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Preface

The concepts of leadership and communication can be considered as the most
dynamic two concepts of organizational behavior. These two concepts can be
regarded as the two sides of a coin. Leaders motivate their followers by effectively
using communication process. Thus, communication is an indispensable element of
leadership.

Leadership is present both at group and enterprise level. Groups and enterprises
can achieve their goals thanks to their leaders. The enterprises become successful
thanks to their leaders and make a difference from other enterprises. Success and
effectiveness of enterprises in today’s globalizing world depends on the potential of
their leaders. Since majority of enterprises understood the importance and power of
leadership, they make their managers or manager candidates to receive leadership
training and thus contribute to the leadership development.

On the other hand, it can be stated that the leaders who use and manage
communication well become more successful. It can be stated that the leaders
who accurately and appropriately explain group members what they should do
will be successful. It can be stated that the leaders who recognize their members
thanks to communication process will assign tasks to appropriate and correct
people.

A review of the literature revealed that interaction between leadership and
communication has not been studied much in Turkey. As a result, it can be stated
that this book, although partially, will contribute to the related literature.

In this book, the concepts of leadership and communication were tried to be
explained through literature knowledge. Definitions and models about the concepts
were explained. An empirical study was carried out on employees working in glass,
textile, and apparel sectors. The aim of the study was to determine the views of the
employees working in the mentioned sectors on leadership behavior types and the
method of establishing communication of their manager.

Edirne, Turkey Agah Sinan Unsar
November 2013






Introduction

Leadership is one of the most important concepts of today. Considering that there is
a managed group and managers both in societies and enterprises, it is observed that
leadership, which is one of the most important elements of management, gains
prominence. Like in every era, humans always needed and will need a leader when
they come together. The method of managing humans in an effective and efficient
manner depends on leadership process. Groups and societies feel secure thanks to
their leaders, and thus they become more successful. A leader enables communities
to follow the right path confidently and safely. In addition, the efforts of the leader
to establish and shape future are of great importance.

It may be said that the concept of leadership is as old as history of humanity.
After mankind and groups and societies of mankind showed up, the need to affect
and lead these masses arose, as well. In the places where societies or groups live, it
is needed to leaders who will lead the individuals to certain purposes and aims. The
need for effective leaders is increasing day by day in economic, social, political,
and business world. Major leaders play such a significant role in business world that
they could make a firm, which was on the brink of bankruptcy or went on bankrupt,
one of the leading firms of the sector. When the groups are not diverted to a certain
place, the power and energy of the group is wasted. Therefore, leaders are the
individuals who lead the energy of the groups consisting of people in line with
certain ambitions. Individuals in some group are ordinary people, and they do not
draw any attention while some individuals affect other people with their character-
istics in such a way that they come out as the leader of that group. Moreover, leaders
can be seen as individuals who raise awareness about the features of conditions on
which their subordinates take place and these leaders lead the subordinates in which
way they should act.

Today, leadership is such a popular concept that lots of studies are being carried
out, conferences are being held, articles are being written, books are being issued, and
institutes are being established about this concept. Thus, it is tried to enlighten the
structure and context of leadership much more and put forth its unknown aspects.
Furthermore, teachable aspect of leadership is being established in academic sense, as
well. On the other hand, there is a comprehensive literature regarding this topic.
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viii Introduction

Every individual may possess the potential of a leader. However, there is a
difference between possessing it and revealing it. It can be said that leadership is an
innate feature and it can be developed through training and teaching. For instance, a
person who does not have a fine ear for music probably will not be able to play the
violin perfectly no matter how much violin lesson he/she takes. Similarly, a person
who does not possess the leadership trait will not be able to be a real leader no
matter how much he/she gets training and teaching. Therefore, it can be stated that
leadership is based on the artistic aspect and is developed with academic support.

Leadership is a social process. It necessitates communication and interaction
with people and groups. The leader starts to be shaped and determined after people
and group members realize each other. Leaders play significant roles in the amend-
ment and development of especially societies and establishments. Therefore, lead-
ership has a social mission, as well. It can be evaluated that the biggest dream of
leaders is to move a society or an establishment to better places.

When it is considered that communication starts after two individuals realize each
other, it is seen that this concept is also as old as history of humanity. It can be said that
the communication from past to present has undergone radical changes only structur-
ally. Communication is an indispensable process both in society and group life.

Communication plays a crucial role in the whole coordination of departments in
establishments so as to reach their purposes. The world has turned into a small
village thanks to the radical changes in communication technology. An event
occurring at any place of the world can be heard in 10-15 min by the other
countries. Thus, communication technology proceeds at an unprecedented pace.
As a result, establishments and leaders benefit from this technology, as well.

Leaders should establish good communication with their subordinates in order to
be effective. Actually, the success of a leader is related with the quality of
communication process he/she establishes with his/her subordinates. A leader
who effectively imposes the purposes or targets of the establishment to them and
who always communicates with them during the process of application shall be
successful. Therefore, those leaders who choose correct communication channel
and use it rationally may gain major advantages. On the other hand, it can be said
that leaders possessing the ability of establishing correct communication with
people can be more successful in affecting people. Basic communication process
is highly significant in motivating them and determining their problems.

In line with the above-mentioned evaluations, it was basically dealt with the
concepts of leadership and communication in this study. Within this scope, leader-
ship and communication role and importance were explained in order to put forth
context framework of the topic at first. Then, leadership theories and communica-
tion models were specified. The interaction of leadership and communication was
examined through explaining organizational communication and its tools. Conse-
quently, leadership behavior types and communication skills of administrators of
the employees working in glass, textile, and confection sectors were determined
and the relationship between socio-demographic variables of employees and lead-
ership behavior types and communication forms of the administrators were
examined.
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Chapter 1
Leadership

Leadership is one of the most important concepts of today. Considering that there is
a managed group and managers both in societies and enterprises, it is observed that
leadership, which is one of the most important elements of management, gains
prominence. Like in every era, humans always needed and will need a leader when
they come together. The method of managing humans in an effective and efficient
manner depends on leadership process. Groups and societies feel secure thanks to
their leaders and thus they become more successful. A leader enables communities
to follow the right path confidently and safely. In addition, the efforts of the leader
to establish and shape future are of great importance. This book firstly explains
basic concepts about leadership and leadership theories and then communication
and communication theories. Finally, it presents the study on this subject and the
results of the study.

1.1 The Concept of Leadership

The concept of leadership has been analyzed, discussed and studied from the past to
the present. A person, whom we call leader, is needed in any place where there are
people or certain groups. It can be stated that a person whom we call leader appears
in any place where there is a group of people. Considering that groups always need
an orientation, leaders had always been and will always be present. On the other
hand, it can be stated that every state and enterprise will create their own leaders
when appropriate conditions are formed.

It involves orientating the group to a previously determined aim and to use the
power of the humans in the groups at a certain direction in an effective and correct
manner. This can only be achieved by the leaders who know the group and
recognize the followers.

Analysis of the historical process from the past to the present reveals that certain
people differed from others and managed to lead masses of people. When we
analyze the historical process, we see political, military and social leaders who
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made their marks in history. The difference of leaders particularly arises in the
process of influencing their followers.

These leaders became the leaders of the mentioned societies as they differed
from other people in the society and they influenced other individuals due to their
superior characteristics. We can show Mustafa Kemal ATATURK, the founder of
Republic of Turkey, as an example of the mentioned leadership.

In addition, the fact that they showed different leadership behaviors at changing
conditions or displayed the leadership behavior required by the present situation
enabled them to appear as a leader.

Since understanding the concept of leadership involves a highly complicated and
emotional process, number of studies on leadership gradually increases. A reason
for this increase is that there is no clear definition for leadership; another reason is
that there are available factors to improve and evaluate the leaders to make them
more effective (Kesken and Ayyildiz 2008:730).

Today there is a need for leaders in this globalizing world in political, economic
etc. fields at national and international level. It can be stated that each organization
will create its own leader. In other words, a leader will appear in line with the
conditions and needs of the organization.

There is a growing need for effective leaders who will influence and motivate the
groups in organizations and enterprises and to enable them to progress in line with
their given objectives. There are many definitions and statements about leadership.
These definitions are sometimes similar or different. However, they were all made
to define a leader in the best manner. Some of these definitions are explained below.

Leadership is the process of orientating or effecting behaviors and activities of
other people by one person to fulfill predetermined objectives of a person or group
under certain conditions. It can be stated that a certain objective will be achieved as
a result of this process (Kogel 2005:583).

A leader is a member of a group who has the abilities of planning, organization,
convincing and motivation (Eren 2007:432).

Leadership is the process of supporting and influencing people with a stirring
and voluntary manner to fulfill predetermined objectives. It can be stated that
leaders will make their followers to achieve their aims by stirring them up
(Newstrom and Davis 2002:163).

Truman, one of the previous presidents of the United States, defined leadership
as the person who has the ability to make his/her followers ready to perform
behaviors that they don’t want to do. On the other hand, Eisenhover defined
leadership as the ability to decide on what to do and to make their followers be
willing to do that (Budak and Budak 2004:380).

A leader is a person who has good ideas on which everyone accepts and agrees;
who are followed by everyone and who has the power to realize an objective (Hogg
and Vaughan 2007:346).

Leadership is the art of making the followers to do things that they don’t want to
do and to manage to make them to be satisfied with what they had done (Bender
2000:15).
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People who have behaviors to enable job satisfaction and efficiency and the
ability of intercultural interaction are called leaders. Thus, it can be stated that
improving job satisfaction and efficiency of people working under one’s command
is an important characteristic of a leader (Uyargil et al. 2008:39).

Leadership can be defined as the process of orientating group activities based on
identification and improvement of group objectives (Tengilimoglu and Yigit
2005:377).

Leadership is a dynamic process and a situation related to communication
process, interpersonal behavior and motivation (Mullins 1996:246).

Leadership is a combination of ability and knowledge to gather a certain group
of people in line with certain aims and to motivate them to achieve predetermined
objectives (Eren 2003:525).

A leader is the person who can express that his/her instructions are a part of the
conditions and situations; who can consider the situation as a whole and who can
determine reciprocal interactions and dependencies within the complete in the best
manner (Baransel 1993:268).

Leadership is teaching, rearing, appointing, transferring, stirring up, giving
advice, coaching, protecting and observing (Karalar 2010:70).

A leader is the person, who integrates the efforts of people working in organi-
zations to fulfill predetermined objectives; who applies them; enables those people
to show all their skills and who orientates them to the vision in an effective manner
(Barutgugil 2004:488).

Based on the definitions and expressions above, it can be stated that leadership is
a power and process which is effective in motivating a certain group or society to
act at a certain direction. In addition, it can be stated that the leaders should be
aware of all their abilities that they will use to achieve their aims or the power that
have and should use this power and ability on the followers. In addition, we can
state that influencing, satisfying and leading followers are the common properties of
leadership process.

The concept of leader gains various meanings according to the context it is used.
For example, in military terms, a leader means the person who leads and com-
mands. In biology, leadership is a behavior specific to animals which leads animal
flock and regulates social relationships. Here, the leader has the abilities to move
quickly and fast. On the other hand, in the field of management, a leader means the
people who influence persons, groups and organizations and orientates them to a
certain objective (Aykan 2004:215).

Can a person born to be a leader? Can any person be a leader? Majority of
researchers agree with both. Thus, it can be stated that this question is constantly
discussed. Effective leaders are not born to be leaders or they did not become
leaders. They are born with certain leadership abilities and then improve these
abilities. If it was impossible to improve leadership abilities, important companies
would not spend millions of dollars to leadership trainings each year. On the other
hand, some researchers and experts report that a person is not born to be a leader;
that any person can certainly be a leader and that everyone has equal potential of
management. Legendary football coach Vince Lombardi stated that no one is born
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to be a leader and that a person can be a leader by making effort and by hard work.
In general terms, it can be stated that leadership is a mixture of certain intrinsic
characteristics specific to a person and knowledge acquired through education or
experience. In other words, leadership is a synthesis with an artistic and academic
aspect (Lussier and Achua 2010:9).

Humans can improve themselves in terms of leadership by seeking and acquiring
new experiences. Today, educators now pay more attention to arising needs and
demands towards leader training schools. Leadership courses and institutes are
gradually being included in the curricula of developing schools. Thus, it can be
stated that leadership has an academic aspect which is thought later (Ambrose
1991:118).

There are various types of leaders in leadership process. Leadership types
according to Max Weber are presented below (Ozsalmanli 2005:138):

o Charismatic Leader: a leader type prepared by economic, historical, traditional
and cultural conditions; who has intrinsic and revolutionary characteristics.

¢ Legal Leader: a leader type whose management power and authority towards
his/her followers is based on law.

* A leader type whose power is based on traditions.

1.2 The Difference Between a Leader and a Manager

Analysis of the concepts of leader and manager reveals that both concepts motivate
and orientate a certain group. Both concepts dominate communities or groups
consisting of a certain number of people. However, it cannot be stated that these
concepts have the same meaning. In other words, the concepts of leader and
manager do not have the same meaning. For example, in enterprises there are
people who have manager role, but who lack leadership characteristics; and the
people who have no manager role despite having leadership characteristics. In other
words, a person has the title of manager, however lacks the characteristics of a
leader; or a person has leadership characteristic but lacks the title of a manager
(Kocel 2005:584).

Leaders make effort to influence people; however managers work to ensure the
continuation of the structure and system. In other words, while the leaders make
effort to influence people, managers make effort to protect the existing organiza-
tional structure. The managers protect, but cannot change the existing aspect; but
the leaders have the power to influence their followers to a new direction. Thus, it
can be stated that managers have a static structure while the leaders have dynamic
structure (Maxwell 1999b:21).

Analysis power and high energy in practice play a determinative role in the
success of leaders. Some leaders gain prominence in terms of planning and follow-
up, however there is a matter in which a leader cannot lack: decision process. The
ability of quick decision making in a timely manner and under difficult conditions
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when required and bravery is the most important characteristic that distinguishes a
leader from a manager. It can be stated that real leaders are the people who can
make decisions quickly and accurately and can immediately apply these decisions
(Kozlu 2009:55).

In addition, a leader is the person who can predict the move a person will make
and behaves accordingly. Although they might not anticipate this situation, at least
they behave in favor of themselves. As a result, it can be stated that a leader should
have a high prediction and intuition power (Friedman 2009:30).

Managers make effort to deal with a complicated situation; their methods and
applications are mostly a reaction to the emergence of complex and huge organi-
zations in the past century. However, leadership involves the efforts to mostly deal
with change. As we previously stated, since leaders have a dynamic structure, they
make effort to constantly improve and change the existing situation and conditions
(Vural and Cogkun 2007:95-96).

While a manager is not necessarily accepted or behaviorally followed by the
people in the group; a leader is the person who is followed by all of the members in
the group. This difference depends on the acceptance of the members in the group
rather than authority. In addition, while a manager is a person who only solves
problems and makes decisions; a leader has the characteristics to address to the
needs of his/her followers and to satisfy their emotions. As a result, it can be stated
that a leader should constantly develop communication level with the followers. On
the other hand, to influence people, a leader should be in constant communication
with them (Erdogan 1997:332).

Effective leaders are specialized in coordination of team work, avoiding from
conflict that damages the organization, evaluating different perspectives and
achieving consensus. This specialization gives the leader the opportunity to develop
positive relationships in achieving his/her aims. It can be stated that leaders should
manage existing conflicts by establishing coordination between their followers like
a conductor (Acar 2002:56)

While some people are leaders due to their formal positions in an organization,
others are regarded as leaders as group members (their followers) respect them.
These two types are two common types of leadership which are termed as “on duty
leadership” and ““sudden emerging leadership” (Northouse 2010:5).

Sam Walton, the founder of Walmart, spent his time wandering in stores and
taking notes rather than sitting in president room and analyzing profit-loss tables.
As a result, he detected the problems in situ and listened to suggestions. Like the
proverb “Wandering fox is better than sitting lion” denotes, leaders should be
involved in working field and identify existing problems in situ instead of sitting
in their offices and waiting for problems. Managers don’t use or don’t want to use
their imagination much; however, a leader derives all his/her power from imagina-
tion (Tekin 2008:39).

Basic differences between a leader and a manager are presented in Table 1.1.
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Table 1.1 Basic differences between a leader and manager (Karalar 2010:109)

Leader Manager
Enjoys change Receives orders
Focuses on future, long-term and further Focuses on the present time, short-term and lower line
Performs the correct work Performs the works correctly
Gives importance to both emotion Gives more importance to cause than emotions
and cause
Takes risks Involves the risks

1.3 The Role and Importance of a Leader

Leadership creates a personnel philosophy which knows what to do and where to go
and which is aware of what one is doing. Organizations which lack a leader cannot
determine a mission, vision and goal for the future. The prerequisite of being living
organizations of future is to have a strong leader with a vision. If an enterprise lacks
a leader, organizations turn out to be only a heap of human and machine. It was
observed, heard or read that regardless of their positions, majority of leaders
managed to achieve superior success through plans or inspections with insufficient
or scarce possibilities. Selection of correct people, motivation techniques used in
orientating these people to tasks, evaluation process and abilities in development
are the factors that make leaders successful and important. Thus, it can be stated
that a leader should also be a good skill hunter (Bilgin et al. 2004:7).

Leadership is applied through character. Character is a factor that the followers
take as a model, mimic and try to look like. It is impossible to deceive the followers
in terms of character. The followers can understand whether their leaders are honest
or not within a couple of weeks. They can forgive the leader for many things. They
can ignore inadequate self-confidence, lack of manners or knowledge; however
they never forgive dishonesty. In addition, they also don’t forgive the upper
management who chose that leader. It is understood that humans can forgive
everything except unethical behaviors of their leaders (Maciariello 2005:3).

The leaders managing organizations or countries have many duties such as
selection of human resources, communication, change, vision formation, team
building, structuring organization, adoption and establishment of core values
(Akdemir 2008:66).

Many researchers defined four specific factors about the nature of researcher
leadership. The first one: leadership is related with the change of thoughts and
ideas. The second one: leadership requires impressing others. The third one:
leadership appears within the context of group in addition to bilateral relationships.
The fourth one: leadership requires fulfilling the aims and being successful (Kan
and Parry 2004:468).

Principle duties of a leader can be listed as follows: determining the aims of
organization, ensuring atmosphere and structure to the organization to achieve
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these aims, ensuring the organization to survive according to determined objectives
and solving the conflicts between the followers (Atar and Ozbek 2009:51).

In the logo of an apparel brand, a girl and a boy sit by leaning on their backs. I
believe that leaders should never turn their backs to their subordinates like the
figures do in this logo. If they do so, they and their companies can lose after a
certain time. This indicates that communication is a constant and face-to-face
process. A good leader should establish good one-to-one communication with
their subordinates and should achieve to continue this in a successful manner.

An effective leader has the power to take the people to the places where they
cannot go on their own. An effective leader can be considered as a person who can
foresee the future; use his/her power appropriately; who is honest, reliable; can take
lessons from mistakes; who is aware of his/her power; supports changes; egalitar-
ian; supportive; inspiring; who expresses his/her views clearly; who listens to other
people well and makes objective assessments; who supports his/her group; respects
other people’s opinions and has effective communication and management skills
(Yigit 2002:17).

The factor that vitalizes the enterprises and makes them dynamic is the leaders
they have. Since the leaders have a critical perspective towards the existing
situation, they constantly reject the existing structure. They constantly seek pro-
gress and innovation. They inspire and guide their followers about what they can do
using their personal visions and abilities (Simsek et al. 2008:242).

A shoe brand has an advertorial slogan of “just want it”. In fact, this slogan
contains a great motivation. If a person wants something very much and can
canalize all his/her strength to that point, he/she can achieve it. Like the saying
“No wind can help the ship without a route” denotes, leaders should have an
objective or aim to fulfill. Leaders with an objective can succeed by making their
subordinates adopt them and by providing necessary equipment. In other words,
leaders should first themselves believe that they will achieve the aim, and then
should make their subordinates believe it. Thus, they can achieve the aim by
creating synergy.

The role of the leaders is commonly visible in huge organizations in a striking
and considerable manner. Like in the case of Jack Welch, the CEO of General
Electric, who brilliantly carried General Electric firm to the twenty-first century
which could be considered as a sleeping giant in 1980s. Jack Welch began to run
General Electric, which was not in a good situation and created considerable wind
of change in the enterprise (Davis and Newstrom 2002:163).

A tire firm as an advertorial slogan of “uncontrolled power is not the power”. A
good leader is strong and can use this power on his/her subordinates in a controlled
manner. What is important is not to have the power, but to use it in an effective and
controlled manner to achieve the aims. Similar to the water retained in a dam and
used for desired aims (electric production, agricultural irrigation), power can be
regarded in the same manner. Like uncontrolled flood water destroys everything
around, uncontrolled power can similarly damage the environment. Therefore, it
can be stated that the leaders should use their power in a controlled manner to
contribute to the aims of the group. On the other hand, in addition to using the
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existing power, the leaders should be knowledgeable about the potential of their
power.

Alfred Sloan, legendary leader of General Motors, gave importance to the views
and opinions of his followers about a certain matter in the company. Sloan included
his followers in different committees and involved these groups in discussions
which would end with compromise. As a result, a good leader is the person who
gives importance to the views and opinions of his/her followers and creates free
environment where they can express these views and opinions comfortably and
freely (Freeman 2008:36).

According to Akin Ongor, one of the previous general managers of Garanti
Bank, a leader is not only a person who remains at the top position and occupies a
position. He believes that the person who is called as a leader, should be the leader
of what his/her work no matter what work he/she performs instead of simply
implementing the orders of his/her managers and to wait for instructions. In other
words, no matter what they do, the managers should adopt the areas they work and
should perform the best one. If everyone in a street cleans in front of his/her house,
the whole street becomes clean. Similarly, each manager in the company should
perform his/her duty in the best manner (Ongor 2010:120).

Leadership is the final movement that carries the organization, the people in that
organization and all potential to success. The leaders use their ability, creativity and
vision for the product and services which are the essence of the work. In other
words, the leaders put their souls in what they do. The managers apply their
personal intelligence to the work process; they feel excitement about managing
the company. The organizations which want to progress should invest in leaders
(Unsar 2007:3).

While some leaders seclude themselves using all of their possessions to develop
themselves and receive 360° feedback or guidance from their colleagues, some
leaders get engaged in art or music (Gerson 2006:80).

A good leader should know his/her subordinates he/she leads very well. Fur-
thermore, he/she should know what their subordinates like, get angry for or what
motivates them; he/she even should know their shoe and apparel size. In this way,
as the leader gets to know them better, he/she will reach information that will
motivate them. I have a simple formula about this issue: “You get to know= If you
listen”. If we listen to the people, we learn their unknown strong aspects; we can
create environments that enable them to express their views and opinions and thus
we have the opportunity to know our subordinates better. As a person listens to the
other, he/she gets to know them better; as he/she gets to know them better, he/she
provides a more effective and efficient management environment and opportunity.
In this manner, a leader gives his/her subordinates, who saw that they were taken
into account by their leaders and increased self-confidence, the opportunity to
develop original ideas, opinions and suggestions.

Much of previous research found that people were happier and more productive
in groups lead by good leaders while hopelessness and alienation increased in
groups lead by bad leaders. As a result, it can be stated that a leader has a significant
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psychological role in the success of his/her followers and that a good leader makes
his/her followers happy while a bad leader makes them unhappy (Baltag 2010:72).

Napoleon Bonaparte is known as a dealer in hope. He considered hope as the
most important thing a person has. If a leader can give hope to his/her followers as a
present, he/she can attract them like a magnet and can raise respect. It can be stated
that giving or distributing hope provides motivation on employees (Maxwell
1999a:16).

An effective and efficient leadership depends on contribution of the leader to the
fulfillment of group aims and members’ appreciation that needs of the group are
satisfied. On the other hand, internal dynamics of the organization such as changing
environmental conditions, planning deficiencies, status and roles, communication
system, atmosphere of the organization and participation to decisions can be listed
as the principle reasons for the need for a leader in the organization. In other words,
it can be stated that certain needs increase the need to a leader (Ozsalmanli
2005:138).

1.4 Leadership Theories

Leadership maintains its popularity as the commonly handled and studies concept
in many countries around the world. The questions as to what leadership is, how it is
formed and whether it is congenital or acquired and developed later have long drew
the attention of many researchers.

Previous studies developed numerous theories about leadership. It can be stated
there is a continuing research on leadership. These theories answer many questions
about leadership. Leadership theories can be analyzed under four groups:

A) Traits Theory

B) Behavioral Theories

C) Situational (Conditional) Theories
D) Modern Leadership Theories

Leadership theories are explained below.

1.4.1 Traits Theory

In this theory, the traits the leaders have are considered to be the most important
factors affecting the process. Emergence of a person in the group as the leader and
leading the group by impressing the group are based on the traits of the leader.
Traits theory assumes that the leader has different traits than other people in the
group (Ertiirk 2009a:152).

Congenital traits or certain skills and characteristics the people have will influ-
ence their leadership behavior in the future. The ability to express oneself well,
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having superior intelligence and patience can be listed as the characteristics that
contribute to leadership. In fact, there are studies which show that certain traits and
abilities have a vital importance for leadership (Drake and Smith 1990:213).

This theory suggests that the majority of the traits the leaders have are congenital
and that they cannot be acquired later. Based on the studies on leadership traits, the
traits a leader should have can be analyzed in four categories which are emotional,
physical, social and intellectual traits (Budak and Budak 2010a:79-80).

Emotional Traits: Sense of confidence, ambition, controlling oneself, percep-
tion, a strong sense of achievement.

Physical Traits: Being attractive, gender, height, age, eloquence.

Social Traits: Friendship, extraverted personality structure, establishing good
communication with others.

Intellectual Traits: Initiative, vision, persuasion, intelligence, determinism,
attention, ability.

1.4.2 Behavioural Theories

Traits approach explains the traits a leader should have. However, it can be stated
that it is not always possible to make a connection between the traits of the leaders
and the performance they show and that the leaders who are successful in their
fields do not always have the same traits. For these reasons, researchers began to
investigate visible leadership actions and behaviors. They analyzed and attempted
to estimate the difference between successful and less successful leaders in terms of
their behavioral traits. Scientific studies were carried out at Michigan and Ohio
State Universities to determine behavioral aspect of leadership (Ozkalp and Kirel
2004:148). These studies are explained below.

1.4.2.1 Ohio State University Leadership Studies

The studies which started in 1945 in Ohio State University continued until early
1950s. A total of 1,800 dimensions were produced about leadership roles. These
dimensions were then reduced to 150. A “Leader behavior identification question-
naire” was developed. The study carried out at the university aimed to investigate
the behaviors of leaders in groups in different organizations (Baysal and Tekarslan
1998:206).

The researchers determined two principle dimensions about leader behaviors
which were “initiating structure” and “consideration”. Providing the subordinates
with the list of the tasks they will perform, planning and determining aims, deciding
on what kinds of tasks will be performed and oppressing the subordinates about the
tasks they will perform can be the examples of initiating structure. On the other
hand, consideration is a dimension which expresses respect, trust and positive
relationships and interactions between the leader and his/her followers. If a leader
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has a high level of consideration, he gives importance to the well-being, ideas and
emotions of his/her followers (Giiney et al 2007:363).

In other words, consideration dimension means establishing friendship with the
followers and giving them due importance by the leader (Ertiirk 2009b:156).

These two dimensions allow to identify the style of the individual, to define the
leader as he/she is perceived by the followers in the organization and to measure
leadership behaviors (Durukan et al. 2006:5).

It can be stated that considering each of the two behavioral dimensions identified
in Ohio State University studies as independent variables and regarding the these
variables will produce leader behaviors at equal number with different combina-
tions of these variables made this study different from Michigan University studies
(Ergeneli 2006:219).

1.4.2.2 Michigan University Leadership Studies

At the end of 1940s, a study was carried out at Michigan University under the
supervision of Rensis Likert to determine the factors that cause job satisfaction and
productivity of group members (Kogel 2010:579).

The study determined two principle leadership behaviors which were
“employee-centered” and “task-centered” behaviors (Bakan 2008:16).

A leader who shows employee-centered behavior has a positive attitude towards
delegation of authority; increases job satisfaction of group members, pays attention
to improving working conditions and values personal development of employees.
On the other hand, a leader who shows task-oriented behavior inspects whether
group members work according to previously determined rules and standards and
mostly uses his/her formal power based on the position he/he holds (Cetin and
Beceren 2007:127).

The study conducted at Michigan University concluded that employee-oriented
leadership behavior was more effective than task-oriented behavior. In this study,
employee-orientated leaders were associated with high level of efficiency and job
satisfaction while task-oriented leaders were associated with low level of personnel
satisfaction (Budak and Budak 2010a:83)

1.4.2.3 Douglas Mc Gregor’s Theory X and Theory Y

Douglas McGregor claims that the behaviors of managers working in organizations

vary according to their way of perceiving their subordinates. He developed Theory

X and Theory Y about the natural structure of humans (Sahin 2004:532).
Principle assumptions of Theory X are listed below: (Mucuk 2008:167-168):

— An average person does not like working and is lazy; he/she avoids work
whenever possible.
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— People must be coerced, controlled or threatened with punishment in order to get
them work and make effort.

— Since an average person has limited ambition to promotion, they don’t want
responsibility; prefer to be directed and seek security.

Principle assumptions of Theory X are listed below: (Kaynak 1990:38-39).

— Spending mental and physical strength in working environment is as natural as
rest and play.

— People exercise self-inspection and self-direction while performing their tasks.

— Giving an employee a task again due to his/her achievement will be a sort of
reward for him/her.

— Under certain conditions, people learn to take and seek responsibility.

— The society has high imagination and creativity required to solve organizational
problems.

Analysis of Theory Y of McGregor reveals that trust factor is of great impor-
tance. Premises of theory Y contain statements that ensure trust to the employee in
terms of business relations within the organization (Asunakutlu 2001:12). A general
analysis of Theories of X and Y shows that a leader who adopts Theory of X will
have to constantly control, coerce, threaten and punish their employees to achieve a
high employee success. On the other hand, a leader who adopts Theory of Y will
show a supportive and participative behavior towards their employees. In other
words, it can be stated that the leaders who adopt theory of X will show authori-
tative behaviors while the leaders who adopt theory of Y will show democratic
leadership behaviors (Davis 1984:13-14).

1.4.2.4 The Blake Mouton Managerial Grid

As indicated in Fig. 1.1, this model involves two dimensions. The first one is
concerned with people in manager behaviors; the second one is concerned with
production in manager behaviors. A total of five different managerial behavior
types were determined with different combinations of these two dimensions (Eren
2007:36). Concern for people expresses a perspective in all matters such as trust to
all workers in the organization, establishing good communication and relationship,
forming an equal wage structure and forming good working conditions while
achieving organizational objectives. On the other hand, concern for production
expresses a perspective of the managers in matters such as developing new prod-
ucts, improving processes, determining politics and attempts to increase sales
(Aksel 2008:41).

In managerial grid model, Black and Mouton defined five leadership styles
which are Impoverished Leadership, Country Club Leadership, Middle-of-the-
Road Leadership, Produce or Perish Leadership and Team Leadership.
Impoverished Leadership lacks both leadership dimensions. Country Club Leader-
ship has a high concern for people dimension. In middle-of-the-road Leadership,
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Fig. 1.1 Black and Mouton
Managerial grid (Newstrom
and Davis 2002:170)
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both dimensions are at a moderate level. In Produce or Perish leadership, concern
for production is high. In team leadership, both dimensions are at a high level
(Budak and Budak 2004:401-402).

1.4.2.5 System 4 Approach of Rensis Likert

In this model, which was developed by Rensis Likert based on Michigan University
studies, leader behaviors were categories in four systems (Baysal and Tekarslan
1998:212). These systems are explained below.

In system 1, the manager rarely gives his/her subordinates the opportunity to
participate in decision-making process and does not trust them. In system 2, the
manager trusts his/her subordinates and his trust is in the form of a trust a master
shows to his/her servants. In system 3, the manager shows an important however
uncompleted trust towards his/her subordinates. Finally, in system 4, the manage-
ment completely trusts to subordinates. Decision-making is distributed to the
general of the organization in a coordinated manner (Eren 1993:30-31)

1.4.3 Situational (Conditional) Theories

Leadership theories explained above does not take into account the environment, in
other words, the conditions. Traits theory only explains the traits leaders should
have while behavioral theories concentrate on whether a leader is concentrated on
the aims of the group or on their followers. Need to leadership appears in situations
to achieve vital goals or to solve unbearable problems. In other words, problematic
situations produce the leader (Basaran 2004:90).
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Researchers attempt to find the type of leadership behavior that will be effective
in certain conditions. In parallel to changing conditions, the leaders should deter-
mine and implement the optimum leadership type like the masters that use different
tools from their tool box to solve a problem (Arslan 2009:5).

In other words, situational approach suggests that different conditions should
show different leadership styles. Theories on situational approach are explained
below (Kocel 2010:584).

1.4.3.1 Fiedler’s Contingency Theory

Studies on the contingency in leadership started for the first time by Fred Fiedler,
who developed the least preferred co-worker scale to measure leadership behaviors.
According to this model, there are three important situational variables that affect
the role and strength of the leader and which determine the most suitable leadership
situation (Mullins 1996:265). These variables are explained below.

Leader-Member relations: at this stage, the leader is loved by group members
and voluntarily followed.

Task structure: at this stage, tasks for the group are clearly defined and standard
methods to be followed and detailed instructions for the task are identified.

Position power: power of the leader results from his/her power within the
organization. At this stage, the leader influences the followers using reward,
punishment, promotion and downgrading (Mullins 1996:266).

According to Fiedler, combination of all three situational variables explained
above determines whether low LPC or high LPC leadership style is appropriate. In
other words, when situational variables are negative, mostly task-oriented low
leadership is shown. On the other hand, when situational leadership variables are
positive, employee-oriented high LPC leadership behavior is shown. If the men-
tioned variables are at moderate level, employee-oriented high LPC leadership
behavior is appropriate (Dessler 1998:346).

In general terms, this theory divides leaders into two categories which are task-
oriented or relationship-oriented. Task-oriented leaders can be shown as an exam-
ple to authoritative leader; while relationship-oriented leaders can be shown as an
example to participative and democratic leader (Ozkalp and Sabuncuoglu
1990:145)

In a study carried out on infantry soldiers, it was observed that increased
commanding and training experience of team leader shifted from relationship-
oriented relationship to task-oriented relationship. In other words, it was observed
that at first task-oriented leadership style was less effective, however this style
became more effective after the leader gained experience and increased control on
the situation (Taylor et al. 2010:339).

In general terms, this model investigates which leadership style should be
applied under certain conditions. As a result, it can be stated that effectiveness of
leadership styles depends on showing the most appropriate leadership behavior
under the most important conditions (Kogel 2010:588).
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1.4.3.2 The Hersey and Blanchard Situational Leadership Theory

According to this model, success of leaders depends on the maturity levels of
followers. The concept of maturity means how motivated the followers are to
perform their tasks, how much experience they gained, how sufficient they are
and how enthusiastic they are to take responsibility. Maturity involves two situa-
tions. Psychological maturity and task maturity. Psychological maturity expresses
the enthusiasm and willingness of the person to perform the task while task maturity
involves the extent the individual has knowledge, skills and ability required to
perform his/her task (Ergeneli 2006:228).

Leadership behaviors proposed according to development levels and develop-
ment level of the employee are presented in Table 1.2. On the other hand, The
Hersey and Blanchard Situational Leadership Theory is presented in Fig. 1.2.

1.4.3.3 Path-Goal Theory

This model was developed by Martin Evans and Robert House. The researchers
reported that the leader has two important functions in the organization (Kirel
et al. 2004:158).

The researchers stated that they realized two important functions which are
determining organizational goals and ensuring that determined aims are achieved
by supporting their employees in line with desired behaviors and by explaining
them which aims will be rewarded (Ozkalp and Kirel 2004:152).

House defined four types of leadership behaviors: directive leader, supportive
leader, participative leader and achievement oriented leader (Mullins 1996:269—
270).

Although path-goal approach explains leadership with different variables, it is
based on contingency. It was explained that considering the existing situations,
effectiveness of leader requires choosing one of task-oriented or employee-oriented
behaviors (Tekarslan et al. 2000:148).

According to a general evaluation of the approach, the contributions of this
approach to leadership can be listed as follows: motivating the employees and
increasing efficiency, making the tasks clear and precise and eliminating monoto-
nousness by focusing on socio-psychological needs of employees (Eren 2007:456—
457).

1.4.3.4 Three Dimensional Leadership Model

This approach, which was developed by William Reddin, mainly gives importance
to what the leader realizes as an outcome, in other words, as an output; rather than
what he/she performs as input. A leader might make 100 % effort as input; however
he/she might have zero effectiveness as output. For example, a copying machine
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Table 1.2 Leadership styles recommended according to development level of the employee
(Newstrom and Davis 2002:173)

Development level of the employee Behavioral style of leader

Low competence; low willingness Telling (instructing; low support)

Low competence; high willingness Selling/Coaching (instructing; supporting)

High competence; low willingness participating/supporting (supporting; low directing)
High competence; high willingness Delegating; (low directing; low support)

Takes risks Includes risks

Fig. 1.2 Hersey and
Blanchard situational
leadership model (Baysal
and Tekarslan 1998:236) Participating Persuading
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marketer can visit a lot of customers but might not realize the desired sale (Baysal
and Tekarslan 1998:231).

Reddin added “the concept of effectiveness” to managerial grid and Ohio State
University studies and reported that leadership showed variations on three basic
dimensions. Therefore, the theory of Reddin is known as 3-D Model, which stands
for “Three Dimensional” theory (Omiirgéniilsen and Sevim 2005:93).

Reddin’s theory is based on the concept of “managerial effectiveness”. Reddin
suggested that principle aim of management was effectiveness and defined “man-
agerial effectiveness” as the degree of fulfilling necessary things required by the
position of a leader (Goniilsen and Sevim 2005:92).

Reddin defined five situational variables such as organizational culture, chief
supervisor, the way the task is performed, co-workers and subordinates for the
effectiveness of managers. The researcher stated that if the managers analyze and
understand these variables, their and their employees’ performance will be
improved (Safferstone 2007:4).
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1.4.4 Modern Leadership Theroies

Moderrn leadership theories were analyzed in this Section.

1.4.4.1 Transactional Leadership

This is a leadership style in which the acts of rewarding according to performance,
identification of the ones which deviate from rules and processes and display of
excellent behaviors gain prominence. Bureaucratic authority and organizational
legality form the basis of leadership (Ozmen and Sénmez 2007:190).

Transactional leaders adopt the system of doing work or making other people do
work by making their continuing activities more effective and developed. The
leaders use their authority to give a material reward and status to make their
employees make more effort. They don’t pay attention to innovative or creative
aspects of their employees. Transactional leaders have some degree of traditional
structure and try to continue beneficial traditions of the past and to convey them to
next generations (Tutar et al. 2009:388).

A transactional leader fulfills the wishes of employees and expects their support.
On the other hand, while this leadership style is based on bureaucratic and legal
power in the organization, it also gives importance to completion of task and
organizational reward. A transactional leader keeps the expectations and needs of
the employees at a high level and attaches a particular importance to moral values
(Altun 2003:11).

These types of leaders use means of reward and punishment to establish author-
ity on their followers (Uzun 2005:5).

Transactional leaders consider leader-follower interaction as a sort of
“exchange” and make effort to implement management techniques duly and effi-
ciently (Bakan 2008:17).

1.4.4.2 Transformational Leadership

Transformational leaders are considered as the ones who can influence the emotions
and opinions of their followers and have strong and positive emotions (Vural
1997:21).

These types of leaders teach their employees how to think creatively on the
existing problems by forming the feeling of trust and aim (Taylo et al. 2010:339).

Transformational leadership consists of four behavior dimensions. In “Idealized
Influence” dimension, the leader introduces the followers the mission and vision
and becomes the role model. “Inspirational Motivation” dimension is described as
team spirit, shared vision and inspiration for the group to achieve their goals.
“Intellectual Stimulation” dimension expresses the process of stimulating creativ-
ity, innovation and problem solving characteristics on the followers. Finally, in
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“Individual Consideration” dimension the leaders pay attention to each followers’
needs and creates a supportive environment for them (Simola et al. 2010:180).

Transformational leadership is closely related with charismatic leadership and
spiritual leadership. Today this leadership style draws more attention since it plays
an important role in realizing a successful and striking change in organizations. Lee
Laccocca is often shown as an example to this leadership style since he successfully
realized a fundamental change in Chrysler Company (Certo 2003:342).

Transformational leadership is a leadership style which gives the followers a
vision where contributing to this vision gives additional missions to the followers.
Transformational leadership makes changes in organizational culture and makes
the followers believe that that can do much more than their existing performance or
potentials by providing cultural change. In other words, transformational leader-
ship, transformational leadership inspires the followers to perform more than what
was desired at the beginning (Bolat and Seymen 2003:64).

Transformational leaders undertake the role of a teacher to develop their fol-
lowers and to make them reach their full potential and take responsibility by making
effort to facilitate the works (Barut et al. 2010:133).

These types of leaders try to make their followers show a higher performance
than what is expected from them by revealing their existing skills and abilities,
increasing their self-esteem and by motivating them (Eren 2007:460-461).

Previous studies emphasized the importance of transformational leadership
which involves inspiration, vision and long-term planning in periods of change
when shaping the future gains prominence (Doganalp 2009:135).

Basic characteristics of transformational leadership include leading desired
efforts of change in an organization and making the followers have a vision. In
this leadership style, the leader arranges the behaviors and actions to change the
structure of the organization on his/her own (Sahin and Giil 2011:241-242).

Transformational leaders offer opportunities in developing the image of the
organization, recruitment, promotion, diversification of management, team work,
training and improvement issues. In addition, strategic planning of organization and
design of works and organizational structure can be included in these opportunities
(Bass 1998:81)

In a study carried out on Chinese organizations, it was found that particularly
employee-oriented transformational leadership behavior had a stronger impact on
task performance, organizational citizenship behavior and job satisfaction than
task-centered transformational leadership behavior (Wang et al. 2011:94).

Transformational leaders show due attention to individual needs of their fol-
lowers and often assign them basic tasks in line with their needs and abilities
(Whittington 2004:595).

In a previous study it was reported that transformational leadership behavior was
the most effective and efficient element in formation of leadership (Osborn and
Marion 2000:193). In another study, it was verified that transformational leaders
had positive impacts on development and performance of their followers (Daft
2008:508).
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Since global business circles will be more competitive in the future, managers
will constantly make a significant change in their organizations. For this reason, it
can be stated that transformational leadership will gradually gain more importance
in the literature (Certo 2003:342).

1.4.4.3 Charismatic Leadership

Charisma is a Greek word which means gift and is used for people having excep-
tional power and divinely traits and powers (Giiney et al. 2007:374). The important
thing here is attribution of such characteristics to the leader rather than leader’s
actually having these features (Kongar 1983:130).

Charisma is a characteristic that enables the followers to follow the leader since
they trust them. It can be defined as the ability to inspire the followers (Whitney
2007:19).

Charisma is trait which makes the leader attractive, reliable and obeyed for the
followers. This trait can be associated with the attraction of iron by magnet (Ozalp
and Ocal 2000:215).

This leadership is based on the principle of attributing extraordinary and heroic
characteristics to the leader by the followers due to behaviors shown by him/her.
Superior emotional power the leader has deeply influences the followers and thus
the leader becomes glorious in the eyes of the followers (Cakar and Arbak
2003:84).

Charismatic leaders are influential leaders who motivate their followers and
create trust on them to encourage them to reach superior performance. These
leaders make effort to listen to the problems and feelings of their followers and to
help them to achieve their own goals. The followers feel positive emotions towards
this leader and perform their tasks with a great enthusiasm. A good leader is
expected to have superior listening and motivating traits (Aykan,2004:215-216).

Charismatic leaders are the ones who make a change. They form a strong vision
and establish a connection between the leader and the followers to change the
thinking systems and behaviors of their followers. If a leader is a reliable leader and
can express the rules of management, change will be quite easy. On the other hand,
charismatic traits and behaviors of the leader provide identification with the leader
and the followers. As a result, the leader and the followers meet at a common
ground (Rowold and Heinitz 2007:122).

Charismatic leaders are the people with superior qualities recognized and trusted
by the society, who generally appear during the times of distress in the group or in
the society. These leaders are believed to have heavenly attributes. There is a
similarity between the hopes and expectations of the society and the leader. On
the other hand, they are regarded as a savior of the society or the group since these
leaders bring a new perspective and impetus to the society (Tasdemir 2009:160).

Charismatic leaders are the great actors of leadership arena who persuade their
followers and reflect self-confidence. They offer extraordinary solutions to extraor-
dinary situations or problems. Since they don’t experience a conflict between their
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impressions and emotions, they show determinism for events. In other words, these
types of leaders can influence their followers with their courage, vision, self-
confidence, values, speaking and persuasion abilities. In other words, leaders can
influence the society with their superior qualities (Oktay and Giil 2003:405).

In addition to trusting and respecting the leader, the followers consider the leader
as a hero. Charismatic leaders expect their followers to be boundlessly loyal to them
(Yavuz 2009:53).

The qualities of charismatic leaders are listed below (Lussier and Achua
2010:341):

(a) visionary

(b) verbal skills

(c) self-confidence and moral conviction
(d) inspires trust

(e) high risk orientation

(f) high energy action orientation

(g) relational power based

(h) minimum internal conflict

(i) empowers others

(j) self-promoting

1.4.4.4 Autocratic Leadership

In autocratic leadership, decision-making authority is only held by the leader. The
advantages of this leadership style can include the freedom of behaving indepen-
dently and opportunity of taking faster and more effective decisions to autocratic
leader. on the other hand, the disadvantages of this style include leader’s exces-
sively egoistic behavior and reducing motivation, job satisfaction and creativity
skills of the followers by not giving them right to speak (Bakan and Biiyiikbese
2010:75).

Autocratic leaders determine the policy on their own without ever discussing
with their followers or expecting their oppositions and impose them to their
employees. These leaders determine reward and punishment on their own and
practice as they like. It can be stated that autocratic leadership is suitable if the
followers lack enough maturity (Ince 2006:19).

If autocratic leaders fail to change their strategic preferences and values despite
strengthening their positions, they are likely to encounter resistance from their
followers and to experience conflict. Authoritative leaders have absolute power;
they have the right to ask for loyalty from their followers gratuitously. However, the
followers are reluctant to obey and feel committed (Koksal 2011:106-107).

Autocratic leaders don’t allow their followers to participate in management
process. These leaders criticize mistakes, give instructions to influence and moti-
vate their followers (Sahin et al. 2004:659).
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1.4.4.5 Visionary Leadership

Visionary leaders are prescient people who can bring new horizons to the organi-
zations. Visionary leaders inspire their followers in organizations to actively use
their abilities and to perform good things. Future-oriented behaviors are important
for visionary leadership (Aksu 2009:2439).

A visionary leader can successfully spread the vision he/she developed for the
future to all departments of the organization. He/she can see the future from a
different and new perspective and can make analysis and synthesis. This leader can
influence his/her followers both with his/her power and thoughts (Durukan
2006:281-282).

Qualities of visionary leaders include strategic thinking, reasoning, honesty and
intuition, self-development, multi-faceted and different perception of things, con-
stant tendency to learning, good communication, innovation, good time manage-
ment, considering change as an opportunity to learn (Bulut and Uygun 2010:34).

Visionary leaders enable their followers to make predictions about and accurate
perception of potential future situations (Yilmaz and Karahan 2010:146).

Visionary leaders contribute to better understanding of long-term tasks by the
followers and help to make continuing routine tasks meaningful. They develop a
clear vision by combining the goals of the followers and organization (Avci and
Topaloglu 2009:10).

Creative attributes of visionary leadership can be divided into four categories:
creating respected and authorizing relationships; basic spiritual values, an open,
inspiring vision and a source of innovation and courage in practice.

1.4.4.6 Democratic Leadership

In this leadership style, the leader does not behave only according to his/her own
skills and knowledge; but also consults his/her followers and take their opinions and
knowledge into account. As the leader fully trusts the followers in all matters,
he/she motivates them to take part in decision-making, planning and organization
activities. Democratic leadership can create job satisfaction and increased morale
by laying the basis for communication and assistance and creating positive com-
munication between the leader and the followers (Yoriik et al. 2011:105).

Instead of centralizing responsibilities, a democratic leader shares them among
the followers and thus enables each follower to take part in responsibility. He/she
tries to solve the problems among the followers and to take objective measures
instead of being a party. He/she tries to prevent formation of groups including
followers with special privileges (Ceyiz 2007:25).

Principle activities and character of a democratic leader is to inform the fol-
lowers, to increase their knowledge level, to behave in a friendly manner and to
encourage them to participate. On the other hand, democratic leadership is related
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to increase efficiency, satisfaction, commitment and responsibility of followers
(Choi 2007:245-247).

Democratic leaders are particularly effective when coordination and cooperation
is necessary between the groups. These types of leaders show the following
behaviors (Marquis and Huston 2009:38):

» Using economic and personal reward to motivate the followers,
¢ Including the followers in decision-making process,

* making constructive criticism,

« preferring “me and you” instead of emphasizing “we”,

» reduced control in achieving continuity,

¢ leading the followers through guidance and suggestions.

In a study which analyzed the effects of leadership on group and determined
leadership styles, it was reported that democratic leaders instill their followers with
courage, give guiding advice and made cooperation with the followers (Baransel
1993:274).

1.4.4.7 Ethical Leadership

Basic duties of ethical leaders is to increase awareness about ethical problem and
situations, to determine what is ethically correct and incorrect and to support their
followers in analyzing and interpreting existing values (Arslantag and Dursun
2008:112).

A leader should show ethical behaviors to influence his/her followers. Since the
leaders who behave unethically cannot influence their followers, they will fail to
make them adopt their visions. In that case, the followers cannot know what
leader’s mission will offer to the society, organization and to them and finally
they will feel suspicion (Bolat and Seymen 2003:73).

The leaders of a plane company in the USA restored trust among their cus-
tomers, employees and the public by using open communication following a series
of ethical scandals they experienced in recent years (Daft 2008:260).

On the other hand, perception of ethical traits of a leader such as integrity and
honesty will reinforce trust towards the leader and increase commitment (Ozdasli
and Yiicel 2010:70).

1.4.4.8 Creative Leadership

Creative leaders contribute to supporting creativity instead of restricting it; thus
they lay the basis of forming organizational climate and influence creativity of their
followers. Creativity develops in organizations with flexibility and dynamism. To
enhance creativity, leaders should first have an accurate perception of creative
process, create organizational climate where creativity can easily appear and to
reward creative behaviors (Yilmaz and Karahan 2010:147).
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Leader’s creative potential might accelerate motivation and group dynamism.
These types of leaders can make phenomena abstract; they don’t feel alarmed
towards vagueness and are very practical. Rather than personal success, they give
importance to the success of the group and show a close interest to the followers in
the group. While trying to be a model for their followers with their attitudes and
behaviors, they make attempt to make research and innovation (Yeloglu 2007:139).

Changing century is the era of creative leaders. Turning organizations into
flexible and sensitive structure as a result of changing identities, social pressure
and needs of organizations, requires creative leaders. Creative leaders blend tech-
nological process and their followers into new organizations holding new values
(Oztiirk 2008:113-114).

Presence of inspiring creative leaders is an important factor to develop an
effective information strategy for the enterprises. These leaders inspire and moti-
vate their followers and create information required for the organization (Dogan
and Kili¢ 2009:105).

Some organizations are more sensitive to change than others. If an organization
resists to change, this is probably because the leader accepts and doesn’t reject
existing paradigms. On the other hand, if an organization is in a process of change,
it is probably because the leader either rejects the existing paradigms or makes a
synthesis (Sternberg et al. 2003:471).

1.4.4.9 Educational Leadership

Educational leadership is generally defined as a combination of various tasks such
as monitoring the existing class teaching, development of human resource and
developing programs for the subject. Five principle tasks of educational leadership
include making direct contribution to program development, group development,
human resources development, educators and effectiveness research (Sayginar
2007:70).

1.4.4.10 Knowledge Leadership

Knowledge leadership is a process which creates a suitable working environment to
derive knowledge and serves as a bridge between the leader and manager roles
using management information systems. These types of leaders are needed in all
fields of enterprises. Knowledge leaders form and use knowledge necessary to
develop their effectiveness and that of the enterprises (Karahan 2009:64).

Information society has a growing need for sophisticated leaders with intellec-
tual awareness, knowledge and skills, global thinking and strong thinking. In this
era, since knowledge gained strategic value, organization structures are redesigned
to be human-oriented and knowledge based management systems; knowledge
leaders try to lead their followers to use their mental power for effective production
(Tikici 2005:233).
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1.4.4.11 Servant Leadership

Servant leadership is based on the process of establishing one-to-one communica-
tion with the followers to identify their individual abilities, need, desires, goals and
potential at the optimum level. After determining the characters and interests of the
followers, the leader provides necessary help required by each to achieve their
goals. Encouraging the followers is realized by increasing self-confidence (Liden
et al. 2008:167).

Leadership is a means of coordination which helps to solve problems related to
collaboration, sharing of sources, decision-making related to planning and fulfilling
group tasks. The leader tries to make the followers gain benefit as a highly
harmonious and coordinated group by serving to his/her followers (Gillet
2011:231).

Servant leaders can also be effective in determining ethical reasoning level and
ethical/unethical behaviors of the followers in establishing ethical organization
climate and ethical culture (Reed et al. 2011:7).

1.4.4.12 Trainer Leadership

The opinion that decision making stage about what the followers can and cannot do
depends on their individual intelligence can be considered as an element which
accelerates transition from a manager to trainer leader. Today’s leaders undertook
important roles in developing facilitating, leading, increasing potentials of the
followers and display of their creative aspects rather than individually being
involved in events. Trainer leadership can be defined as inviting employees to
work, assigning them tasks and responsibility and enabling them to learn a lesson
from their experience (Ince et al. 2004:441).

1.4.4.13 Spiritual Leadership

Increased use of internet in business life, excessive satisfaction due to fast access to
knowledge, increase of stress causing factors, fast consumption, widespread mech-
anized structure, the feeling of loneliness experienced by individuals and isolation
from the society are the factors which gave rise to spiritual leadership (Baloglu and
Karadag 2009:173).

Spiritual leadership aims to reach higher levels of organization commitment and
efficiency by forming vision and strategy and conducting works to perform indi-
vidual and team based strengthening (Fry et al. 2005:836).

The conclusions of this type of leadership can be summarized as the followers’
satisfaction of the tasks they perform, be at peace with themselves and others and
high self-confidence (Serinkan 2008:157).
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Future of the organization depends on spiritual leader’s determination to detect
and solve problems (Fry and Slocum Jr. 2008:93).

Spiritual leaders reveal power to live inside their followers, seek to find the
answers to their search for meaning, implement servant leadership in a sense, try to
meet the expectations of the followers and make effort for personal development of
their followers. These types of leaders have certain traits such as feeling affection,
assigning authority, creating value and giving importance to intuition (Kesken and
Ayyildiz 2008:746).

The followers don’t only have material expectations in working environment.
Material rewards satisfy a person only at a certain degree and therefore, the duty of
a leader is to hold the followers in high regard and to increase effectiveness and
efficiency by creating the sense of belonging (Baloglu and Karadag 2009:173).

1.4.4.14 Authentic Leadership

It is not an easy task to lead a small or large organization. Complexity of twenty-
first century companies required new leaders. There is a particular need for leaders
who design resistant organizations, motivate the followers, create superior cus-
tomer services and add value to the shareholders in the long term. In short, there is a
need for authentic leaders, which is a new type of leadership that will save the
organizations from current leadership crisis (George 2003:9).

These types of leaders make decisions without consulting their followers, cen-
tralize all authority and manage by creating absolute obedience and fear (Ozgen and
Yalcin 2006:180-181).

Research on ethical aspect of leadership laid the basis for the emergence and
development of the concept of authentic leadership. Authenticity is a concept
attributed to the leader by the followers and refers to honesty of the leader firstly
to himself/herself rather than to his/her followers (Unnii 2009:1263).

Authentic means original and not imitated. An authentic leader is aware of how
his/her behaviors and thoughts are perceived by the individuals around him/her;
know the firstly his/her and later their followers’ strong and ethical aspects;
recognize the atmosphere of the workplace; have a high level of self-confidence;
have optimism and can easily solve his/her problems (Kesken and Ayyildiz
2008:737).

While some authors suggested that authentic leaders support their followers by
giving autonomy to their followers and thus create a positive impact on their
followers, while some others reported that authentic leaders motivate their fol-
lowers through ethical issues (Walumbwa et al. 2010:901).

Authentic leadership is considered as a combination of transformational and
ethical leadership or as addition of ethical leadership traits to transformative
leadership style. An authentic leader is aware of his/her personality, emotions and
behaviors; guide the followers through a series of values or high moral standards;
are regarded as honest and can be transparent in their actions who also makes fair
and balanced decisions (Walker and Walker 2011:383).
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1.4.4.15 Liaises: Faire Leadership

In this type of leadership, the followers are given a goal and they are completely
free to achieve the goals though their skills. The basic task of the leader is to supply
material and source (Yoriik et al. 2011:105).

The biggest disadvantage of liaises-faire leadership is that when there is no
strong leader, the group of followers remain uninspected and undirected as a result
of which the followers feel depressed and the organization drifts into chaos (Safakli
2005:135).

A liaises-faire leader doesn’t play an active role in decision-making. The
decisions related to the tasks they will perform are made by the followers. In
other words, liaises-faire leaders avoid taking responsibility and power. The fol-
lowers motivate and train themselves (ibicioglu et al. 2009:6).

It can be stated that this leadership style will be beneficial when there are people
who are ready to take and don’t avoid responsibility in researches of scientists,
professional specialization situations and R&D departments or organizations. As a
result, these factors can be called the factors that positively affect selection of
liaises-faire leadership (Safakli 2005:136).



Chapter 2
Communication

Communication is an indispensable element in human life. It can be stated that
communication starts when two people notice each other. Communication has an
important role in interaction and agreement of people in social and working life.
Similarly, communication has a vital role in cooperation of groups and organi-
zations. On the other hand, the concept of communication gains prominence in
interaction of states around the world. It can be stated that communication started at
the time human beings appeared on the world and developed throughout the time.

2.1 The Concept of Communication and Its Importance

Various definitions were made for the concept of communication. Some of these
definitions are explained below.

The word communication is coined from Latin verb “lammuricore”, which
means to share. Communication is ensuring an understanding between humans to
reach desired aims or to influence behaviors (Yoriik and Kocabas 2003:231).

Communication is the process of transferring data, information and understand-
ing from one person to another. In other words, communication provides transfer of
information from one person to another. Thus, a person is informed about a certain
subject and the person who received information can use that information in his/her
work or in other areas (Kogel 2005:530).

Communication is generally defined as the art of knowing other people and
introducing oneself to others. At the end of communication process, a person has
the opportunity to know other people and to introduce himself/herself to other
people. Thanks to communication, we introduce ourselves to other people and get
to know others. Particularly leaders can effectively manage their followers by
knowing them well. On the other hand, the followers have information about
their leaders by knowing them (Ozkalp and Sabuncuoglu 1990:185).

Communication is the art of sending and receiving messages. In other words,
communication is considered as an art and attention is paid to the fact that only

S. Unsar, Leadership and Communication, Contributions to Management Science, 27
DOI 10.1007/978-3-319-05248-9_2, © Springer International Publishing Switzerland 2014



28 2 Communication

understandable messages by the people can be used in communication. As a result,
this art should be learnt and applied well (Budak and Budak 2010a:184).

Communication refers to the activities of dissemination of information gained
through right/appropriate method and channels to the related people or departments
by the sender using right/appropriate method and channel to achieve the goals and
aims of the enterprise more effectively and efficiently. Channels appropriate for
messages should be selected to make communication effective (Mirze 2010:154).

Communication process starts and continues when two people notice each other.
When two people see each other, everything they do or don’t do; say or don’t say
have a meaning. As a result, there is a meaning in voice, posture, look and facial
expression (Ciiceloglu 2002:45-46).

An important factor about communication is that it always takes place between
two people: the sender and the receiver. A person cannot realize communication
process alone. For example, if there is no one around a victim of accident who fell
on a deserted island to hear his/her call for help, there will be no communication.
In other words, communication is a two-way active process (Davis 1984:504).

A healthy communication process is required for humans to know and under-
stand each other better; for more effective and efficient performance of duties in an
organization and solving problems better. Causes of problems can only be found at
the end of a good communication (Giiney et al. 2007a:43).

When communication is the case, one first thinks of verbal communication.
However, communication can take place in different forms. For example, let’s think
of two 12-year-old boys. One committed a crime while the other one is a boy who
should be taken as a model. When these two boys see a policeman in uniform while
playing a game in the street, a communication process will be experienced for both
boys. However, the message will be different for each. As a result, the situation of
people and their perception style might affect communication (Kolasa 1979:319).

Like in all social systems, communication is an important process for the people.
The fact that communication is the principle tool for transfer of information in our
era is a reason for the increased importance given to communication. In other
words, this century is called as the information age. Emergence of information
which named the century as an indispensable factor and its transmission to the
environment can only take place by communication process. In other words, the
way of sharing information is possible through communication (Tutar and Altinéz
2003:113).

Organizational communication can enable a harmonized performance by the
people and departments through integration of the employees. Continuation of
activities lay the basis for problem solving and formation of creativity. In rapidly
changing environmental conditions of the globalizing world, communication
enables adaptation to new conditions by rendering an effective information flow
(Eroglu and Sunel 2003:179).

Main aim of communication process is to provide interpersonal interaction.
Effective communication means application of the ideas and emotions sent by the
source by the receiver in such a way to serve to the expectation and aim of the
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source. In this respect, communication can be considered as a situation that
orientates humans to a certain behavior (Barkan and Eroglu 2004:115).

Communication in organizations is the principle factor of implementation of
decisions in the desired manner. It can be stated that communication in organi-
zations has a strategic character in provision of information used by the manage-
ment in decision-making; accurate perception and implementation of decisions by
human resources; promoting organizational commitment through motivation and
job satisfaction; reducing stress and conflict; effectiveness; efficiency and increas-
ing profitability. Leaders can implement numerous subjects of organizational
behavior and can make their employees more effective thanks to communication
(Ozmutaf and Celikli 2010:2843).

2.2 The Factors Playing a Role in Communication Process

Basic communication process consists of many important elements. These elements
are the sender (source), message (information/news), noise, channel, receiver and
feedback. The effectiveness and success of communication process can only be
possible by complete and accurate performance of the duties of the mentioned
elements. These elements are explained below (Megep 2007:4-8; Barker
1990:10-12) (Fig. 2.1).

2.2.1 Sender (Source)

Sender is the person who sends the message and codes the message. In other words,
sender is the person who starts communication. Therefore, the sender should be a
reliable, knowledgeable, recognized person who knows how to code the message.
In other words, the sender can be considered as a spark that starts a big fire
(Ozgen 2003:101). The sender forms a message through his/her past experiences,
perception, thoughts and emotions (Barker 1990:10).

To reach the receiver, the sender firstly codes the emotion, thought and infor-
mation the communication will convey using language. When correct coding is not
performed to protect the essence, the emotion or information will reach the receiver
in a different manner; or it will not reach at all. The language of verbal or written
communication should be understandable by the receiver. The message should be
readable in written messages and audible in verbal messages (Cagirct and
Yegenoglu 2007:34).

Interpersonal communication makes data exchange between people possible.
Appropriateness of the sender is one of the basic assumptions of an effective and
efficient communication. If the sender does not code his/her message according to
the thought and perception skill of the receiver, the only outcome will be a mere
noise (Tutar and Altin6éz 2003:117).
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(information
/news)

EETES
(noise)

Sender

(Source) Receiver

FEEDBACK

Fig. 2.1 Basic communication process (Daft and Marcic 2006:490)

In communication process, if the sender is considered as the expert of his/her
field, it can be an important factor in changing others ‘attitudes. For example, a
speech delivered by a professor who is experienced in a subject related to economy
will have a different impact on the attitudes and thoughts of the receivers (Budak
and Budak 2010b:95).

While organizing the message, if the sender uses concrete symbols previously
known by the receiver rather than abstract expressions and symbols and if he/she
explains certain words and shapes which are not understood by the receiver in
detail, it can be stated that communication will be more successful (Topaloglu and
Kog 2003:178-179).

In communication process, the sender should be open to the receiver. Being open
means being prepared to negative feedback, contrary opinion, unexpected attitude
and undesired respond from the receiver. If the sender becomes open to the
receiver, he/she can have the opportunity to take the communication to a desired
positive and effective direction without disappointment and despond (Basaran
2000:269-270).

2.2.2 Message (Information/News)

Message is the information the sender shares his/her needs and desires with other
people. Effective communication depends on the openness and completeness of the
message as much as possible. When the information the message contains is open, it
can be easily interpreted or understood. When the message is complete, it contains
all necessary information required to establish a common understanding between
the sender and the receiver. Sometimes problems might arise in communication
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process since the sender and the receiver feels equivocality about the content of the
message (George and Jones 2012:410).

Message appears after the sender coverts his/her thoughts into codes in appro-
priate conditions and time using effective symbols. In fact, the message can be
considered as a physical product of the sender. On the other hand, an effective
message depends on various characteristics such as understandability, openness,
timeliness, following the suitable path, receiver and sender (Budak and Budak
2010b:99-100).

Message is a structure consisting of the signs which have a meaning in life. The
people learn the meanings of the mentioned signs while using them in the sociali-
zation process. A message should have certain characteristics such as understand-
ability and openness, sending to the receiver in an appropriate time and following the
right path in communication process to be effective (Giiney et al. 2007b:277-279).

The messages which are sent without taking into account the conditions and
situations of the receiver fail to show the desired effect in the receiver and as a
result, no feedback occurs. For this reason, problems might arise in overcoming the
problem. Selection of words, softness or hardness of the verbal expression or
written text, the way of expression are reflected in the psychology and emotional
status of the sender and the receiver tries to understand the sender from the
mentioned content (Metin 2011:181-182).

The message is not something expressed; it is something understood. This
requires receivers’ understanding of what they heard and understood. What the
receiver understands can be only a part of the sender. Moreover, it can be something
very different from the subject the sender wants to tell. What will determine the
quality of communication is what and how much the receiver understands rather
than what the sender thinks (Erbaydar 2003:49).

Accurate perception and understanding of the content of the message by the
receiver depends on the following characteristics (Tutar 2003:52):

(a) The message should be open enough to express what the sender wants from the
receiver.

(b) The message should follow the most appropriate channel.

(c) The message should be understandable both in terms of form and content.

(d) The message should remain between the source and the receiver without
interfering with different people and stages.

The messages are not only formed by the people; there are also messages
produced by each environment or place we enter. For example, it can be a
pedestrian pavement we walk on, a bank office we go to deposit money or a tax
office we visit to pay our taxes. The palaces of the rulers throughout the history
were designed to show their power and strength (Ciiceloglu 2002:53).
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2.2.3 Barriers (Noise)

Everything that is added to the message between the sender and the receiver without
the desire of the sender (against the will of the sender) is considered as the concept
of barrier (noise). The thing that delays, damages or even disrupts communication
process is a noise (Yilmaz 2003:20).

Barriers or noise can be analyzed in three categories which are physical barriers
caused by a problem in sensory organs and the disruptions in communication
channels; social psychological (personal) barriers related with the previous experi-
ence and past of the receiver which might cause the message to be interpreted
differently and the semantic barriers which arise due to failure of accurate/
effective coding of the though handled in communication (Budak and Budak
2010b:102-104).

In communication process, the messages sent by the sender generally do not
reach the receiver completely without being subject to loss of meaning. Often
differences occur between the sent and perceived messages. The degree of the
difference shows the barriers encountered in organizational communication. As
the barriers increase, the efficiency of communication decreases. The mentioned
barriers result from the deficiency of organizational structure or personal character-
istics (Simsek and Altinkurt 2009:2).

Selection of appropriate channel in communication process enables the message
to be accurately and completely transmitted. The situations such as the develop-
ments in communication technology and lack of adaptation to these developments
by the organizations; inadequate communication channels and carrying a burden
exceeding the capacity prevent communication process (Elgiinler and Fener
2011:36).

2.2.4 Channel

Channel is the techniques, methods and tools carrying the messages the sender
sends to the receiver in line with his/her aims and objectives (Deryakulu 1992:789).

When a presenter is on the radio, as he/she is physically unseen, communication
performance might be low; however communication performance will be high when
he/she is on TV alive. Appearance of a person can easily affect prestige of the
message. For example, when we go to a circus, the clowns are expected to paint their
faces and wear appropriate costumes. However, if they get on the stage in
normal suits, their performance might be effective. No matter which communication
channel is used, the channel that is most appropriate for the message should be
selected (Barker 1990:11).

We can talk about formal and informal communication channels in organiza-
tions. Formal channels involve top to bottom, and bottom to top means of commu-
nication which were previously determined by formal rules. On the other hand,



2.2 The Factors Playing a Role in Communication Process 33

informal communication channels are those that appear by themselves which were
not determined by formal rules (Ertiirk 2009a:161).

Organizations are based on formal communication channels. On the other hand,
both the needs of employees and occasional failures in formal communication
channels orientate the employees to informal communication. Informal communi-
cation channels are underestimated or even tried to be prevented. However, both
channels can be used to achieve organizational goals (Atak 2005:59).

Informal communication channels in an organization support the managers to
easily perform their tasks by transmitting information or news in the organization
faster than formal channels. On the other hand, if information communication
channels are not inspected, they might cause nonfulfillment of tasks, reduced
morale among employees and lack of job satisfaction (Solmaz 2006:574).

Message is sent through a channel and the channel carries the message. The
channel can be a formal report, telephone call, e-mail message or a face-to-face
meeting (Daft and Marcic 2006:489). Telephone is a limited mean in verbal
interviews due to factors such as increased or decreased intonation, sound level
and stress (Fiske 1990:20).

As long as there is no compulsory condition, the message should be sent to the
receiver through known and used channels; conventional means of communication
should be made formal communication order through organization arrangements.
On the other hand, if the message reaches the receiver though an inappropriate
channel, its effectiveness will decrease and the relationship between the sender and
receiver can be inadequate (Erdogan 1997:287).

Selection of appropriate channel in communication involves the appropriateness
of the channel that will be selected according to the content of the message.
For example, a highway which is built with superior techniques is appropriate for
cars however it cannot be suitable for the use of a plane. Therefore, selection of an
appropriate channel for each message is important for the quality of communication
(Tutar 2003:56).

It can be stated that mass communication devices and five sense organs can have
the properties of a channel. Research on this subject revealed that if message is sent
from different channels, they have different impacts on the receivers. It was
observed that written channels were more successful if the message is not compli-
cated and comprehensive. It was reported that looking at the written message was
an advantage when the receiver gets confused (Yiiksel and Bir 2005:12).

2.2.5 Receiver

Receiver refers to the person (manager or other employees in the organization),
group (formal or informal), organizational department (various offices, branches,
divisions etc.) or computer the message is intended to be sent (Ertiirk 2009a:160).

Receiver is one of the important elements of basic communication process. The
receiver is the person for whom the message is sent and who is tried to be
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influenced. Depending on the content of the message, the receiver will either have
information, use that information or behave for a certain goal. Communication
process ends when the receiver accurately perceives the content of the message sent
by the sender (Kogel 2010:529).

If the receiver perceives the content of the message differently from the content
formulated by the sender, communication fails. While decoding the content and
attributing it to a certain meaning, he/she makes an evaluation according to his/her
expectations. The success of the receiver in communication depends on objective
and unprejudiced analysis of the content of the message (Budak and Budak
2010b:101).

While the sender makes effort to form the message, the receiver makes effort to
evaluate and interpret the message at optimum level (Ciiceloglu 1992:73).

It can be stated that, during communication process, emotional state and psy-
chological structure of the receiver play an important role in accurate perception of
the message (Efil 2010:197).

Certain characteristics of the receiver such as socio-cultural characteristics,
subject of communication, experience and mastership in communication might
have positive or negative impacts on communication (Topaloglu and Kog
2003:181).

In a comprehensive study which aimed determine the extent of understanding
the message sent by top managers to their subordinates, it was found that vice
managers understood 75 %; inspectors understood 56 %; managers understood
40 %; foremen understood 30 % and the employees who realized the production
understood 20 % of the message accurately. An overall analysis of this study
reveals that probability of accurate understanding of messages decreased from top
to bottom in hierarchical structure (Basaran 2000:279).

2.2.6 Feedback

Feedback refers to informing the sender about he/she received the message and
what he/she understood about the content of the message after receiving and
evaluating it. Thanks to feedback, the sender learns whether the message is sent
to the receiver and has an idea about whether to change the content of the message.
If the receiver could fully understand the content of the message, the sender can
detect the communication stage which cause this failure and might prevent emer-
gence of the same mistake in the next process. In other words, feedback can be
considered as the guarantee of proper and effective communication process (Eren
2007:359). If the message sent by the sender is not understood by the receiver or if
there is missing information, this is called negative feedback; if the message is fully
understood, this is called positive feedback (Barker 1990:12).

Communication is one-way without feedback; it is becomes two-way with
feedback. Feedback strongly assists effectiveness of communication because it
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enables to understand whether the receiver can correctly interpret the message (Daft
1991:436).

Perhaps the most important impact of feedback is that it develops correct
understanding in communication process. On the other hand, feedback also affects
employees’ performance. Increased feedback (providing timely and constant feed-
back) can improve work performance. In conclusion, the situation of being good
as a whole and job satisfaction can be realized at maximum level (Barker
1990:60-61).

The concept of feedback is also used as an accumulation of knowledge to depict
functionless, defects, negative situation, in other words, system problems of the
organization, deficiencies and defects of the produced products in terms of quality
and number. On the other hand, feedback should also include developments and
achievements in organization activities (Bagaran 2000:281).

The sender will see the reaction of the receiver and make necessary changes in
the content of the message thanks to feedback. Feedback is defining the received
message. While making feedback, the benefits both the receiver and the sender
expect from communication should be taken into account. As a result, communi-
cation barriers will be eliminated. On the other hand, appropriate feedback from
managers to make the employees more effective and efficient will motivate the
employees (Eroglu and Sunel 2003:198-199).

Time constraint, parasites, noise etc. negative factors caused by communication
channels can always increase the risk of changing the message in terms of content
and meaning. Although feedback is considered as a situation that increases costs
and causes loss of time, it can provide various advantages in terms of transmitting
the message to the receiver without losing content, providing an effective role in
organization and starting a dialogue that leads to proximity among people (Simsek
et al. 2008:162).

2.3 Communication Models

In this section, some of communication models developed by scientists to establish
proper and effective communication were analyzed and the models were explained
in general terms.

2.3.1 Shannon and Weaver’s Model of Communication

In this model, the first rule of effective communication is considered as the
perception of the message sent by an information source by the destination as
desired by the source. This model has a linear line and lacks feedback. It is
important that the messages are not disrupted due to a noise in the surrounding
for the effectiveness of communication (Oztiirk 2006:37).
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Fig. 2.2 Shannon and Weaver’s model of communication (Gokge 2002:9-11)

As indicated in Fig. 2.2, the model consists of five functions to be fulfilled which
are information source, transmitter (transmitting media), message, receiver and
destination/receiver and one unfunctional disruptive source noise factor. In the
first step of this model, information source selects an appropriate message and
sends it to the receiver over the existing communication channel. The receiver does
the reverse of the source (Gokge 2002:9—11). At the first step of this communication
method, certain undesired disturbance might be added to the signal. These changes
in the signal are termed as noise (Caligkan 2009:29).

In this model, there are three types of noise that prevents communication process
(Polat and Kirikkaya 2004:4):

(a) Neuro-physical noise: Noise that occur due to sight, audio and speaking prob-
lems of the sender or the receiver.

(b) Psychological noise: Psychological noise in the sender or the receiver.

(c) Physical noise: Noise in communication channel that distracts communication.

2.3.2 Laswell Communication Model

As indicated in Fig. 2.3, the act and process of communication are tried to be
determined after taking and evaluating most appropriate answers to the questions
“Who says what to whom in which channel with what effect?” (Ulutagdemir
2007:38).

The question “who?” in the figure involves communication or control research;
the question “says what?”” involves content analysis; the question “in which chan-
nel?” involves the media; the question “to whom?” involves audience and finally
the question “with what effect?” involves effect research (Gokge 2002:12).
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Fig. 2.3 Laswell communication model (Onur Coban, Lasswell Modeli, (http://www.onurcoban.
com/2011/09/lasswell-modeli.html)

2.3.3 Aristotle’s Communication Model

Aristotle defined communication as the art and skill of influencing the listeners by a
speaker in the way he/she desires (Akyurt 2009:17). As indicated in Fig. 2.4,
Aristotle model involves source, message and listener. In this model, which
involves recognized philosopher Aristotle’s mode of instructing to his students,
one-way communication is used. In this model, the source and the listener are
involved indirect communication. In Aristotle model, the listeners are not expected
to make a feedback to the message sent from the source (Avci 2009:12). It can be
stated that this model is actually more appropriate for public (general) speaking
rather than personal speeches (Narula 2006:25).

Berlo model is often referred to as SMCR model. The name of the model comes
from the first letters of the words source, message, channel and receiver (Moore and
Dwyer 1994:91-92). Berlo defines his model as a photograph instantiation of the
process rather than a cinema film. He reported that an inevitable one-way effect is
the case in photograph instantiation and that information moved from source to the
receiver. On the other hand, in a cinema film, there is a reciprocal exchange of
information between the source and the receiver (Bordenave 2006:421). In this
model which was developed by David Berlo, various elements of communication
process are explained. As indicated in Fig. 2.5, this model consists of four elements
which are source, message, channel and receiver. There are five different channels
for each of these four elements. In this model, the element of effect was accepted for
the first time. Berlo reported that positive or negative effect of message on the
listeners can be formed through effect (result) analysis (Narula 2006:31).

It can be stated that Berlo evaluated human communication as a machine
communication. Berlo stated that many problems in interpersonal communication
can be solved by using right and appropriate messages. Vagueness of the functions
in communication process and lack of feedback are among the limitations of Berlo
model (Rosenhauer 2007:130).

2.3.4 Wendel Johnsons Communication Model

The model proposed by Johnsons explains complicated process of communication.
Johnsons stated that communication will be more effective when a closer relation-
ship is established with the outer world. Most important contribution of this model
to communication models are interpersonal interaction and content (contextual)
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Fig. 2.4 Aristo communication model (Avci 2009:12)
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Fig. 2.5 Berlo communication model (Narula 2006:31)

elements. These elements were later developed by different scientists (Narula
2006:29-30).

Johnsons was not interested in attitudes, social situations, speaker skills, or
message organization. He studied to define basic elements of communication. In
this model, communication is not one-way. Source and receiver can reciprocally
and constantly change roles. In other words, the source can sometimes be the
receiver and the receiver can sometimes be the sender. Considering physical and
psychological elements of verbal communication, it can be stated that this model is
advantageous in reciprocal communication (Bettinghaus 2004:23).

2.3.5 Gerbner Model

The model was developed by George Gerbner. In this model, while message is
associated with reality, communication process is considered as a process
consisting of transmitting and perception dimensions (Gok¢e 2002:13).

In this model, Gerbner mentioned the following elements (Berger 1995:14):

1. when
2. someone
3. perceives a situation
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Fig. 2.6 Gerbner’s communication model (Gokge 2002:14)

4. and reacts to it

5. he/she prepares a suitable material
6. using certain tools

7. in this case

8. and reaches some conclusions

9. by sending contents
10. with certain from and content

This model, which was developed by Gerbner in 1956, can be considered as a
social and dynamic process. A person perceives a case and the perceived case is an
output of the perception activity. Gerbner explained the way message is perceived,
difference in perception and characteristics of perception. According to Gerbner, the
interaction between the form and content is dynamic rather than static (Usluata
1994:33). The functioning of the model developed by Gerbner is presented in Fig. 2.6.

2.3.6 Newcomb Communication Model

Newcomb developed the model by applying a social system consisting of two
people and their interactions to Heider’s equilibrium model. Instead of equilibrium,
he used the concept of symmetry. He made reference to a qualified order within a
social system. Newcomb defined the concept of symmetry as the orientation of
A and B to X (Perry 2002:60).

Newcomb reported that continuation of simultaneous orientation of at least two
people to themselves and to the objects around them is the most important function
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Fig. 2.7 Newcomb
communication model A
(Thomlison, http://faculty. R

evansville.edu/dt4/301/
primer301.html) S
X

of communication process. According to Newcomb, communication is a learned
situation against stress. As a result, more communication behavior is shown in
situations of lack of equilibrium and vagueness. As a result, communication is
regarded as a situation that provides equilibrium (Gokge 2002:16).

The model is presented in Fig. 2.7. As indicated in the figure, A and B are both
the sender and the receiver. They might be individuals, manager, union, govern-
ment or human. X is a part of their social environment. ABX is a system and have
independent internal relationships. If A changes, then B and X will also change. If
A will change its relationship with X, this time B will change its relationship with X
or A (Fiske 1990:31).

If A and B are good friends and if X is an object or a person very well known by
A and B, then A and B’s having the same attitudes towards X will be of great
importance. For example, if Can likes rock music a lot, and if Erol doesn’t listen to
this type of music, Can will try to make Erol like this music or Erol will try to make
Can give up listening to rock music. At the end, both of them will continue to be
dominant in communication (Bicak¢1 1998:67).

2.3.7 Westley and Mac Lean Communication Model

It can be stated that this model is still used today. In this model, feedback factor is
emphasized and the relationship between the elements of mass communication
process is explained. Mass communication constitutes an important part of a large
social system (Fourie 2007:225). In this model, X symbolizes many thoughts,
object, event and human which are present in the outer environment and can be
termed as stimulant. On the other hand, component A is the social system or
personality which determines and sends messages for a certain goal. C detects the
information needed by B and converts them into symbols with a shared meaning.
Then C sends them to B through the tool or channel. The messages detected by C
can reach a certain goal or might not have any goal. On the other hand, component
B can be a group, person or a whole social system. It is one person, a group or a
whole social system. The model is presented in Fig. 2.8 (Yiiksel 2002:7).
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Fig. 2.8 Westley and Mac Lean communication model (McKeown 2005:44)

2.4 Types of Communicaton

There are various types of communication in daily life and business life. The
concepts of non-verbal, verbal and written communication are explained below.

2.4.1 Non-Verbal Communication

Non-verbal communication is an effective type of communication which is used to
support what we want to say to another individual. Non-verbal communication
process occurs with physical behaviors and movements of the individual without
the function of speaking. In other words, non-verbal communication involves
elements such as facial expressions of the speaker such as grimacing and frowning,
intonation and distance between the source and the receiver during communication.
The expression that the way we say something to an individual is as important as
what we transfer to them indicates the power and importance of non-verbal
communication (Paksoy 2002:133).

In a previous study it was shown that facial expression was more effective than
verbal communication. For example, think of an employee who says “good morn-
ing” to his/her manager at the office. The manager also says “good morning” with a
cold expression and in fact ignoring to look at employee’s face. That employee can
have negative emotions and lose motivation due to this situation. Emotions such as
fear, anger, tiredness and joy can also be transferred to the other party in a stronger
and more effective manner via non-verbal communication (Megep II 2007:12).

Elements such as distance, arm, hand and head movements, body posture,
intonation, eye contact, averting eyes and the posture of the individual according
to others are important during the conversation. Environmental communication is
related to the subject the individual perceives and interprets from the outer world.
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For example, factors such as dressing style, perfume, necklace, use of jewelry,
furniture involving artificial elements and the natural world, temperature, music,
light, smell are as important as other elements in communication (Erkus and Giinlii
2009:11).

In a study carried out on students about non-verbal communication, it was
observed that non-verbal communication skills of teacher significantly contributed
to students’ comprehension of verbally instructed course. On the other hand, in
another study it was found that teacher’s smiling while giving the lecture had a
significant impact on motivation and concentration of the students (Yavuz and
Yiice 2010:227).

Watching each other and reaching judgment without uttering a word is possible
by non-verbal communication. Non-verbal communication can make individuals to
decide about individuals they did not know before; it also determines the quality
and direction of relationships bilaterally for the individuals who knew an individual
before (Giirgen et al. 2005:92).

2.4.2 Verbal Communication

It can be stated that verbal communication is the most effective and efficient types
of communication. Instead of only listening to the message, perception and evalu-
ation of body movements which explain the aim of the speaker by the listener will
make the communication more healthy (Can et al. 1999:232).

Verbal communication refers to transfer of impressions, emotions, design and
thoughts of an individual to the receiver verbally. In other words, using verbal
communication, functions such as reading poems, singing songs, instructing a
course and conversation can be realized (Sara¢ 2006:3).

Verbal communication consists of face-to-face communication, communication
for a certain group, and telephone calls. In this communication type, people receive
immediate feedback and are fervent. It was reported that managers generally prefer
verbal communication to other types of communication. On the other hand, verbal
communication has some drawbacks such as difficulty of recording, ignoring
necessary details, loss of time and selection of words (Sahin 2007:88).

Individuals create words while using verbal communication. Similar to differ-
ences and similarities in using words, there are also reactions to the words. Words
are used as a means to control other people’s one’s own behaviors. The clearest
aspect of this speaking tool is that it has a social aspect. Humans explain their goals,
thoughts and emotions to other people through language and speaking (Tekarslan
et al. 2000:177).

Verbal communication is generally used by the managers who pare most of their
time to speaking. Telephone calls, individual interviews and holding meetings are
the most commonly used means of communication used by the managers in
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verbal communication. The managers also make use of verbal communication in
transferring historical background of the organization, values of organizational
culture, organizational myth and stories and mission and vision of the organization
to their employees (Akinci 1998:114-115).

In an enterprise if messages go through more than one stage, the content of the
message can be changed or disrupted and therefore this can be considered as a
disadvantage of verbal message (Paksoy 2002:132).

2.4.3 Written Communication

Invention of writing was such as outstanding event that since it enabled humankind
to keep record of the events in social life, it is regarded as the start of history.
Therefore it can be stated that the invention of writing makes a significant advan-
tage and contribution to keeping written records of social events (Bingham
et al. 2010:16).

Written communication, which started with the invention of writing in historical
process, used stone, papyrus, tablet and other objects. Various tablets found in Iraq,
Egypt, Mesopotamia and Iran throughout history contained information on various
subjects ranging from social and economic life (Bigak¢i 1998:37).

Thanks to cuneiform script developed by the Sumerians, it became possible to
write holy stories, agreements, full sentences, laws and many other documents. As a
result, it became possible to keep record of and save many works in daily life
(McNeill 2008:39).

Written communication is a form of communication which uses paper and other
electronic tools. Written communication in enterprises consists of reporting, memo
writing procedure and electronic letter. In written communication process, control
can be on the sender; however the communication might not be fast. This commu-
nication type is mostly preferred in conditions when immediate feedback is not
necessary and when there are more than one receiver (Oztirk and Unliican
2001:197).

If the messages are desired to be effective and permanent in organizations, using
written communication can be advantageous. On the other hand, as the message
sent moves by passing through many stages, written content of the message can
increase the quality of communication. In addition, written message is important in
terms of giving responsibility to the employee for the management and organization
(Sabuncuoglu and Tiiz 2001:84).

Notice board, brochures, bulletins, written reports, enterprise newspaper and
handouts can be shown as examples of written communication tools. On the other
hand, the disadvantages of written communication includes following a hierarchical
structure, causing excessive use of stationary, wrong perception of the message by
the receiver (Giirsel et al. 2003:47).
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2.5 Body Language

The communication in which messages are sent non-verbally without writing only
by using certain facial expressions and some body movements is called body
language. It can be stated that this communication has many important results
(Kocel 2010:537).

In a study carried out to determine to extent words, body language and intonation
effects communication process, it was found that

* Words were effective at 7 %
« Intonation was effective at 38 %
* Body language was effective at 55 %

These results reveal that, rather than what we want to say, how we say is
important. In other words, it shows the importance of body language (Misirh
2003:47).

2.5.1 Elements of Body Language

Elements of body language are gestures and mimes, eye contact, distance and
posture. General information on the elements of body language is given below
(A.U.P.D.RM. Beden Dili, http://www.pdrm.anadolu.edu.tr/b/bedendili pdf).

2.5.1.1 Gesture and Mimes

In Ancient Greece, theatres were designed to allow the audience to easily hear what
was said on the stage. However, since the auditoriums were very large, the audience
sitting in the back most rows could not see the play very clearly. For this reason, the
actors were wearing various masks which showed their mimes and the roles they
played. The masks were double-sided; one side was happy while the other side was
sad. During the play the actor turned the mask and continued to act accordingly
(Bingham et al. 2010:225).

Various facial expressions in human face due to the use of facial muscles are
called mimes. Movement of head, hands, arms, fingers, mimes or the body during
the speaking process is called gesture. Gestures can mostly replace speaking
language. Holding the fist up to excite the audience by a speaker addressing to a
crowded group is a good example to gesture (Kasim 2009:221).

During a conversation, people try to assess the mimes of the other person and to
reach certain information about him/her; they can also send positive or negative
messages with their mimes. On the other hand, in a study it was reported that two
people in a closed room can produce 5,000 units of nonverbal messages in a second
(Yiiksel 2005:160).
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Thanks to gestures and mimes, emotions and thoughts of a person are supported
and made concrete. Gestures and mimes are divided into two groups which are
principle and secondary ones. Principle gestures and mimes are further divide into
three sub-categories which are schematic gestures and mimes; expression gesture
and mimes and social gestures and mimes. Movements related to emotions such as
surprise, fear, happiness, disgust and anger are the examples of expression gesture
and mimes. Smiling to visiting guests despite being tired at home are the examples
of social gesture and mimes. On the other hand, movements shown by the panto-
mime actors are the examples of schematic gesture and mimes (Yiiksel
et al. 2005:84).

During a conversation, if a person is angry and tries to conceal this, gestures and
mimes of this person can reveal that he/she is angry. In other words, gestures and
mimes can be considered as clues that betray our psychological situation
(Ciiceloglu 1992:45). On the other hand, while smiling is considered as a positive
facial expression in many societies, Koreans prefer to smile under certain condi-
tions and situations (Taylor et al. 2010:67).

It can be stated that, in educational process which is an important function of
human resources management, while a subject is explained to a certain group, if
gestures and mimes are often used by the educators, this will make the lecture more
vivid and will save the lecture from being boring. As a result, it can be stated that
gesture and mimes contribute giving lecture (Bilgin et al. 2004:109-110).

2.5.1.2 Eye Contact

On should pay attention to manage eye contact to establish a successful communi-
cation. Understanding looks contributes to understanding messages for proper
continuation of communication. Eyes are the first region people look at during
communication process and influencing each other is closely related to eye contact
(Salmig 2011:101).

Eyes in human face are like the windows of a house. Pupils dilate in a dark, and
shrink in light. Previous studies revealed that as the level of interest to an object
increases pupils dilate as well. In addition, dilated pupils express honesty, sexual or
a real information, comfort and relaxation (Giirgen et al. 2005:96).

If pupils are dilated, this is considered as indication of insecurity, hostility, less
attention, grudge, stress, fatigue and dissatisfaction. On the other hand, staring or
gazing into other person’s eyes can cause distress. If the other person does not look
into our eyes during speaking, this can arise the feeling of lack of respect (Giirgen
et al. 2005:96).

Using eye contact effectively, we can make the other person feel that we give
importance and value to that person. For example, while addressing to or listening
to a customer, a sales clerk should make eye contact by looking at the eye region
without distressing him/her. Otherwise, the customer might think that he/she is not
given importance (Yilmaz et al. 2005:36).
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During laughing, human face tends to contract upward, however, even in this
situation, it is reported that eyes express the real emotion. In other words, eyes
cannot conceal the real emotion and feeling; they cannot lie (Tekarslan
et al. 2000:194).

2.5.1.3 Distance

Distance is a controllable element of communication. For this reason, using dis-
tance in optimum manner both in one-to-one communication and in communication
established with a crowded society can contribute to communication. The distance
a person keeps with the other person during conversation (standing near or far) is
related to emotions to that person (Ozbent 2007:275).

People establish communication over four distances which are intimate distance,
personal distance, social distance and public distance. Intimate distance refers to
30-35 cm distance in which we allow intimate people we feel close. Personal,
sincere distance refers to 40—80 cm distance in which two people knowing each
other speak. Social distance varies between 80 cm and 2 m distance. Finally, public
distance is the distance which is longer than two meters and it is open to the people
we don’t know. In other words, the closer and sincere the other people are, the
shorter the distance is (Ciiceloglu 1992:38-39).

2.5.1.4 Posture

During communication, one should stand erect and should not slouch. If standing
erect is exaggerated, the other person might think that we stand like a bully and
might not be contented with this. On the other hand, if the person excessively
slouches and droops, the other person might think that we don’t really intent to
communicate (Misirli 2003:55). As we see, like the case in marketing, people
should have a proper posture. For example, a sales clerk should meet a customer
entering the store in standing position and should stand erect. He/she should not
lean on the wall or the table while listening to the customer; he/she should slightly
bend forwards and should pay attention to the customer. It can be stated that this
attitude shows respect to the customer (Arslan and Baycu 2006:225).

2.6 Organizational Communication

The concept of communication is important in enterprise management like in social
and private life. Enterprises should make production, make profit and grow by using
this profit to maintain and continue their existence. Communication plays a vital
role during the course of these activities. When we consider enterprises as an
organization, there is a need for communication in internal structure of the
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communication which functions effectively and efficiently. Since organizations
consist of more than one department, there is intense communication in and
between these departments. While conducting planning, organization, orientation,
coordination and inspection functions, managers mostly make use of communica-
tion. Interpersonal communication is employed in application of all these functions.
Proper functioning of this communication will enable the organization to achieve
organizational goals. In this section, organizational communication and sub titles
will be explained.

2.6.1 What Is Organizational Communication?

Organizational communication can be defined as various department and elements
that constitute the enterprise and enable functioning of the enterprise or to achieve
the goals of the enterprise; constant exchange of ideas and information between the
enterprise and outer world or as a social structure that enables to build necessary
relationships between the departments. As understood from the definition, organi-
zational communication aims to provide production by the enterprise and to achieve
organizational goals (Sabuncuoglu and Tiiz 2001:75).

Organizational communications expresses more than daily relationship and
interactions of the employees in an enterprise. It points out to a process which is
created and shared by the members of the organization through interaction. It can be
stated that, the following five basic characteristics should be known to understand
and evaluate organizational communication process: (Kaya 2003:119):

(a) Communication includes a symbolic structure,

(b) Communication includes doing business and behavior

(c) Communication takes place between two or more people in a social
environment,

(d) Communication has a certain goal,

(e) Communication process is a complex and continuous process which cannot be
isolated.

2.6.2 Types of Organizational Communication

Communication used in organizations is divided into two groups: (Giirsel
et al. 2003:41);

* Formal communication
e Informal communication
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2.6.2.1 Formal Communication

In an organization, if the structure and forms of all communication are determined
by the managers and if they are used as they liked, then this structure is called
formal communication. In this form of communication it can be stated that the
manager or the enterprise owners are in control. Communication takes place via
previously determined means and forms of communication (Tutar 2003:124).

Formal communication is divided into four groups which are vertical, horizontal,
diagonal and extroverted communication (Ada et al. 2008:490). These groups are
explained below.

Vertical Communication

Vertical communication consists of “top to down” and “down to top” communi-
cation. In “top to down” communication, there is an information flow the top
management to the lowest level. In this form of communication, orders, instruc-
tions, procedures, directives, work information, performance evaluation and
organizational information are conveyed generally using written communication
(Giirsel et al. 2003:42; Mirze 2010:154). For example, as indicated in Fig. 2.9, an
order sent from the production manager to a chief working in the atelier can be an
example to top to down communication.

This form of communication has certain disadvantages. Firstly, the message
might be subject to changes while it is sent to lower levels and can have a different
meaning. On the other hand, behaviors of the managers to their subordinates and the
trust of subordinates to their managers play an important role in accurate perception
of the message (Ada et al. 2008:490).

On the other hand, in “down to top communication” which is the second form of
vertical communication, the subordinates transfer information, wishes, suggestions
and complaints etc. about the outcomes of the order and instructions previously sent
to them to higher level managers. In short, there is a flow of information from
subordinates to the managers (Simsek et al. 2008:167). For example, as indicated in
Fig. 2.10, transfer of information and suggestion for a solution about a problem by
an engineer working in a project to the project manager can be an example to down
to top communication.

After fulfilling a task assigned to them, the subordinates present the results to the
higher level in the form of a report. The content of the report can be a completed
project or information about the stage of a continuing project. As a result, the
employees inform the management about the content and final status of a work.
This can also be considered as a feedback towards the managers. Thanks to this
form of communication, the managers have positive or negative information about
the work. The subordinates can ask their superiors’ help by occasionally consulting
to them and taking their ideas while making a decision or solving a certain problem.
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Fig. 2.9 Top to down Production Manager
communication

Chief
Fig. 2.10 Down to top Project Manager

communication

Engineer

These can be considered as the examples of down to top communication
(Benligiray 2005:139; Giirgen 2005:142).

Horizontal Communication

Horizontal communication is a form of communication which takes place between
the units and people at the same hierarchical level. For example, exchange of
information between human resources manager and marketing manager working
in the same company can be an example of horizontal communication. Horizontal
communication is presented in Fig. 2.11. Establishing coordination between and in
different organizational departments is the most important function of horizontal
communication. Specialization and differentiation caused by excessive division of
labor in modern and huge enterprises made coordination between the departments
important (Can 1999:235).

Horizontal communication is the relationship and interaction that occurs as a
result of cooperation between same-level managers in shared subjects without
taking the order of upper levels (Budak and Budak 2010a:201).

In horizontal communication, rather than leadership traits a person has to
convince other person or people, “persuasion technique” gains prominence. The
person does not directly express a situation that should be done to their colleagues at
the same level. For this reason, he/she tries to persuade them with his/her logical
ideas (Tas¢1 and Eroglu 2007:534).

Horizontal communication is particularly important in “learning organizations”.
Team members working in these types of organizations constantly solve problems
and search for new ways for problem-solving. Numerous organizations form
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Fig. 2.11 Horizontal

communication Production Manager |]|:| Marketing Manager
Finance Chief ”UI:> Production Chief
Personnel Officer ”UI:> Marketing Chief

horizontal communication within special task groups, committees or matrix struc-
tures to encourage coordination (Daft and Marcic 2006:506).

Diagonal Communication

Communication used by the departments in different parts of organizations without
using hierarchical channels is called diagonal communication. Diagonal commu-
nication is important in terms of eliminating the disadvantages of complex and long
vertical communication and to build an effective cooperation. For example, giving
orders to all employees by a chief without using vertical or horizontal communi-
cation channels to eliminate negative situations at the time of or after an earthquake
can be an example to diagonal communication. On the other hand, frequent use of
this form of communication can give rise to the problem of confusion of authority
and therefore one should avoid using this form of communication as a rule as long
as it is not compulsory in organizations (Tutar 2003:130-131 and Sabuncuoglu and
Tiiz 2001:82-83).

Diagonal communication is beneficial as it is fast, effective and efficient.
Widespread use of e-mail made diagonal communication easy. In most organiza-
tions, an employee can communicate with another employee or even with a superior
manager without taking organizational working field or level. Today, CEOs of man
enterprises adopt e-mail policy which is called “open inbox”. Thanks to this, most
CEOs can communicate with their employees (Robbins and Coulter 2012:413).

It can be stated that diagonal communication is related with the principle of
hierarchical structure which Henri Fayol termed as “Fayol’s Bridge”. According to
this principle, two superiors working in different departments can normally com-
municate directly only by informing their superiors (Kocel 2010:219).

A vice manager of an enterprise can want to learn operation properties of a
device which was bought from a foreign country and at the stage of assembly. For
this reason, he/she go beyond official channels and can demand technical data from
an experienced engineer about that device. As a result, diagonal communication
takes place (Arisoy 2007:27).

On the other hand, the concept “MBWA” (Management by Walking Around)
gained popularity in recent years. This concept is classified as formal and informal
communication. In Management by Walking Around, managers freely spend time
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with their employees by establishing open connection in production unit, office and
social organizations. As a result, the managers learn the existing problems in their
source (DuBrin 2012:435). In Management by Walking Around, the manager
developed positive direct relationships with the employees and collects information
about what has been going around In departments and organizations. Managers
become isolated when they fail in Management by Walking Around (Daft and
Marcic 2006:509).

Extroverted Communication

Since enterprises are open systems, they have to use extra-organizational commu-
nication channels in addition to intra-organizational channels to survive and com-
pete with other enterprises which manufacture in a dynamic and constantly
changing environment. There is a considerable amount of data and information
flow from outside to the enterprise. Managers evaluate this information and make
decisions in various matters; they constantly make changes, improvements and
developments in organizational structure, operation and work programs and behav-
ior types (Misirli 2003:15). In this communication type, while information about
the interior world of the enterprise is sent to the outer world; the enterprise receives
information it needs from the outer environment. A letter sent from one enterprise
to another is an example to extroverted communication.

2.6.2.2 Informal Communication

In addition to formal communication; the enterprises also have information com-
munication which includes rumors. This communication type is used by intimate
employees who know each other very well without the permission of their man-
agers. Information communication is performed face-to-face or using telephone
excluding formal communication channels. Through informal communication,
individual information and rumors can be disseminated within the organization;
social relationships can be developed and enhanced (Akinc1 1998:127).

Informal communication exists due to the limitations of formal communication.
In other words, informal communication completes the deficient aspects 1f formal
communication. It was found that 75-90 % of information transferred through
rumors were correct. In a study carried out on middle level managers, it was
reported that informal communication was a better source than formal communi-
cation. On the other hand, information is transferred more quickly through rumors.
Employees feel more job satisfaction and increased commitment to the organiza-
tion as a result of making rumors. Effective managers can have information about
the problems and anxieties of their employees through informal communication
channel (Hamilton 2011:33-34).
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2.7 Organizational Communication Tools

In enterprises, various tools are used in communication process. It can be stated that
used tools vary according to the structure of communication. In addition, rapid
development of communication technology and thus means of communication also
changed the means used in enterprises. On the other hand, means of communication
can vary according to the person or communication environment to whom the
message will be sent. In this chapter, written, verbal and audio-visual means used
in communication process were explained.

2.7.1 Means of Written Communication

Various written means of communication are used in organizations. Written means
are used due to their permanent nature. A person can forget a given order and
therefore he/she can remember that order by checking a written paper or an
electronic tool. In addition, an order which is given orally can be forgotten and
thus giving a written order might be more effective. Like in the saying “Word is
temporary, writing is permanent”, it can be stated that giving orders and instructions
in writing has a great importance in terms of communication. Written means of
communication are divided into four categories which are written reports, company
newspaper, manuals, brochures and notice boards.

2.7.1.1 Written Reports

Managers can ask for periodical reports from their subordinates about the final
status of a certain task. The managers who read the reports have information about
the course of the work and encountered problems. These reports prepared by the
subordinates should be issued in a simple and precise language. In addition, they
should be complete and accurate (Sabuncuoglu and Tiiz 2001:86).

Reports on an ongoing project and annual activity reports are written documents
of this type. After reading and assessing these reports, the managers can make
decisions for the future and can implement their own measures if necessary. On the
other hand, preparation of written reports by the employees about their opinions or
activities lay the basis for strengthening hierarchical relationship. Furthermore, it
can be stated that the subordinates who observe that their reports are taken into
account by their managers and are used for various activities will have increased
job satisfaction, organizational commitment and motivation levels (Kaynak
et al. 1998:434).
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2.7.1.2 Company Newspaper

Today the majority of enterprises issue a periodical newspaper. The newspapers are
issued for intra-organizational and extra-organizational communication. They are
issued bimonthly, monthly, semi-monthly or weekly. In today’s globalizing world,
more than three hundred millions of company newspapers are estimated to be
issued. Company newspapers contain news about general matters, social activities,
current issued about working life, security, various news and information about the
services of the organization (Giirgen et al. 2005:147).

Thanks to company newspaper, one can have information about junior
employees, retired personnel, the deceased, the personnel who quit work, the
personnel who were rewarded for their achievements, happy days and social and
economic structure of the enterprise. These newspapers should use a clear and
understandable language and should take the opinions and suggestions of the
employees, which will increase effectiveness and readability of the newspaper
(Kaynak et al. 1998:430).

2.7.1.3 Manuals

The elements and relationships in the formal structure which emerge in enterprises
following the completion of organizational process are tried to be explained by a
material called manual (Karalar et al. 2006:29).

Organizational manual is a means of communication which mostly use writing
rather than pictures and contains a lot of numbers. They are prepared to help
junior employees to adapt to the working environment in a short time (Ada
et al. 2008:492). It can be stated that these books are occasionally used to gain
information about the problems a junior employee encounters in the working life.

2.7.1.4 Brochures and Notice Boards

Brochures and signboards are written paper or electronic devices which are hanged
in areas mostly visited and easily visible by the employees in the workplace. The
brochures which are prepared to draw the attention and interest of employees
contain pictures and lines. Hanging various visuals and written papers on notice
boards, the employees are informed about a subject. On the other hand, digital
devices and LCD televisions with an electronic screen which can be mounted on the
wall are increasingly used in work places and offices in recent years. Thanks to
these means of communication, office workers have the opportunity to learn the
latest information and news about the company or the business life from these
electronic devices (Budak and Budak 2010a:203-204).
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2.7.2 Verbal Communication Tools

Various means of verbal communication are used in enterprises. Verbal communi-
cation is preferred if the given order will be fulfilled in a short time. The biggest
disadvantage of verbal communication is the possibly of misunderstanding of
the sent message. Conferences and meetings are the examples of verbal
communication.

2.7.2.1 Conference

Conference is a one-way means of communication which allows for the transfer of
information and ideas to a large audience. If the subject of the conference is not
interesting enough, it might fail to achieve the desired goal. In addition, since
one-way communication is the case in conference, it prevents feedback. Audio and
visual tools are used today to increase effectiveness of conference and to enhance
attention of the audience. In addition, conference is preferred to increase knowledge
and manners of the employees from all departments on condition that they are held
on various subjects (Sabuncuoglu 1998:146, Kaynak et al. 1998:432).

2.7.2.2 Meetings

Meeting is a small group formation, generally consisting of five to ten people which
discuss organizational matters that reciprocally affect each other. Meetings are
generally held to disseminate information or to find solutions to current organiza-
tional problems (Barker 1990:231). Managers build trust and cooperation by face-
to-face contact through meetings. Representatives of each department attend the
meetings and determine the activities and organizational policies (Mejia and Balkin
2012:266). Meetings with the members of organizations include training and
informing the participants; problem solving; monitoring and coordination activi-
ties; assignments and formation of social connections between different members
of the organization (Mejia and Balkin 2012:423).

2.7.3 Audiovisual Tools

Junior employees can watch images about working conditions, physical structure
and production process of the organization using audiovisual tools such as films,
DVD or videos. These tools can transfer detailed and important data to the person-
nel in a permanent manner and in a short time (Kaynak 1998:432). Today’s
organizations make use of audiovisual tools such as overhead projector, slights,



2.8 Organizational Communication Barriers 55

video, projector, tape, compact disc (CD), television and computer (Benligiray
2005:93).

2.8 Organizational Communication Barriers

Organizational communication process contains various barriers which prevent and
disrupt communication among people, departments or organizations. The following
section will explain these barriers.

2.8.1 Emotion and Perceptions of Employees

Each person has a different personality, background and knowledge level and thus
he/she can perceive the same message in a different manner. As a result, the
receiver can attribute a different meaning from that of the sender to the related
message (Daft and Marcic 2006:514). Excessive emotionality is a significant barrier
in effective communication. In emotional decisions, rational and objective thinking
processes are generally ignored. A subordinate in a psychology of excessive anger
or sadness might perceive a message sent by the manager differently (Robbins and
Coulter 2012:409).

2.8.2 Weak Listening

Human body contains two ears and one tongue. This can mean that we should give
more importance to listening than speaking. We use one ear to listen and the other
to understand (Davis 1984:526). People prefer to speak rather than to listen to other
people. As a result of this, they fail to fully understand the message the other person
wants to give. There are various ways to be a better receiver or listener. The sender
should be given full attention to be a better listener. For example, one should look at
the eyes of the speaker and should not interrupt him/her. Weak listening can cause
misunderstanding of the message sent by the sender (George and Jones 2012:416).

2.8.3 Wrong Communication Channel

Selecting a channel appropriate for the content of the message will make commu-
nication more effective. Selection of a wrong channel can disrupt the meaning of
the message. For example, if the message is emotional, face-to-face communication
should be used rather than writing. By this way the receiver will perceive the
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message better. It is highly risky to discuss particularly difficulty matters using
electronic mail. In other words, electronic mail is effective only for ordinary
messages; however it is disadvantageous in terms of feedback. Therefore, it can
be stated that it should not be preferred (Daft and Marcic 2006:514). On the other
hand, it might not be appropriate to write a short note for an explanation about an
amendment in retirement plans of the employees (Mejia and Balkin 2012:418).

2.8.4 Inappropriate Language (Semantic Barrier)

The language used in structure of a message should be appropriate for the receiver.
Particularly semantic factors gain importance at this point. Semantic factor is
related to the symbols used while forming the message. A certain symbol can
have different meanings for some people; on the other hand certain symbols can
have more than one meaning. Imagine that a manager said “Our department should
be more productive.” The majority of the employees will interpret this sentence
accurately meaning working more effectively. However, some of the employees
will interpret his message as harder work and longer working hours for the
same wage and will show resistance to this message (Kocel 2010:534; DuBrin
2012:444-445).

2.8.5 Excessive Information

Today’s employees often complain about excessive information load. According to
statistics, 87 % of employees use electronic mail and spare approximately 25 %
(107 h) of their working days to electronic mails. Another statistics shows that
employees send or receive 150 electronic mails on average every day. On the other
hand, excessive information load might be the case also in facsimile, meeting and
telephone conversations. The employees ignore, forget or remain indifferent for this
excessive information load or they become picky about information selection. They
can also stop communication, which causes loss of information and ineffective
communication (Robbins and Coulter 2012:409-410).

2.8.6 Time Constraints

While sending a message to the receiver, one should pay attention to check that the
receiver has no time constraint. A schedule should be made prior to communication.
For example, before making an interview, a statement like “We have a 1 h period
for this interview and thus we have to use this time effectively without exceeding
it,” will help the related person in using time (Tutar 2003:160).
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2.9 Leadership and Communication

The ability of establishing good communication with the environment is one of the
important qualities of an effective and efficient leader. However, establishing good
communication in a certain environment alone does not make a person a leader.
Today the masters who are admired in theater and performing arts failed to lead
people as a leader despite their perfect communication skills (Baltag 2001:112).

Success of a leader depends on effectiveness and efficiency of the followers.
Therefore, the leader has to establish effective communication with the followers. It
can be stated that the success of the leader depends on transferring his/her goals and
aims to his/her followers. Furthermore, receiving feedback from the followers is
also important. Leadership and communication are indispensable. Can a person
who fails establishing communication be a leader? A good leader is the person who
transfers high important information to his/her followers using the most appropriate
channel. It can be stated that particularly face-to-face communication supported by
written texts is the best method. Thus, the follower can have an advantage to check
the written text when he/she fails to remember or be sure about a given order
(Adair 2004:225).

The leader should have good communication skill which enables exchange of
opinions, ideas and information between different departments and organizations
to achieve his/her goals and to ensure proper survival of the organization
(Yigit 2002:19).

“Listening” which is an important element of basic communication process, is a
principle ability of leadership. If the leaders’ don’t listen to group members
carefully, they cannot detect existing problems. On the other hand, listening
given an opportunity for reciprocal speaking. Thus, people understand each other
better. A leader should support or encourage his/her subordinate about active
listening (DuBrin 2010:358).

Leaders use various methods of communication including diverse channels such
as stories, metaphors and informal communication (Daft 2008:263). Historical and
contemporary leaders like Reagan, Kings and Jobs gave important messages to their
followers using their strong communication abilities.

A study carried out on different workplaces in Turkey found that leaders lacked
communication abilities such as empathy, effective listening and feedback. Defi-
ciency of these abilities can be considered as a factor that disrupts proper function-
ing of enterprises. On the other hand, the enterprises which were aware of the
importance of communication provided necessary trainings to their managers and
tried to eliminate their lacking abilities (Baltag 2010:45-46).

A good leader transfers messages to his/her followers after listening to them.
In addition, he collects information by asking questions such as How can I help
you?” Are our goals appropriate? Are there any barriers? What do you need? Are
there and obstacles that hinder you from achieving the goals? (Tekin 2008:117).
The leader should first try to understand his/her followers before expecting to be
understood.
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Bill Hewlett and David Packard founded Hewlett and Packard (HP) company in
1938 in California to produce electronic devices. Both leaders implemented
“open door policy” and enabled their employees to discuss personal or business
matters with their managers. Thus, the employees had the opportunity to share their
opinions and ideas with their leaders (Bhardwaj and Madan 2009:31-32).

Many leaders in industry achieved success using MBWA approach. Thanks to
this approach, they established good communication with the employees and
encouraged personnel participation. As a result, strong communication was
established between the managers and employees (Aamodt 2010:456).

It can be stated that a good leader should have the ability to make empathy for
good communication. Previous studies found that leaders had good empathy abil-
ities. Characteristics of a leader such as high social sensitivity, expressing himself/
herself to the followers, establishing positive and adaptable communication require
the skill of empathy in individuals (Ozgen 2003:114).

The leaders motivate and influence the employees to make them show a perfor-
mance in parallel to previously determined aims and goals using various means of
communication. The leaders establish communication with their employees like
those between an inspector and a student or a football player and coach. On the
other hand, a high number of leaders prevent feedback from employees as they
don’t want to hear negative information. Despite this, leaders often make decision
and planning (Daft 2008:260).



Chapter 3

Leadership and Organizational
Communication: A Study in Glass, Textile
and Apparel Sectors

3.1 Methodology

Methodology of the study is explained below. This section will explain the aim and
significance of the study, assumptions, population and sampling, data collection
method and HYPOTHESES of the study.

3.2 Aim and Significance of The Study

This study aimed to determine the relationship between leadership behavior types
and communication styles of the managers of the employees working in glass,
textile and apparel sectors and socio-demographic variables and leadership behav-
ior types and communication styles of their managers. In addition, another aim of
the study was to compare leadership behavior types and communication styles in
terms of glass, textile and apparel sectors. Since leadership and communication are
among important elements of achieving a success in business life, it is important to
determine and analyze leadership behavior types and communication styles of
managers in glass, textile and apparel sectors.

3.3 Assumptions

It was assumed that the employees working in glass, textile and apparel sector
accurately perceived and answered the questions in the questionnaire.

S. Unsar, Leadership and Communication, Contributions to Management Science, 59
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3.4 Population and Sampling of the Study

Population of the study consisted of glass, textile and apparel enterprises in Turkey.
Sampling of the study consisted of glass, textile and apparel enterprises in Thrace
Region of Turkey.

3.5 Data Collection Method and Used Statistics

Questionnaire Form in the appendix of the book was used for data collection. The
Questionnaire Form consisted of three sections. The first section contained ques-
tions to determine socio-demographic characteristics (age, gender, marital status,
education etc.) of the employees.

The second section contained “Leadership Behavior Questionnaire” developed
by Ekvall and Arvonen (1991:17-26) which was adapted into Turkish by
Tengilimoglu (2005:23-45). The permissions of the mentioned scientists were
taken to administer the scales on the employees in three sectors. “Leadership
Behavior Questionnaire” was developed to determine three types of leadership
behaviors and consists of a total of 36 statements. The statements 1, 2, 4, 7,
10, 13, 16, 19, 22, 25, 28, 31, 32 and 34 aimed to determine employee-oriented
leadership behavior; statements 3, 6, 9, 12, 15, 18, 21, 24, 27, 30, 33 and 36 aimed
to determine task-oriented leadership behavior, and statements no 5, 8, 11, 14,
17, 20, 23, 26, 29 and 35 aimed to determine change-oriented leadership behavior
(Kelez 2008:126). This is a 5-item Likert scale which ranged from Strongly
Disagree, Disagree, Undecided, Agree and Strongly Agree. Reliability analysis
was performed for Leadership Behavior Scale and reliability coefficient was
found to be (Cronbach alpha) = 0.98. In addition, reliability coefficient of
employee-oriented leadership behavior sub-dimension was found to be (Cronbach
alpha) = 0.96; reliability coefficient of task-oriented leadership behavior was
found to be (Cronbach alpha) = 0.95 and reliability coefficient of change-oriented
leadership behavior was found to be (Cronbach alpha) = 0.94. These values
showed that the scale and its sub-dimensions had high reliability degree.

The third section used “Communication Scale” designed and developed by the
researcher by the compilation of literature data (Kogel 2010:526-534; Eren
2003:450-463; Yilmaz 2008:203-204; Yiiksel 2005:306; Youssef 2005:54-75;
Giirsun 2007:158; Hacioglu 2007:67—-68). This scale contained 25 statements. It
is a 5-item Likert scale ranging from Strongly Disagree, Disagree, Undecided,
Agree and Strongly Agree. As a result of factor analysis, the scale was reduced to
one dimension under ‘“communication”. Similarly, reliability analysis was
performed for communication scale and reliability coefficient was found to be
(Cronbach alpha)=0.98. This value indicates that the scale has a high reliability
degree.
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The questionnaires were actively administered to the employees after taking
necessary permissions. Following the preparation of the questionnaires, the men-
tioned enterprises were visited; heads of department were informed about how to
fill in the questionnaires and they were then distributed to the employees. Approx-
imately 700 questionnaires were distributed to enterprises. However, a total of
628 questionnaires were evaluated due to mistakes and various unfilled sections
in the general of questionnaires. SPSS statistics package program was used to
evaluate the questionnaires. Various statistical analyses were applied on the
obtained data and data were analyzed and interpreter using the tables. Mann-
Whitney U, Kruskal Wallis, Tukey multiple comparison tests were applied on the
data. The results were evaluated at a significance level of 0.05 and 0.10.

3.6 Hypotheses of the Study

A total of 11 hypotheses were developed to test according to the aims of the study.
These hypotheses are explained below.

HYPOTHESIS-1:

¢ Hjy: There is no significant difference between marital status, leadership behav-
ior types and communication viewpoint of the employees.

e Hj: There is a significant difference between marital status, leadership behavior
types and communication viewpoint of the employees.

HYPOTHESIS-2:

* Hy: There is no significant difference between Working Status of Spouses,
leadership behavior types and communication viewpoint of employees.

e H;: There is a significant difference between Working Status of Spouses,
leadership behavior types and communication viewpoint of employees.

HYPOTHESIS-3:

* Hj: There is no significant difference between age, leadership behavior types
and communication viewpoint of employees.

e H;: There is a significant difference between age, leadership behavior types and
communication viewpoint of employees.

HYPOTHESIS-4:

e Hy: There is no significant difference between seniority, leadership behavior
types and communication viewpoints of employees.

» H;: There is a significant difference between seniority, leadership behavior types
and communication viewpoints of employees.
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HYPOTHESIS-5:

Hy: There is no significant difference between gender, leadership behavior types
and communication viewpoints of employees.
H;: There is a significant difference between gender, leadership behavior types
and communication viewpoints of employees.

HYPOTHESIS-6:

Hy: There is no significant difference between the working sectors, leadership
behavior types and communication viewpoint of employees.
H;: There is a significant difference between the working sectors, leadership
behavior types and communication viewpoint of employees.

HYPOTHESIS-7:

Hj: There is no significant difference between family income, leadership behav-
ior types and communication viewpoints of employees.

H;: There is a significant difference between family income, leadership behavior
types and communication viewpoints of employees.

HYPOTHESIS-S:

Hj: There is no significant difference between place of upbringing, leadership
behavior types and communication viewpoints of employees.
H,: There is a significant difference between place of upbringing, leadership
behavior types and communication viewpoints of employees.

HYPOTHESIS-9:

Hy: There is no significant difference between educational status, leadership
behavior types and communication viewpoint of employees.
H;: There is a significant difference between educational status, leadership
behavior types and communication viewpoint of employees.

HYPOTHESIS-10:

Hy: There is no significant difference between educational status of mothers,
leadership behavior types and communication viewpoint of employees.
H;: There is a significant difference between educational status of mothers,
leadership behavior types and communication viewpoint of employees.

HYPOTHESIS-11:

Hy: There is no significant difference between educational status of fathers,
leadership behavior types and communication viewpoints of employees.
H,: There is a significant difference between educational status of fathers,
leadership behavior types and communication viewpoints of employees.
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Tab}? 31D istribgtion of Variable Options Frequency fi%

participants according to

gender Gender Female 465 74
Male 163 26
Total 628 100

3.7 Socio-Demographic Characteristics of the Participants

Socio-demographic characteristics of the employees who participated in the study
are presented below using tables and graphs.

Genders of the employees who participated in the study are presented in
Table 3.1 and Graph 3.1. As indicated in the table, of the employees, 74 % were
female, 26 % were male. Based on this result, it can be stated that the majority of the
employees were female. The fact that females were highly employed in textile and
apparel sectors can be considered as the cause of high number of female employees
in the present study.

Educational statuses of the employees who participated in the study are
presented in Table 3.2 and Graph 3.2. As indicated in the table, of the employees,
57.3 % graduated from high school;18.8 % graduated from primary school; 11.8 %
graduated from secondary school; 10.8 % graduated from 2-year college and 1.3 %
graduated from 4-year university. Based on these results, it can be stated that
majority of the employees were high school graduates. The fact that high school
graduates were preferred more in textile and apparel sectors can be considered as
the cause of high number of high school graduate employees in the present study.

Distribution of employees who participated in the study according to their
marital status is presented in Table 3.3 and Graph 3.3. As indicated in the table,
of the employees, 83.4 % were married; 16.6 % were single. Based on these results,
it can be stated that majority of participants were married.

Table 3.4 and Graph 3.4 indicate distribution of the employees who were
included in the study according to age groups. As indicated in the table, of the
employees, 47-9 % were between the ages of 31-40; 31.2 % were between the ages
of 20-30; 20.4 % were between the ages of 41-50 and 0.5 % were at the age of
51 and above. According to these findings, it can be stated that the majority of the
employees were between the age of 3140, which means middle age group.

Distribution of the employees who participate in the study according to seniority
levels are presented in Table 3.5 and Graph 3.5. As indicated in the table, of the
employees, 53.3 % had 1-10-year seniority level; 37.1 % had 11-20-year seniority
level; 9.2 % had 21-30-yar seniority class and 0.3 % had 31 and longer-year
seniority level. Based on these results, it can be stated that majority of the
employees had 1-10 years of seniority, which is not very long.

Distribution of the employees who participated in the study according to income
levels is indicated in Table 3.6 and Graph 3.6. As indicated in the table, of the
employees, 86.6 % had an income range of 701-2,200 TL; 8.9 % had an income
range of 700 and below; 3.7 % had an income range of 2,201-3,700 TL; 0.6 % had
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B Seri 3; Man;
163;26%

Graph 3.1 Distribution of participants according to gender

Tab‘le. 32 Distribl.1ti0n of Variable Options Frequency  i%

participants according to - -

educational status Educational Status Primary school 118 18.8
Secondary school 74 11.8
High school 360 57.3
2-Year college 68 10.8
4-Year university 8 1.3
Total 628 100

W Seril; 2-_® Seril; 4-year m Seri 1; Primary

year School; 118;
college; 19%
68;11%
Seril;
Secondary
School; 74; 12%
Graph 3.2 Distribution of participants according to educational status
Table 3.3 Distribution of  y3p)e Options Frequency i%
participants according to their - -
marital status Marital Status Marned 524 83.4
Single 104 16.6
Total 628 100

an income range of 3,701-5,200 TL and 0.2 % had an income range of 5,201 and
above. As a result, it can be stated that majority of the employees had a monthly
income range of 701-2,200 TL.

Distribution of the employees who participated in the study according to their
number of children is presented in Table 3.7 and Graph 3.7. As indicated in the
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Graph 3.3 Distribution of
participants according to
their marital status

Table 3.4 Distribution of
participants according to age
groups

Graph 3.4 Distribution of
participants according to
age groups

Table 3.5 Distribution of
participants according to
seniority levels

B Seri 1; Single;
104;17%
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B Seri 1; Married;

524;83%
Variable Options Frequency fi%
Age 20-30 196 31.2
3140 301 479
41-50 128 20.4
51 and + 3 0.5
Total 628 100
W Series2;

™ Series2; 41-50;
20,4;20%

S51lve+;
0,5;1%

Variable Options Frequency fi%

Seniority 1-10 335 533
11-20 233 37.1
21-30 58 9.2
31 and + 2 0.3
Total 628 100

table, of the employees, 42.4 % had 1 child; 29.8 % had 2 children; 2.4 % had

3 children; 0.2 % had 4 and more children and 18.6 % had no children.

Distribution of the employees according to the working status of their spouses is
presented in Table 3.8 and Graph 3.8. It is understood from the table that 46 % of
the spouses of the employees were not working; while 36.5 % of the spouses were

working.
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Graph 3.5 Distribution of
participants according to
seniority levels

Table 3.6 Distribution of
participants according to
income levels

Graph 3.6 Distribution of
participants according to
mcome levels

Table 3.7 Distribution of
participants according to
number of children

®]1--10 =m1]1--20

Variable Options Frequency fi%
Income status 700 and lower 56 8.9
701-2,200 544 86.6
2,201-3,700 23 3.7
3,701-5,200 4 0.6
5,201 and + 1 0.2
Total 628 100
M Series1; 2201- B Seri1; 0% | Seriesl;
3701-

3700;23;4%

Seri 1; 56; 8%0; 4;

1%
Variable Options Frequency fi%
Number of children 1 266 424
2 187 29.8
3 15 2.4
4 and above 1 0.2
None 117 18.6
Missing system 42 6.7
Total 628 100
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Graph 3.7 Distribution of
participants according to

number of children W Seril;
0%

M Seriesl; 3; 15;
3%

Table 3.8 Distribution of participants according to working status of spouses

Variable Options Frequency fi%

Employment status of spouse Working 229 36.5
Not working 289 46.0
Total 518 82.5
Missing system 110 17.5
Total 628 100

Graph 3.8 Distribution of
participants according to
working status of spouses

Table 3.9 Distribution of Variable Options Frequency i%

participants according to — -

place of upbringing Place of upbringing Village 247 39.3
Town 35 5.6
District 119 18.9
City 204 325
Large City 23 3.7
Total 628 100

Distribution of the employees who participated in the study according to their
places of upbringing is presented in Table 3.9 and Graph 3.9. As we understood
from the table, 39.3 % of the employees were brought up in a village; 5.6 % were
brought up in a town; 18.9 % were brought up in a district; 32.5 % were brought up
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Graph 3.9 Distribution of
participants according to
place of upbringing

Table 3.10 Distribution of

W Seril;23;4%

B Seri1; 35;6%

nd ; Variable Options Frequency fi%
Participants according to —
Number of Siblings Number of siblings 1 16 2.5
2 239 38.1
3 171 27.2
4 109 17.4
5 37 59
6 33 53
7 11 1.8
8 11 1.8
10 1 2
Total 628 100
Table 3.11 Distribution of participants according to educational status of fathers
Variable Options Frequency Fi%
Educational status of father Iliterate 27 4.3
Primary school 467 74.4
Secondary school 57 9.1
High school 62 9.9
University 15 24
Total 628 100

in a city; 3.7 % were brought up in a large city. It is understood from the table that
the majority of the employees were brought up in cities or villages.

Distribution of the participants according to number of siblings is presented in
Table 3.10. It is understood from the table that of the employees, 2.5 % had
1 sibling; 38.1 % had 2 siblings; 27.2 % had 3 siblings; 17.4 % had 4 siblings;
5.9 % had 5 siblings; 5.3 % had 6 siblings; 1.8 % had 7 siblings; 1.8 % had
8 siblings; 0.2 % had 10 siblings. Based on these results, it can be stated that
majority of the employees had 2 siblings.

Table 3.11 and Graph 3.10 present distribution of participants according to
educational status of fathers. It is indicated in the table that of the employees,
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Graph 3.10 Distribution W Seri1;15;3% _ m Seril;27;4%
of participants according to B Seril; 62;10%
educational status of fathers

B Seril;57;
9%

Table 3.12 Distribution of participants according to education status of mother

Variable Options Frequency Fi%
Educational status of mother Illiterate 81 12.9
Primary school 452 72.0
Secondary school 54 8.6
High school 39 6.2
University 2 0.3
Total 628 100
Graph 3.11 Distribution | Seril; 39;6% W Seril; 2;0%

of participants according to W Seri1;81;13%

education status of mother

® Seril; 54;9%

fathers of 4.3 % were illiterate; 74.4 % were primary school graduates; 9.1 % were
secondary school graduates; 2.4 % were university graduates. Based on these
findings, it can be stated that fathers of the majority of the participants were primary
school graduates.

Distribution of the participants according to educational status of mothers is
presented in Table 3.12 and Graph 3.11. As we understood from the table, mothers
of 12.9 % of the employees were illiterate; 72 % were primary school graduates;
8.6 % were secondary school graduates; 6.2 % were high school graduates and
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Table 3.13 Distribution of Variable

o . Options Frequency Fi%
participants according to

sectors Distribution of sectors Glass 225 40.6
Textile 221 35.2
Apparel 152 242
Total 628 100

Graph 3.12 Distribution
of participants according to
sectors

0.3 % were university graduates. Based on these findings, it can be stated that
mothers of the majority of the participants were primary school graduates.

Table 3.13 and Graph 3.12 present distribution of the participants according to
sectors. As it is understood from the table, 40.6 % of the participants were working
in glass sector; 35.2 % were working in textile sector and 24.2 % were working in
apparel sector.

3.8 Frequency and Percentage Distributions of Responds
to Leadership Behaviour Questionnaire

Frequency, percentage distribution, mean and standard deviations of the responds
of the employees to the statements in leadership behavior questionnaire are
presented below.

Numerical distribution of the responds of the employees to the statement
“Behaviors or my manager are friendly” is presented in Table 3.14. It was found
that, of the employees, 6.1 % strongly disagreed; 13.1 % disagreed; 12.9 % were
undecided; 38.4 % agreed; 29.6 % strongly agreed with the statement “Behaviors
of my manager are friendly.” Based on these findings, it was found that the
majority of the employees agreed with statement 1 and that their managers had
friendly behaviors.
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Table 3.14 Distribution of the responds of the participants to the statement “Behaviors of my
manager are friendly”

1. Statement Frequency Percentage Mean Standard deviation
Strongly disagree 38 6.1
Disagree 82 13.1
Undecided 81 12.9 3.72 1.191
Agree 241 384
Strongly agree 186 29.6
Total 628 100.0

Table 3.15 Distribution of the responds of the participants to the statement “My manager listens
to ideas and suggestions of his/her subordinates”

2. Statement Frequency Percentage Mean Standard deviation
Strongly disagree 31 4.9
Disagree 78 12.4
Undecided 75 11.9 3.76 1.131
Agree 271 43.2
Strongly agree 173 27.5
Total 628 100.0

Table 3.16 Distribution of the responds of the participants to the statement “My manager
maintains order at the workplace”

3. Statement Frequency Percentage Mean Standard deviation
Strongly disagree 19 3.0
Disagree 51 8.1
Undecided 82 13.1 3.93 1.020
Agree 278 443
Strongly agree 198 31.5
Total 628 100.0

Table 3.15 shows the numerical distribution of the responds the employees gave
to the statement “My manager listens to the ideas and suggestions of his/her
subordinates.” It was found that of the employees, 4.9 % strongly disagreed;
12.4 9% disagreed; 11.9 % were undecided; 43.2 % agreed; 27.5 % strongly agreed
with the statement “My manager listens to the ideas and suggestions of his/her
subordinates.” As a result, it was found that majority of the employees agreed with
statement 2 and it was found that their managers gave importance and listened to
the ideas and suggestions of their subordinates. This result can be considered to
increase self-confidence of the subordinates.

Numerical distribution of the responds of the employees to the statement “My
manager maintains order at the workplace” is presented in Table 3.16. It was found
that of the employees, 3 % strongly disagreed; 8.1 % disagreed; 13.1 were
undecided; 44.3 % agreed; 31.5 % strongly agreed with the statement “My
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Table 3.17 Distribution of the responds of the participants to the statement “My manager trusts to
his/her subordinates”

4, Statement Frequency Percentage Mean Standard deviation
Strongly disagree 28 4.5
Disagree 64 10.2
Undecided 112 17.8 3.78 1.111
Agree 239 38.1
Strongly agree 185 29.5
Total 628 100.0

Table 3.18 Distribution of the responds of the participants to the statement “My manager does
not avoid taking risks while making decisions”

5. Statement Frequency Percentage Mean Standard deviation
Strongly disagree 36 5.7
Disagree 93 14.8
Undecided 131 20.9 3.55 1.157
Agree 227 36.1
Strongly agree 141 22.5
Total 628 100.0

manager maintains order at the workplace”. Based on this finding, it was found
that majority of the employees agreed with statement 3 and that their managers
maintained order at the workplace.

Distribution of the responds of the employees to the statement “My manager
trusts to his/her subordinates” is presented in Table 3.17. It was found that, of the
participants, 4.5 % strongly disagreed; 10.2 % disagreed; 17.8 % were undecided;
38.1 % agreed; 29.5 % strongly agreed with the statement “My manager trusts
his/her subordinates”. Based on these findings, it was found that majority of the
employees agreed with statement 4 and that their managers trusted to their sub-
ordinates. The fact that managers trust to subordinates can be considered as a result
of positive behavior and successful performance of the subordinates.

Numerical distribution of the responds of the employees to the statement “My
manager does not avoid taking risks while making decisions” is presented in
Table 3.18. It was found that, of the participants, 5.7 % strongly disagreed;
14.8 % disagreed; 20.9 % were undecided; 36.1 % agreed; 22.5 % strongly agreed
with the statement “My manager does not avoid taking risks while making
decisions”. Based on these findings, it was found that majority of employees agreed
with statement 5 and that their managers did not avoid taking risks while making
decisions. Considering the essence of being a manager is to make decision, it can be
stated that the managers who want to be successful do not avoid taking risks.

Table 3.19 shows the distribution of the responds of the employees to the
statement “My manager always knows who is responsible for what”. It was found
that, of the participants, 3.2 % strongly disagreed; 9.4 % disagreed; 12.3 % were
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Table 3.19 Distribution of the responds of the participants to the statement “My manager always
knows who is responsible for what”

6. Statement Frequency Percentage Mean Standard deviation
Strongly disagree 20 32
Disagree 59 9.4
Undecided 77 12.3 3.90 1.041
Agree 279 444
Strongly agree 193 30.7
Total 628 100.0

Table 3.20 Distribution of the responds of the participants to the statement “My manager has
open and honest management”

7. Statement Frequency Percentage Mean Standard deviation
Strongly disagree 36 5.7
Disagree 75 11.9
Undecided 118 18.8 3.68 1.166
Agree 224 35.7
Strongly agree 175 27.9
Total 628 100.0

undecided; 44.4 % agreed; 30.7 % strongly agreed with the statement “My man-
ager always knows who is responsible for what”. Based on these findings, it was
found that majority of the employees agreed with statement 6 and that their
managers knew who is responsible for what. This result shows that the managers
have a good communication with their subordinates and that they know their
potential.

Table 3.20 shows numerical distribution of the responds of the employees to the
statement “My manager always has an open and honest management”. It was found
that, of the employees, 5.7 % strongly disagreed; 11.9 % disagreed; 18.8 % were
undecided; 35.7 % disagreed; 27.9 % strongly agreed with the statement “My
manager always has open and honest management”. It was found that majority
of the employees agreed with statement 7 and that their managers had open and
honest management. This result points out to transparent management.

Numerical distribution of the responds of the employees to the statement “My
manager encourages new ideas” is presented in Table 3.21. It was found that, of the
participants, 5.4 % strongly disagreed; 12.3 % disagreed; 17.8 % were undecided;
38.4 % agreed and 26.1 % strongly agreed with the statement “My manager
encourages new ideas”. Based on these findings, it can be stated that majority of
the employees agreed with statement 8 and that their managers encouraged new
ideas. It can be stated that subordinates make attempt to produce new ideas. On the
other hand, it can be thought that people who produce new ideas are motivated by
various rewards and that the employees who see that new ideas are rewarded will be
motivated to produce more new ideas.
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Table 3.21 Distribution of the responds of the participants to the statement “My manager always
encourages new ideas”

8. Statement Frequency Percentage Mean Standard deviation
Strongly disagree 34 54
Disagree 71 12.3
Undecided 112 17.8 3.68 1.146
Agree 241 384
Strongly agree 164 26.1
Total 628 100.0

Table 3.22 Distribution of the responds of the participants to the statement “My manager has
consistent behaviors”

9. Statement Frequency Percentage Mean Standard deviation
Strongly disagree 31 4.9
Disagree 87 13.9
Undecided 93 14.8 3.70 1.152
Agree 247 39.3
Strongly agree 170 27.1
Total 628 100.0

Table 3.23 Distribution of the responds of the participants to the statement “My manager is open
to criticism”

10 Statement Frequency Percentage Mean Standard deviation
Strongly disagree 44 7.0
Disagree 106 16.9
Undecided 108 17.2 3.53 1.227
Agree 214 34.1
Strongly agree 156 24.8
Total 628 100.0

Table 3.22 shows numerical distribution of the responds of the employees to the
statement “My manager has consistent behaviors”. It was found that of the
employees, 4.9 % strongly disagreed; 13.9 % disagreed; 14.8 % were undecided;
39.3 % agreed and 27.1 % strongly agreed with the statement ‘“My manager has
consistent behaviors”. Based on these findings it was found that majority of the
employees agreed with statement 9 and that their managers had consistent behav-
iors. It can be stated that a manager who wants to be respected should show
consistency in his/her behaviors.

Table 3.23 presents numerical distribution of the responds of the employees to
the statement “My manager is open to criticism”. It was found that of the
employees, 7 % strongly disagreed; 16.9 % disagreed; 17.2 % were undecided;
34.1 % agreed; 24.8 % strongly agreed with the statement My manager is open to
criticism”. Based on these findings, it was found that majority of the employees
agreed with statement 10 and that their managers were open to criticism. This result
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Table 3.24 Distribution of the responds of the participants to the statement “My manager likes
discussing new ideas”

11. Statement Frequency Percentage Mean Standard deviation
Strongly disagree 43 6.8
Disagree 85 13.5
Undecided 131 20.9 3.55 1.183
Agree 222 354
Strongly agree 147 234
Total 628 100.0

Table 3.25 Distribution of the responds of the participants to the statement “My manager gives
importance to obeying the rules and principles”

12. Statement Frequency Percentage Mean Standard deviation
Strongly disagree 20 32
Disagree 43 6.8
Undecided 54 8.6 4.01 0.988
Agree 305 48.6
Strongly agree 206 32.8
Total 628 100.0

indicates that the managers establish a good communication with their subordinates
and that they consider criticism towards them as an opportunity for development.

Table 3.24 indicates numerical distribution of the responds of employees to the
statement “My manager likes discussing new ideas”. It was found that, of the
employees, 6.8 % strongly disagreed; 13.5 % disagreed; 20.9 % were undecided;
35.4 % agreed; 23.4 % strongly disagreed with the statement “My manager likes
discussing new ideas”. As a result, it was found that majority of the employees
agreed with statement 11 and that their managers liked discussing new ideas.
Considering that discussing various ideas will significantly contribute to solution
of problems, it can be stated that this result will be beneficial for the enterprises.

Numerical distribution of the responds of the employees to the statement “My
manager gives importance to obeying rules and principles” is presented in
Table 3.25. It was found that, of the participants, 3.2 % strongly disagreed; 6.8 %
disagreed; 8.6 % were undecided; 48.6 % agreed; 32.8 % strongly agreed with the
statement “My manager gives importance to obeying rules and principles”.
Based on these findings, it was found that majority of the participants agreed with
statement 12 and their managers gave importance to obeying rules and principles.
This result shows that the managers obey the norms in their enterprises. It can be
stated that subordinates who observed that their managers obey the norms will show
much more respect to norms and they will adopt these norms.

Table 3.26 presents numerical distribution of the responds of the employees to
the statement “My manager inspires trust”. Of the employees, 6.1 % strongly
disagreed; 11.8 % disagreed; 17.8 % were undecided; 37.4 % agreed; 26.9 %
strongly agreed with the statement “My manager inspires trust”. Based on
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Table 3.26 Distribution of the responds of the participants to the statement “My manager inspires
trust”

13. Statement Frequency Percentage Mean Standard deviation
Strongly disagree 38 6.1
Disagree 74 11.8
Undecided 112 17.8 3.67 1.166
Agree 235 374
Strongly agree 169 26.9
Total 628 100.0

Table 3.27 Distribution of the responds of the participants to the statement “My manager makes
plans for the future”

14. Statement Frequency Percentage Mean Standard deviation
Strongly disagree 30 4.8
Disagree 71 11.3
Undecided 141 22.5 3.67 1.122
Agree 222 354
Strongly agree 164 26.1
Total 628 100.0

Table 3.28 Distribution of the responds of the participants to the statement “My manager gives
information about the results of the units”

15. Statement Frequency Percentage Mean Standard deviation
Strongly disagree 51 8.1
Disagree 100 15.9
Undecided 112 17.8 3.49 1.230
Agree 222 354
Strongly agree 143 22.8
Total 628 100.0

these findings, it was found that majority of employees agreed with statement
13 and that their managers inspired confidence. This result reveals that the man-
agers in the enterprises included in the study gained the trust of their subordinates
by their behaviors and applications.

Table 3.27 presents numerical distribution of the responds of the employees to
the statement “My manager makes plans for the future”. It was found that 4.8 % of
the participants strongly disagreed; 11.3 % disagreed; 22.5 % were undecided;
35.4 % agreed and 26.1 % strongly disagreed with the statement “My manager
makes plans for the future”. Based on these findings, it was found that majority of
the employees agreed with statement 14 and that their managers made plans for the
future. This result reveals that the managers gave importance to planning and that
they were had vision.

Table 3.28 shows numerical distribution of the responds of the employees to the
statement “My manager gives information about the results of the units”. It was
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Table 3.29 Distribution of the responds of the participants to the statement “My manager
appreciates good work”

16 Statement Frequency Percentage Mean Standard deviation
Strongly disagree 49 7.8
Disagree 83 13.2
Undecided 92 14.6 3.65 1.249
Agree 216 344
Strongly agree 188 29.9
Total 628 100.0

Table 3.30 Distribution of the responds of the participants to the statement “My manager
encourages growth”

17. Statement Frequency Percentage Mean Standard deviation
Strongly disagree 24 3.8
Disagree 74 11.8
Undecided 107 17.0 3.76 1.100
Agree 247 393
Strongly agree 176 28.0
Total 628 100.0

found that, of the employees, 8.1 % strongly disagreed; 15.9 % disagreed; 17.8 %
were undecided; 35.4 % agreed; 22.8 % strongly agreed with the statement “My
manager gives information about the results of the units”. Based on these
results, it was found that majority of the employees agreed with statement 15 and
that their managers gave information about the results of the units. The subordinates
who receive feedback can correct their mistakes and reinforce positive behaviors.

Table 3.29 shows the distribution of the responds of the participants to the
statement “My manager appreciates good work”. It was found that, of the partic-
ipants, 7.8 % strongly disagreed; 13.2 % disagreed; 14.6 % were undecided; 34.4 %
agreed; 29.9 % strongly agreed with the statement “My manager appreciates
good work”. Based on these findings it was found that majority of the employees
agreed with statement 16 and that their managers appreciated good work. This
result shows that the managers established good communication and dialogue with
their employees. On the other hand, it can be stated that the subordinates whose
good work is appreciated by their managers will be honored and motivated.

Table 3.30 indicated numerical distribution of the responds of the employees to
the statement “My manager encourages growth”. It was found that, of the partic-
ipants, 3.8 % strongly disagreed; 11.8 % disagreed; 17 % were undecided; 39.3 %
agreed; 28 % strongly agreed with the statement “My manager encourages
growth”. Based on this finding it can be stated that majority of the employees
agreed with statement 17 and that their managers encouraged growth.

Table 3.31 presents numerical distribution of the responds of the employees to
the statement “My manager sets clear objectives”. It was found that, of the
employees, 4 % strongly disagreed; 10.5 % disagreed; 17.8 % were undecided;
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Table 3.31 Distribution of the responds of the participants to the statement “My manager sets
clear objectives”

18. Statement Frequency Percentage Mean Standard deviation
Strongly disagree 25 4.0
Disagree 66 10.5
Undecided 112 17.8 3.75 1.089
Agree 258 41.1
Total 166 26.4
628 100.0

Table 3.32 Distribution of the responds of the participants to the statement “My manager gives
importance to the opinions of his/her subordinates”

19. Statement Frequency Percentage Mean Standard deviation
Strongly disagree 44 7.0
Disagree 75 11.9
Undecided 128 20.4 3.60 1.184
Agree 224 35.7
Strongly agree 157 25.0
Total 628 100.0

41.1 % agreed; 26.4 % strongly agreed with the statement “My manager sets clear
objectives”. Based on these findings, it can be stated that majority of the employees
agreed with the statement 18 and that their managers set clear objectives and did not
leave their work to chance.

Numerical distribution of the responds of the employees to the statement “My
manager gives importance to the opinions of his/her subordinates” is presented in
Table 3.32. It was found that, of the employees, 7 % strongly disagreed; 11.9 %
disagreed; 20.4 % were undecided; 35.7 % agreed; 25 % strongly agreed with the
statement “My manager gives importance to the opinions of his/her subordi-
nates”. Based on these results it was found that majority of the employees agreed
with statement 19 and that their managers gave importance to opinions of their
subordinates. This result can suggest that managers give importance and value the
opinions of their subordinates.

Table 3.33 presents numerical distribution of the responds of the employees to
the statement “My manager produces new projects”. It was found that of the
participants, 5.1 % strongly disagreed; 11 % disagreed; 18.8 % were undecided;
39.8 % agreed; 25.3 % strongly agreed with the statement “My manager produces
new projects”. Based on these findings, it was found that the majority of the
employees agreed with statement 20 and that their managers produced new pro-
jects. In other words, it can be stated that the managers are open to change and
development.

Table 3.34 represents numerical distribution of the responds of the employees to
the statement “My manager is very meticulous on the implemented plans”. It was
found that, of the employees, 4 % strongly disagreed; 9.2 % disagreed; 16 % were
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Table 3.33 Distribution of the responds of the participants to the statement “My manager pro-
duces new projects”

20. Statement Frequency Percentage Mean Standard deviation
Strongly disagree 32 5.1
Disagree 69 11.0
Undecided 118 18.8 3.69 1.117
Agree 250 39.8
Strongly agree 159 25.3
Total 628 100.0

Table 3.34 Distribution of the responds of the participants to the statement “My manager is very
meticulous on the implemented plans”

21. Statement Frequency Percentage Mean Standard deviation
Strongly disagree 25 4.0
Disagree 58 9.2
Undecided 100 16.0 3.83 1.071
Agree 264 42.0
Strongly agree 181 28.8
Total 628 100.0

Table 3.35 Distribution of the responds of the participants to the statement “My manager defends
his/her subordinates”

22. Statement Frequency Percentage Mean Standard deviation
Strongly disagree 50 8.0
Disagree 91 14.5
Undecided 117 18.6 3.53 1.227
Agree 217 34.6
Strongly agree 153 24.4
Total 628 100.0

undecided; 42.1 % agreed; 28.9 % strongly agreed with the statement “My man-
ager is very meticulous on the implemented plans”. Based on these findings, it
was found that the majority of the employees agreed with statement 21 and that
their managers behaved meticulously on the implemented plans. In other words, it
can be stated that the managers are sensitive in practice.

Table 3.35 presents the responds of the employees to the statement ‘“My manager
defends his/her subordinates”. It was found that, of the employees, 8 % strongly
disagreed; 14.5 % disagreed; 18.6 % were undecided; 34.6 % agreed; 24.4 %
strongly agreed with the statement “My manager defends his/her subordinates”.
Based on these findings, it was found that the majority of the employees agreed with
statement 22 and that their managers defended their subordinates. In other words, it
can be stated that the managers protect the rights of their subordinates against their
colleagues or other managers.
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Table 3.36 Distribution of the responds of the participants to the statement “My manager is open
to innovation”

23. Statement Frequency Percentage Mean Standard deviation
Strongly disagree 27 4.3
Disagree 72 11.5
Undecided 117 18.6 3.72 1.103
Agree 247 39.3
Strongly agree 165 26.3
Total 628 100.0

Table 3.37 Distribution of the responds of the participants to the statement “My manager is
meticulous in inspection of the work”

24, Statement Frequency Percentage Mean Standard deviation
Strongly disagree 12 1.9
Disagree 49 7.8
Undecided 64 10.2 4.04 0.969
Agree 281 44.7
Strongly agree 222 35.4
Total 628 100.0

Table 3.36 presents the numerical distribution of the responds of the employees
to the statement “My manager is open to innovation”. It was found that, of the
participants, 4.3 % strongly disagreed; 11.5 % disagreed; 18.6 % were undecided;
39.3 % agreed; 26.3 % strongly agreed with the statement “My manager is open to
innovation”. Based on these findings, it was found that the majority of the
employees agreed with statement 23 and that their managers were open to innova-
tion. This result shows that managers are open to innovation in their enterprises.

Table 3.37 presents the numerical distribution of the responds of employees to
the statement “My manager is meticulous in inspection of the work”. It was found
that, of the employees, 1.9 % strongly disagreed; 7.8 % disagreed; 10.2 % were
undecided; 44.7 % agreed; 35.4 % strongly agreed with the statement “My man-
ager is meticulous in inspection of the work”. Based on these findings, it was
found that the majority of the employees agreed with statement 24 and that their
managers were meticulous in inspection of work.

Table 3.38 presents numerical distribution of the responds of the employees to
the statement “My manager creates a friendly environment without dispute”. It was
found that, of the employees, 8 % strongly disagreed; 16.7 % disagreed; 16.9 %
were undecided; 34.2 % agreed; 24.2 % strongly agreed with the statement “My
manager creates a friendly environment without dispute”. Based on these
findings, it was found that the majority of the employees agreed with statement
25 and that their managers created a friendly environment without any disputes in
the workplace.

Table 3.39 presents numerical distribution of the responds of the employees to
the statement “My manager creates opportunities to eliminate conflicts”. It was
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Table 3.38 Distribution of the responds of the participants to the statement “My manager creates
a friendly environment without disputes”

25. Statement Frequency Percentage Mean Standard deviation
Strongly disagree 50 8.0
Disagree 105 16.7
Undecided 106 16.9 3.50 1.244
Agree 215 34.2
Strongly agree 152 24.2
Total 628 100.0

Table 3.39 Distribution of the responds of the participants to the statement “My manager creates
opportunities to eliminate conflicts”

26. Statement Frequency Percentage Mean Standard deviation
Strongly disagree 40 6.4
Disagree 82 13.1
Undecided 110 17.5 3.62 1.170
Agree 243 38.7
Strongly agree 153 24.4
Total 628 100.0

Table 3.40 Distribution of the responds of the participants to the statement “My manager clearly
defines and expresses working requirements”

27. Statement Frequency Percentage Mean Standard deviation
Strongly disagree 25 4.0
Disagree 74 11.8
Undecided 94 15.0 3.75 1.080
Agree 278 44.3
Strongly agree 157 25.0
Total 628 100.0

found that, of the employees, 6.4 % strongly disagreed; 13.1 % disagreed; 17.5 %
were undecided; 38.7 % agreed; 24.4 % strongly agreed with the statement “My
manager creates opportunities to eliminate conflicts’. Based on these findings, it
was found that the majority of the employees agreed with statement 26 and that
their managers created opportunities to eliminate conflicts. In other words, it can be
stated that the managers are successful in solving conflicts.

Table 3.40 presents numerical distribution of the responds of the employees to
the statement “My manager clearly defines and expresses working requirements”. It
was found that, of the employees, 4 % strongly disagreed; 11.8 % disagreed; 15 %
were undecided; 44.3 % agreed; 25 % strongly agreed with the statement “My
manager clearly defines and expresses working requirements”. Based on these
findings, it was found that the majority of the employees agreed with statement
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Table 3.41 Distribution of the responds of the participants to the statement “My manager treats
his/her subordinates fairly”

28. Statement Frequency Percentage Mean Standard deviation
Strongly disagree 51 8.1
Disagree 97 154
Undecided 120 19.1 3.49 1.241
Agree 212 33.8
Strongly agree 148 23.6
Total 628 100.0

Table 3.42 Distribution of the responds of the participants to the statement “My manager makes
quick decisions when required”

29. Statement Frequency Percentage Mean Standard deviation
Strongly disagree 20 32
Disagree 57 9.1
Undecided 93 14.8 3.84 1.022
Agree 289 46.0
Strongly agree 169 26.9
Total 628 100.0

27 and that their managers clearly defined and expressed working requirements. In
other words, it can be stated that the managers made good work definition.

Table 3.41 indicates numerical distribution of the responds of the employees to
the statement “My manager treats his/her subordinates fairly”. It was found that, of
the employees, 8.1 % strongly disagreed; 15.4 % disagreed; 19.1 % were
undecided; 33.8 % agreed; 23.6 % strongly agreed with the statement “My man-
ager treats his/her subordinates fairly”’. Based on these results, it was found that
the majority of the employees agreed with the statement 28 and that their managers
treated their subordinates fairly. It can be stated that the managers treat their
subordinates equally.

Table 3.42 indicates numerical distribution of the responds of the employees to
the statement “My manager makes quick decisions when required”. It was found
that, of the employees, 3.2 % strongly disagreed; 9.1 % disagreed; 14.8 % were
undecided; 46 % agreed; 26.9 % strongly agreed with the statement “My manager
makes quick decisions when required”. Based on these findings, it was found that
the majority of the employees agreed with statement 29 and that their managers
made quick decisions when required.

Table 3.43 indicates numerical distribution of the responds of the participants to
the statement “My manager makes plans carefully”. It was found that, of the
employees, 3.5 % strongly disagreed; 9.1 % disagreed; 18.3 % were undecided;
41.4 9% agreed; 27.7 % strongly agreed with the statement ‘“My manager makes
plans carefully”. It was found that, the majority of the employees agreed with
statement 30 and that their managers made plans carefully.
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Table 3.43 Distribution of the responds of the participants to the statement “My manager makes
plans carefully”

30. Statement Frequency Percentage Mean Standard deviation
Strongly disagree 22 3.5
Disagree 57 9.1
Undecided 115 18.3 3.81 1.050
Agree 260 41.4
Strongly agree 174 27.7
Total 628 100.0

Table 3.44 Distribution of the responds of the participants to the statement “My manager gives
his/her subordinates the right to speak while making decisions”

31. Statement Frequency Percentage Mean Standard deviation
Strongly disagree 52 8.3
Disagree 99 15.8
Undecided 110 17.5 3.51 1.248
Agree 212 33.8
Strongly agree 155 24.7
Total 628 100.0

Table 3.45 Distribution of the responds of the participants to the statement “My manager is
flexible and open to change”

32. Statement Frequency Percentage Mean Standard deviation
Strongly disagree 40 6.4
Disagree 79 12.6
Undecided 119 18.9 3.62 1.170
Agree 234 37.3
Strongly agree 156 24.8
Total 628 100.0

Table 3.44 presents numerical distribution of the responds of the employees to
the statement “My manager gives his/her subordinates the right to speak while
making decisions”. It was found that, of the employees, 8.3 % strongly disagreed;
15.8 % disagreed; 17.5 % were undecided; 33.8 % agreed; 24.7 % strongly agreed
with the statement “My manager gives his/her subordinates the right to speak
while making decisions”. It was found that the majority of the employees agreed
with statement 31 and that their managers gave their subordinates the right to speak
and they valued their opinions.

Table 3.45 indicates numerical distribution of the responds of the employees to
the statement “My manager is flexible and open to change”. It was found that, of
the employees, 6.4 % strongly disagreed; 12.6 % disagreed; 18.9 % were
undecided; 37.3 % agreed; 24.8 % strongly agreed with statement 32. As a result,
it was found that the majority of the employees agreed with this statement and that
their managers were flexible and open to criticism.
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Table 3.46 Distribution of the responds of the participants to the statement “My manager gives
clear instructions”

33. Statement Frequency Percentage Mean Standard deviation
Strongly disagree 17 2.7
Disagree 60 9.6
Undecided 58 9.2 3.95 1.018
Agree 293 46.7
Strongly agree 200 31.8
Total 628 100.0

Table 3.47 Distribution of the responds of the participants to the statement “My manager respects
his/her subordinates as individuals”

34. Statement Frequency Percentage Mean Standard deviation
Strongly disagree 41 6.5
Disagree 65 10.4
Undecided 105 16.7 3.70 1.165
Agree 245 39.0
Strongly agree 172 27.4
Total 628 100.0

Table 3.46 indicates numerical distribution of the responds of the employees to
the statement “My manager gives clear instructions”. It was found that, of the
employees, 2.7 % strongly disagreed; 9.6 % disagreed; 9.2 % were undecided;
46.7 % agreed; 31.8 % strongly agreed with statement “My manager gives clear
instructions”. It was found that the majority of the employees agreed with state-
ment 33 and that their managers gave clear instructions.

Table 3.47 indicates numerical distribution of the responds of the employees to
the statement “My manager respects his/her subordinates as individuals”. It was
found that, of the employees, 6.5 % strongly disagreed; 10.4 % disagreed; 16.7 %
were undecided; 39 % agreed; 27.4 % strongly agreed with the statement “My
manager respects his/her subordinates as individuals”. It was found that the
majority of the employees agreed with statement 34 and that their managers
respected their subordinates as individuals.

Table 3.48 indicates numerical distribution of the responds of the employees to
the statement “My manager shows new and different ideas to the implementation of
works”. It was found that, of the employees, 3.8 % strongly disagreed; 9.7 %
disagreed; 18.2 % were undecided; 40.8 % agreed; 27.5 % strongly agreed with
the statement “My manager shows new and different ideas to the implementa-
tion of works”. It was found that the majority of the employees agreed with
statement 35 and that their managers showed new and different ideas to the
implementation of works. In other words, it can be stated that their managers
were creative in practice.

Table 3.49 indicates numerical distribution of the responds of the employees to
the statement “My manager analyzes situations and does not make decisions
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Table 3.48 Distribution of the responds of the participants to the statement “My manager shows
new and different ideas to the implementation of works”

35. Statement Frequency Percentage Mean Standard deviation
Strongly disagree 24 3.8
Disagree 61 9.7
Undecided 114 18.2 3.79 1.070
Agree 256 40.8
Strongly agree 173 27.5
Total 628 100.0

Table 3.49 Distribution of the responds of the participants to the statement “My manager
analyzes situations and does not make decisions without thinking”

36. Statement Frequency Percentage Mean Standard deviation
Strongly disagree 36 5.7
Disagree 67 10.7
Undecided 106 16.9 3.71 1.140
Agree 251 40.0
Strongly agree 168 26.8
Total 628 100.0

without thinking”. It was found that, of the employees, 5.7 % strongly disagreed;
10.7 % disagreed; 16.9 % were undecided; 40 % agreed; 26.8 % strongly agreed
with the statement “My manager analyzes situations and does not make deci-
sions without thinking”. It was found that the majority of the employees agreed
with statement 36 and that their managers analyzed situations and did not make
decisions without thinking.

3.9 Frequency and Percentage Distributions of Responds
to Communication Scale Questionnaire

Frequency and percentage distributions of the responds of the employees to the
statements in communication scale are presented in this section.

Table 3.50 indicates numerical distribution of the responds of the employees to
the statement “My manager motivates the employees using his/her communication
skills”. It was found that, of the employees, 8 % strongly disagreed; 15.4%
disagreed; 17.5 % were undecided; 36.5 % agreed; 22.6 % strongly disagreed
with the statement “My manager motivates the employees using his/her com-
munication skills”. It was found that the majority of the employees agreed with
statement 1 and that their managers motivated their employees using their commu-
nication skills. Furthermore, it can be stated that the manager value motivation.

Table 3.51 indicates numerical distribution of the responds of the employees to
the statement “My manager informs the employees about the results of the work
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Table 3.50 Distribution of the responds of the participants to the statement “My manager
motivates the employees using his/her communication skills”

1. Statement Frequency Percentage Mean Standard deviation
Strongly disagree 50 8.0
Disagree 97 15.4
Undecided 110 17.5 3.50 1.221
Agree 229 36.5
Strongly agree 142 22.6
Total 628 100.0

Table 3.51 Distribution of the responds of the participants to the statement “My manager informs
the employees about the results of the work they perform”

2. Statement Frequency Percentage Mean Standard deviation
Strongly disagree 38 6.1
Disagree 109 17.4
Undecided 82 13.1 3.57 1.186
Agree 258 41.1
Strongly agree 141 22.5
Total 628 100.0

Table 3.52 Distribution of the responds of the participants to the statement “My manager holds
periodic meeting with the employees to listen to their problems”

3. Statement Frequency Percentage Mean Standard deviation
Strongly disagree 70 11.1
Disagree 139 22.1
Undecided 74 11.8 3.33 1.340
Agree 201 32.0
Strongly agree 144 22.9
Total 628 100.0

they perform”. It was found that, of the participants, 6.1 % strongly disagreed;
17.4 % disagreed; 13.1 % were undecided; 41.1 % agreed; 22.5 % strongly agreed
with the statement “My manager informs the employees about the results of the
work they perform”. It was found that the majority of the participants agreed with
statement 2 and that their managers informed their employees about the results of
the work they perform. This result indicates that the managers give importance to
giving feedback.

Table 3.52 indicates numerical distribution of the responds of the employees to
the statement “My manager holds periodic meeting with the employees to listen to
their problems.” It was found that, of the employees, 6.1 % strongly disagreed;
17.4 % disagreed; 13.1 % were undecided; 41.1 % agreed; 22.5 % strongly agreed
with the statement “My manager holds periodic meeting with the employees to
listen to their problems”. It was found that the majority of the employees agreed
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Table 3.53 Distribution of the responds of the participants to the statement “My manager holds
meetings with the employees to solve problems”

4, Statement Frequency Percentage Mean Standard deviation
Strongly disagree 67 10.7
Disagree 119 18.9
Undecided 77 12.3 341 1.316
Agree 218 34.7
Strongly agree 147 234
Total 628 100.0

Table 3.54 Distribution of the responds of the participants to the statement “My manager uses
written communication channels to make sure that his/her employees can understand the orders”

5. Statement Frequency Percentage Mean Standard deviation
Strongly disagree 45 7.2
Disagree 114 18.2
Undecided 76 12.1 3.53 1.227
Agree 248 39.5
Strongly agree 145 23.1
Total 628 100.0

with statement 3 and that their managers held periodic meetings with the employees
to listen to their problems.

Table 3.53 presents numerical distribution of the responds of the employees to
the statement ‘“My manager holds meetings with the employees to solve problems”.
It was found that, of the employees, 10.7 % strongly disagreed; 18.9 % disagreed;
12.3 % were undecided; 34.7 % agreed; 23.4 % strongly agreed with the statement
“My manager holds meetings with the employees to solve problems”. It was
found that the majority of the employees agreed with statement 4 and that their
managers held meetings with the employees to solve problems.

Table 3.54 presents numerical distribution of the responds of the employees to
the statement “My manager uses written communication channels to make sure that
his/her employees can understand the orders”. It was found that, of the employees,
7.2 % strongly disagreed; 18.2 % disagreed; 12.1 % were undecided; 39.5 % agreed
and 23.1 % strongly agreed with the statement “My manager uses written
communication channels to make sure that his/her employees can understand
the orders”. It was found that the majority of the employees agreed with statement
5 and that their managers used written communication channels to make sure that
their employees can understand their orders.

Table 3.55 shows numerical distribution of the responds of the employees to the
statement “When the employees have a problem, they can always share this with
the manager”. It was found that, of the employees, 7.6 % strongly disagreed; 10 %
disagreed; 11.1 % were undecided; 42.2 % agreed; 29.1 % strongly agreed with the
statement ‘“When the employees have a problem, they can always share this
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Table 3.55 Distribution of the Responds of the Participants to the statement “When the
employees have a problem, they can always share this with the manager”

6. Statement Frequency Percentage Mean Standard deviation
Strongly disagree 48 7.6
Disagree 63 10.0
Undecided 70 11.1 3.75 1.196
Agree 265 422
Strongly agree 182 29.0
Total 628 100.0

Table 3.56 Distribution of the responds of the participants to the statement “My manager
establishes relaxed communication with the employees”

7. Statement Frequency Percentage Mean Standard deviation
Strongly disagree 43 6.8
Disagree 75 11.9
Undecided 80 12.7 3.71 1.192
Agree 253 40.3
Strongly agree 177 28.2
Total 628 100.0

with the manager”. It was found that the majority of the employees agreed with
statement 6 and that when the employees have a problem, they can always share it
with the manager. In other words, it can be stated that the managers adopt and
implement an open door policy.

Table 3.56 indicates numerical distribution of the responds of the employees to
the statement “My manager establishes relaxed communication with the
employees”. It was found that, of the students, 6.8 % strongly disagreed; 11.9 %
disagreed; 12.7 % were undecided; 40.3 % agreed; 28.2 % strongly agreed with the
statement “My manager establishes relaxed communication with the
employees”. Thus, it was found that the majority of the employees agreed with
statement 7 and that their managers established relaxed communication with the
employees.

Table 3.57 shows numerical distribution of the responds of the employees to the
statement “If employees have an idea or suggestion about the work, they share this
with their managers”. It was found that, of the managers, 5.1 % strongly disagreed;
11.9 % disagreed; 14.5 % were undecided; 41.1 % agreed; 27.4 % strongly agreed
with the statement “If employees have an idea or suggestion about the work,
they share this with their managers”. It was found that the majority of the
employees agreed with statement 8 and that when the employees had an idea or
suggestion about the work, they shared it with their managers. This result shows
that the managers encourage their employees to think about the work.

Table 3.58 shows numerical distribution of the responds of the employees to the
statement “My manager spares enough time to listen to the employees”. It was
found that, of the employees, 10.2 % strongly disagreed; 17.4 % disagreed; 13.9 %
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Table 3.57 Distribution of the responds of the participants to the statement “If employees have an
idea or suggestion about the work, they share this with their managers”

8. Statement Frequency Percentage Mean Standard deviation
Strongly disagree 32 5.1
Disagree 75 11.9
Undecided 91 14.5 3.74 1.135
Agree 258 41.1
Strongly agree 172 27.4
Total 628 100.0

Table 3.58 Distribution of the responds of the participants to the statement “My manager spares
enough time to listen to the employees”

9. Statement Frequency Percentage Mean Standard deviation
Strongly disagree 64 10.2
Disagree 109 17.4
Undecided 87 13.9 3.44 1.289
Agree 225 35.8
Strongly agree 143 22.8
Total 628 100.0

Table 3.59 Distribution of the responds of the participants to the statement “My manager informs
me about the situation in the work place”

10. Statement Frequency Percentage Mean Standard deviation
Strongly disagree 88 14.0
Disagree 169 26.9
Undecided 100 15.9 3.06 1.336
Agree 161 25.6
Strongly agree 110 17.5
Total 628 100.0

were undecided; 35.8 % agreed; 22.8 % strongly agreed with statement “My
manager spares enough time to listen to the employees”. It was found that the
majority of the employees agreed with statement 9 and that their managers spared
enough time to listen to their employees and that they valued them.

Table 3.59 indicates numerical distribution of the responds of the employees to
the statement “My manager informs me about the situation in the work place”. I was
found that, of the employees, 14 % strongly disagreed; 26.9 % disagreed; 15.9 %
were undecided; 25.6 % agreed; 17.5 % strongly agreed with the statement “My
manager informs me about the situation in the work place”. It was found that
the majority of the employees agreed with statement 10 and that their managers
informed the employees about the situation in the work place and that they gave
importance to their employees.

Table 3.60 indicates numerical distribution of the responds of the employees to
the statement “My manager congratulates me when I successfully fulfill my task™. It
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Table 3.60 Distribution of the responds of the participants to the statement “My manager
congratulates me when I successfully fulfill my task”

11. Statement Frequency Percentage Mean Standard deviation
Strongly disagree 73 11.6
Disagree 114 18.2
Undecided 95 15.1 3.35 1.309
Agree 213 339
Strongly agree 133 21.2
Total 628 100.0

Table 3.61 Distribution of the responds of the participants to the statement “My manager fully
informs the employees about the work they will perform to make them successful in that work”

12. Statement Frequency Percentage Mean Standard deviation
Strongly disagree 48 7.6
Disagree 107 17.0
Undecided 97 154 3.52 1.240
Agree 223 355
Strongly agree 153 24.4
Total 628 100.0

was found that, of the employees, 11.6 % strongly disagreed; 18.2 % disagreed;
15.1 % were undecided; 33.9 % agreed; 21.2 % strongly agreed with the statement
“My manager congratulates me when I successfully fulfill my task”. It was
found that, the majority of the employees agreed with statement 11 and that their
managers congratulated them when they successfully fulfilled their tasks.

Table 3.61 shows numerical distribution of the responds of the employees to the
statement “My manager fully informs the employees about the work they will
perform to make them successful in that work™. It was found that, of the employees,
7.6 % strongly disagreed; 17 % disagreed; 15.4 % were undecided; 35.5 % agreed;
244 % strongly agreed with the statement “My manager fully informs the
employees about the work they will perform to make them successful in that
work”. It was found that, the majority of the employees agreed with statement
10 and that their managers fully informed their employees about the work they will
perform to make them successful in their works. In other words, it can be stated that
the managers gave importance to building accurate and effective communication
with the employees to avoid making any mistakes at work.

Table 3.62 indicates numerical distribution of the responds of employees to the
statement “My manager uses all means of communication he/she has for commu-
nication.” It was found that, of the employees, 4.6 % strongly disagreed; 11.5 %
disagreed; 11.8 % were undecided; 44.3 % agreed; 27.9 % strongly agreed with
statement “My manager uses all means of communication he/she has for
communication.” It was found that the majority of the employees agreed with
statement 13 and that their managers used all means of communication to
communicate.
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Table 3.62 Distribution of the responds of the participants to the statement “My manager uses all
means of communication he/she has for communication.”

13. Statement Frequency Percentage Mean Standard deviation
Strongly disagree 29 4.6
Disagree 72 11.5
Undecided 74 11.8 3.79 1.109
Agree 278 443
Strongly agree 175 27.9
Total 628 100.0

Table 3.63 Distribution of the responds of the participants to the statement “My manager is liked
and respected by the employees

14. Statement Frequency Percentage Mean Standard deviation
Strongly disagree 42 6.7
Disagree 65 10.4
Undecided 122 194 3.68 1.179
Agree 223 355
Strongly agree 176 28.0
Total 628 100.0

Table 3.64 Distribution of the responds of the participants to the statement “My manager respects
opinions and suggestions of the employees”

15. Statement Frequency Percentage Mean Standard deviation
Strongly disagree 48 7.6
Disagree 90 14.3
Undecided 120 19.1 3.55 1.226
Agree 211 33.6
Strongly agree 159 253
Total 628 100.0

Table 3.63 shows numerical distribution of the responds of the employees to the
statement “My manager is liked and respected by the employees.” It was found that,
of the employees 6.7 % strongly disagreed; 10.4 % disagreed; 19.4 % were
undecided; 35.5 % agreed; 28 % strongly agreed with the statement “My manager
is liked and respected by the employees.” It was found that the majority of the
employees agreed with statement 14 and that their managers were liked and
respected by their employees. In other words, it can be stated that the managers
gained the respect of their employees thanks to their personality and behaviors in
the work place.

Table 3.64 indicates numerical distribution of the responds of the employees to
the statement ‘“My manager respects opinions and suggestions of the employees.” It
was found that of the employees, 7.6 % strongly disagreed; 14.3 % disagreed;
19.1 % were undecided; 33.6 % agreed; 25.3 % strongly agreed with the statement
“My manager respects opinions and suggestions of the employees.” According
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Table 3.65 Distribution of the responds of the participants to the statement “My manager checks
whether the subordinates fully understood his/her orders by asking them questions”

16. Statement Frequency Percentage Mean Standard deviation
Strongly disagree 29 4.6
Disagree 93 14.8
Undecided 98 15.6 3.65 1.137
Agree 254 40.4
Strongly agree 154 24.5
Total 628 100.0

Table 3.66 Distribution of the responds of the participants to the statement ‘“My manager creates
an environment to allow the subordinates to express themselves”

17. Statement Frequency Percentage Mean Standard deviation
Strongly disagree 53 8.4
Disagree 103 16.4
Undecided 107 17.0 3.47 1.234
Agree 228 36.3
Strongly agree 137 21.8
Total 628 100.0

to these findings, the majority of the employees agreed with statement 15 and that
their managers respected opinions and suggestions of their employees.

Table 3.65 shows numerical distribution of the responds of the employees to the
statement “My manager checks whether the subordinates fully understood his/her
orders by asking them questions.” It was found that, of the employees, 4.6 %
strongly disagreed; 14.8 disagreed; 15.6 % were undecided; 40.4 % agreed;
24.5 % strongly agreed the statement “My manager checks whether the sub-
ordinates fully understood his/her orders by asking them questions.” It was
found that the majority of the employees agreed with statement 16 and that their
managers checked whether their orders were fully understood by their subordinates
by asking them questions.

Table 3.66 indicates numerical distribution of the responds of the employees to
the statement “My manager creates an environment to allow the subordinates
to express themselves.” It was found that, of the employees, 8.4 % strongly
disagreed; 16.4 % disagreed; 17 % were undecided; 36.3 % agreed; 21.8 % strongly
agreed with this statement. According to these findings, the majority of the
employees agreed with statement 17 and that their managers created an environ-
ment to allow the subordinates to express themselves.

Table 3.67 presents numerical distribution of the responds of the employees to
the statement “My manager makes clear, simple and understandable sentences
while speaking to his/her subordinates.” It was found that, of the employees,
4.9 % strongly disagreed; 12.7 % disagreed; 12.3 % were undecided; 42.5 %
agreed; 27.5 % strongly agreed with the statement “My manager makes clear,
simple and understandable sentences while speaking to his/her subordinates.”
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Table 3.67 Distribution of the responds of the participants to the statement “My manager makes
clear, simple and understandable sentences while speaking to his/her subordinates”

18. Statement Frequency Percentage Mean Standard deviation
Strongly disagree 31 4.9
Disagree 80 12.7
Undecided 77 12.3 3.75 1.136
Agree 267 42.5
Strongly agree 173 27.5
Total 628 100.0

Table 3.68 Distribution of the responds of the participants to the statement “My manager
establishes communication by taking the situations of the employees into account (by making
empathy)”

19. Statement Frequency Percentage Mean Standard deviation
Strongly disagree 51 8.1
Disagree 102 16.2
Undecided 117 18.6 347 1.233
Agree 215 34.2
Strongly agree 143 22.8
Total 628 100.0

Table 3.69 Distribution of the responds of the participants to the statement “My manager uses
body language (gestures and mimes) very well while speaking”

20. Statement Frequency Percentage Mean Standard deviation
Strongly disagree 40 6.4
Disagree 89 14.2
Undecided 98 15.6 3.64 1.196
Agree 234 373
Strongly agree 167 26.6
Total 628 100.0

It was found that the majority of the employees agreed with statement 18 and that
their managers made clear, simple and understandable sentences while speaking to
the subordinates.

Table 3.68 indicates numerical distribution of the responds of the employees to
the statement “My manager establishes communication by taking the situations of
the employees into account (by making empathy)”. It was found that, of the
employees, 8.1 %strongly disagreed; 16.2 % disagreed; 18.6 % were undecided;
34.2 % agreed; 22.8 % strongly agreed with the statement “My manager estab-
lishes communication by taking the situations of the employees into account
(by making empathy)”. It was found that the majority of the employees agreed
with statement 1 and that their managers established communication by taking the
situations of the employees into account.
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Table 3.70 Distribution of the responds of the participants to the statement “My manager uses
time efficiently while communicating with his/her employees”

21 Statement Frequency Percentage Mean Standard deviation
Strongly disagree 39 6.2
Disagree 76 12.1
Undecided 99 15.8 3.65 1.149
Agree 264 42.0
Strongly agree 150 239
Total 628 100.0

Table 3.71 Distribution of the responds of the participants to the statement “My manager makes
eye contact with his/her employees while speaking”

22. Statement Frequency Percentage Mean Standard deviation
Strongly disagree 29 4.6
Disagree 60 9.6
Undecided 88 14.0 3.81 1.089
Agree 274 43.6
Strongly agree 177 28.2
Total 628 100.0

Table 3.69 shows numerical distribution of the responds of the employees to the
statement “My manager uses body language (gestures and mimes) very well while
speaking”. It was found that of the employee, 6.4 % strongly disagreed; 14.2 %
disagreed; 15.6 % were undecided; 37.3 % agreed; 26.6 % strongly agreed with the
statement “My manager uses body language (gestures and mimes) very well
while speaking”. According to these findings, it was found that the majority of the
employees agreed with statement 20 and that their managers used body language
very well while speaking.

Table 3.70 shows numerical distribution of the responds of the employees to the
statement “My manager uses time efficiently while communicating with his/her
employees.” It was found that, of the employees, 6.2 % strongly disagreed; 12.1 %
disagreed; 15.8 % were undecided; 42 % agreed; 23.9 % strongly agreed with the
statement “My manager uses time efficiently while communicating with his/her
employees.” According to these findings, it was found that the majority of the
employees agreed with statement 21 and that their managers used time efficiently
while communicating with their employees.

Table 3.71 shows numerical distribution of the responds of the employees to the
statement “My manager makes eye contact with his/her employees while speak-
ing.” It was found that of the employees, 6.2 % strongly disagreed; 12.1 %
disagreed; 15.8 % were undecided; 42 % agreed; 23.9 % strongly agreed with the
statement “My manager makes eye contact with his’/her employees while
speaking.” According to this fining, it was found that the majority of the employees
agreed with statement 12 and that their managers made eye contact while speaking.
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Table 3.72 Distribution of the responds of the participants to the statement “My manager
criticizes his/her employees without breaking his/her employees’ hearts”

23. Statement Frequency Percentage Mean Standard deviation
Strongly disagree 79 12.6
Disagree 108 17.2
Undecided 91 14.5 3.37 1.342
Agree 203 323
Strongly agree 147 234
Total 628 100.0

Table 3.73 Distribution of the responds of the participants to the statement “My manager does
not interrupt his/her employees unless necessary”

24. Statement Frequency Percentage Mean Standard deviation
Strongly disagree 68 10.8
Disagree 96 15.3
Undecided 96 15.3 3.45 1.291
Agree 223 355
Strongly agree 145 23.1
Total 628 100.0

Table 3.72 shows numerical distribution of the responds of the employees to the
statement “My manager criticizes his/her employees without breaking his/her
employees’ hearts.” It was found that, of the employees, 12.6 % strongly disagreed;
17.2 % disagreed; 14.5 % were undecided; 32.3 % agreed; 23.4 % strongly agreed
with the statement “My manager criticizes his/her employees without breaking
his/her employees’ hearts.” According to these findings, it was found that the
majority of the employees agreed with statement 23 and that their managers
criticized their employees without breaking their hearts and without demotivating
them.

Table 3.73 shows numerical distribution of the responds of the employees to the
statement “My manager does not interrupt his/her employees unless necessary”. It
was found that, of the employees, 10.8 % strongly disagreed; 15.3 % disagreed;
15.3 % were undecided; 35.5 % agreed; 23.1 % strongly agreed with the statement
“My manager does not interrupt his/her employees unless necessary”.
According to these results, it was found that the majority of the employees agreed
with statement 24 and that their managers did not interrupt their employees unless
necessary and that they listened to them. This result might indicate that the
managers respect their subordinates.

Table 3.74 shows numerical distribution of the responds of the employees to the
statement ‘“My manager does not criticize or say anything negative to his/her
employees within a community”. It was found that, of the employees, 14.% strongly
disagreed; 15.8 % disagreed; 15.8 % were undecided; 31.2 % agreed, 22.8 %
strongly disagreed with the statement “My manager does not criticize or say
anything negative to his/her employees within a community”. According to
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Table 3.74 Distribution of the responds of the participants to the statement “My manager does
not criticize or say anything negative to his/her employees within a community”

25. Statement Frequency Percentage Mean Standard deviation
Strongly disagree 91 14.5
Disagree 99 15.8
Undecided 99 15.8 3.32 1.364
Agree 196 31.2
Strongly agree 143 22.8
Total 628 100.0

these results the majority of the employees agreed with statement 25 and that their
managers did not criticize or say anything negative to their employees within a
community. In other words, it can be stated that the managers values emotions and
opinions of their employees.

3.10 Evaluation and Interpretation of Study Findings

This section presents statistical analysis of study data. Mann-Whitney U test,
Kruskal Wallis test and Tukey tests were applied to obtained data. The findings
obtained from the analysis were then evaluated and presented in tables with various
evaluations and interpretations.

3.10.1 Mann-Whitney Test Results of the Difference
According to the Dimension of Marital Status

Mann-Whitney U test was performed to determine there was a difference between
marital status of the employees; leadership behavior scale sub-dimensions and
communication dimension. Test results are presented in Table 3.75. Since signif-
icance levels were found to be greater than 0.05 according to sub-dimensions of
both scales (p > 0.05) it was found that there was no significant difference between
marital status of the employees and leadership behaviors and communication
sub-dimensions. According to this finding, our first hypothesis, H; was rejected
and hypothesis Hy was accepted. It was observed that there was no statistically
significant difference between marital status, leadership behavior types and com-
munication viewpoint of the employees. It can be stated that married or single status
of the employees did not cause a difference between leadership behavior types and
communication viewpoints.
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Table 3.75 Mann-Whitney test results of the difference according to the dimension of marital

status

Marital
Dimensions status N Mean Sum of means
Employee-oriented Married 524 316.47 165,514.50

Single 104 301.57 31,363.50

Total 628
Task-oriented Married 524 317.16 165,874.00

Single 104 298.12 31,004.00

Total 628
Change-oriented Married 524 317.72 166,487.50

Single 104 298.25 31,018.50

Total 628
Communication Married 524 318.05 166,657.50

Single 104 296.62 30,848.50

Total 628

Employee-  Task- Change- Communication
oriented oriented oriented

Mann-Whitney U 25,903.500 25,544.000 25,558..000 25,388.500
Wilcoxon W 31,363.500 31,004.000 31,018..500 30,848.500
Z —.767 —.981 —1..002 —1.101
Asymp. Sig. (2-tailed) 443 326 ..326 271

Table 3.76 Mann-Whitney test results of the difference according to the dimension of working
status of the spouses of the employees

Employment
Dimensions status of spouse N Mean Sum of means
Employee O. Working 229 258.81 59,009.50

Not Working 289 259.15 74,893.50

Total 518
Task O. Working 229 263.25 59,009.50

Not Working 289 255.65 74,893.50

Total 518
Change O. Working 229 267.33 61,219.00

Not Working 289 253.29 73,202.00

Total 518
Communication Working 229 264.30 60,524.50

Not Working 289 255.70 73,896.50

Total 518

Employee- Task- Change- Communication
oriented oriented oriented

Mann-Whitney U 32,903.500 31,976.500  31,297.000 31,991.500
Wilcoxon W 59,009.500 73,881.500  73,202.000 73,896.500
Z —.025 —.576 —1.062 —.650
Asymp. Sig. 980 .565 288 516

(2-tailed)
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Table 3.77 Kruskal Wallis test results of the difference according to dimension of age groups of
the employees

Dimensions Age Group N Mean

Employee O. 20-30 196 323.70
3140 301 307.61
41-50 128 314.84
51 and above 3 284.00
Total 628

Task O. 20-30 196 320.23
3140 301 306.33
41-50 128 322.78
51 and above 3 299.17
Total 628

Change O. 20-30 196 328.69
3140 301 305.11
41-50 128 314.42
51 and above 3 333.00
Total 628

Communication D.  20-30 196 323.19
31-40 301 307.70
41-50 128 317.49
51 and above 3 301.00
Total 628
Employee-oriented  Task-oriented Change-oriented Communication

Chi-Square 1.023 1.095 2.045 925

df 3 3 3 3

Asymp. Sig. 796 178 .563 .819

3.10.2 Mann-Whitney Test Results of the Difference
According to the Dimension of Working Status
of the Spouses of the Employees

Mann-Whitney U test was performed to determine whether there was a difference
between working status of the spouses of the employees; leadership behavior scale
sub-dimensions and communication dimension. Test results are presented in
Table 3.76. Since significance levels were found to be greater than 0.05 according
to sub-dimensions of both scales (p > 0.05) it was found that there was no
significant difference between working status of the spouses of the employees
and leadership behaviors and communication sub-dimensions. According to this
finding, our second hypothesis, H; was rejected and hypothesis Hy was accepted. It
was observed that there was no statistically significant difference between working
status of the spouses of the employees, leadership behavior types and communica-
tion viewpoint of the employees. It can be stated whether the spouses of the
employees were working or not working did not cause a difference between
leadership behavior types and communication viewpoints.
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Table 3.78 Kruskal Wallis test results of the difference according to dimension of seniority of the
employees

Dimensions Seniority (year) N Mean

Employee O. 1-10 335 304.12
11-20 233 323.15
21-30 58 332.04
31 and above 2 376.00
Total 628

Task O. 1-10 335 307.33
11-20 233 319.27
21-30 58 329.09
31 and above 2 376.75
Total 628

Change O. 1-10 335 309.73
11-20 233 318.47
21-30 58 322.54
31 and above 2 418.00
Total 628

Communication D.  1-10 335 306.35
11-20 233 323.89
21-30 58 322.28
31 and above 2 360.25
Total 628
Employee-oriented  Task-oriented Change-oriented Communication

Chi-Square 2.404 1.298 1.114 1.536

df 3 3 3 3

Asymp. Sig. 493 730 174 .674

Kruskal Wallis test was performed to determine whether there was a difference
between leadership behavior sub-dimension and communication dimension
according to age group of the employees. Test results are presented in Table 3.77.
Since significance levels were found to be greater than 0.05 according to
sub-dimensions of both scales (p > 0.05) it was found that there was no significant
difference between age groups of the employees and leadership behaviors and
communication sub-dimensions. According to this finding, our third hypothesis
H, was rejected and hypothesis Hy was accepted. It was observed that there was no
statistically significant difference between age groups, leadership behavior types
and communication viewpoint of the employees. It can be stated that there was no
significant difference between leadership behavior types and communication view-
points of the employees from different age groups.

Kruskal Wallis test was performed to determine whether there was a difference
between leadership behavior sub-dimensions and communication dimension
according to the seniority of the employees. Test results are presented in Table 3.78.
Since significance levels were found to be greater than 0.05 according to
sub-dimensions of both scales (p > 0.05) it was found that there was no significant
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Table 3.79 Mann-Whitney test results of the difference according to the dimension of gender of
the employees

Dimensions Gender N Mean Sum of means
Employee O. Female 163 338.01 54,757.00

Male 465 305.64 142,121.00

Total 628
Task-oriented Female 163 347.40 56,278.50

Male 465 302.36 140,599.50

Total 628
Change O. Female 163 353.81 57,671.00

Male 465 300.72 139,835.00

Total 628
Communication Female 163 349.75 57,009.00

Male 465 302.14 140,497.00

Total 628

Employee- Task- Change- Communication
oriented oriented oriented

Mann-Whitney U 33,776.000 32,254.500  31,490.000  32,152.000
Wilcoxon W 142,121.000 140,599.500 139,835.000 140,497.000
Z —1.961 —-2.731 —3.222 —2.885
Significance Level .050 .006 .001 .004

difference between seniority levels of the employees, leadership behaviors and
communication sub-dimensions. According to this finding, our fourth hypothesis
H, was rejected and hypothesis Hy was accepted. It was observed that there was no
statistically significant difference between seniority levels, leadership behavior
types and communication viewpoint of the employees. It can be stated that there
was no significant difference between leadership behavior types and communica-
tion viewpoints of the employees having different seniority levels.

3.10.3 Mann-Whitney Test Results of the Difference
according to the Dimension of Gender
of the Employees

Mann-Whitney U test was performed to determine whether there was a difference
between leadership behavior sub-dimensions and communication dimension
according to the seniority of the employees. Test results are presented in Table 3.79.
Since significance levels were found to be smaller than 0.05 according to
sub-dimensions of both scales (p < 0.05) it was found that there was a difference
between employee-oriented, task-oriented, change-oriented leadership behavior
sub-dimensions according to the genders of the employees. In addition, it was
found that there was a difference in communication scale dimension. According
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to this finding, our fifth hypothesis Hy was rejected and hypothesis H; was
accepted. It was observed that there was a statistically significant difference
between genders, leadership behavior types and communication viewpoint of the
employees.

Based on this finding, when compared to female employees, male employees
had a more positive opinion about leadership behaviors and communication process
of their managers. In other words, male employees defined their managers as more
employee-oriented, task oriented and change-oriented leaders than female
employees. Furthermore, male employees had a different viewpoint than female
employees about communication dimension of their managers. According to this
finding, it can be stated that gender was a variable which caused different percep-
tions of leadership behavior types and communication process. In other words,
when compared to female employees, male employees find their managers more
successful in communication process.

3.10.4 Kruskal Wallis Test Results of the Difference
According to the Dimension of Working Sectors
of the Employees

Kruskal Wallis test was performed to determine whether there was a difference
between leadership behavior sub-dimensions and communication dimension
according to the working sectors of the employees. Test results are presented in
Table 3.80. Since significance levels were found to be smaller than 0.05 according
to sub-dimensions of both scales (p < 0.05) it was found that there was a difference
between employee-oriented, task-oriented, change-oriented leadership behavior
sub-dimensions and communication dimension according to the working sectors
of the employees. According to this finding, our sixth hypothesis Hy was rejected
and hypothesis H; was accepted. It was observed that there was a statistically
significant difference between working sectors, leadership behavior types and
communication viewpoint of the employees.

Tukey test was performed to determine the sector which caused this difference.
Test results are presented in Table 3.81. Significance level in Tukey HSD multiple
comparison table can be used to find the sector which cause the difference. Test
results showed that the employees working in glass sector perceived their managers
as more employee-oriented than those in textile sector and that the employees
working in apparel sector perceived their managers more employee-oriented than
those in textile sector. Similarly, the employees working in glass sector perceived
their managers more task-oriented than those in textile sector and that the
employees working in apparel sector perceived their managers more task-oriented
than those in textile sector.

In addition, the employees working in glass sector perceived their managers as
more change-oriented than those in textile sector and that the employees working in
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Table 3.80 Kruskal Wallis test results of the difference according to the dimension of working
sectors of the employees

Dimensions Sector N Mean

Employee O. Glass 225 376.64
Apparel 152 222.10
Textile 221 342.73
Total 628

Task O. Glass 225 375.63
Apparel 152 215.70
Textile 221 353.79
Total 628

Change O. Glass 225 365.14
Apparel 152 227.07
Textile 221 356.66
Total 628

Communication  Glass 225 371.18
Apparel 152 219.43
Textile 221 357.63
Total 628
Employee oriented  Task oriented =~ Change-oriented =~ Communication

Chi-Square 91.389 102.333 79.744 94.319

df 2 2 2 2

Asymp. Sig. .000 .000 .000 .000

apparel sector perceived their managers as more change-oriented than those in textile
sector. On the other hand, the employees working in glass sector found their managers
more successful in communication process than those in textile sector and that the
employees working in apparel sector found their managers more successful in com-
munication process than those in textile sector. In general terms, when compared to
the employees working other sectors, the employees working in glass sector defined
their managers as employee-oriented, task-oriented and change-oriented.

An employee-oriented leader values the employers; motivates them by
establishing good communication with them; enables them to succeed in their
tasks; has a positive attitude towards assignment of authority; increases job satis-
faction of group members; pays attention to improving and development of work-
ing conditions and pays attention to self-development of the employees. A task-
oriented leader values rules and working; gives secondary importance to
employees; inspects whether group members work according to previously deter-
mined rules and standards and mostly uses formal power based on position (Cetin
and Beceren 2007:127). On the other hand, change-oriented a leader questions
existing working conditions; environment and structure and wishes for continuous
change and development at the workplace. He/she pioneers attempts of desired
change in an organization; shows behaviors to change the structure of the organi-
zation and gives a vision to the employees (Sahin and Giil 2011:241-242).

The fact that the managers in glass sector show different leadership behavior
types (employee-oriented, task-oriented and change-oriented) according to
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Table 3.81 Tukey HSD multiple comparison table

Dimensions (I) Sector  (J) Dimensions  Mean Difference (I-J)  Std. Error  Sig.

Employee O. Glass 11.60422* 1.20938 .000

Textile Apparel 2.92393 1.35123 .078

Textile Glass —11.60422* 1.20938 .000

Apparel —8.68029" 1.38935 .000

Apparel Glass —2.92393 1.35123 .078

Textile 8.68029* 1.38935 .000

Task O. Glass Textile 9.08537* .89040 .000

Apparel 1.55086 99484 264

Textile Glass —9.08537* .89040 .000

Apparel —17.53451* 1.02290 .000

Apparel Glass —1.55086 99484 264

Textile 7.53451* 1.02290 .000

Change O. Glass Textile 6.86184" 79563 .000

Apparel .66894 88712 731

Textile Glass —6.86184* 79563 .000

Apparel —6.19290" 91225 .000

Apparel Glass —.66894 88712 731

Textile 6.19290* 91225 .000

Communication  Glass Textile 20.98492* 2.16205 .000

Apparel 2.36545 2.41065 .589

Textile Glass —20.98492* 2.16205 .000

Apparel —18.61946* 2.47894 .000

Apparel Glass —2.36545 2.41065 .589

Textile 18.61946* 2.47894 .000

“The mean difference is significant at the .05 level

conditions might be caused by the strong and dynamic structure of this sector.
Furthermore, the fact that effective communication is necessary between the
employees and managers to be effective in this sector can be shown as a reason
for perception of the managers as successful in communication dimension by the
employees. On the other hand, employee-oriented, task-oriented and change-
oriented leadership behavior can be considered as a situation which requires a
leader to establish a good level of communication with his/her subordinates. A
leader cooperates with his/her employees by building good communication with
them and can transfer their tasks, goals to be fulfilled and the existing changing

process effectively.

3.10.5 Kruskal Wallis Test Results of the Difference

According to the Dimension of Income Levels
of the Employees

Kruskal Wallis test was performed to determine whether there was a difference
between leadership behavior sub-dimensions and communication dimension
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Table 3.82 Kruskal Wallis test results of the difference according to the dimension of income
levels of the employees

Dimensions Income N Mean

Employee O. 700 and below 56 263.32
701-2,200 544 314.67
2,201-3,700 23 414.02
3,701 and above 5 348.30
Total 628

Task O. 700 and below 56 267.54
701-2,200 544 313.28
2,201-3,700 23 430.67
3,701 and above 5 376.30
Total 628

Change O. 700 and below 56 278.13
701-2,200 544 313.50
2,201-3,700 23 421.09
3,701 and above 5 340.10
Total 628

Communication D. 700 and below 56 264.20
701-2,200 544 314.89
2,201-3,700 23 405.41
3,701 and above 5 417.20
Total 628
Employee-oriented  Task-oriented Change-oriented Communication

Chi-Square 11.610 13.886 10.350 11.705

df 3 3 3 3

Asymp. Sig. .009 .003 .016 .008

according to the income groups of the employees. Test results are presented in
Table 3.82. Since significance levels were found to be smaller than 0.05 according
to sub-dimensions of both scales (p < 0.05) it was found that there was a significant
difference between income groups of the employees, employee-oriented, task-
oriented and change-oriented leadership behaviors and communication
sub-dimensions. According to this finding, our seventh hypothesis, Hy was rejected
and hypothesis H; was accepted. It was observed that there was a statistically
significant difference between income levels, leadership behavior types and com-
munication viewpoint of the employees.

Tukey test was performed to determine the income group which caused this
difference. Test results are presented in Table 3.83. It was found that when
compared to the employees in 700 TL and below income group, the employees in
2,201-3,700 TL income group found their leaders as more employee-oriented
leaders. Similarly, when compared to the employees in 700 TL and below income
group and 701-2,200 TL income group, the employees in 2,201-3,700 TL income
group perceived their employees as more task-oriented leaders. Similarly, when
compared to the employees in 700 TL and below income group and the employees
in 701-2,200 TL income group, the employees in 2,201-3,700 TL income group
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Dimensions (I) Income range (J) Income range Mean difference (I-J) Std. error Sig.
Employee O. 700 and below  701-2,200 —4.23780 1.96880  .138
2,201-3,700 —11.13587*% 347406 .008
3,701 and above —5.67500 6.54738  .822
701-2,200 700 and below 4.23780 1.96880 .138
2,201-3,700 —6.89807 2.98625 .097
3,701 and above —1.43720 6.30212  .996
2,201-3,700 700 and below 11.13587% 347406 .008
701-2,200 6.89807 2.98625 .097
3,701 and above 5.46087 6.92168 .859
3,701 and above 700 and below 5.67500 6.54738  .822
701-2,200 1.43720 6.30212  .996
2,201-3,700 —5.46087 6.92168  .859
Task O. 700 and below 701-2,200 —2.69794 1.46260 .253
2,201-3,700 —9.54581* 2.58084 .001
3,701 and above —4.58929 4.86398 781
701-2,200 700 and below 2.69794 1.46260 .253
2,201-3,700 —6.84787* 2.21846 .011
3,701 and above —1.89134 4.68179 978
2,201-3,700 700 and below 9.54581% 2.58084 .001
701-2,200 6.84787% 2.21846  .011
3,701 and above 4.95652 5.14205 .770
3,701 and above 700 and below 4.58929 4.86398 781
701-2,200 1.89134 4.68179 978
2,201-3,700 —4.95652 5.14205 .770
Change O. 700 and below 701-2,200 —1.76366 1.28491 517
2,201-3,700 —7.13898* 2.26749  .009
3,701 and above —2.06071 4.27343 963
701-2,200 700 and below 1.76366 1.28491 517
2,201-3,700 —5.37532% 1.94903  .030
3,701 and above —.29706 4.11332  1.000
2,201-3,700 700 and below 7.13898* 2.26749  .009
701-2,200 5.37532°% 1.94903  .030
3,701 and above 5.07826 451773  .675
3,701 and above 700 and below 2.06071 4.27343 963
701-2,200 29706 4.11332  1.000
2,201-3,700 —5.07826 451773  .675
Communication 700 and below 701-2,200 —7.01943 3.54008 .196
2,201-3,700 —-19.81211*% 6.24721  .009
3,701 and above —19.06429 11.77380 .368
701-2,200 700 and below 7.01943 3.54008 .196
2,201-3,700 —12.79268 5.36981 .082
3,701 and above —12.04485 11.33267 .712
2,201-3,700 700 and below 19.81211* 6.24721  .009
701-2,200 12.79268 5.36981 .082
3,701 and above .74783 12.44689 1.000

(continued)
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Table 3.83 (continued)

Dimensions (I) Income range (J) Income range Mean difference (I-J) Std. error Sig.
3,701 and above 700 and below 19.06429 11.77380 .368
701-2,200 12.04485 11.33267 .712

2,201-3,700 —.74783 12.44689 1.000

“The mean difference is significant at the .05 level

perceived their managers as more change-oriented leaders. In terms of communi-
cation scale, the employees in 2,201-3,700 TL income group found their managers
more successful in communication process than those in 700 TL income group.
Based on these findings, it can be stated that the employees in high income group
had different perceptions of leadership behavior types and communication dimen-
sion then the employees in low income group. In other words, it can be stated that
the employees in high income level found their managers more successful in
communication process than those in low income group.

3.10.6 Kruskal Wallis Test Results of the Difference
According to the Dimension of Place of Upbringing
of the Employees

Kruskal Wallis test was performed to determine whether there was a difference
between leadership behavior sub-dimensions and communication dimension
according to place of upbringing of the employees. Test results are presented in
Table 3.84. Since significance levels were found to be smaller than 0.05 according
to sub-dimensions of both scales (p < 0.05) it was found that there was a significant
difference between employee-oriented, task-oriented and change-oriented leader-
ship behaviors and communication sub-dimensions of the employees according to
their places of upbringing. According to this finding, our eighth hypothesis Hy was
rejected and hypothesis Hy was accepted. It was observed that there was a statis-
tically significant difference between place of upbringing, leadership behavior
types and communication viewpoint of the employees.

Tukey test was performed to determine the place of upbringing which caused
this difference. Test results are presented in Table 3.85. Test results showed that
when compared to the employees who grew up in villages or cities, the employees
who grew up in large cities perceived their managers as task-oriented leaders.
Similarly, when compared to the employees who grew up in villages, the employees
who grew up in districts found their managers as task-oriented. On the other hand,
when compared to the employees who grew up in villages, the employees who grew
up in large cities found their managers more successful in communication. In other
words, the employees who grew up in large cities considered their leaders as the
ones who can establish good communication with them. On the other hand, the
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Table 3.84 Kruskal Wallis Test results of the difference according to the dimension of place of
upbringing of the employees

Dimensions Place of Upbringing N Mean

Employee O. 247 298.93
Village 35 319.26
Town 119 353.95
District 204 298.64
City 23 396.72
Total 628

Task O. 247 299.00
Village 35 328.00
Town 119 354.34
District 204 294.50
City 23 417.33
Total 628

Change O. 247 304.63
Village 35 314.36
Town 119 347.59
District 204 297.20
City 23 402.91
Total 628

Communication 247 302.31
Village 35 322.59
Town 119 346.07
District 204 298.29
City 23 413.46
Total 628
Employee-oriented Task-oriented ~ Change-oriented =~ Communication

Chi-Square 13.817 17.720 12.059 13.280

df 4 4 4 4

Asymp. Sig. .008 .001 017 .010

employees who grew up in large cities defined their managers as employee, task and
change-oriented. According to these findings, it can be stated that the employees
who grew up in large cities had a different perception of leadership behavior types
and communication dimension. In short, when compared to the employees who
grew up in other places, the employees who grew up in large cities found their
managers more successful in communication process. The fact that the employees
who grew up in large cities are more advantageous than those who grew up in other
places in terms of social interaction and that they develop themselves in terms of
communication might be a cause of this result.
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Table 3.85 Tukey HSD multiple comparison table

(D) Place of (J) Place of Mean difference
Dimensions upbringing upbringing I-n Std. error Sig.
Employee O. Village Town —1.80116 2.53039 954
District —4.18603 1.56338 .058
City 15155 1.32726 1.000
Large City —7.11917 3.05433 137
Town Village 1.80116 2.53039 954
District —2.38487 2.69401 902
City 1.95271 2.56420 941
Large City —5.31801 3.76064 .619
District Village 4.18603 1.56338 .058
Town 2.38487 2.69401 902
City 4.33758 1.61753 .058
Large City —2.93314 3.19119 .890
City Village —.15155 1.32726 1.000
Town —1.95271 2.56420 941
District —4.33758 1.61753 .058
Large City —7.27072 3.08239 128
Large City Village 7.11917 3.05433 137
Town 5.31801 3.76064 .619
District 2.93314 3.19119 .890
City 7.27072 3.08239 128
Task O. Village Town —1.61347 1.87743 912
District —3.37146* 1.16043 .031
City 40375 .98409 994
Large City —6.39484" 2.26599 .039
Town Village 1.61347 1.87743 912
District —1.75798 1.99832 904
City 2.01723 1.90135 .826
Town —4.78137 2.78952 426
District Village 3.37146* 1.16043 .031
Town 1.75798 1.99832 904
City 3.77521* 1.19874 .015
Large City —3.02338 2.36712 705
City Village —.40375 .98409 994
Town —2.01723 1.90135 .826
District —3.77521* 1.19874 .015
Large City —6.79859* 2.28585 .025
Large City Village 6.39484* 2.26599 .039
Town 4.78137 2.78952 426
District 3.02338 2.36712 705
City 6.79859* 2.28585 .025
Change O. Village Town —.96437 1.65150 977
District —2.33076 1.02036 151
City 47876 .86509 982
Large City —4.62524 1.99345 .140

(continued)
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Table 3.85 (continued)

(D) Place of (J) Place of Mean difference
Dimensions upbringing upbringing I-n Std. error Sig.
Town Village .96437 1.65150 977
District —1.36639 1.75829 937
City 1.44314 1.67296 910
Large City —3.66087 2.45444 .568
District Village 2.33076 1.02036 151
Town 1.36639 1.75829 937
City 2.80952 1.05475 .061
Large City —2.29448 2.08278 .806
City Village —.47876 .86509 982
Town —1.44314 1.67296 910
District —2.80952 1.05475 .061
Large City —5.10401 2.01127 .084
Large City Village 4.62524 1.99345 140
Town 3.66087 2.45444 .568
District 2.29448 2.08278 .806
City 5.10401 2.01127 .084
Communication Village Town —2.70573 4.55241 976
District —5.93934 2.81267 216
City .90240 2.38465 996
Large City —15.26597* 5.49502 .045
Town Village 2.70573 4.55241 976
District —3.23361 4.84677 963
City 3.60812 4.61158 936
Large City —12.56025 6.76574 342
District Village 5.93934 2.81267 216
Town 3.23361 4.84677 963
City 6.84174 2.90745 130
Large City —9.32664 5.74125 482
City Village —.90240 2.38465 996
Town —3.60812 4.61158 936
District —6.84174 2.90745 130
Large City —16.16837* 5.54413 .030
Large City Village 15.26597* 5.49502 .045
Town 12.56025 6.76574 342
District 9.32664 5.74125 482
City 16.16837* 5.54413 .030

“The mean difference is significant at the .05 level

3.10.7 Kruskal Wallis Test Results of the Difference
According to the Dimension of Educational Level
of the Employees

Kruskal Wallis test was performed to determine there was a difference between
leadership behavior sub-dimensions and communication dimension according to
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Table 3.86 Kruskal Wallis Test results of the difference according to the dimension of educa-
tional level of the employees

Dimensions Educational Status N Mean

Employee O. Primary school 118 259.83
Secondary school 74 272.57
High school 360 323.29
2-Year degree 68 402.07
Bachelor’s degree 8 330.63
Total 628

Task O. Primary school 117 261.74
Secondary school 74 287.61
High school 360 319.12
2-Year degree 68 406.69
Bachelor’s degree 8 304.25
Total 628

Change O. Primary school 118 276.27
Secondary school 74 279.01
High school 360 319.33
2-Year degree 68 398.65
Bachelor’s degree 8 274.19
Total 628

Communication D.  Primary school 118 271.19
Secondary school 74 268.00
High school 360 320.98
2-Year degree 68 404.65
Bachelor’s degree 8 325.75
Total 628
Employee-oriented  Task-oriented ~Change-oriented ~Communication

Chi-Square 31.587 29.552 23.451 28.916

df 4 4 4 4

Asymp. Sig. .000 .000 .000 .000

educational level of the employees. Test results are presented in Table 3.86. Since
significance levels were found to be smaller than 0.05 according to sub-dimensions
of both scales (p < 0.05) it was found that there was a significant difference
between employee-oriented, task-oriented and change-oriented leadership behavior
sub-dimensions and communication sub-dimensions of the employees according to
their educational levels. According to this finding, our ninth hypothesis Hy was
rejected and hypothesis Hy was accepted. It was observed that there was a statis-
tically significant difference between educational level, leadership behavior types
and communication viewpoint of the employees.

Tukey test was performed to determine the educational level which caused this
difference. Test results are resented in Table 3.87. Test results showed that when
compared to the employees who were primary school, secondary school and high
school graduates, the employees who had 2-year degree perceived their managers
as employee-oriented leaders. Similarly, when compared to the employees who
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(D) Place of (J) Place of Mean difference  Std.
Dimensions upbringing upbringing I-n error Sig.
Employee O. Primary school Secondary school = —1.34127 2.04376 .965

High school —4.85260" 1.46254 .008
2-Year degree —11.54636" 2.09845 .000
Bachelor’s degree  —6.01695 5.03543 754
Secondary school Primary school 1.34127 2.04376 .965
High school —3.51133 1.75962 .269
2-Year degree —10.20509* 231532 .000
Bachelor’s degree  —4.67568 5.12960 .892
High school Primary school 4.85260" 1.46254 .008
Secondary school  3.51133 1.75962 269
2-Year degree —6.69376" 1.82284 .002
Bachelor’s degree  —1.16435 4.92695 .999
2-Year degree Primary school 11.54636" 2.09845 .000
Secondary school ~ 10.20509* 2.31532 .000
High school 6.69376" 1.82284 .002
Bachelor’s degree  5.52941 5.15163 .820
Bachelor’s degree  Primary school 6.01695 5.03543 754
Secondary school  4.67568 5.12960 .892
High school 1.16435 4.92695 .999
2-Year degree —5.52941 5.15163 .820
Task O. Primary school Secondary school — —1.38311 1.52637 .895
High school —3.18462* 1.09362 .030
2-Year degree —8.69671* 1.56707 .000
Bachelor’s degree  —2.20406 3.75550 .977
Secondary school Primary school 1.38311 1.52637 .895
High school —1.80150 1.31168 .645
2-Year degree —7.31359* 1.72634 .000
Bachelor’s degree  —.82095 3.82470 1.000
High school Primary school 3.18462% 1.09362 .030
Secondary school  1.80150 1.31168 .645
2-Year degree —5.51209* 1.35884 .001
Bachelor’s degree  .98056 3.67349 .999
2-Year degree Primary school 8.69671" 1.56707 .000
Secondary school ~ 7.31359* 1.72634 .000
High school 5.51209* 1.35884 .001
Bachelor’s degree  6.49265 3.84113 441
Bachelor’s degree ~ Primary school 2.20406 3.75550 977
Secondary school  .82095 3.82470 1.000
High school —.98056 3.67349 .999
2-Year degree —6.49265 3.84113 441
Change O. Primary school Secondary school  —.25630 1.34250 1.000
High school —2.21163 96037  .145
2-Year degree —6.46735* 1.37842 .000
Bachelor’s degree  —.86441 3.30764 .999
Secondary school Primary school 25630 1.34250 1.000

(continued)
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(D) Place of (J) Place of Mean difference  Std.
Dimensions upbringing upbringing I-7J) error Sig.
High school —1.95533 1.15557 .440
2-Year degree —6.21105* 1.52087 .000
Bachelor’s degree  —.60811 3.36950 1.000
High school Primary school 2.21163 96037  .145
Secondary school ~ 1.95533 1.15557 .440
2-Year degree —4.25572% 1.19711 .004
Bachelor’s degree  1.34722 3.23629 .994
2-Year degree Primary school 6.46735* 1.37842 .000
Secondary school ~ 6.21105% 1.52087 .000
High school 4.25572* 1.19711 .004
Bachelor’s degree  5.60294 3.38397 462
Bachelor’s degree ~ Primary school 86441 3.30764 .999
Secondary school  .60811 3.36950 1.000
High school —1.34722 3.23629 .994
2-Year degree —5.60294 3.38397 462
Communication Primary school Secondary school  .50183 3.68411 1.000
High school —6.61874 2.63548 .089
2-Year degree —19.35469* 3.78268 .000
Bachelor’s degree  —9.45763 9.07691 .836
Secondary school Primary school —.50183 3.68411 1.000
High school —7.12057 3.17115 .165
2-Year degree —19.85652* 4.17362 .000
Bachelor’s degree  —9.95946 9.24666 .818
High school Primary school 6.61874 2.63548 .089
Secondary school  7.12057 3.17115 .165
2-Year degree —12.73595* 3.28515 .001
Bachelor’s degree  —2.83889 8.88109 .998
2-Year degree Primary school 19.35469* 3.78268 .000
Secondary school ~ 19.85652 4.17362 .000
High school 12.73595% 3.28515 .001
Bachelor’s degree  9.89706 9.28637 .824
Bachelor’s degree  Primary school 9.45763 9.07691 .836
Secondary school  9.95946 9.24666 .818
High school 2.83889 8.88109 .998
2-Year degree —9.89706 9.28637 .824

“The mean difference is significant at the .05 level

graduated from primary school, high school graduates found their managers as
employee-oriented leaders. When compared to primary school, secondary school
and high school graduates, the employees with 2-year degree perceived their
leaders as change-oriented leaders. On the other hand, when compared to primary
school, secondary school and high school graduates, the employees with 2-year
degree found their managers more effective in communication process.
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In general terms, it was found that when compared to the employees with low
educational level, the employees with high educational level had different percep-
tions of leadership behaviors of their managers. As a result, high educational level
can be considered as a variable which caused different perception of leadership
behaviors. The same comment is valid for communication process. In other words,
the employees with high educational level found their managers more effective and
successful in communication. Furthermore, high educational level can be consid-
ered as a situation which causes different perceptions of the employees about the
same situation.

3.10.8 Kruskal Wallis Test Results of the Difference
According to the Dimension of Educational Level
of Mother of the Employees

Kruskal Wallis test was performed to determine if there was a difference between
leadership behavior sub-dimensions and communication dimension according to
educational levels of mothers of the employees. Test results are presented in
Table 3.88. Since significance levels were found to be smaller than 0.05 according
to sub-dimensions of both scales (p < 0.10) it was found that there was a significant
difference between employee-oriented, task-oriented and change-oriented leader-
ship behavior sub-dimensions and communication sub-dimensions of the
employees according to their educational levels. According to this finding, our
tenth hypothesis, Hy was rejected and hypothesis Hy was accepted. It was observed
that there was a statistically significant difference between educational level of
mothers of the employees, leadership behavior types and communication viewpoint
of the employees.

Tukey test was performed to determine the educational level which caused this
difference. Test results are presented in Table 3.89. It was found that when
compared to the employees whose mothers were illiterate, the employees whose
mothers were university graduates perceived their managers as employee-oriented.
It was found that when compared to the employees whose mothers were illiterate,
primary school, secondary school or high school graduates, the employees whose
mothers were university graduates perceived their managers as task-oriented
leaders. When compared to the employees whose mothers were illiterate, primary
school, secondary school or high school graduates, the employees whose mothers
were university graduates perceived their managers as change-oriented leaders. On
the other hand, it was found that when compared to the employees whose mothers
were illiterate, primary school, secondary school or high school graduates, the
employees whose mothers were university graduates perceived their managers
more successful in communication process.

In general terms, it can be stated that the employees whose mothers had a high
educational level had a different perception of leadership behaviors of their leaders



114 3 Leadership and Organizational Communication: A Study in Glass, Textile and. . .

Table 3.88 Kruskal Wallis Test Results of the Difference according to the Dimension of
Educational Level of Mother of the Employees

Educational status of

Dimensions mother N Mean

Employee O. Illiterate 81 284.08
Primary school 452 313.93
Secondary school 54 325.73
High school 39 346.54
University 32 590.00
Total 628

Task O. Illiterate 81 290.20
Primary school 452 313.19
Secondary school 54 314.51
High school 39 357.17
University 2 606.00
Total 628

Change O. Illiterate 81 289.97
Primary school 452 312.79
Secondary school 54 325.47
High school 39 354.36
University 2 620.50
Total 628

Communication D.  Illiterate 81 279.07
Primary school 452 314.88
Secondary school 54 325.19
High school 39 352.96
University 2 626.00
Total 628
Employee-oriented Task- Change- Communication

oriented oriented

Chi-Square 8.358 8.859 9.331 10.946

df 4 4 4 4

Asymp. Sig. .079 .065 .053 .027

when compared to the employees whose mothers had a low educational level.
Based on these findings, high educational status of mother can be considered as a
variable which causes different perceptions of leadership behaviors. Similarly, it
can be stated that the employees whose mothers had a high educational level found
their managers more successful in communication process. As a result, high
educational level can be considered as an important variable in perceiving leader-
ship behaviors and communication effectiveness. It can be stated that the individ-
uals who were reared by mothers with a high educational level will have different

perspectives.
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Table 3.89 Tukey HSD multiple comparison table
(I) Educational (J) Educational status Mean difference
Dimensions status of mother  of mother 1) Std. error  Sig.
Employee O. Illiterate Primary school —1.97895 1.69536 770
Secondary school —2.43210 246812  .862
High school —4.06173 273813 574
University —28.72840* 10.05587 .036
Primary school  Illiterate 1.97895 1.69536 770
Secondary school —.45315 2.02301 999
High school —2.08278 234485 901
University —26.74945 9.95597  .057
Secondary school Illiterate 2.43210 246812  .862
Primary school 45315 2.02301 999
High school —1.62963 295223 982
University —26.29630 10.11626 .072
High school Illiterate 4.06173 273813 574
Primary school 2.08278 2.34485 901
Secondary school 1.62963 2.95223 982
University —24.66667 10.18550 .111
University Illiterate 28.72840* 10.05587 .036
Primary school 26.74945 9.95597 .057
Secondary school 26.29630 10.11626 .072
High school 24.66667 10.18550 .111
Task O. Illiterate Primary school —1.19597 1.25698 876
Secondary school —1.14198 1.82991 971
High school —4.05793 2.03010  .268
University —26.16049" 7.45561 .004
Primary school  Illiterate 1.19597 1.25698 876
Secondary school .05400 1.49990 1.000
High school —2.86196 1.73852 468
University —24.96452* 7.38155  .007
Secondary school Illiterate 1.14198 1.82991 971
Primary school —.05400 1.49990 1.000
High school —2.91595 2.18884  .671
University —25.01852° 7.50039  .008
High school Illiterate 4.05793 2.03010  .268
Primary school 2.86196 1.73852 468
Secondary school 2.91595 2.18884  .671
University —22.10256" 7.55173  .029
University Tlliterate 26.16049* 7.45561  .004
Primary school 24.96452" 7.38155 .007
Secondary school 25.01852* 7.50039 .008
High school 22.10256* 7.55173  .029
Change O. Illiterate Primary school —.98916 1.10096  .897
Secondary school —1.34568 1.60305 918

(continued)
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3 Leadership and Organizational Communication: A Study in Glass, Textile and. . .

(I) Educational

(J) Educational status

Mean difference

Dimensions status of mother  of mother 1) Std. error  Sig.
High school —2.88699 1.77843 483

University —23.93827* 6.53133  .002

Primary school  Illiterate 98916 1.10096  .897
Secondary school —.35652 1.31380 999

High school —1.89783 1.52286  .724

University —22.94912* 6.46642  .004

Secondary school Illiterate 1.34568 1.60305 918
Primary school .35652 1.31380  .999

High school —1.54131 191749 929

University —22.59259* 6.57056  .006

High school Illiterate 2.88699 1.77843 483
Primary school 1.89783 1.52286 724

Secondary school 1.54131 1.91749 929

University —21.05128* 6.61553  .013

University Illiterate 23.93827* 6.53133 .002
Primary school 22.94912* 6.46642 .004

Secondary school 22.59259* 6.57056  .006

High school 21.05128* 6.61553  .013

Communication Illiterate Primary school —4.44690 3.03216  .585
Secondary school —5.44444 441497 732

High school —9.79487 4.89797 267

University —68.00000* 17.98796 .002

Primary school  Illiterate 4.44690 3.03216  .585
Secondary school —.99754 3.61834 999

High school —5.34797 4.19411 707

University —63.55310* 17.80919 .004

Secondary school Illiterate 5.44444 4.41497 732
Primary school 99754 3.61834 999

High school —4.35043 5.28096  .923

University —62.55556" 18.09600 .005

High school Illiterate 9.79487 4.89797 267
Primary school 5.34797 4.19411 107

Secondary school 4.35043 5.28096 923

University —58.20513* 18.21986 .013

University Illiterate 68.00000* 17.98796 .002
Primary school 63.55310* 17.80919 .004

Secondary school 62.55556* 18.09600 .005

High school 58.20513* 18.21986 .013

“The mean difference is significant at the .05 level
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Table 3.90 Kruskal Wallis test results of the difference according to the dimension of educational
level of fathers of the employees

Educational status

Dimensions of father N Mean

Employee O. Illiterate 27 282.59
Primary school 467 310.31
Secondary school 57 311.78
High school 62 348.85
University 15 349.50
Total 628

Task O. Illiterate 27 289.65
Primary school 467 308.33
Secondary school 57 3155.55
High school 62 35191
University 15 371.50
Total 628

Change O. Illiterate 27 297.17
Primary school 467 310.50
Secondary school 57 306.01
High school 62 350.82
University 15 352.23
Total 628

Communication D.  Illiterate 27 281.04
Primary school 467 310.67
Secondary school 57 317.92
High school 62 334.75
University 15 397.40
Total 628
Employee-oriented Task-oriented Change-oriented Communication

Chi-Square 3.894 5.199 3.748 5.060

df 4 4 4 4

Asymp. Sig. 420 267 441 281

3.10.9 Kruskal Wallis Test Results of the Difference
According to the Dimension of Educational Level
of Fathers of the Employees

Kruskal Wallis test was performed to determine if there was a difference between
leadership behavior sub-dimensions and communication dimension according to
educational level of fathers of the employees. Test results are presented in
Table 3.90. Since significance levels were found to be smaller than 0.05 according
to sub-dimensions of both scales (p > 0.05) it was found that there was a significant
difference between employee-oriented, task-oriented and change-oriented leader-
ship behavior sub-dimensions and communication sub-dimensions of the
employees according to their educational levels. According to this finding, our
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eleventh hypothesis, H; was rejected and hypothesis Hy was accepted. It was
observed that there was a statistically significant difference between educational
level of fathers of the employees, leadership behavior types and communication
viewpoint of the employees.

Kruskal Wallis and Mann-Whitney U test were performed to determine whether
there was a difference between other socio-demographic variables (number of
children, working status of the spouse, number of siblings) and leadership behavior
sub-dimensions and communication dimension. Since significance levels were
found to be greater than 0.05 value (p > 0.05), the tables and interpretations
about the findings were not deemed necessary to be included in this book.

3.11 Discussion Result and Suggestions

In this part of the study, the relationship between socio-demographic variables of
employees working in glass, textile and clothing sectors and leadership behavior
type and the communication that employees perceive towards their managers were
determined and the findings were interpreted after the discussion was made in
parallel with literature information and the results and some suggestions were
given.

628 people have attended the study in total 163 of whom are male and 425 of
whom are female. 104 of the participants are single while 524 of them are married.
225 of the employees work in glass, 221 of them in textile and 152 of them in
clothing sector.

11 hypotheses were developed in the study to be tested and hypotheses 1, 2, 3, 4
and 11 were refused while hypotheses 5, 6, 7, 8, 9 and 10 were accepted. According
to the hypothesis 5 which was accepted, a significant difference was found between
employees’ genders and leadership behavior types and their point of views to
communication. The difference of gender in accordance with the accepted hypoth-
esis 5 can be interpreted as a situation which makes different the leadership and
point of view to communication.

According to the accepted hypothesis 6, a significant difference was determined
between employees’ sectors in which they are working and leadership behavior
types and point of view towards communication. It can be said that working in
different sectors causes employees to perceive leadership manners and communi-
cation forms of the managers in different ways.

According to the accepted hypothesis 7, there is a significant difference between
employees’ family income and leadership behavior types as well as their points of
views towards communication. This can be explained as the reason why employees
perceive their managers’ leadership styles and communication manners differently
is the fact that the income levels of employees may be high or low.

According to the accepted hypothesis 8, it was found a significant difference
between employees’ hometowns where they grew up and leadership behavior types
as well as their points of views towards communication. It can be said that
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employees’ hometowns where they grew up (a village or big town) may cause them
to perceive managers’ leadership styles or communication manners differently.

According to the accepted hypothesis 9, there is a significant difference between
employees’ educational status and leadership behavior types as well as their points
of views towards communication. It can be accepted that educational status of the
employees causes them to perceive managers’ leadership styles or communication
manners differently.

According to the accepted hypothesis 10, there is a significant difference
between employees’ maternal education status and leadership behavior types as
well as their points of views towards communication. It can be said that the
educational status of employees’ mothers causes them to perceive managers’
leadership styles or communication manners differently.

Other five hypotheses were not interpreted due to the fact that they were not
accepted and refused. The study reached its aim, because 6 of the 11 hypotheses
were accepted which were developed after literature search in line with the pur-
poses of study. It can be said that this study is the first and only in literature due to
the fact that it was performed in three sectors whose structures are different. On the
other hand, when the content and results of the study is evaluated, it can be said that
the study is unique.

Especially, the following results are unique and can be evaluated as a contribu-
tion to the literature:

1. Different perceptions of the employees working in different sectors regarding
leadership styles and communication skills of their managers,

2. Different perceptions of the employees growing up in different places regarding
leadership styles and communication skills of their managers,

3. Different perceptions of the employees possessing different educational status
regarding leadership styles and communication skills of their managers,

4. Different perceptions of the employees whose mothers possess different levels
of education regarding leadership styles and communication skills of their
managers,

5. Different perceptions of the employees possessing different family incomes
regarding leadership styles and communication skills of their managers.

Those working in glass sector firstly perceived their managers as worker-
oriented, task-oriented and alteration-oriented. According to Kelez’s study in
which nurses perceive leadership styles of their managers, nurses firstly perceived
their managers as task-oriented, worker-oriented and alteration-oriented. As it is
seen, while nurses perceive their managers mostly as task-oriented and worker-
oriented, employees working in glass sector perceive their managers as worker-
oriented and task-oriented. Although these two findings are not consisted; it can be
said that our study is consistent with the findings of Kelez’s study in terms of
alteration. It can be said that differences between the working condition of glass
sector and health sector may be shown as the reason of this fact (Kelez 2008:193).
According to the study of Tengilimoglu, it was found that averages of leadership
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behaviors differ depending on the sector and educational status. This result is
consistent with the findings of our study (Tengilimoglu 2005:38).

It was found that there wasn’t a significant difference between genders, ages and
seniorities of the employees working in glass, textile and clothing sectors and their
points of views towards the communication of their managers. At the same time,
according to the study Giirsun carried out with primary school managers, there
wasn’t any significant difference between genders, ages and seniorities of teachers
and their perceived communication skills. Thus, it can be said that the results are
consistent. On the other hand, there was a significant difference between educa-
tional status of employees working in glass, textile and clothing sectors and their
points of views towards their communication of managers. Moreover, similar
results were collected in the study performed by Giirsun (2007:133—-137). In a
study Cesur performed on primary school managers, there was a significant differ-
ence between seniorities of teachers at school and communication skills of school
managers. This result is not consistent with the results of our study (Cesur
2009:135-137). According to a study performed by Akbas in banking sector,
there wasn’t any significant difference between seniority, marital status of
employees and their communication levels. This result is consisted with our
study. However, while there is a significant difference between educational status
of employees working in glass, textile and clothing sectors and their points of views
towards the communication of their managers, there wasn’t any difference in the
study of Akbas. Therefore, it can be said that there wasn’t a consistency (Akbas
2008:50-56).

Findings of the study which titled Leadership and Organizational Communica-
tion: A Study on Glass, Textile and Apparel Sectors were analyzed and evaluated.
The results showed that the employees saw friendly the behaviors of their man-
agers; they gave importance and listened to their ideas and suggestions; they trusted
them; they did not avoid taking risks while making decisions; they adopted open
and honest management; they established good communication with their sub-
ordinates; they liked discussing new ideas; they gave importance of obeying rules
and principles; they inspired trust and made plans for the future; they gave impor-
tance to feedback; they had good communication and dialogue with their sub-
ordinates; they gave importance to opinions of their subordinates; they defended
their subordinates in various matters; they were open to innovation and change;
they were cautious in inspection of work; they created a friendly environment
without disputes; they created opportunities to eliminate conflicts; they treated
their subordinates fairly; they made quick decisions when necessary; they gave
their subordinates the right to speak while making decisions and gave importance to
their opinions; they gave clear instructions; they respected their subordinates as
individuals; the produced new and different ideas in implementation of works; they
analyzed the situations and did not make decisions without thinking and behaved in
a cautious manner; they valued motivation; they informed the employees about the
results of the work performed; they held periodic meetings with the employees to
listen to their problems; they held meetings with the employees to solve the
problems; they used written channels of communication to make sure that the
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subordinates can understand the orders; they adopted and implemented open door
policy; they established relaxed communication with the employees; they spared
enough time to listen to the employees and they valued them; they informed the
employees about the situation in the work place and gave importance to the
employees; they appreciated good work; they gave importance to establishing
accurate and effective communication to avoid making mistakes at work; they
used all means of communication; they were respected by the employees for their
behaviors and personality traits; they respected the opinions and suggestions of
employees; they checked whether the subordinates fully understood their orders by
asking them questions; they used clear; simple and understandable sentences while
speaking to subordinates; they communicated by considering the situation and
conditions of the employees, they used body language very well while speaking;
they had good time management; they made eye contact with the employees while
speaking to them; they criticized the employees without hurting or demotivating the
employees; they did not interrupt the employees unless necessary and they listened
to them; they did not criticize or say anything negative to the employees in a
community.

Last of all, there was no significant difference between marital status of the
employees and leadership behavior types and communication viewpoints;

There was no significant difference between working status of the spouses of the
employees and leadership behavior types and communication viewpoints;

There was no significant difference between age groups of the employees and
leadership behavior types and communication viewpoints;

There was no significant difference between education levels of fathers of the
employees and leadership behavior types and communication viewpoints;

There was no significant difference between seniority levels the employees and
leadership behavior types and communication viewpoints.

As a result of this present study, there was a significant difference between
gender of the employees and leadership behavior types and communication view-
points. When compared to female employees, male employees were found to
consider leadership behaviors and communication process of their leaders more
positively. Male employees consider their managers as more employee-oriented,
task-oriented and change-oriented than female employees. It was observed that
male employees had a different perception of communication dimension of their
managers when compared to female employees. As a result, it was found that
gender of the employees created different perceptions of leadership behavior and
communication process.

As a result, there was a significant difference between employee-oriented, task-
oriented and change-oriented leadership behaviors sub-dimensions and working
sectors of the employees. It was found that when compared to the employees
working in textile sector, the employees in glass sector considered their managers
as more employee-oriented leaders. Similarly, when compared to the employees
working in textile sector, the employees working in glass sector considered their
managers more task-oriented and when compared to the employees working in
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textile sector, the employees working in apparel sector found their managers as
more task-oriented.

The results of the study showed that when compared to the employees in textile
sector, the employees in glass sector found their managers as more change-oriented.
When compared to the employees in textile sector, the employees in apparel sector
found their managers as more change-oriented. On the other hand, when compared
to the employees in textile sector, the employee working in glass sector found their
managers as more successful in communication process. When compared to the
employees in textile sector, the employees in apparel sector found their managers as
more successful in communication process. It was found that there was a significant
difference between employee-oriented, task-oriented and change-oriented leader-
ship behavior sub-dimensions and communication dimension according to the
working sectors of the employees. Based on this finding, it was observed that the
employees working in different sectors had different perceptions of leadership
behaviors. In addition, it was found that the employees working in different sectors
had different perceptions about their leaders’ communication process.

The results showed that when compared to the employees who grew up in
villages or cities, the employees who grew up in large cities perceived their
managers as task-oriented leaders. Similarly, when compared to the employees
who grew up in villages or cities, the employees who grew up in districts found their
managers as task-oriented. On the other hand, when compared to the employees
who grew up in villages, the employee who grew up in large cities found their
managers more successful in communication. In other words, the employees who
grew up in large cities considered their leaders as the ones who can establish very
good communication with them. On the other hand, it was found that the employees
who grew up in large cities perceived their managers as task and change-oriented
leaders. Thus, it was concluded that the employees had different perceptions of
leadership behaviors and communication processes according to their residing
place and place of upbringing.

As a result of this study, there was a significant difference between employee-
oriented, task-oriented and change-oriented leadership behavior sub-dimensions
and communication dimension according to income levels of the employees.
When compared to the employees in 700 TL and below income group, the
employees in 2,201-3,700 TL income group perceived their managers as more
employee-oriented leaders. Similarly, it was found that when compared to the
employees in 700 TL and below income group and 701-2,200 TL income group,
the employees in 2,201-3,700 TL income group perceived their managers as more
task-oriented leaders. When compared to the employees in 700 TL and below
income group and 701-2,200 TL income group, the employees in 2,201-3,700
TL income group perceived their managers as more change-oriented leaders. In
terms of communication scale, it was found that the employees in 700 TL and
below income group, the employees in 2,201-3,700 TL income group perceived
their managers as more successful in communication process. According to these
findings income levels of the employees caused different perceptions of leadership
behavior and communication process.



3.11 Discussion Result and Suggestions 123

It was found that there was a significant difference between employee-oriented,
task-oriented and change-oriented leadership behavior sub-dimensions and com-
munication dimension according to educational levels of the employees.
Employees with 2-year degree were found to consider their leaders as employee-
oriented leaders when compared to employees who were primary school, secondary
school and high school graduates. Similarly, when compared to primary school
graduates, high school graduates perceived their managers as employee-oriented. It
was found that, when compared to primary school, secondary school and high
school graduates, the employees with 2-year degree perceived their leaders as
task-oriented leaders. Similarly, when compared to primary school graduates,
high school graduates perceived their leaders as task-oriented leaders. It was
found that when compared to primary school, secondary school and high school
graduates, the employees with 2-year degree perceived their managers as change-
oriented leaders. On the other hand, when compared to primary school, secondary
school and high school graduates, the employees with 2-year degree found their
managers as more effective in communication process. Thus, it was concluded that
educational level of the employees affected the perceptions of the employees in
terms of leadership behaviors and communication process.

As a result, there was a significant difference between employee-oriented, task-
oriented and change-oriented leadership behavior sub-dimensions and communi-
cation dimension. The employees whose mothers were university graduates were
found to perceive their managers as employee-oriented when compared to the
employees whose mothers were illiterate. It was found that the employees whose
mothers were university graduates perceived their managers as task-oriented when
compared to the employees whose mothers were illiterate, primary school, second-
ary school and high school graduates. When compared to the employees whose
mothers were illiterate, primary school, secondary school or high school graduates,
the employees whose mothers were university graduates perceived their managers
as change-oriented leaders. On the other hand, it was found that the employees
whose mothers were university graduates found their managers more successful in
communication process when compared to the employees whose mothers were
illiterate, primary school, secondary school or high school graduates. It was con-
cluded that educational level of the mothers of the employees was a factor which
caused different perceptions of leadership behavior and communication process.

Last of all, there was no significant difference between employee-oriented, task-
oriented and change-oriented leadership behavior sub-dimensions and communi-
cation dimension according to educational level of fathers of the employees.

We suggest that future studies on leadership should handle this subject in
combination with a different subject of organizational behavior. Furthermore, the
present study can be applied in other sectors and existing situation about leadership
behaviors can be investigated.
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