis olmayi tercih ederim.

(R)

15. Toplumsal degerleri sorgulamak yerine benimsemeyi tercih ederim. (R)

17. Kendimi ilging buluyorum.

18. Insanin kendini kendi istedigi gibi degil, toplumda gegerli
olacak sekilde gelistirmesinin 6nemli oldugunu diistiniiyorum. (R)

#20. Insanin en 6nemli amaci sahip oldugu potansiyeli hakkiyla gelistirmek
olmalidir.

21. Insanin kendi farkindaligim gelistirip ortaya ¢ikarabilmesi gerekir.

22. Kisinin kendine degil, topluma uygun hareket etmesi, uzun vadede kendi
yararina olur. (R)

24. Cevremdekilerin onayladigi bir insan olmak benim icin 6nemlidir. (R)

26. Sahip oldugum potansiyeli ve 6zelliklerimi gelistirip kendime 6zgii bir birey
olmak benim i¢in 6nemlidir.

27. Cevreme ters gelse bile, kendime 6zgii bir misyon icin yasayabilirim.

28. Herkesin kendi farkliligini1 gelistirmeye ugrasmasi yerine toplumsal
beklentilere uygun davranmaya calismasinin daha dogru oldugu

kanisindayim. (R)

*Items excluded from the analyses.
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APPENDIX B-

PSYCHOLOGICAL WELL-BEING SCALE (PWS)
(Ryff, 1989)
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Psychological Well-being Scale (PWS)

Autonomy Subscale:

1. Giiglii fikirleri olan insanlarin etkisi altinda kalirim. (R)
2. Insanlarin genel kabullerine uymasa bile kendi diisiincelerime giivenirim.
3. Kendimi bagkalarinin énemli gordiigii degerlere gore degil, kendi onemli

gordiiklerime gore yargilarim.

Environmental mastery Subscale:
4. Genel olarak yasamimda duruma hakimimdir.
5. Giinliik yasamin gerekleri ¢ogu zaman beni zorlar. (R)

6. Glindelik yasamin cesitli sorumluluklariyla genellikle oldukca 1yi bas ederim.

Purpose in Life Subscale:
7. Hayati giin be giin yasar, aslinda gelecegi diistinmem. (R)
8. Bazi insanlar yasamda anlamsizca dolanirlar ama ben onlardan degilim.

9. Bazen hayatta yapilmasi gereken her seyi yapmisim gibi hissederim. (R)

Self-Acceptance Subscale:

10. Yasam Oykiime baktigimda, olaylarin gelisme seklinden memnuniyet
duyarim.

11. Kisiligimin ¢ogu yoniinii begenirim.

12. Bir¢ok bakimdan, hayatta basarabildiklerimi hayal kirict bulurum. (R)

171



Positive Relations with Others Subscale:

13. Yakin iliskileri siirdiirmek benim i¢in zor olagelmistir. (R)

14. Insanlar benim verici, vaktini digerleriyle paylasmaktan kacinmayan biri
oldugumu soyleyeceklerdir.

15. Insanlarla sicak ve giivene dayali ¢ok iliskim olmadi. (R)

Growth Subscale:
16. Bence insanin kendiyle ve diinyayla ilgili goriislerini sorgulamasina yol

acacak yeni yasantilar1 olmas1 onemlidir.

17. Benim i¢in hayat siirekli bir 6grenme, degisme ve gelisme siireci olagelmistir.

18. Hayatimda biiyiik degisiklikler veya gelismeler kaydetmeye ¢aligmaktan

coktan vazgectim. (R)
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APPENDIX C-

THE SATISFACTION WITH THE LIFE SCALE (SWLS)
(Diener et al., 1995)
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The Satisfaction with the Life Scale (SWLS)

1. Bircok bakimdan hayatim idealime yakin.

2. Yasam kosullarim miikemmel.

3. Hayatimdan memnunum.

4. Simdiye kadar hayatimda istedigim onemli seyleri elde ettim.

5. Eger hayatim1 yeniden yasasaydim, hemen hicbir seyi degistirmezdim.
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APPENDIX D-

SHORT VERSION OF BIG FIVE SCALE
Selected items from Somer and Golberg (1999)
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Short Version of Big Five Scale

Extraversion Subscale:
1. Atak

2. Disadoniik

3. Sosyal

4. Kendine Giivenli

5. Canli, hareketli

Conscientousness Subscale:
6. Caliskan, azimli

7. Kontrolli

8. Sorumluluk sahibi

9. Prensip sahibi, ilkeli

10. Disiplinli

Agreeableness Subscale:
*11. Uysal

12. Uyumlu

13. Anlayish

14. Duyarl

15. Uzlastirici
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Emotional Stability Subscale:
16. Sakin

17. Endisesiz

18. Huzurlu

19. Telassiz

20. Rahat, tedirgin olmayan

Openness to Experience Subscale:
21. Genis goriisli

22. Aragtirici, inceleyici, sorgulayict
23. Gelisime agik

24. Yaratici

25. Degisiklige acik

*Item excluded from the analyses.
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APPENDIX E-

PERCEIVED AUTONOMY AND RELATEDNESS SUPPORTIVENESS OF
WORK CONTEXT SCALE
(imamoglu, 2006)
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Perceived Autonomy and Relatedness Supportiveness of Work Context

Scale*

Autonomy Supportiveness Subscale:

1. Kontrol edici (R)**

3. Ozgiir birakici

4. Cezalandirict (R)

6. Kurumsal beklentiler yoniinde baskici (R)

8. Calisanlara inisiyatif kullanma imkan1 saglayan

10. Kisitlayici, baskici (R)

Relatedness Supportiveness Subscale:

2. lgisiz, kayitsiz (R)

7. Calisanlarin rahat iletisim kurabilmeleri icin elverisli
9. Iletisim kurmanin gii¢ oldugu (R) **

12. Sevecen, sicak iliskilerin oldugu

5. Odiillendirici

11. Calisanlara giivenilen, sorumluluk verilen

** jtems excluded from the scale due to alpha reliabilities and factor analyses.

179



APPENDIX F-

BASIC NEED SATISFACTION AT WORK SCALE
(Ilardi et al., 1993)
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Basic Need Satisfaction at Work Scale

Need for autonomy Subscale:

1. Isimi nasil yapacagim ile ilgili kararlara pek cok katkida bulunurum.

5. Isyerimde kendimi bask1 altinda hissederim. (R)

8. Is yerimde genellikle fikir ve diisiincelerimi ifade etmekte kendimi 6zgiir
hissederim.

11. Is yasamimda ¢ogu zaman bana sdyleneni yapmak durumundayim. (R)

13. Isyerimde dikkate almnirim.

17. Isyerimde genellikle kendim olabildigimi hissederim

20. Is yasamimda isimi nasil yapacagima kendimce karar verme imkanim pek

yok. (R)

Need for competence Subscale:

3. Cogu zaman isimle ilgili olarak kendimi pek yeterli hissetmem. (R)

4. Isyerimdeki kisiler yaptigim isleri iyi yaptigim soylerler.

10. Isimle ilgili yeni beceriler kazanmay1 basaririm.

12. Cogu giinler isimle ilgili yaptiklarimdan dolay1 bir basar1 hissi duyarim.
14. Isyerimde duygularim dikkate alinir.

19. Calisirken ¢ogu zaman kendimi pek yeterli hissetmem. (R)
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Need for Relatedness Subscale:

2. Birlikte calistigim kisileri gercekten severim.

6. Birlikte calistigim kisilerle iyi gecinirim.

7. Is yerimde genellikle kendi basimayimdir. (R)

9. Beraber calistigim kisileri arkadasim olarak kabul ederim.

15. Isyerimde ne kadar yetenekli oldugumu pek gosterme firsatim olmaz. (R)
16. Isyerimde yakin hissettigim ¢ok insan yok.

18. Birlikte ¢alistigim kisiler benden pek hoslanmazlar. (R)

21. Isyerimdeki kisiler bana genellikle dost¢a davranir.
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APPENDIX G-

PERCEIVED AUTONOMY AND RELATEDNESS SUPPORTIVENESS OF
LEADER SCALE
(adapted from GLOBE, Pasa et al.,2001)
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Perceived Autonomy and Relatedness Supportiveness of Leader Scale

Relatedness Supportiveness Subscale:

1. Personelini destekler ve onlarla ilgilenir.

2. Kisilerin birbirlerine fikirlerini acik¢a sdyleyebilecekleri bir ortam yaratir.

3. Empatiktir, baskalarinin duygularini anlar.

4. Personelinin 0zel sorunlariyla ilgilenmez. (R)

Autonomy Supportiveness Subscale:

8. Kendini gelistirmeye acgiktir.

5. Yaratic1 ve meraklidir.

6. Yenilikleri ve yeni fikirleri yiireklendirir, tesvik eder.
7. Esnek diisiiniir, degerlendirmelerini ¢cok yonlii ele alir.

9. Kendine giivenmez. (R)
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APPENDIX H-
ITEMS FOR

JOB SATISFACTION & INCOME SATISFACTION
(Imamoglu, 2006)
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Item for Job Satisfaction

1. Genel olarak, mevcut isinizden ne derece memnunsunuz?

Item for Income Satisfaction

1. Gelir diizeyinizden ne kadar memnunsunuz?
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APPENDIX I-

ANOVA RESULTS FOR ALL DEPENDENT VARIABLES AS A
FUNCTION OF

SELF CONSTRUAL TYPES AND GENDER
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ANOVA Results for all Dependent Variables as a Function of
Self Construal Types and Gender

DV v F My
Self-construal Type (SCT) 21.75%*%* 15
Psychological well-being ~ Gender (G) 46 .00
SCT x G 1.2 .01
Self-construal Type (SCT) 14.78*** 11
Life Satisfaction Gender (G) 3.65 .01
SCT x G .86 .01
Self-construal Type (SCT) 4.94%* .04
Job Satisfaction Gender (G) .00 .00
SCT x G .64 .01
Self-construal Type (SCT) 10.15%*%* .08
Need for Autonomy Gender (G) .035 .00
SCT x G 14 .00
Self-construal Type (SCT) 11.25%*%* .08
Need for Relatedness Gender (G) .96 .00
SCT x G 1.13 .01
Self-construal Type (SCT) 15.58*** 11
Need for Competence Gender (G) .16 .00
SCT x G .30 .00
Self-construal Type (SCT) 3.80* .03
Autonomy supportiveness  Gender (G) 31 .01
of work context SCTxG .29 .00
Self-construal Type (SCT) 8.62%*%* (07
Relatedness supportiveness Gender (G) 40 .00
of work context SCTx G 1.81 .01
Self-construal Type (SCT) 6.14%**% 05
Autonomy supportiveness  Gender (G) .90 .00
of leader SCTx G .00 .00
Self-construal Type (SCT) 5.70%* .04
Relatedness supportiveness  Gender (G) 78 .00
of leader SCTx G 07 .00
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APPENDIX J-
Means, Standard Deviations and ANOVA Results of Perceived
Relatedness and Autonomy Supportiveness at Work Context as

Function of Interaction between Self- Construal and Sector Type
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Table. Means, Standard Deviations and ANOV A Results of
Perceived Relatedness Supportiveness at Work Context as Function

of Interaction term between Self-Construal and Sector Type
(N=383)

Sector
Self-construal Type Public Sector Private Sector
M SD N M SD N

Separated-Patterned 3.35ab .79 42 329a .76 49
Separated-Individuated 2.94a .76 53 337a .73 46
Related-Patterned 3.64b .85 52 3.79b .81 48
Related-Individuated ~ 3.25ab .83 45 3.78b .66 48

F Ny

SCT x S 2.82% .02

Note: Subsample means not sharing subscripts are significantly different from each other at least at p< .05 level,
according to Tukey HSD post-hoc analysis.

#Exp< 011, **p<.01, *p<.05.

Table. Means, Standard Deviations and ANOVA Result of Perceived
Autonomy Supportiveness at Work Context as Function of
Interaction term between Self Construal and Sector Type (N=383)

Sector
Public Sector Private Sector
Self-construal Type M SD N M SD N

Separated-Patterned  3.14ab .61 42 3.32a .57 49
Separated-Individuated 2.91a .76 53 3.56a .67 46
Related-Patterned 3476 .64 52 3.60a .67 48
Related-Individuated  3.14ab .85 45 3.65a .74 48

F 'S

SCT x S 3.17* .03

Note: Subsample means not sharing subscripts are significantly different from each other at least at the p< .05 level,
according to Tukey HSD post-hoc analysis.
#iEp< 001, **p<.01, *p<.05.
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APPENDIX K-

PATH COEFFICIENTS OF SECOND PROPOSED MODEL

FOR PUBLIC SECTOR
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APPENDIX L-

TURKCE OZET
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TURKCE OZET

Calismanin temel arastirma problemi Tiirk o6zel ve kamu kesimi
calisanlarinin psikolojik 1yi olus (psychological well-being) ve yasam doyumlarini
(life satisfaction) yordayan olas1 etmenleri incelemektir. Calisma, genel anlamda
teorik cerceve olarak Dengeli Ayrisma-Ayirdetme Biitiinlesme Modeli (Balanced
Integration Differentiation Model) (Imamoglu, 1998; 2003) ve Kendi-Belirleme
(Ozgiir irade) Kuramina (Self-Determination Theory) (Deci ve Ryan, 1985)

dayandirilarak yiiriitiilmiistiir.

IYI OLUS (WELL-BEING)

Insanlar icin optimal islevselligin ve iyi yasamin anlami her zaman 6nemli
bir tartigma konusu olmustur. Bu konu giincel psikolojide de Onemli yer
tutmaktadir. Alanda iyi olus kavramini inceleyen iki temel ve goreceli olarak
birbirinden farkli bakis a¢is1 bulunmaktadir. Bunlardan biri psikolojik iyi olug
(psychological well-being ya da eudaimonism) ve digeri ise subjektif iyi olus
(subjective well-being ya da hedonism) olarak adlandirilmaktadir (6rnegin, Keyes

ve digerleri, 2002; Ryan and Deci, 2000; Waterman, 1993).

Subjektif Iyi Olus

Subjektif iyi olus bakis acis1 tarihsel olarak hedonist goriigse
dayandirilmaktadir. Hedonistlerin 6nemli temsilcilerinden biri olan Demokritus’a

gore mutluluk durumu kisinin sahip olduklart ile ilgili degil, kisinin hayatini

cevreleyen dis kosullara tepki verme bicimiyle ilgilidir (Diener ve digerleri, 2003

194



icinde). Genel olarak hedonist bakis acisina gore, mutluluk hos gecirilen
zamaninin toplamina esittir. Giintimiiz psikolojisinde de subjektif iyi olus terimi
siradan insanlarin mutluluk ya da doyum olarak nitelendirdikleri olguya denk
diismektedir (Diener ve digerleri, 2003).

Bradburn (1969) mutlulugun yiizyillarca ahlaki, teolojik ya da ekonomik
bir problem olarak c¢alisildigini ancak son zamanlarda psikolojik bir problem
durumu olarak ele alindigimi belirtmektedir. Mutlulugun ilk psikolojik
kavramsallastirmalarindan biri Bradburn (1969) tarafindan gelistirilmistir. Ona
gore mutluluk birbirinden bagimsiz olan pozitif ve negatif duygulanimdan
olugsmaktadir. Bradburn’iin (1969) bulgularina gore 1iyi olusun en 1iyi
yordayicisinin bu iki tip duygulanim arasindaki fark oldugu bulunmustur. Diger
yandan, Andrew ve Withey (1976; Diener ve digerleri, 1985 icinde) subjektif iyi
olusun alt boyutlart arasina yasam doyumunun da gerektigi belirtilmislerdir.
Kisiler 6nceden belirlenmis bazi standartlara gore degil, subjektif, yani kendi
deger ve goriisleri cercevesinde sahip olduklar1 kendi standartlar1 cercevesindeki
degerlendirmelerine gore yasam doyum diizeylerini belirlemektedirler. Burada
yasam doyumu biligsel 6geyi temsil etmektedir. Duygusal ve biligsel ogeler
birbirinin tamamlayan parcalar olarak goriilebilir (Pavot ve Diener, 1993).

Genel olarak, demografik degiskenlerin subjektif iyi olusun %20’sini
aciklayabildigi bulunmustur (Diener ve Scollon, 2003). Ote yandan, subjektif iyi
olus daha cok kisilik 6zellikleri ile iliskili oldugu bulunmustur (6rnegin, Diener ve
digerleri, 1997; Libran, 2006). Ancak, son zamanlarda kisisel 6zelikler ve digsal
kosullarin (6rn. , toplumsal kiiltiir) etkilesiminin subjektif iyi olus ile olan iligkisi
de vurgulanmaya baslanmistir (Diener ve digerleri, 1993; Lu ve Gilmore, 2004,

Uskul ve digerleri, 2004).
Psikolojik Iyi Olus
Iyi olus olgusu son zamanlarda oldukca popiiler bir konu olmakla birlikle

kavramin kokenleri Eski Yunan’da bulunabilir. Psikolojik 1yi olus ile ilgili en eski

goriislerin Aristoteles’e ait oldugu bildirilmektedir (Waterman, 1993). Giincel
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psikolojide, psikolojik iyi olus bakis acisi kisilerin benlikleri ile ilgili farkindalig:
artirmaya amaclayan ahlaki bir perspektif olarak tanimlanmaktadir (Waterman,
1993). Bu c¢alismada, psikolojik iyi olus baghg altinda iki kuramdan
bahsedilmistir. Bunlardan ilki Cok Boyutlu Psikolojik Iyi Olus Modeli (Multi-
dimensional Psychological Well-being Model) (Ryff, 1989) ve ikincisi ise Kendi-
Belirme (Ozgiir Irade) Kuram: (Self-Determination Theory)dir (Deci ve Ryan,

1985, 2002).

Cok Boyutlu Psikolojik Iyi Olus Modeli

Ryff (1989) litertiirdeki ilgili goriisleri derleyerek birbirinden ayr1 alti
boyuttan olusan psikolojik iyi olus modelini 6nermistir. Bu boyutlar, kendini
kabullenme (self-acceptance), kisisel gelisim (personal growth), hayat amaci
(purpose in life), diger kisilerle olumlu iligkiler (positive relations with others),
cevresel hakimiyet (environmental mastery), ve 6zerklik (autonomy)tir.

Keyes ve digerleri (2002) psikolojik iyi olug ve subjektif iyi olusun tek bir
ortilk degisken altinda degil, iki ayr Ortiik degisken halinde temsil edildiklerini
bulmugtur. Bulgulara gore iki kavram iligkili olsalar da bagimsiz yapilarim
koruyabilmislerdir. Ozellikle psikolojik iyi olusun varolugsal 6geleri olan Kisisel
gelisim ve yasam amaci, subjektif ya da hedonik iyi olustan en fazla ayrisan
boyutlar olarak bulunmustur. Diger yandan, kendini kabullenme ve cevresel
hakimiyet ise subjektif 1yi olus ile en fazla iligkili olan boyutlar olarak
bulunmustur (Keyes ve digerleri, 2002).

Subjektif iyi olus gibi, psikolojik iyi olus da kisisel ozellikler ile iligkili
oldugu bulunmustur (Schumutte ve Ryff, 1997). Yapilan c¢alismalarda ayrica
psikolojik iy1 olusun subjektif iyi olusa kiyasla fiziksel saglikla da daha fazla
iligkili oldugu bulunmustur (Ryff ve digerleri, 2004; Ryff ve digerleri, 2006).

Bu iki temel iyi olug bakis agis1 arasinda hangisinin iyi olusu en iyi temsil
ettigi ile ilgili olarak tartisma devam etmektedir. Yasam doyumu ya da subjektif
iyi olus literatiirde daha fazla kullanmilmaktadir (Ryan ve Deci, 2000). Ancak,

arastirmacilar subjektif iyi olusun psikolojik 1yi olusun ancak bir kismini temsil
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ettigini bildirmektedirler (6rn., Diener ve digerleri, 1998). Waterman (1993)
psikolojik iyiolusun subjektif iyi olusa neden olma ihtimalinin subjektif iyi olusun
psikolojik iyi olusa yol agma ihtimalinden daha yiiksek oldugunu bulnmustur.
Ayrica yukarida da belirtildigi gibi psikolojik iyi olus durumu aymi zamanda
fiziksel saglhikla da daha yakin iliskiye sahiptir. Yine de genel olarak
degerlendirildiginde, her iki iyi olus durumunun da kisilerin i¢in énemli ve farkli

yere sahip oldugu One siiriilebilir.

Ozgiir Irade (Kendi Belirme) Kurami

Ozgiir Irade Kurami ise bircok kiiciik kuramin bir araya gelmesiyle
olusturulmustur (Ryan ve Deci, 2002). Bunlar kisaca, Bilissel Degerlendirme
Kurami (Cognitive Evaluation Theory), Organismasal Biitiinlesme Kurami
(Organismic Integration Kurami), Genel Nedensellik Yonelimi Kurami (General
Causality Orientation Theory) ve Temel Psikolojik Ihtiyaclar Kurami (Basic
Psychological Needs Theory)’dir.

Bu calisma i¢in temel olarak kullanilan kiigiik kuram ise Temel Psikolojik
Ihtiyaclar Kuramr’dir. Kurama goére ii¢ temel psikolojik ihtiyacin doyurulmasi
insanlarin psikolojik gelisimi, biitiinliigii ve 1yi olusu i¢in sarttir. Bu temel
ihtiyaclar, 6zerklik ihtiyac1 (need for autonomy), iliskililik ihtiyaci (need for
relatedness) ve yeterlik ihtiyaci (need for competence) olarak belirlenmistir (Deci
ve Ryan, 2002). Kisaca, 6zerklik ihtiyact kisinin aktivitelerinin benligiyle uyumlu
oldugu ile ilgili algilar icerir, iligkililik ihtiyact 6nemli diger kisilere bagli olma
duygularini ifade eder ve yeterlik ihtiyaci ise istenilen etkileri etkili bir bicimde
dogurma ve sonuglara ulasma ile ilgili deneyimleri belirtir (Reis ve digerleri,
2000).

Kuramin temel varsayimi tiim insanlarin biitiinsel bir benlik gelistirmek
icin dogal, dogustan gelen ve yapici egilimleri oldugudur (Deci ve Ryan, 2002).
Bunun icin de yukarida belirtilmis olan {i¢ temel ihtiyacin doyurulmasi
gerekmektedir. Bu {i¢ temel psikolojik ihtiyacin tiim insanlar acisindan en uygun

diizeydeki gelisim ve psikolojik saglik icin gerekli oldugu ve doyurulmamalari
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durumunda ise parcalanmaya, yabancilagsmis islevsellige ve kotii olma haline
neden olacag ileri siiriilmiistiir (Ryan ve Deci, 2001).

Kuramin temel 6nermeleri bircok alanda uygulanmis ve desteklenmistir
(6rn., Filak ve Sheldon, 2003; Kasser ve Ryan, 1999; Ilardi ve digerleri, 1993).
Ayrica, temel psikolojik ihtiyaglarin dengeli bicimde doyurulmasi iyi olus
acisindan 6nemli da oldugu bulunmustur (Sheldon, 2006).

Temel ihtiyaclarin dogustan geldigi (innate) one siiriilmiis ve dolayisiyla
kiiltiirden kiiltiire doyurulma bi¢imleri degisebilse de her insan icin gerekli oldugu
belirtilmigtir. Kiiltiirel bakimdan en tartismali olan psikolojik ihtiya¢ 0zerklik
ithtiyacidir (6rn., Iyengar ve Lepper, 1999). Ancak, Chirkov ve digerleri (2003) bu
tartismanin 6zerkligin cogu zaman bagimsizlikla (independence) es anlamli
kullamlmasindan kaynaklandigini ve Ozgiir Irade Kurami’nda 6zerkligin kisinin
gercek benligine uygun davranmasi olarak kavramsallastirildigi belirtmislerdir.
Bu anlamda, digerlerine herhangi sosyal bir ihtiya¢ icin dayanmamak olarak
tanimlanan bagimsizligin tersi bagimlilik (dependence) olarak goriilmekte ve
ayrica 6zerklik ve iliskililik arasinda bir zithik iliskisi kurulmamaktadir (Chirkov
ve digerleri, 2003). Ryan ve Deci (2000) de bir kiiltiirel yapinin bir ihtiyaca
kiyasla bir digerine (6rn., bireyci toplumlarda 6zerklik ve topluluk¢u toplumlarda
iligkililik ihtiyac1) daha fazla onem verebilecegini ancak, yine de bu ii¢ temel
ihtiyacin her toplumdaki tiim insanlar i¢in gerekli oldugu, birbirleriyle celisen
degil birbirlerini tamamlayan bir iliskiler i¢inde bulunduklarin1 bildirmektedir.
Yapilan calismalar da degisik kiiltiirel alt yapiya sahip toplumlarda bu ii¢ ihtiyacin
benzer sekilde en doyurucu ihtiyaclar arasinda nitelendirildikleri 6te yandan bu
ihtiyaclarin doyurulamamasinin ise en doyumsuz hissedilen durumlar olarak
bildirildigi bulunmustur (6rn., Sheldon ve digerleri, 2001).

Kuramda bireysel farkliliklarin temel ihtiyaglarin doyurulmasinda énemli
oldugu ileri siiriilmiistiir. Ozerklik nedensellik yonelime (autonomy causality
orientation) sahip bireyler kontrol edilmis nedensellik yonelime (controlled
causality orientation) sahip bireylere gore kiyasla daha fazla temel ihtiya¢ tatmin
edebilecegi One siiriilmiistiir (Deci ve Ryan, 1985b). Ayrica sosyal ortamlarin bu

temel psikolojik ihtiyaglarin doyurulmasina imkan saglamalarinin saglikli
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islevsellige, diger yandan engellemelerinin ise tam tersine neden olacagin
belirtmektedir (Ryan ve Deci, 2000). Kuram daha once is ortamina uygulanmis ve
kuramin 6nemli Onermeleri desteklenmistir (6r., Baard ve digerleri, 2004).
Kuramin bu 6nermesi ileride orgiitsel ortam ile ilgili bolimde daha detayl

aktarilacaktir.

Calisanlarin Iyi Olus Diizeyleri Acisindan Bireysel Farklihklar

Bu calisma calisanlarin iyi olus durumlarim1 yordayan olasi ortamsal ve
bireysel ozellikleri incelemeyi amaclamistir. iste bu ¢ercevede Dengeli Ayrisma
Biitiinlesme Modeli calisanlarin orgiit ortami, liderleri, isyerinde temel psikolojik
ihtiya¢ tatminleri ve iyi olus diizeyleri agisindan algilar1 arasinda bireysel
farkliliklarin  Olc¢iilmesinde temel olarak kullanmilmistir. Yine, algilanan oOrgiit
ortaminin Ozellikleri incelenirken de modelin 6nerdigi dort ortam tipi oOrgiitsel
alana adapte edilmistir. Ote yandan, Bes Faktor Modeli (Five Factor Model-Big
Five) olarak adlandirilan bes temel kisilik 6zelligi de daha 6nceki ¢alismalarda iyi

olus ile iliskili bulundugu icin bu calismaya kontrol amaglh olarak dahil edilmistir.

Dengeli Ayrisma-Ayirdetme Biitiinlesme Modeli

Dengeli Ayrisma-Ayirdetme Biitiinlesme (Denge) Modeli kendilesme
(individuation) ve iligkililik (relatedness) arasindaki bag ve bunlarin benlik-
sistemindeki rolleri ile ilgili kavrayisi irdelemeyi amaglamaktadir (Imamoglu,
2003). Model oncelikle; kendilesme ve iliskililik boyutlarinin; genel olarak
varsayildigr gibi, ayn1 boyutun iki ucunu temsil etmedigini ileri siirmektedir.
Bunun tersine, modelde bu iki benlik yonelimi birbirlerini tamamlayan bagimsiz
boyutlar olarak kavramsallastirmaktadir. Bu varsayim, degisik kiiltiirlerde ve
Tiirkiye’de  yapilan calismalarla  desteklenmistir  (6rn., Imamoglu ve
Karakitapoglu-Aygiin, 2004, Imamoglu ve imamoglu, 2007).

Degisik kiiltiirdeki insanlarin ayni temel biitiinlesme ve ayrisma

ihtiyaglarina sahip olduklarimi ve her iki ihtiyacin en uygun diizeyde islevsellik
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icin yasamsal 6neme sahip oldugunu belirtilmektedir (imamoglu, 1998). Benzer
bakis acisi, bagka arastirmacilar tarafinda da ifade edilmistir (6rn., Deci ve Ryan,
2000; Guisinger ve Blatt, 1994; Kagitcibasi, 2005, Sato, 2001).

Kendilesme egilimi kisisel ayrisma yonelimi olarak adlandirilmistir ve
insanlarin kendilerini ayristirarak gerceklestirme ihtiyaclar olarak tanimlanmistir
(Imamoglu, 2003). Bu yonelim diisik ucu normatif (kuralc1) kaliplasma
(normative patterning) ve yiiksek ucu ise kendilesme (individuation) olarak
adlandirilmistir. Kendilesme kisinin igsel referanslariyla tutarli 6z-gelisimsel
egilimlerini nitelerken kaliplasma ise digsal referanslara gore sekillenmeyi
betimlemektedir (Imamoglu, 1998). Diger taraftan, insanlarin aym1 zamanda diger
kisilere baglanma ihtiyaclari oldugu da belirtilmektedir. Bu ise kisiler arasi
biitiinlesme yonelimi olarak adlandirilmistir (Imamoglu, 1998). Bu yonelimin
diisiik ucu kopukluk ve yiiksek ucu ise iligkililik olarak adlandirilmistir.

Model ayrica yukarida bahsedilen iki boyutun diisiik ve yiiksek uclar
kullanilarak olusturulan dort benlik tipi (self-construal types) onermektedir.
Bunlar iligkili-kendilesmis (related-individuated), iliskili-kaliplagsmis (related-
patterned), kopuk-kendilesmis (separated-individuated) ve kopuk-kaliplasmis
(separated-patterned) benlik tipi olarak adlandirilmislardir (Imamoglu, 1998;
2003). Aralarindaki en ayrismis olan kopuk-kendilesmis tip, genel olarak, Bati
bireyci topluluklarini temsil eden benlik tipiyle iliskilendirilirken, diger yandan en
biitiinlesmis tip olarak nitelenen iliski-kaliplasmis tip ise genel olarak Dogu
toplulukcu kiiltiirlerini temsil ettigi diisiiniilen benlik tipiyle iliskilendirilmektedir
(Imamoglu, 2003). Iliskili-kendilesmis tip dort benlik tipi arasinda en dengeli ve
diger yandan, kopuk-kaliplagmis tip ise en dengesiz tip olarak varsayilmaktadir
(Imamoglu, 2003). Modelde onerilen dort benlik tipinin ve dolayisiyla iki benlik
yoneliminin genelde oldugundan daha homojen olarak algilanan kiiltiir-igi
degiskenligin kesfedilmesine yardimci olacagl One siiriilmiistiir ve bu goriis
bulgularla da desteklenmistir (Imamoglu 1998; Imamoglu, 2003; Imamoglu ve
Karakitapoglu-Aygiin, 2006).

Yine, modelde kisitlayict kontrol (restrictive kontrol) ve sevgi-kabullenme

(love-acceptance) boyutlar1 kullanilarak olusturulmus dort farkli (aile) ortam tipi
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onerilmistir. Bunlar, ayrismis (differentiative), biitiinlesmis (integrative), dengesiz
(unbalanced) ve dengeli (balanced) ortam tipleri olarak adlandirilmiglardir.
Ayrismis aile ortami diisiik kabul ve diisiik kisitlayict kontrol iceren, biitiinlesmis
aile ortami asir1 koruyucu ve kosullu kabul ve sevgi iceren, dengesiz aile ortami
yiiksek kisitlayict kontrol ve diisiik sevgi-kabul iceren ve son olarak dengeli aile
ortami ise diisiik kisitlayic1 kontrol ve yiiksek kabul-sevgi iceren ortamlar olarak
kavramsallastirilmistir (Imamoglu, 2003). Onerilen aile ortami tiplerinden her
birinin belirli bir benlik tipinin olugsmasina katkida bulunacagi varsayilmaktadir
(6rnegin, dengeli aile ortaminin iligkili-kendilesmis benlik tipinin olusmasina
vesile oldugu onerilmektedir) (Imamoglu, 2003). Bu calismada belirtilen ortam
tipleri orgiitsel alana uyarlanarak kullanilmistir. Bu baglamda, calismada, orgiitsel
ortam algilanan 6zerklik destegi ve iliskilik destegi olarak adlandirilan iki boyut
tizerinden degerlendirilmistir. Diger yandan, algilanan orgiitsel ortam, lider, iyi
olus ve igyerinde psikolojik ihtiyaglarin tatmin diizeyleri iizerinden bireysel
farkliliklar calisilirken hem oOnerilen dort benlik tipi hem de bunlar1 olusturan
kendilesme ve iliskililik yonelimleri temel arastirma  degiskenleri olarak

kullanilmistir. Denge Modeli, bu calismada ilk kez orgiitsel alanda test edilmistir.

Bes Faktor Modeli

Cogu arasgtirmaci bircok kisilik o6zelliginin temel olarak bes faktorde
gruplandirilarak temsil edilebilecegi lizerinde hemfikirdirler (McCrea, 2002). Bes-
Faktor Modeli degisik kiiltiirlerde kisilik yapilarimi tanimlayan kapsamli bir kisilik
ozellikleri smiflandirmasidir (McCrea, 2002). Bu faktorler Disa Doniikliik
(Extraversion), Uyumluluk (Aggreableness), Sorumluluk Sahibi Olmak
(Conscientiousness), Deneyime Aciklik (Openness to Experience), Duygusal
Istikrar (Emotional Stability) olarak adlandirilmistir. Somer ve Golberg (1999)
Tiirk kisilik 6zelliklerini belirten sifatlar ile Tiirk orneklemi {izerinde bes faktorlii
yapiy1 desteklemislerdir. Hint-Avrupa dil ailesinin (6rnegin, Ingilizce) disinda
kalan Tiirkge’de ayni yapimin varliginin bulunmasi 6nemli bir bulgu olarak

nitelendirilmistir (Somer ve Goldberg, 1999). Yine, McCrea ve Costa (1997) da
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bircok farkli kiiltirde bes faktorli yapinin varligina ulasmislar ve modelin
evrenselligine iliskin kanit saglamislardir.

Genel olarak, bes faktorden olusan kisilik 6zelliklerinin iyi olusu yordadigi
bildirilmistir (Diener et al., 2003; Ryff and Keyes, 2002). Bu baglamda, benlik
tiplerinin yam sira kontrol amaclh olarak bes faktorden olusan kisilik ozellikleri

calismada kullanilmistir.

Calisanlarin iyi Olus Diizeyleri Acisindan s Ortamindaki Olasi

Etmenler

Algilanan Is Ortami ve Calisanlarin Iyi Olus Durumlar:

Daha 6nce belirtildigi gibi algilanan i ortami bu ¢aligmada iki temel boyut
ile sinirlandirilmistir. Bunlardan birincisi ortamin 6zerklik destegi ve ikincisi ise
ortamin iliskilik destegidir. Bunun disinda, Temel Ihtiyaclar Kuram tarafindan
onerilen {i¢ temel ihtiyacin orgiitsel ortamda tatmin edilme diizeyleri de ¢alismaya
dahil edilmistir. Algilanan 6zerklik destegi boyutu ve onun hem ihtiya¢ tatamini
ve hem de calisanlarin iyi olus diizeylerine etkisi Ozgiir frade Kurami’min is
hayatina uygulandigi calismalarda siklikla calismis olmasina (6rnegin, Ilardi,
1993) ragmen algilanan iligkilik destegi boyutunun bu degiskenler iizerindeki
etkisi ilk kez bu caligma ile test edilmistir.

Ozgiir Irade Kurami’'nmi temel alan caligmalar genel olarak kuramin
onermelerini  desteklemistir. Ornegin, Deci ve digerleri (1989) ozerkligi
destekleyen is ortaminin calisanlarin algilari, duygu ve doyum diizeylerini
etkileyecegini ve bunun da calisanlarin temel psikolojik ihtiyaglarini
karsilamalarina ve isleri hakkindaki tutumlarini olumlu olarak etkileyecegini
onermislerdir. Beklendigi gibi, 6zerkligi destekleyen is ortaminin calisanlarin
temel psikolojik ihtiyaclar ile ilgili doyum diizeylerini artirdifi ve bunun da
calisanlarin iyi olus diizeyleri ve cesitli olumlu is sonuglarin1 da etkiledigi
bulunmustur (Baard ve digerleri, 2004; Deci ve digerleri, 1989).

Diger bir calismada, Ilardi ve digerleri (1993) iicret ve is statiisii
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degiskenleri kontrol edildikten sonra ozerklik, iliskilik ve yeterlik ihtiyaglarinin
tatmininin calisanlarin i performanslarini, is doyumlarmi ve psikolojik
uyumlarini olumlu olarak etkiledigi bulunmustur. Yine, daha topluluk¢u bir
kiiltire sahip olan Bulgaristan ve bireyci kiiltiire sahip oldugu bildirilen
Amerika’da yiiriitiilen karsilastirmali calismalarda her iki 6rneklemde de 6zerklik
destegi algisinin ihtiya¢ tatminini artirdigl ve bunun da algilanan kaygiy1 azaltip is
performansi artirdigi bulunmustur (Deci ve digerleri, 1994).

Genel olarak bu c¢alismada Dengeli Ayrisma Biitiinlesme Modeli
cercevesinde hem ortamin Ozerklik desteginin hem de iliskililik desteginin
calisanlarin 1yi oluslarini ve ihtiya¢ tatminleri olumlu olarak etkileyecegi
varsayllmistir. Boylelikle, onceki calismalardan farkli olarak iliskilik destegi

boyutu da algilanan ortam 6zelligi olarak dahil edilmistir.

Algilanan Liderlik ve Calisanlarin Iyi Olus Durumlari

Bu calismada, algilan is ortami Ozellikleri ile paralel olarak, algilan lider
davraniglart o6zerklik ve iliskililik destegi boyutlar1 iizerinden incelenmistir.
Gilbreath ve Benson (2004) lider davranis1 ve ¢alisan iyi olusu arasindaki iliskiyi
inceleyen calismalarin 1970’11 yillarda basladigini bildirmektedir. Liderin 6zerklik
desteginin etkileri 6zellikle son yillarda Ozgiir irade Kurami cergevesinde test
edilmistir (6rn., Baard ve digerleri, 2004). Iliskilik desteginin iyi olus iizerindeki
etkisi, daha once de belirtildigi gibi, kuramin test edildigi bu ¢alismalarda 6zerklik
destegi ile birlikte calisiilmamistir ancak baska calismalarda yakin kavramlarla
(6rn, sosyal destek) incelenmistir.

Sparks ve digerleri (2001) yonetim baskisinin calisanlarin iyi oluslarini
olumsuz olarak etkiledigini, diger yandan etkili iletisimin iyi olus i¢in onemli bir
faktor oldugunu bildirmislerdir. Benzer sekilde, Keyes ve digerleri (2000)
kisitlayic1 baskinin calisanlarda olumsuz duygulara ve istemeyen sonuglara yol
acacagin belirtmektedirler. Seltzer ve Numerof (1988) liderler calisanlart ile
ilgilendiklerinde, calisanlarin daha diisilk tiilkenme diizeyi bildirdiklerini

bulmugstur. Dierendonck ve digerleri (2004) giiven, geribildirim gibi faktorler
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tarafindan olusturulan destekleyici liderligin ¢alisanlarin iyi oluslartyla olumlu
olarak iliskili oldugunu bulmustur.

Richer ve Vallerand’in (1995) calismasinda hem lider hem de calisanlarin
ozelliklerinin etkilesiminin igsel ve digsal motivasyon iizerindeki etkisi
calisilmistir. Sonuglara gore, yliksek kendi belirleme (high self-determination)
diizeyine sahip calisanlarin diisiik kendi belirleme diizeyine sahip calisanlara gore
daha fazla icsel motivasyona sahip olduklari bulunmustur. Ote yandan, yiiksek
kendi belirleme diizeyine sah,p c¢alisanlar, diisiik gruptakilere gore, cezalandirici-
kontrol ortam Ozellikleri altinda liderlerini daha fazla kontrol edici olarak
algilamislardir. Goriildiigi gibi, hem ortamin hem de kisilik 6zelliklerinin
etkilesimi is olus ve diger is sonuclar iizerinde etkili olabilmektedir.

Son olarak, Baard ve digerleri (2004) ise daha fazla 6zerklik nedensellik
yonelimine sahip olan calisanlarin ve is ortaminda algilanan lider 6zerklik
desteginin birbirinden bagimsiz olarak isyerinde temel psikolojik ihtiyaclar
karsilama diizeyini artirdigim1 ve bunun da dolayisiyla calisanlarin psikolojik

uyumlarini artirdigini bulmustur.

Tiirk Kamu ve Ozel Sektor Orgiitlerinin Genel Ozellikleri

Genel olarak ekonomik ve yonetsel anlamda, kamu sektorii mallarin ve
hizmetin devlet tarafindan yiiriitiilen kismini ve diger taraftan, 6zel sektorii ise kar
amaci giiden ve devlet tarafindan kontrol edilmeyen kismini tanimlamaktadir
(Wikipedia, 2007). Ozel sektor orgiitleri genel olarak daha az biirokratik, daha az
bicimsel, daha fazla rekabete dayali ve daha fazla 6zerklik destegine sahip olarak
nitelenebilir (Ornegin, Aycan ve Kanungo, 1996; Bourantas ve Papalexandris,
1999).

Tiirk kamu orgiitleri biiyiik, temel olarak hiyerarsik, biirokratik yapilar
olarak tanimlanmaktadir (Ates, 2004). Diger taraftan, Tiirk 6zel sektor orgiitleri
ise genelde aileler tarafindan yiiriitiilen, daha yaratic1 ve adapte olabilen yapilar
olarak nitelendirilmektedir (Ates, 2004). Pasa ve digerleri (2001) ozel sektor
orgiitlerinde toplulukgulugun yaygin bir deger oldugunu bildirmektedirler. Ancak,
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kamu sektorii orgiitleri bu ¢alismaya katilmadig: icin bu anlamda bir kiyaslama
yapilamamistir. Yine de, genel toplumsal kiiltiir diistiniildiigiinde topluluk¢ulugun
kamu orgiitlerinde de 6nemli bir deger boyutu olmasi beklenebilir.

Genel olarak degerlendirildiginde, bu calismada, kar amacgh ve devlet
kontrolii altinda olmayan orgiitler olarak 6zel sektor Orgiitlerinin yenilige daha
acik, daha esnek, bu anlamda calisanlart giidiilemek icin 6zerklik ve iligki

destegini daha fazla kullanabilen yapilara sahip oldugu varsayilmstir.

Arastirma Sorulari

Arastirmanin birinci sorusu ile algilanan is ortami ve liderin sagladigi
ozerklik ve iligkililik algisinin benlik tipine gore degisip degismedigi
aragtirilmugtir. Ilgili literatiire dayanarak, kendilesmis benlik yonelimi sahip
katilimcilarin daha fazla 6zerklik destegi, Ote yandan iliski yonelimine sahip
katilimcilarin daha fazla iliski destegi algilayacaklari beklenmistir.

Arastirmanin ikinci sorusu isyerinde psikolojik ihtiya¢ tatmini (6zerklik,
iliskililik ve yeterlik ihtiyac1) ve iyi olus (psikolojik iyi olus ve yasam doyumu)
diizeyinin benlik tipine gore degisip degismedigi arastirllmistir. Kendilesmis
yonelime sahip katilimcilarin digelerine gore daha fazla 6zerklik ihtiyac: tatmini
diizeyine sahip oldugu, iliski yonelimine sahip katilimcilarin digerlerine gore daha
fazla iligski ihtiyaci tatminine sahip oldugu beklenmistir. Yeterlik ihtiyaci igin
herhangi bir beklenti olusturulmamistir. Diger yandan, iliski yonelimine sahip
bireylerin daha yasam doyumuna sahip olacag diisiiniilmiistiir. Son olarak dengeli
benlik tipine sahip katilimcilarin dengesiz benlik tipine kiyasla daha fazla ihtiyag
tatmini ve iyi olus diizeyine sahip olacaklar1 beklenmistir. Hem birinci hem de
ikinci arastirma sorusu i¢in benlik tiplerinin disinda sektor tipi (kamu-6zel) ve
cinsiyet ve bunlarin benlik tipiyle etkilesimlerinin etkisi de bagimsiz degiskenler
olarak dahil edilmistir. Burada, cinsiyet degiskeni ile ilgili herhangi bir beklenti
yapilmamis ancak 6zel sektor orgiitlerinde ¢alisan katilimcilarin kamu sektoriinde
calisan katilimcilara kiyasla daha fazla 6zerklik ve iligkilik destegi algilayacaklar

varsayillmistir.
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Aragtirmanin {igiincii sorusu ile isyerinde psikolojik ihtiya¢ tatmini
yordayan en Onemli degiskenler incelenmistir. Demografik degiskenler (yas,
deneyim, sektor tipi, egitim diizeyi, medeni durum, iicret tatmini), kisilik
ozellikleri (disadoniikliik, yenilige aciklik, sorumluluk sahibi olmak, duygusal
istikrar ve uyumluluk), iliskisel yonelim, kendilesme yonelim, liderin ve ortamin
algilanan oOzerlik ve iligkililik destegi arasinda isyerinde psikolojik ihtiyag
tatmininin (6zerklik, iligkililik ve yeterlik ihtiyaci) en iyi yordayicilari hangileri
oldugu incelenmistir.

Dordiincii arastirma sorusu ile ise demografik degiskenler (yas, deneyim,
sektor tipi, egitim diizeyi, medeni durum, iicret tatmini), kisilik Ozellikleri
(disadoniikliik, yenilige aciklik, sorumluluk sahibi olmak, duygusal istikrar ve
uyumluluk), iliskisel ve kendilesme yonelimleri, liderin ve ortamin algilanan
ozerlik ve iliskililik destegi, isyerinde psikolojik ihtiya¢ tatmininin (6zerklik,
iliskililik ve yeterlik ihtiyac1) arasinda iyi olus (yasam doyumu ve psikolojik 1yi

olus) diizeylerinin en iyi yordayicilarinin hangileri oldugu incelenmistir.

Onerilen Modeller

Birinci 6nerilen modelde kendilesmis ve iliskisel yonelimlerin isyerinde
psikolojik ihtiyag¢ tatminini yordayacagi, onun da hem psikolojik iyi olusu hem de
yasam doyumunu yordayacagi varsayillmistir. Ayrica iliskisel yonelimin dogrudan
psikolojik iyi olus ve yasam doyumu yordayacagi ve diger taraftan kendilesmis
yoneliminde dogrudan psikolojik iyi olusu yordayacag varsayilmistir. Ug ihtiyac
tatmini ayri ayr1 degil, aralarindaki olasi birbirlerini tamamlayict iligki (6rn.,
Sheldon ve Niemic, 2006) nedeniyle birlestirilerek modelde kullanilmastir.

Ikinci modelde ise kendilesmis benlik yoneliminin algilanan ozerklik
destegini ve iligkililik yoneliminin ise algilanan iligkilik destegini yordayacaklari,
onlarin da temel psikolojik ihtiya¢ tatminini ve son olarak onun da her iki tip iyi
olusu yordayacaklar1 varsayilmistir. Burada, lider ve ortamin algilanan 6zerklik ve
iliskililik destegi birlestirilerek sirasiyla, ortamin ozerklik ve iliskililik destegi

olarak adlandirilarak kullamilmistir. Yine her iki benlik yOneliminin birinci
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modelde de oldugu gibi hem ihtiya¢ tatminini dogrudan yordayacaklar1 da
varsayillmistir. Bunun 6tesinde yine birinci modelde oldugu gibi, Ayrica iliskisel
yonelimin dogrudan psikolojik iyi olus ve yasam doyumu yordayacagi ve diger
taraftan kendilesmis yoneliminde dogrudan psikolojik iyi olusu yordayacagi
varsayillmistir.

Ikinci model hem tiim calisanlar icin hem de kamu ve ozel sektor

caligsanlari i¢in ayr1 ayrn test edilmistir.

Yontem

Katilimcilar

Calismaya katilan 383 calisandan (154 kadin ve 229 erkek), 192’si kamu
sektoriinde 191’1 6zel sektoriinde ¢alismaktadirlar. Katilimcilarin yas ortalamast
34.48 ve is deneyimi ortalamalart 11.27 yildir. Katilimeilarin ¢ogu (%65,3)
tiniversite mezunudur. 219 calisan evli 155 calisan ise bekar oldugunu
bildirmistir. Kamu kesimi ¢alisanlarindan (58 kadin ve 134 erkek) yas ortalamasi
36.02 ve is deneyimi ortalamasi 12.54 yildir. Ozel kesim calisanlarmin (96 kadin
ve 95 erkek) yas ortalamasi 32.95 ve deneyim ortalamasi 10 yildir. Veriler,

degisik alanlarda faaaliyet gosteren 118 farkli orgiitten toplanmustir.

Kullanilan Olgiim Araclan

Calismada, Dengeli Ayrisma Biitiinlesme Olcegi (Imamoglu, 1998),
Isyerinde Temel Ihtiya¢ Tatmini Olgegi (Ilardi ve digerleri, 1993), Algilanan
Lider Ozerklik ve Iliskililik Desteklemesi Olcegi (GLOBE’dan adapte edilen
maddeler, Pasa ve digerleri, 2001), Algilanan Ortam Ozerklik ve iliskililik
Desteklemesi Olgegi (Imamoglu, 2006), Yasam Doyumu Olgegi (Diener ve
digerleri, 1985), Coklu Psikolojik Iyi Olus Olgegi (Ryff, 1989), Bes Faktor Olgegi
(Goldberg ve Somer, 1999°dan adapte edilmistir), is ve iicret doyumu (Imamoglu,
2006) ile ilgili maddeler kullanilmistir.

Tim oOlcekler 5’li Likert 0Olgegi lizerinden yanitlanmistir. 1 hic
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katilmiyorum iken 5 ise tamamen katiliyorum diizeyini ifade etmektedir.
Katilimcilar aragtirmaci yanlarinda iken ya da e-posta ile kendilerine iletilen
anketleri doldurup arastirmaciya gondererek yanitlarimi bildirmislerdir. Genel
olarak, kullanilan olgeklerin i¢ tutarlik ve faktor analizi sonuglari tatmin edici

bulunmustur.
Bulgular

Birinci ve ikinci arastirma sorusunu test etmek icin ANOVA (Tek Yonli
Varyans Analizi) ve ilgili durumlarda ileri analiz olarak Tukey HSD post-hoc
teknigi kullanilmistir. ANOVA icin, dort tip benlik kurgusu tipi iliskisel ve
kendilesme yonelimlerinin diisiik ve yiiksek gruplarini her bir yonelimin medyan
degerlerini (sirasiyla 4.13 ve 3.42) kullamlarak olusturulmustur. Uciincii ve
dordiincii arastirma sorusu ise Once korelasyon analizleri ve daha sonra ¢ok
degiskenli regresyon analizleri kullanilmistir. Son olarak Onerilen modeller
LISREL programi kullanilarak Yapisal Esitlik Modeli (Structural Equation
Modelling) ile test edilmistir.

Birinci ve ikinci arastirma sorular1 icin ANOVA sonuglarina gore cinsiyet
degiskeninin hem temel etkisi hem de benlik tipiyle etkilesimi anlamli ¢ikmadigt

icin bu yiizden ilgili analiz sonuclarindan ¢ikarilmastir.
Birinci Arastirma Sorusuna ait Bulgular

Birinci arastirma sorusu kapsaminda is ortaminin algilanan iliskililik
destegi icin 2 (sektor: kamu-6zel) x 4 (benlik kurgusu tipi: iligkili-kendilesmis,
iligkili-kaliplasmis,  kopuk-kendilesmis, ve kopuk-kaliplasmis) ANOVA
yapilmistir. Elde edilen bulgulara gore benlik tipi (F (3, 380) = 9.79, p<.001; 77,,2
=.07) ve sektor (F (3, 380) = 11.06, p<.001; 77,,2 =.03) degiskenlerinin hem temel
etkileri hem de etkilesimleri (F (3, 380) = 2.82, p<.05; 77,,2 =.02) anlaml1 ¢ikmistir.
Tukey HSD teknigi ile elde edilen sonuglara gore, kopuk-kendilesmis olan

katilimcilarin iligkili-kendilesmis ve iliskili-kaliplagsmis katilimcilara kiyasla orgiit
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ortaminda daha az iliskililik destegi algiladiklart bulunmustur. Ayrica, kamu
kesimi calisanlarinin Orgiitlerini 6zel sektor calisanlarina gore daha az iligkililik
destegine sahip olarak algiladiklar1 goriilmiistiir. Etkilesim ile ilgili en dikkat
cekici bulgu ise kopuk-kendilesmis ve iliskili-kendilesmis katilimcilarin kamu
sektoriine kiyasla ozel sektdr organizasyonlarinda anlamli olarak daha fazla
iliskililik destegi algilamalar1 olmustur.

Is ortaminin algilanan ozerklik destegi icin 2 (sektor: kamu-ozel) x 4
(benlik kurgusu tipi: iliskili-kendilesmis, iliskili-kaliplagsmis, kopuk-kendilesmis
ve kopuk-kaliplasmis) ANOVA yapilmistir. Elde edilen bulgulara gore benlik tipi
(F (3, 380) = 4.42, p<.01; 77,,2 =.03) ve sektor (F (3, 380) = 12.76, p<.001; 77,,2
=.07) degiskenlerinin hem temel etkileri hem de etkilesimleri (F (3, 380) = 3.17,
p<.05; 77,,2 =.03) anlamli ¢ikmistir. Tukey HSD teknigi ile elde edilen sonuglara
gore, kopuk benlik tipine sahip katilimcilarin iligkili-kaliplagsmis benlik tipine
sahip katilimcilara kiyasla daha az orgiitsel oOzerklik destegi algiladiklar
bulunmustur. Yine, kamu kesimi calisanlarinin 6zel sektor ¢alisanlarina gore daha
az oOzerklik destegi algiladiklar1 bulunmustur. Etkilesim ile ilgili sonuglar
incelendiginde, yine kopuk-kendilesmis ve iligkili-kendilesmis katilimcilarin
kamu sektoriine kiyasla 6zel sektor organizasyonlarinda anlamli olarak daha fazla
ozerklik destegi algiladiklar1 goriilmiistiir.

Liderin algilanan 6zerklik destegi icin 2 (sektor: kamu-0zel) x 4 (benlik
kurgusu tipi: iliskili-kendilesmis, iliskili-kaliplasmis, kopuk- kendilesmis, ve
kopuk-kaliplasmis) ANOVA yapilmistir. Elde edilen bulgulara gore benlik tipi (F
(3, 380) = 6.54, p<.001; 77p2 =.05) ve sektor (F (3, 380) = 11.23, p<.01; 77,,2 =.03)
degiskenlerinin temel etkileri anlaml1 ¢ikmis ancak etkilesimleri (F (3, 380) = .70,
p = .84) anlamhi ¢ikmamistir. Tukey HSD teknigi ile elde edilen sonuglara gore,
iliskili-kalipmis benlik tipine sahip katilimcilar kopuk benlik tipine sahip
katilimcilara kiyasla anlamli olarak daha fazla lidere ait Ozerklik destegi
algilamaktadir. Ayrica, 6zel sektor calisanlar1 kamu sektor ¢alisanlarina kiyasla
daha fazla lidere ait 6zerklik destegi algilamaktadirlar.

Liderin algilanan iliskililik destegi i¢in 2 (sektor: kamu-0zel) x 4 (benlik
kurgusu tipi: iliskili-kendilesmis, iliskili-kaliplasmis, kopuk- kendilesmis, ve
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kopuk-kaliplagsmis) ANOVA yapilmistir. Elde edilen bulgulara gore benlik tipi (F
(3, 380) = 6.21, p<.001; 77,,2 =.05) ve sektor (F (3, 380) = 11.48, p<.01; 77,,2 =.03)
degiskenlerinin temel etkileri anlamli ¢ikmis ancak etkilesimleri (F (3, 380)
=1.11, p = .84) anlamli cikmamustir. Tukey HSD teknigi ile elde edilen sonuclara
gore, iligkili-kalipmis benlik tipine sahip katilimcilarin kopuk benlik tipine sahip
katilimcilara kiyasla anlamli olarak daha fazla lidere ait iliskililik destegi
algiladiklar1 bulunmustur. Ayrica, 6zel sektor calisanlarinin kamu sektor
calisanlarina kiyasla daha fazla lider kaynakli iliskililik destegi algiladiklar

bulunmustur.
Ikinci Arastirma Sorusuna ait Bulgular

Is ortamindaki 6zerklik ihtiyaci tatmini icin 2 (sektor: kamu-6zel) x 4
(benlik kurgusu tipi: iliskili-kendilesmis, iliskili-kaliplagsmis, kopuk- kendilesmis,
ve kopuk-kaliplasmis) ANOVA yapilmistir. Elde edilen bulgulara gore benlik tipi
(F (3, 380) = 10.32, p<.001; 77,,2 =.08) ve sektor (F (3, 380) = 12.27, p<.01; 77,,2
=.03) degiskenlerin temel etkileri anlamli ¢ikmis ancak etkilesimleri anlamli
cikmamistir. Tukey HSD teknigi ile elde edilen sonuglara gore, iliskili-
kendilesmis benlik tipine sahip katilimcilarin kopuk benlik tipine sahip
katilimcilara kiyasla anlaml olarak daha fazla 6zerklik tatminine sahip olduklari
bulunmustur. Ayrica, 6zel sektor ¢calisanlarinin kamu sektorii ¢alisanlarina kiyasla
daha fazla 6zerklik tatmin diizeyine sahip olduklari bulunmustur.

Is ortamindaki iliskililik ihtiyaci tatmini icin 2 (sektor: kamu-ozel) x 4
(benlik kurgusu tipi: iliskili-kendilesmis, iliskili-kaliplasmis, kopuk- kendilesmis,
ve kopuk-kaliplasmig) ANOVA yapilmistir. Elde edilen bulgulara gore benlik
tipinin (F (3, 380) = 12.00, p<.001; 77,,2 =.09) temel etkisi anlaml1 ¢ikmis ancak
sektor tipinin temel etkisi ve etkilesimleri anlamli ¢ikmamugstir. Tukey HSD
teknigi ile elde edilen sonuglara gore, iliskili benlik tipine sahip katilimcilarin
kopuk benlik tipine sahip katilimcilara kiyasla anlamli olarak daha fazla iligkililik
tatmin diizeyine sahip olduklar1 bulunmustur.

Is ortamindaki yeterlik ihtiyaci tatmini icin 2 (sektor: kamu-ozel) x 4
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(benlik kurgusu tipi: iliskili-kendilesmis, iliskili-kaliplagsmis, kopuk- kendilesmis,
ve kopuk-kaliplasmig) ANOVA yapilmistir. Elde edilen bulgulara gore benlik
tipinin (F (3, 380) = 12.00, p<.001; 77p2 =.09) temel etkisi anlaml1 ¢ikmis ancak
sektor tipinin temel etkisi ve etkilesimleri anlamli ¢ikmamugstir. Tukey HSD
teknigi ile elde edilen sonuglara gore, iligkili benlik tipine sahip katilimcilar kopuk
benlik tipine sahip katilimcilara kiyasla anlamli olarak daha fazla yeterlik
tatminine sahip olduklarini bildirmislerdir.

Psikolojik 1yi olus degiskeni icin 2 (sektor: kamu-0zel) x 4 (benlik kurgusu
tipi: iliskili-kendilesmis, iliskili-kaliplasmis, kopuk-kendilesmis, ve kopuk-
kaliplasmis) ANOVA yapilmistir. Elde edilen bulgulara gore benlik tipinin (F (3,
380) = 25.27, p<.001; 77,,2 =.17) temel etkisi anlamli ¢ikmig ancak sektor tipinin
temel etkisi ve etkilesimleri anlamli ¢ikmamistir. Tukey HSD teknigi ile elde
edilen sonuclara gore, iliskili benlik tipine sahip katilimcilar kopuk benlik tipine
sahip katilimcilara kiyasla anlamli olarak daha fazla psikolojik iyi olus diizeyine
sahip olduklar1 bildirmislerdir.

Subjektif iyi olus degiskeni icin 2 (sektor: kamu-6zel) x 4 (benlik kurgusu
tipi: iliskili-kendilesmis, iliskili-kaliplasmis, kopuk-kendilesmis, ve kopuk-
kaliplasmis) ANOVA yapilmistir. Elde edilen bulgulara gore benlik tipinin (F (3,
380) = 17.36, p<.001; 77p2 =.12) temel etkisi anlamli ¢ikmis ancak sektor tipinin
temel etkisi ve her ikisinin etkilesimleri anlamli ¢itkmamistir. Tukey HSD teknigi
ile elde edilen sonuclara gore, iligkili benlik tipine sahip katilimcilarinin kopuk
benlik tipine sahip katilimcilara kiyasla anlamli olarak daha fazla subjektif iyi

olus diizeyine sahip olduklar1 bulunmustur.
Uciincii Arastirma Sorusuna ait Bulgular

Yapilan regresyon analizi sonucuna gore, oOzerklik ihtiyaci tatminin
yordayicilarinin iicret tatmin diizeyi (.11, p<.01), kendilesmis yonelim (.22,
p<.001), is ortaminda ozerklik (.31, p<.001) ve iliskililik destegi (.19, p<.001),
liderin iligkililik destegi (.17, p<.01) oldugu bulunmustur. Yeterlik ihtiyaci
tatmininin ise sorumlu sahibi olmak (.18, p<.001), deneyime acgiklik (.23, p<.001),
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iligkililik yonelimi (.18, p<.001), rtamin (.14, p<.05) ve liderin iligki destegi (.17,
p<.01), tarafindan yordandigi bulunmustur. Son olarak, iligkililik ihtiyaci
tatmininin uyumluluk (.17, p<.001), deneyime aciklik (.11, p<.01), iliskisel
yonelimi (.14, p<.01), is ortaminda 6zerklik (.10, p<.05) ve iliskililik destegi (.30,
p<.001) ve liderin iliskililik destegi (.23, p<.001) tarafindan yordandigi

bulunmustur.

Dordiincii Arastirma Sorusuna ait Bulgular

Yapilan regresyon analizine gore, psikolojik iyi olus disadoniiklik (.11,
p<.05), deneyime acgikhik (.12, p<.05), iliskisel yonelim (.21, p<.001),
kendilesmis yonelim (.18, p<.001), yeterlik tatmini (.18, p<.001) ve iligkililik
tatmini (.19, p<.001) tarafindan yordandigi bulunmustur. Yasam doyumunun
yordayicilarinin ise cinsiyet (-.16, p<.001), egitim diizeyi (.16, p<.001), medeni
durum (-.12, p<.01), iicret tatmini (.24, p<.001), sorumluluk sahibi olmak (.11,
p<.05), duygusal istikrar (.14, p<.01), iligkidrl yonelimi (.13, p<.05), liderin
iligkililik destegi (.23, p<.01), ve yeterlik ihtiyaci tatmini (.16, p<.01) oldugu

bulunmustur.

Birinci Modele ait Bulgular

Beklendigi gibi, iligkisel yonelim hem ihtiya¢ tatminini hem de her iki tip
olusu dogrydan yordamistir. Kendilesme yonelimi ise hem ihtiya¢ tatminini hem
de psikolojik iyi olusu dogrudan ve anlamli olarak yordamistir. Modelin ki-kare
ve diger uyum endeksleri incelendiginde ¢ok iyi diizeyde uyuma sahip oldugu

goriilmistiir.

ITkinci Modele ait Bulgular
Kamu kesimi calisanlar1 icin test edilen ikinci modelde, kendilesme
yoneliminin algilanan o6zerklik destegini yordamadigi goriilmiistiir. Bu yol

analizden cikarilmistir. Programin iirettigi Onerilere gore iliskisel yonelim
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algilanan Ozerklik destegini yordadigi goriilmektedir. Bu yol modele eklenerek
model test analize sokulmustur. Modelin son haline gore, iliskililik yonelimi her
iki cesit ortam destegini ve ihtiyac¢ tatminini yordamistir diger yandan, kendilesme
yonelimi ise ortam destegini yordamazken ihtiyac tatminini dogrudan yordamistir
Diger onerilen iligkiler beklendigi gibi ve birinci modelle tutarli bigcimde sonug
vermistir. Modelin ki-kare ve diger uyum endeksleri incelendiginde modelin iyi
diizeyde uyum gostedigi goriilmiistiir. Bunun 6tesinde, tiim katilimcilar icin test
eden model ait bulgularin ve kamu kesimi ¢alisanlar1 icin elde edilen modele ait
bulgularin ayni oldugu goriilmiistiir.

Ozel sektorde calisan katilimeilar icin test edilen modelde ise kendilesme
yoneliminin, beklendigi gibi, ozerklik destegini ve iliskililik yonelimin ise, yine
beklendigi gibi iliskililik destegini yordadig1 goriilmiistiir. Modelde onerilen diger
tim iliskiler dogrulanmis ancak yalnizca iligkililik yoneliminin dogrudan ihtiyag
tatmini yordamadigi bulunmustur. Modelin ki-kare ve diger uyum endeksleri

incelendiginde iyi diizeyde uyum gostedigi goriilmiistiir.

Tartisma

Algilanan Orgiit Ortami ve Iyi Olus Acisindan Benlik Tipine Iliskin
Farkliliklar

lliskisel ve kendilesme yonelimlerinin ihtiya¢ tatminini yordadig
bulunmustur. Bunun 6tesinde iligkisel yonelimi her iki tip iyi olusu ve kendilesme
yonelimi ise psikolojik iyi olusu anlamli olarak ve dogrudan yordamistir. Her iki
benlik yoneliminin ayn1 zamanda ihtiyag¢ tatmini iizerinden de her iki tip iyi olusu
yordadig1 goriilmiistiir. Iliskisel yonelimi ve yasam doyumu arasindaki iliski
Imamoglu (2003) ve Imamoglu ve Karakitapoglu-Aygiin (2007) tarafindan
bildirilen iligkisel yoneliminin duygusal alani temsil ettigi yoniindeki bulgu ve
yorumlari desteklemektedir.

Benlik kurgusu tipleri ile ilgili olarak ise iliskili-kaliplasmis benlik tipine

sahip katilimcilarin hem ortam hem lider kaynakli daha fazla iligkililik ve 6zerklik
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destegi algildiklar1 bulunmustur. Ayrica, iligkili benlik tipine sahip katilimcilarin
daha fazla ihtiya¢ tatmini ve iyi olus diizeyine sahip olduklar1 bulunmustur.
Kiiltiirler aras1 arastirmacilar Tiirkiye’yi kollektivist bir kiiltiir olarak tanimlamay1
siirdiirmektedirler (6rn., Caldwell-Harris & Ayc¢icegi, 2004; Wasti, 2002). Denge
Modeli’ne gore de iligkili-kaliplagsmis benlik tipi kalipyargisal olarak kollektivist
kiiltiirlerde goriilen benlik tipini karakterize etmektedir (Imamoglu, 2003). Genel
kiiltiirel yap1 ile benlik tipinin uyumunun psikolojik saglik acisinindan olumlu
sonuglara neden oldugu belirtilmektedir ve bu goriis ¢esitli arastirma sonuglari ile
de desteklenmistir (6rn., Caldwell-Harris & Aycicegi, 2004; Lu, 2006). Bu
baglamda, ozellikle iliskili-kaliplagsmis, ve genel olarak iliskili benlik tipine sahip
katilimcilarin bildirdikleri daha olumlu sonuglar kiiltiirel-uyum literatiirii ile
ortiismektedir.

Ayrica, iligkisel yonelimine sahip olmak cesitli aragtirmalarda daha cok
doyum diizeyine ve ortamsal kosullardan memnun olmakla iligkili bulunmustur
(6rn., Imamoglu, 2003; Imamoglu ve Giiler-Edwards, 2007; Imamoglu ve
Imamoglu, 2007). Bu anlamda da, ilgili bulgular iliskisel yoneliminin genel

olumlu bakis agisin1 yansitiyor goriinmektedir.

Sektor Tipine Iliskin Farkhiliklar

Kamu sektorii orgiitlerinde, iligskisel yonelimin hem o6zerklik hem de
iliskililik destegini yordadig: diger taraftan, 6zel sektor orgiitlerinde ise iliskisel
yonelimin iligkilik destegini ve kendilesme yoneliminin ise 6zerklik destegini
yordadigr bulunmustur. Kamu orgiitlerine ait bulgularda, her iki tip benlik
yoneliminin temel ihtiya¢ tatminini dogrudan yordadigi goriilirken 6zel sektor
Orgiitlerine ait bulgulara gore yalmzca kendilesme yonelimi temel ihtiyag
tatminini dogrudan yordamistir.

Genel olarak, kamu kesimi orgiitleri 0zel sektor orgiitlerine gore daha az
iliskilik ve ozerklik deste§ine sahip ve oOzerklik ihtiyaci tatmin edici olarak
algilanmiglardir. Diger taraftan, kamu oOrgiitlerinde iligkili benlik tipine sahip

katilimcilarin hem 6zerklik hem de iliskililik destegi ile ilgili olarak daha olumlu
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goriiglere sahip olduklari bulunmustur. Bu durum, daha 6nce de belirtildigi gibi,
iliskisel yonelime sahip bireylerin genel olumlu bakis acilar ile iligkili olabilir
(6rn., Imamoglu, 2003, Imamoglu & Giiler-Edwards, 2007). Diger taraftan,
kendilesmis benlik tipine sahip katilimcilar kamu sektorii orgiitlerine kiyasla 6zel
sektor oOrgiitlerinde anlamli olarak daha fazla iliskilik ve oOzerklik destegi
algilamaktadirlar. Bu bulgular 1s18inda, genel olarak kendilesmis benlik tipine
sahip calisanlarin ve Ozellikle de iliskili-kendilesmis benlik tipine sahip
calisanlarin 6zel sektor oOrgiitlerinde calismaya daha uygun olduklarn ileri
stiriilebilir.

Sektor tipine ait bulgular, sektorlerin karakteristik o6zelliklerine ait
farkliliklardan da kaynaklanmis olabilir. Soyle ki, hatirlanacag: gibi kamu sektorii
orgiitleri genel olarak biirokratik ve hiyerarsik, var olan diizeni devam ettirmek
isteyen bir yapiya sahip olarak nitelendirilirken 6zel sektor orgiitleri ise goreceli
olarak yenilige acgik, yaratici, degisimi kabul eden yapilar olarak bildirilmistir

(6rn., Ates, 2004). Bulgular genel olarak bildirilen farklarla tutarli goriinmektedir.

Tiirk Calisanlarin Psikolojik Iyi Olus ve Yasam Doyumu Diizeylerini

Yordayan Etmenler

Genel olarak, iliskisel ve kendilesme yonelimlerinin psikolojik iyi olusu
yordadig bulunmustur. Iliskisel yonelim ise aym zamanda yasam doyumunu da
yordamistir. Diger yandan, temel ihtiya¢ tatmininin her iki tip iyi olusu da
yordadigir bulunmustur. Her iki tip benlik yonelimi ihtiyac tatmini ilizerinden de
her iki tip iyi olusu yordamistir.

Her iki benlik yoneliminin ve temel ihtiya¢ tatminin (6zellikle yeterlik ve
iligkilik tatmini) psikolojik iyi olus diizeyinin en iyi yordayicilart oldugu
bulunmustur. Bulgular hem Denge Modeli’nin hem de Ozgiir irade Kurami’nin
onermelerini desteklemistir. Hatirlanacagi gibi, literatiirde bireysel farkliliklar
acisindan psikolojik iyi olusun en iyi yordayicilar1 bes faktor kisilik 6zellikleri
oldugu bulunmustu (6rn., Schumutte ve Ryff, 1997). Bu calismada, bes faktor

kisilik ozellikleri kontrol edildikten sonra bile benlik yonelimlerinin ve ihtiyag

215



tatmininin psikolojik 1yi olus diizeyinin en giiglii yordayicilar1 oldugu
bulunmustur. Ote yandan, disadoniikliik ve deneyime aciklik goreceli olarak daha
diisiik diizeyde ve olumlu olarak psikolojik iyi olusu yordamiglardir.

Yasam doyumunun ise iliskisel yonelimi ve ihtiyac tatmini disinda bagka
faktorler tarafindan da yordandigr bulunmustur. Calismanin bulgularina gore,
kadin, bekar, daha yiiksek egitim ve licret tatminine sahip, daha fazla sorumluluk
ve duygusal istikrar sahibi katilimcilarin daha fazla yasam doyumuna sahip
olduklar1 bulunmustur. Yasam doyumu ve psikolojik iyi olusu yordayan etmenler
arasindaki bu farkliligin temelinde, yasam doyumunun kisilerin kendi degerleri
cercevesinde olusturduklar1 standartlar ile degerlendirilmesi (6rnegin, Diener,
Sapyta, & Suh, 1998), 6te yandan psikolojik iyi olusun ise Onceden belirlenmis
olan alt1 alt boyut iizerinden degerlendirilmesi yatiyor olabilir. Yagsam doyumu ile

ilgili bulgular literatiir ile tutarli goriilmektedir (6rn., Oishi ve digerleri, 1999).

Genel Tartisma ve Calismanin Katkilar

Oncelikle, Denge Modeli’'nde o6nerilmis benlik yonelimleri ve benlik
kurgusu tipleri ilk kez orgiitsel alanda test edilmis ve hem c¢alisanlarin iyi olus
diizeylerini hem de 1yl olusu diizeyini yordayan diger etmenleri yordadiklari
bulunmustur. Bulgular hem kiiltiirel-uyum fenomeniyle tutarli sonuclar veriken
hem de Denge Modeli’nin onermeleri ile tutarli olarak her iki benlik yoneliminin
1yi olus ve optimal fonksiyon i¢in 6nemini desteklemistir. Bulgular ayrica, Denge
Modeli cercevesinde her iki yonelimin de evrenselligine de kanit saglanmustir.

Ikinci olarak, Ozgiir Irade Kurami, bilindigine gore, ilk kez bir Tiirk
orneklemi iizerinde test edilmistir ve kuramda ileri siiriildiigii gibi temel ihtiyag
tatmininin iyi olus diizeyini yordadigim goriilmiistiir.

Bu calismada, ayrica, Ozgiir Irade Kurami c¢ercevesinde yapilan
caligmalardan farkli olarak hem iliskisel benlik yoneliminin hem de ortamin
iliskilik destegininin ¢alisanlarin iyi olus diizeyleri {izerindeki etkileri incelenmis
ve hem bireysel hem de ortam 0Ozelligi olarak iliski boyutunun Onemi

desteklenmistir.
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Calismanmin Stmirhiliklar: ve Gelecek Calismalar icin Oneriler

Calismanin bulgularinin, hem diger kiiltirlerde hem de farkli ozellige
sahip baska Tiirk orneklemleri ile test edilmesi, bulgularin genellenilebilmesi icin
onemlidir. Yine, bildirilen Kkiiltiir ici farkiliklar da farkli ozelliklere sahip
orneklemlerde degisim gosterebilir. Bu ¢aligmanin bulgular1 sadece katilimcilarin
algilamalarma dayanmistir. Bu durum arastirmanin simirhiliklart  arasinda
degerlendirilmistir.

Calismada kullanilan is ortami1 ve bireysel farkililik ile ilgili degiskenlerin
isle ilgili cesitli sonuglar (6rnegin, is doyumu, tilkenme, icsel motivasyon, orgiitsel

baglilik gibi) lizerindeki etkileri gelecekteki ¢aligsmalar ile test edilebilir.
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