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Thesis Advisor: Prof. Dr. R.Arzu Kalemci 

October 2021, 128 pages 

 

 The aim of this study is to examine the mediating role of nepotism in the effect 

of transformational leadership type on leaving work intention in the examples of 

family companies. In this study, the mediating role of nepotism in the effect of 

transformational leadership on leaving work intention was examined with the 

relational screening model and the relationships between and were analyzed with the 

structural equation model. The sample of the research consists of managers working 

in family companies. The data obtained from a total of 239 managers were analyzed. 

As a result of the analyzes, a negative significant relationship was found between 

transformational leadership, nepotism and leaving work intention. In addition, it has 

been determined that there is a positive significant relationship between nepotism and 

intention to leave. In this context, it has been concluded that the increase in the 

transformational leadership type in businesses will be effective in preventing nepotism 

and thus reducing their intention to leave. In addition, it was concluded that nepotism 

negatively affects organizational behavior patterns and accordingly, it will increase the 

intention to leave regardless of the leadership type exhibited. 

 

Key words: Transformational Leadership, Intention To Quit, Nepotizm, Family 

Businesses 
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DFA     :  

KMO   : Kaiser-Mayer-Olkin 
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  arz-

taleplerindeki  var olan 

ne    

s.I). 

 Lider, 

 (Werner, 19 ) 

 

kolay old 2012: 10). 

 lidere ve liderin 

 

etkilemesi Lider-  (Breukelen ve 

  1999: 64; Gerstner ve Day, 1997: 827). 

Geleneksel olan liderlik  

2003: 197; Graen ve Uhl-  b

 konusu 



 (Burns ve Otte, 1999: 

(Dienesch ve Liden, 

1986: 621-622; Liden ve Graen, 1980: 452;  200; Zel, 200: 167). 

Zel, 2006: 170; Bauer ve Green, 1996: 

2001: 

ay, 1997: 

rmektedir (Ferris, 1985: 

 115). 

 

r (Rusbelt vd., 1988: 

599). 

 (Mobley, 1982: 10). Bir 

 haline d zaman 

 

 

  

  

 

  

  

   



 

  

 Aile, 

  4; Hom v  277; 

Cotton ve Tuttle, 1986: 63-64). 

 

 

sonucunu  ( ; Demircan ve Ceylan, 2005: 57; 

 617;  28). Bu sebeple, 

 (Williams ve Hazer, 1986: 228). Bunun 

iderleri  

 685). 

 

 

la 

(Padgett ve Morris, 2005: 34). Nepotizm ile ilgili 

aya, olumlu ve 

r vd., 2007; 

). 

 

ylerinden 

 

2000: 7-8). 



i ettirirken 

 

    

 beklenen 

 

  



 

 

 

 

 

 

 

1.1.  

 

. Lider kelimesinin 

 

 yer a   

; Aykanat, 2010

, 2018). 

urumun rutin 

(Yukl, 2010: 3; Katz ve Kahn, 1978: 528). 

r Yukl, 

2010: 3; Burns, 2012: 18). 

 

Bu 

ikleri 

eken 



Devletleri'nde ya   lider , 

2011: 17-21  ve iyi bir dinleyici 

 

hin vd., 2004: 

660-661). 

  

 

inden 

iderlerin rme g ; , 

kendisinden a, 

etme gibi erini ifade etmektedir 

 Kaya ve Aravi, 2015: 75). 

,  lider 

Meydan 

ve Polat, 2010: 9). 



 Kaya ve Aravi, 2015: 75). Bu 

korkutma   

 

  meydana gelerek 

ve liderin var olan  kullanarak uygun 

etkilemesidir  251).  uyg  

liderin  hem de  otorite tara

uyma  kabul etmeleri gerekmektedir. 

lar 

2001: 270). Liderin  

 

(

ise , 

sine ve yeteneklerine 

 e 

 308). 

 

1.2. L  

 

herhangi bir 

benimserken

sorunlar ve  

: 210). tek bir 

fark

tespit etmek 

kullanabilmektir (Ergun-  2013: 95



; Bryman, 1992). ar 

-

-

 

1.  

 

Kaynak:  and  and Avolio, 1995 

 

 Liderlik   

re  

 gerekmekt 4). 

lideri  en rken, lidere ait 

 savun : 48). 

: 

 i 

ta  

e 

 , 2009), bu durumun 



kendisi

 bir durum Bu durum liderlikle 

 " ortaya 

 577). 

  

o

k 

 (Zel, 2006: 125-126). Bunlar; 

, 

. 

 zaman zaman 

 daha olumlu 

 

 etkili liderlerin 

 

ntileri, 

  

vb. 2001: 466-477). 

 



. 

unu 

.  

mevkiye dayanan otoritesinin derecesidir.  a verme, 

 bir durum ise olumsuz 

; Zel, 2006). Robert House ve Martin 

-

beklenti- (McLaurin, 2006: 99). Bu  

ara gerekli 

, liderin var olan durumunu analiz 

: 385). Yol-  

idir. Bu  

dir. Bu  

(yol) ve 2011: 588). 

Bu   ni 

(House, 1996; House, 2003). Buna , 

2010: 



: 141-142). Her 

mevcut durum ve  

ur. Bu nedenle yol-  

kesin bir  (Robbins ve Judge, 2012: 385). Hersey-Blan ullins, 

2005) ve Vroom ve Yetton'un (Zel, 2006) 

indendir. 

 

97). 

liderlik,   

0: 211). 

kur

2016: 166; : 65

sonuca 

Bahsedilen bu liderlik 

 

 

yaratmak yerine, 

e etme konusunda etkilidirler. Yine bu tarz liderler hata yapmaktan 

6). an 

bahsedilmektedir (Stone vd., 2004: 350-351). Bu unsurlardan karizma ve ideal etki 



(Bass, 1985b; Bass ve Avolio

 ilgi 

F.Z., 2018; Bass, 

1985).  as

il

 ve  de 

 ktedir (Ivey ve Kline, 2010: 246-247). 

  

edilmektedir. Bu liderlik  

mezler. Bu tarz 

: 247). 

faal

liderler, yetkilerini fazla motive 

etmek  tercih ederler (Eren, 2001: 456-458). Bu 

,  hakimdir ve en belirgin  

olur (Tengi : 

 olan 

2011: 

yakla  

: 6). 

  

 



 (pasif) 

 -

 

 

1.3.  

 

l Burns (2012) bu anlamda 

  araya 

, 2018).  

 un hale 

getirilmesi Bass (1985a; 

 

ip bir 

ve bireysel  ile destektir (Bass and Avolio, 1990; Bass, 1985b). 

 

 

 

gerekmektedir 

2018). 



Z., 

2017). 

r (Bradshaw vd., 

di

u, , 2017 ). 

2015). 

 

 

 

). 

sentezleyerek 

 

cak ki

esteklemektedir (Bass ve Steidlmeier, 

edirler (Bass ve Avolio, 1994). 

  



1.3.3. Entel  

  ente

  

  olan meydana getirir 

 4). 

Avol  

 

ilmektedir (Sternberg, 2006). Yine bu liderlik 

boyutunda 

 

 

 

 siyet 

, 

onlara destek olarak da bulunarak, bir dereceye kadar 

.  

.   

motive  ile ilgilenir (  

l 

er (Bass ve Riggio, 

2006; Pawar, 2003). 

 

 

 

 

 

 



 

 

 

 

 

 

 

2.1.   

   halinde 

 fade edilmektedir (Rusbelt vd., 1988: 

599). Psik

kapsayan  

konusundaki karar ve istekleri olarak da ifade edilmektedir (Lagerlund vd., 2015: 630). 

 bilerek ve 

 

  unsur Egan vd. ,2004: 286; Ajzen ve 

beklentilerinin  halinde   performansta 

 ncesine 

girebilirler

 (Teoman, 

2007: 34-35; Tett ve Meyer, 1993: 259). 

y

 

incelenebilir (Mobley vd., 1977). 

  



2.   

 

Kaynak:You (1996: 56). 

 

zerinde 

 

olmayan 

  B  liderler 

  

 

 

2005: 28).  

meydana getiren nedenlere,  

 

 ve kendilerinin  

 



 liyetlere neden 

olabilir nin 

 ; Scott vd., 1999). 

 

 Tekrardan  

  

   

 

maliyeti 

 

 

  

 

 

 

 

  zaman zaman 

ciddi bir problemdir.  

(Acaray, 2014: 148). 

 ekonomik 

 

(Karaca vd., 2017: 977).  ile uyum 

 

kendilerine uygun (Laurie, 2005: 303). 

-486). 



Tablo 1.  

Unsur lar  Unsur lar  Bireysel Unsur lar  

 
, 

 

, 
, 

 durumu 
Ekonomik unsurlar, 
 

 
 

 

olanaklar, 

 
 

k. 
Alt-  

 
 
 

 
 

 
 

 
 

durumu. 
 

Cinsiyet, 
Medeni durum, 

 

 
 

Kaynak:Cotton ve Tuttle, 1986: 55-70; Eren, 2007:36. 

 

 

etler zarar haline gelmektedir. Bu nedenle 

 

verim

 



 

 

84). 

  



3.  

 

Kaynak :Mobley, 1982, s.113 

 

 

unsurl arak, etkili bir 

 

  



lendirmeler 

 165). 

 

2.2. N  

 Nepotizm, ilk olarak 

 

 Bir 

 urumu 

 veya terfi ettirilmesi nepotizm 

olarak tan 272; , 2010). Nepotizmin 

 

  

   

 elinde olan 

mevcut ile akrabal

 



 vd., 1989: 3; 

  

nepotizm uygula

 

 

 

 

e 

 

-28; 

  

 

-  



belirli bir kullanmayarak, 

akr  

 

. Bundan  

  u lerini ve deki 

deki bilgi ve becerilerini r. Fakat  

in sahibi ya da    

 

Nepotizmin   motive ol . 

 bir  bir 

 terfi etmesi daha zordur. Nepotizmin 

tatmin  de  etkilemesiyle olumsuzluklar meydana 

gelerek,istenmeyen negatif  : 296; 

, 2010

2003; Asunakutlu ve Avc

, 

profesyonel ve   

duruma 

getirir 

   

ir strateji olarak ifade 

edi

2010: 6).  

  

  en ciddi engellerden 

biri 



 

 

in 

 olan  

 n  

 

 

Yani 

yetenek

 ve 

., 2006: 272). Dailey ve Reuschling (1980) ise iyi 

nep

se  

Ford ve 

 Barmash (1986) da 

et. al., 1995: 555- ilek, 2010: 57-58). 



  

nepotizmin uygulanma nedenleri; personel temini ve terfi sisteminin adaletli bir 

ayan veya 

 arada 

 

istenmemesi, y

  49). 

 

2015: 43). 

 

 

memnuniyetini de olumsuz etkileyebilir. 

etkileyebilir.  k aile 



bireyleri , gelecek nda meydana gelecek olan 

 

- -

 388- -87). 

 . Aile 

 

olmazlar. 

-

-  

 

epotizmin 

 dir. nepotizm 

  

 

Piyasa ekonomisinin 

ciddi bir sorun haline gelmem

2017). 

   Erusta, M. ve Akdeniz, M. (2016) 

k  (Erusta 

ve Akdeniz, 2016

 insan kaynakla

, i

zman personel 

, i



, i em kamu hem de 

lgili 

 

   

rslan, 2010: 17

benimsemelidir, i  nepotizmin 

olumsuz durumlar konusunda bilgilendirilmelidir, aile 

 g

 , 

nepotizmin en : 150). Aile 

 ve re  

50).  

 

rlar (Karabulut, 2008: 

, 2006: 360). 

   



: 37). 

 

 

 

  

 139). 

 ilerinden 

2011b: 388). Nepotizmin olumlu etkilerinden bahsedilen 

 

(Vinton, 1998: 297). 

 

2006: 47). 

Aile 

 olmayan bir  

e



 

 

dir. Bu 

 

 298). 

  var olan adalet sistemi 

 

i

1998: 

sisteminin aile 

, 2011c: 176). Vanyperen 

 

 

bu ortam onun 

  

 vd., 2006:  304; : 1237; Ercenap, 2006: 1). 

 

 



 

 

 

 

3.1.   

 

  

eylem Bu tarz liderler  

olmakta,  e etki etmekte ve motivasyon 

 

  gibi unsurlar 

vd., 2006: 296

 47) ve Ichinowski (1988: 106-

 



  

 bilerek ve isteyerek 

 

mevcut  ve moral seviyeleriyle 

aberinde getirebilmektedir. 

Ancak bazen de  

.

 performans ile pozitif 

 

edirler. 

   

etkiler   bir lider ise olumsuz etkiler 

 

lu 

(2014)'  

 bu liderler  a kendilerini 

daha  hissettirmekte ve   artan motivasyon 

seviyeleriyle -Gadot ise, 

ikna k

 

 

3.2.    

 -

ol  

birimidir  



 

. 

80 ile % 65 

 ve 

; 

 

 

  

, 

 Getz, aile 

 Cox ise aile 

ni  

faaliyetlerindeki  

 (Cox, 1996: 92). Chua (1999)' a  

  

zirai  

: 3). 



 

r. 

 kta 

 Sveen (1991) mal 

   

(Sveen, 1991). Zimmerer ve Scarborough ise;  

 (Zimmerer ve Scarborough, 1996).  

 . Fakat 

Bahsedi

e Acuner, 2015). 

 

syonel 

 

 

ya

mevcut yeteneklerini kaybederke

orumluluktan da 

yarar  

ile,  birebir takip  

de  

ektedir. 



, deki olmayan 

 profesyonel  Fakat 

getirilmemesidir (Uras, 2004: 10). Bu ekte olan aile 

 

 : 95). 

  

 ise, tmeye ait olan hisselerin 

  

 hem aile 

 

istihdam edilmesine  (Bozkurt, 2005: 14). 

  nepotizme  

 , 2003: 44 ;  2005: 71). 

egemen 

: 10). 

 lan sahip 

 

 ise 

: 45).  

. Yine   22 

 5 , 17 tanesinin de 

  de 

de  adet 

, 2005: 

 aile 

 



  

 

 

 

ne derece derece 

: 6). 

Word Report Dergisi tar

 (Jaffe, 

. A

bilmektedir. A   kolay 

 sayesinde  

  kimlere 

  

. 

Aile  , aile 

 (2010), aile 

 

 

de, etmeleri sermaye sorununu genellikle 

 

haline gelmektedir  2003: 12). Aile  

 ailenin  kolayca 

; Kurt, 2009: 60). Bu sermayelerin 

 duruma getirir 

 n herhangi finansal bir sorunda 



r, 2010).   , aile 

 ken; bu durumun 

(Ural, 2004: 9; Kurt, 2009). 

 karar vermektir ve kararda gecikme 

 : 35). 

olma ve yeni 

 (Kets de Vries, 1996: 65; Kurt, 2009). Aile 

 

.  bir izlenime sahip bir isim, 

 

2010).  

 

: 

87). 

: 9). 

 

 P

 bir nin yla 

(KetsDeVries, 1996).  hem avantaj hem de dezavantaj 



olabilmektedir.  aile k  

zamanlarda 

   

zamanlarda 

 

 Aile  in  

meydana gelmektedir (Kurt, 2009). 

., 2008; 108). Bu da,  

2010). erliliklerin birinin  

, aile  ve 

 

 

  kendilerine 

  

 

 ) , ailenin  

 

2010). Aile   

ile 

atabilmektedir  genellikle yenilikleri takip eden , yeni 

 ve Mal sahibi 

 



 

 letme sahibi 

rol 

 

 Genellikle aile 

   ileride 

devretmek istemektedir. Bu durumda 

olmak 

yetki 

devrine yakl  

 

edir 

  ve 

 yetki devrini olumsuz 

 gelece

 Aile 



 

- , 

babacan bir 

 da zaman zaman sorunlara 

 . 

  



Tablo 2.  

  

   Sermaye piyasa  
engelleyebilir 

 Serbesti  
 

             -Borsa  
               
             -
               
 

  
             -  
             -D   
              P  

 Gurur verici  
             -Tutumlu olma 
             -   
              motivasyon 
             -Liderlikte  
 

  
             -  
                
             -  

  
             -Elde edilen maddi gelirin 
               
 

  

 bireysel 
             -Daha  esneklik 
             -Daha  karar alma 
 

 nde  
             - inde yer alan  
              i  

 Finansal beklentiler 
             - elde etme 
               
 

 Otokratik/babaerkil kurallar 
             - nme 
             -Gizlilik 
             - liklerin dikkat 
               
 

  
             -Aile bireyleri  
               
 
 

 Finansal zorluk  
             - Aile  
                
 
             -   
                
                
 

   meydana gelen 
problemler 

Kaynak:  

 

  . 

nde 



alabilen, reka

2013: 9-

sahibi ile  -

 

(Alcorn, 1982   gereken ikinci grup ise 

a

 

 

 

 

 

 

 

 

  



  

 

 

 

 

 

  

4.1.  

 yeti 

.  

bi

beklentisine sahip olma 

ara

y

  

 

. Vigoda-

  (Vigoda-Gadot, 2006). 

de ciddi sorunlara neden 

olabilen   

(Bolat ve Seymen, 2003: 59). Nepotizm 

.



 

4.2.  

  

 

  

 

 

 

 

alma  

  

 

 

  

4.3.  

 en az iki 

  

 

  



4.  

 

 

4.4.  

 

 

 

4.5.  

 

 

rneklemini aile 



 Bunu 

 

 

 

 

de 

 

. 

 

Tablo 3. 

 
Or tala

ma 
Or tanc

a 
Mo
d 

Std. 
Sapm

a 
k k 

Ran
j  

ve uygun rol model 
olma 

4,01 4,00 4 ,56 -,91 1,53 3 

 
4,10 4,00 4 ,62 -,58 ,32 3 

Bireysel ilgi ve 

bulunma 
3,76 4,00 4 ,74 -,74 ,79 4 

beklentisine sahip olma 
3,82 4,00 4 ,67 -,28 -,22 3 

 
3,94 4,00 4 ,50 -,33 ,06 2 

 
2,63 2,43 2 1,05 ,23 -,92 4 

 
2,76 2,67 4 1,00 ,06 -,86 4 

toplam 
2,69 2,62 2 ,98 ,16 -,80 4 

 2,23 2,00 2 1,07 ,82 -,07 4 

 



 

-

-

 

 

 

 

 

 

 

 

Tablo 4. 

 

Kaiser-Mayer-Olkin (KMO) ,92 

 
x2 3030,34 
df 153 
p ,000 

 
 

 

  

  



Tablo 5. 

Alt boyut  
Alpha varyans 

uygun rol model olma 
1, 2, 3, 4 ,781 24,0 

 
9, 10, 11, 12, 13 ,927 19,20 

 
16, 17, 18, 20 ,899 15,14 

sahip olma 
21, 22, 23 ,647 11,40 

 
1, 2, 3, 4, 9, 10, 11, 12, 13, 
16, 17, 18, 20, 21, 22, 23 

,934 69,73 

rta 

alt boy ile 

 

 

  



Tablo 6. 

Madde 
 

Fakt

   

2.  ,787    

 
,711    

1.
net bir fikre sahiptir. 

,664    

4.
 

,636    

10.
   

 ,850   

11.
 

 ,821   

9.  
 

 ,747   

12.
 

 ,744   

13.

 
 ,696   

8. bir 
 

 ,559   

18. ne 
 

  ,838  

19.
 

  ,813  

20.
 

  ,763  

16.
 

  ,556  

17.

 
  ,532  

22.
 

   ,760 

23.Bizden her zaman en iyisini, daha iyisini 
er. 

   ,754 

21.
 

   ,677 

 

 

  



 

Tablo 7. .

 

K i-Kare/sd RMSEA CFI NFI  GFI AGFI RMR SRMR 
1,77 ,07 ,95 ,90 ,92 ,88 ,04 ,05 
1,75 ,06 ,96 ,90 ,92 ,88 ,04 ,05 

 Ki- 2013), 

 

 

 

 

  



5. 

 

 

 

  

 

 

 

 

 

 



6. 

 

 

 

 

 

 

 

  



4.5.1.2. Nepoti  

 Asunakutlu ve ne

 

 

 

Tablo 8. .  

Test Sonucu 

Kaiser-Mayer-Olkin (KMO) ,93 

 
x2 3375,57 
df 78 
p ,000 

 
 

: 226) ve 

 

 

Tablo 9. 

 

Alt boyut  
Alpha varyans 

 
1, 2, 3, 4, 5, 6, 7 ,954 41,07 

 
9, 10, 11, 12, 13, 14 ,921 35,50 

 
1, 2, 3, 4, 5, 6, 7, 9, 
10, 11, 12, 13, 14 

,961 76,57 

 

 

 

 

  



Tablo 10.  

Madde 
  

sinde, isin 

 
,838  

 
,838  

i ve 
 

,821  

 
,798  

nu d n yorum 
,765  

 
,738  

 
,699  

verilmektedir. 
 ,814 

 
 ,806 

 
 ,777 

11. 
devredilmektedir. 

 ,752 

 
 ,702 

 
 ,631 

 

 nde, ne

 

 

  



Tablo 11. Ne

 

K i-Kare/sd RMSEA CFI NFI  GFI AGFI RMR SRMR 

3,09 ,09 ,96 ,94 ,90 ,85 ,06 ,04 
3,09 ,09 ,96 ,94 ,90 ,85 ,06 ,04 

 Ki- zdamar, 2013), 

 

p

 

  



7.

 

 

 Ne  

 

 

  



8. . izi 

 

 

 

 Ne  

ne

 

 

 

 



 

 

Tablo 12. 

u 

Kaiser-Mayer-Olkin (KMO) ,75 

 
x2 682,32 
Df 3 
P ,000 

( erleri, 2007: 226; erleri, 2017: 

9)  

  sonucuna 

 . 

 

Tablo 13. 

 

Alt boyut    

 1, 2, 3 ,939 89,20 

 

 

 

 

  



Tablo 14.  

Madde 
 

 ,960 

n yorum ,939 

 ,934 

 

 

 

 

Tablo 15. 

 

K i-Kare/sd RMSEA CFI NFI  GFI AGFI RMR SRMR 

3,23 ,09 ,99 ,99 ,98 ,95 ,07 ,01 

 Ki-

  

 

 

. 

 

  



9. 

 

 

  

  

 

 

 

 

 

 

 

  



 

 

 

 

 

BULGULAR VE YORUMLAR 

 

 

b

 

 

5.1.  

 

. 

 

Tablo 16. 

 

  f % 

 

22-   30 12,6 
32-   81 33,9 
42-   83 34,7 

  45 18,8 

Ka  

1-  74 31,0 
6-  67 28,0 
11-  35 14,6 
15-  33 13,8 

 30 12,6 

Cinsiyet 
 114 47,7 

Erkek 125 52,3 

 
Lise 5 2,1 

 187 78,2 
 47 19,7 

 
Evet 169 70,7 

 70 29,3 
 

-

- -



- -

- -

 

  

5  

   

 

 

 

 

Tablo 17. 

 

 N X Ss 
1.  239 4,01 ,56 
2.  239 4,10 ,62 
3.  239 3,76 ,74 
4.  239 3,82 ,67 
5.  239 3,94 ,50 
6.  239 2,63 1,05 
7.  239 2,76 1,00 
8.Ne  239 2,69 ,98 
9.  239 2,23 1,07 

 

 

 

dir.  



Tablo 18. 

 

 1 2 3 4 5 6 7 8 9 

1.Vizyon 
ve uygun rol model 
olma 

R -         

 
kab  

R ,513** -        

3.Bireysel ilgi ve 

bulunma 
R ,536** ,640** -       

4.
beklentisine sahip olma 

R ,256** ,344** ,367** -      

5.
 

R ,739** ,852** ,858** ,591** -     

6.Terfi

 
R -,342** -,293** -,318** -,089 -,348** -    

7.
 

R -,255** -,244** -,322** -,072 -,302** ,801** -   

8.Neopotizm toplam R -,319** -,285** -,337** -,086 -,345** ,959** ,938** -  

9.  R -,290** -,302** -,347** -,128* -,358** ,488** ,516** ,527** - 

**p<0,01; *p<0,05 

 

 

ne

(p<0,05), ne  

 

 

 

 

-,342; p<0,01), 

-

ile toplam ne -

 

 

-,293; p<0,01), 



- e toplam 

ne -  

 

-,318; 

p<0,01), bireysel ilgi ve ente

-,322; p<0,01) ve bireysel ilgi ve entel te 

-,337; p<0,01) negatif an

 

 

-,089; p>0,05), 

-

ne -  

 le terfide ve 

-

-,302; p<0,01) ve 

-,345; p<0,01) 

 

 

 

  

-

-

-

-,128; 

(r=-  

 

  



 

 Ne  

 da (r=-,516; p<0,01), toplam 

nepotiz -

 

 

5.3.   

  

  (YEM)  

 

 ne

 

 

Tablo 19. 

 

K i-Kare/sd RMSEA CFI NFI  GFI AGFI RMR SRMR 
3,36 ,08 ,94 ,91 ,90 ,86 ,16 ,03 

 Ki-

 

 

 -kare/sd=3,36; 

RMSEA=,08; CFI=,94; NFI=,91; GFI=,90; AGFI=,86; RMR=,16; SRMR=,03) kabul 

 

 

 

  



10. 

 

 

 

 

 

 

 

 

 

 

  



Tablo 20. 

2  

  C.R. R2 

 
model olma 

,26***(,05) 5,09 ,14 

lma niyeti   ,22***(,04) 5,41 ,12 

 
bulunma 

,49***(,08) 5,86 ,19 

  ,24***(,06) 3,72 ,13 

***p<0,001 

 

 "

 

  

  



Tablo 21. 

 

K i-Kare/sd RMSEA CFI NFI  GFI AGFI RMR SRMR 
1,34 ,07 ,90 ,92 ,94 ,89 ,13 ,06 

 Ki-

. 

 

 -kare/sd=2,34; 

RMSEA=,07; CFI=,90; NFI=,92; GFI=,94; AGFI=,89; RMR=,13; SRMR=,06) kabul 

 

 



11. 

 

 

 

  

, ne

 

s 

 



-  

Nepot

 

-,02 ile -  

 

Tablo 22. 

2  

  C.R. R2 

 
model olma 

,23(,01) 1,53 ,02 

  ,22(,04) 5,58 ,09 

 
bulunma 

,49(,08) 5,88 ,13 

  ,26(,06) 3,77 ,09 

  Vizyon, 
 

-,45***(,14) -2,93 ,99 

 Grup 
 

-,54***(,06) -,56 ,36 

 Bireysel ilgi 
 

-,26***(,32) -1,98 ,13 

 
 

,44***(,06) ,83 ,06 

 
ve uygun rol model olma 

,61***(,15) -3,09 ,82 

  
 

,16***(,04) ,61 ,04 

 Bireysel ilgi ve 
 

-,65***(,43) -3,75 ,27 

 
beklentisine sahip olma 

,29***(,08) 1,20 ,10 

 
 

-,34***(,41) -,21 ,02 

  -,39***(,05) -3,75 ,45 

***p<0,001

 

  niyeti potizmin 

 

 alt boyutu olan terfide 



-,45; p<0,01) ve 

 

-,45 birimlik azalmaya neden 

2= -,54; 

-,54 birimlik azalmaya neden 

-,26; 

-,26 birimlik azalmaya 

44; 

44 

. 

 

pot

61 

ve liderin grup 

rindeki 

 -,65; p<0,01) ve liderin bireysel ilgi ve 

-

beklent



,29 birimli  

 

n 

-

-,34 birimlik 

 

-

-,39 

 

  potizmin 

 

 

 

potizm 

nepoti  

 

 

 



 

 

 

 

 

 

 

 

 

 



da da 

terfide kay

zaman gerek kam

 

 

 

 

 

 

Aile 



 

 

tespit edilmi

108). ail

kurumsal 

 leri 

gerekmektedir. 

 

Seymen, 2003: 59). 
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in moral ve motivasyonu 

rgun-

evmelerinin, 

 



 

erde 

kratik, serbest 

 

 

 

 Alper-
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liderlik tarzlar
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2017: 174). 

 



 

 

 

 

son

Aile 

 



 

 

 

 

 

 

lerinin 



 

anlarda nepotizm 

etmelerde 

. 

 

bulunulabilir. 

  

 

 

 

 

 

 4. 

 



 nde lider pozisyonunda olan bireyler 

 

 

 6

 

t

 

 7

 

 

 8.  

 

 9

endi 



 

 

 

 

 



 

 

 

 

 Workload, Nepotism, Job Satisfaction, and Organizational Politics on 

 Turnover Intention: A Conservation of Resources Perspective, 

 Organizacija, 54(3), 238-252. 

Abdalla F.H., Maghrabi S.A. , Raggad G.B. (1995), Assessing the perceptions of 

 human resource managers toward nepotism, International Journal of 

 Manpower, 19(8). 

Acaray, A. (2014), , 

  , Doktora Tezi, T.C. Kocaeli 

  

   

Ajzen, I. ve Fishbein, M. (1980), Understanding attitudes and predicting social 

 behavior, Englewood Cliff, NJ: Prentice Hall. 

 

 , 11, 35-50. 

elerinde 

 

 Pamukkale     

 

 , 16, 31-47. 

 

 , 18(3), 1252-1268. 

  



 Ka , 5(25), 71-90. 

  

Alcorn, P.B. (1982), Success and Survival in the Family-Owned Business, McGraw 

 Hill, New York. 

Ali, N. and Jan, S. (2012), Relationship Between Organizational Justice and 

 

 Representatives of Pharmaceuticals Companies Of Pakistan, Journal of 

 Managerial Sciences, 6(2), 202-2012. 

Alkis, N

 , Third 

 Sector Social Economic Review, 55(2), 880-892. 

 

 , 6(4), 193-203. 

 -

 , 9(17), 181-

 229. 

Sosyal Bilimlerde 

 , Sakarya Y  

, Haziran, Ankara. 

 Their Effects on Job Stress and Job Satisfaction In The Banking Industry of 

 North Cyprus, Social Behavior and Personality, 36 (9), 1237 1250. 

 Resource Management: The Case of Three, Four and Five Star Hotels In 

 Northern Cyprus, International Journal of Sociology and Social Policy, 26 

 (7/8), 295  308. 

), 

 Duyulan  

  ,  Sosyal Bilimler 

 Dergisi, 8(1), 111-128. 



 

  Dergisi, (1) 

International 

 Journal of Social Sciences and Education Research, 2(4), 1330-1340.  

  

 Journal of Business ResearchTurk, 7(3), 482- 507. 

 

 , 15(2), 93-109. 

   

, 

 - 70. 

  

 , 3(1). 

Aykanat, Z. (2010), 

  

 

 Bir Uygulama, 

 , 19(3), 353-370. 

Bass, B.M. (1985a), Leadership: Good Better, Best, Organizational Dynamics, 13(3), 

 26-40. 

Bass, B.M. (1985b), Leadership and Performance Beyond Expectations, New York: 

 Free Press.  

Bass, B.M. (1999), Two Decades of Research and Development in Transformational 

 Leadership, European Journal of Works and Organizational Psychology, 

 8(1), 9-322. 

 Bass, B.M. and Avolio, B.J. (1994), Improving Organizational Effectiveness, 

 Through Transformational Leadership, USA: Sage Publications.  



Bass, B.M. and Riggio, R. (2006), Transformational Leadership, 2nd Edition, 

 NewJersey: Lawrene Erlbaum Associates Publishers. 

Bass, B.M. and Steidlmeier, P. (1999), Ethichs, Character, and Authentic 

 Transformational Leadersship Behavior, Leadership Quarterly, 10(2), 181-

 2017. 

Bass, B.M. ans Avolio, B.J. (1995), Multifactor Leadership Questionnaire. Redwood 

 City, California: MindGarden. 

  

Bauer, T.N. ve Green, S.G. (1996), Development of LeaderMember Exchange: A 

 Longitudinal Test,  Academy of Management Journal, 39(6), 1538-1567.  

 Nepotizm, gisi, 26(1), 1 13. 

Bean, S. (2010), Developing Leadership Potential In Gifted Students: The Practical 

 Strategies Series In Gifted Education. Texas: Prufrock Press, Inc 

Bellow, A. (2003), In Praise Of Nepotism: A Natural History, Newyork: Doubleday 

 Punlishing. 

Bernhard, F., &O'Driscoll, M. P. (2011). Psychologicalownership in smallfamily-

 ownedbusinesses:Leadershipstyleandnonfamily-

 workattitudesandbehaviors. Group&Organization Management, 36(3),  

 345-384. 

 

 . s:14. 

 

 , 6(9), 59-85. 

 

 , 6(3), 157-180. 

 

 , 6(9), 59-85. 

Anahtar Gazetesi, s.14. 



Bradshaw, R., chebbi, M. and Oztel, H. (2015), Leadership and Knowledge Sharing, 

 Asian Journal of Business Research, Special Issue, 5(1), 1-20.  

Brayman, A. (1992), Charisma And Leaddership in Organizations. (pp. 1-198), 

 London: Sage. 

Breukelen, W., Schyns, B. ve Blanc, P.L. (2006), Leader-Member Exchange heory 

 and Research: Accomplishments and Future Challenges, Leadership, 2(3): 

 295-316.  

Burns, J. (2012), Leadership. Open Road Media, p.8 

Burns, J.M. (1978), Leadership. New York: Harper & Row 

Burns, J.Z. ve Otte, F.L. (1999), Implications of Leader-Member Exchange heory 

 and Research for Human Resource Development Research, Human Resource 

 Development Quarterly, 10(3), 225-248. 

 

 , 15(1), 383-404. 

 

 isi, 20(1), 177-194. 

 Ekonomik ve Sosyal 

 , 6(1), 1-21. 

 

 

 - -314. 

 , 5(1), 73 112. 

Lider-

 

 

  

 

 Journal of Tourism and Gastronomy 

 Studies, 7(1), 397-414. 



Cotton, J. L. ve Tuttle, J. M. (1986), Employee Turnover: A Meta-Analysis and 

 Review with Implications for Research, The Academy of Management 

 Review, 11(1), 55-70. 

Cox, E. S. (1996), The Family Firm as a Foundation of Our Free Society: Strenghts 

 and Opportunities, Family Business Research, Cornell University. 

 

 

 2, 91-107. 

 

 Dergisi, 24, 103-119. 

r, T. (2002), , 

 

  

 , 6(2), 

 23-39. 

 

 , Edi

 -120. 

  

  

 , 3(5), 110-132. 

 , 3(4). 

 

 Etkisinde Business and Economics 

 Research Journal, 11(2), 555-570. 



 , Pegem Akademi, 

 Ankara. 

2019), 

 

 

 anbul. 

 , 6(1), 52-66. 

-

 Etkile , 

 Dergisi, 31(3), 228-238. 

 , OAKA, 4(7), 143-161. 

Deniz, M

 Elektronik Sosyal Bilimler Dergisi, 7 (23), 304

 332. 

Dibley, J.E. (2009), 

 

 

  

Dienesch, R.M. ve Liden, R.C. (1986), Leader-Member Exchange Model of 

 Leadership: A Critique and Further Development,  Academy of Management 

 Review, 11(3), 618-634.  

Dimaculangan, E. D. and Aguiling, H. M. (2012), The Effects of Transformational 

 International Journal of 

 Business and Social Science, 3(19), 197-210. 

 (2012), 

 -13. 

-

 Liderlik- -141. 



 

  

The Relationship Between Organizational Commitment 

 and Turnover Intention: The Effects of Privatization Process

  

, 

 

  

 Etkisi ve Bi

  

Egan, T. M., Yang, B., & Bartlett, K. R. (2004), The effects of organizational 

 learning culture and job satisfaction on motivation to transfer learning and 

 turnover intention, Human resource development quarterly, 15(3), 279-301. 

Emery, R.E. and Barker, K.J. (2007), The Effect of Transational and Tranformational 

 Leadership Styles on the Organizational Commitment and Job Satisfaction of 

 Customer Contact Personnel, Journel of Organizational Culture, 

 Communications and Conflict, 11(1), 77-89.  

Nepotism and Favoritism in the Banking Industry: Some 

 Evidence From Northern Cyprus, Master Thesis, Eastern Mediterranean 

 University, Northern Cyprus. 

 

 , 32(2), 171-197. 

  

Eren, E. (2001),  

Eren, E. (2004),  

Eren, A. (2007), , 

  

 

 Dergisi, 4 (18), 405-419. 



Ergun-  

 -

  

Erusta, M. ve Akdeniz, M. (2016), , E-

 - 28.  

Ferris, G.R. (1985), Role of Leadership in he Employee Withdrawal Process: A 

 Constructive Replication, Journal of Applied Psychology, 70, 777 781. 

Aile Hukuku  

  - 92. 

  

  

George, D. and Mallery, M. (2010), SPSS for Windows Step by Step: A Simple Guide 

 and Reference, 17.0 update (10a ed.) Boston: Pearson. 

Gerstner, C.R. ve Day, D.V. (1997), Meta-Analytic Review of Leader-Member 

 Exchange heory: Correlates and Construct Issues, Journal of Applied 

 Psychology, 82(6): 827-844.  

Geurts, S. A., Schaufeli, W. B., and Rutte, C. G., (1999), Absenteeism, Turnover 

 Intention and Inequity In The Employment Relationship, Work&Stress, 

 13(3), 253-267. 

Giray, M. D. ve Sahin, D. N. (2014), Liderli

 

  29(73), 1-14. 

Graen, G.B. ve Uhl-Bien, M. (1995), Relationship-Based Approach to Leadership: 

 Development of Leader-Member Exchange (LMX) heory of Leadership Over 

 25 Years: Applying A Multi-Level Multi-Domain Perspective, Leadership 

 Quarterly, 6(2), 219-247.  

Green, A. E., Miller, E. A. and Aarons, G. A. (2013), Transformational Leadership 

 Moderates The Relationship Between Emotional Exhaustion And Turnover 

 Community Mental 

 Health Journal, 49(4), 373-379. 

Guilford, J.P. (1984), Varieties of Divergent Production, Journal of Creative 

 Behavior, 18, pp.1-10.  



.  (2010), 

 

  

-

 

 , (28), 21-34. 

Han, J., Woo, H., Ju, E., Lim, S. and Han, S. (2013), Effects of Nurses' Social 

 n The Mediating Effects 

 Organizational Commitment and Organizational Cynicism, Journal of 

 Korean Academy of Nursing, 43(4), 517-525. 

Hardy C.C. (1987), The Blue Chip Investment Strategy: Quality, Value and Timing 

 for Income Appreciation, New York, F Watts.  

Hom, P.W., Caranikas-Walker, F., Prussia, G.E.,Griffeth, R.W. (1992), A Meta-

 Analytical Structural Equations Analysis of a Model of Employee Turnover,  

 Journal of Applied Psychology, 77(6), 890-909. 

House, R.J. (1996), Path-goal theory of leadership: Lessons, legacy, and a 

 reformulated theory, Leadership Quarterly, 7, 323-352.  

House, R.J. (2003),  A 1976 Theory of Charismati Leadership (Ed.) (1976). Pierce, 

 J.L. and Newstorm, John W. (Eds.) 35-337. Boston: McGraw-Hill. 

Ichniowski, T. (1988), The new nepotism: why dynasties are making a comeback, 

 Business Week, 31,106-109. 

 

  

Ivey, G. W., & Kline, T. J. (2010), Transformational and active transactional 

 leadership in the Canadian military, Leadership & Organization Development 

 Journal. 

  R. Erdem , (s. 135-

  

-

 zi), 

 Erzurum. 



 , 

 

 Adana. 

Jaffe, D. T. (1990), Working With The Ones You Love: Conflict Resolution and 

 Problem Solving Strategies for a Successful Family Business. Conari Press, 

 Berkeley, CA. 

 

 Marmara 

 , 25(2), 643-676. 

 (2017),  Medya 

 

 

 Elektronik Dergisi, 2(5). 

 

 , 

 14(3), 43-64. 

 Sosyal Bilimler 

   

, 

  

Katz, D. & Kahn, R. L. (1978), The social psychology of organizations. New York, 

 NY: Wiley. 

 A., & 

Journal of 

SocialandHumanitiesSciencesResearch, 5(27), 2997-3005. 

Bir 

  

  



 

 

 350-363. 

Kets de Vries, M. (1993), The Dynamics of Family Firms: The Good and the Bad 

 News. Organizational Dynamics, 21(3), 59-71. 

Kets de Vries, M. (1996), The Dynamics of Family Controlled Firms:  The Good 

 and Bad News, Organizational Dynamics, 21(3), 59-71. 

Khan, M. A. (2014), Organizational cynicism and employee turnover intention: 

 Evidence from banking sector in Pakistan,  Pakistan Journal of Commerce 

 and Social Sciences (PJCSS), 8(1), 30-41. 

 

  

stanbul. 

 

 

  

 

  

Kurt, B. (2009), , 

  

  

Kurt, H. S. (2020), Lider-

 TurkishStudies - Economy, 15(3), 1501-1513. 

ishelman,C. (2015), 

 Intention to Leave the Workplace Among Nurses Working with Cancer 

 Patients in AcuteCareHospitals in Sweden, European Journal of 

 OncologyNursing, 19, 629-637. 

Lea, J. (1998), What is a Family Business? More Than You Think, Journal of Small 

 Business Management, 25(1), 1-12.   

Liden, R.C. ve Graen, G. (1980), Generalizability of the Vertical Dyad Linkage 

 Model of Leadership, Academy of Management Journal, 23(3), 451-465.  



Maslyn, J.M. ve Uhl-Bien, M. (2001), Leader-Member Exchange and Its 

 Dimensions: Effects of Self-

 Quality, Journal of Applied Psychology, 86(4), 697-708. 

Masta, N. and Riyanto, S. (2020), The Effect of Transformational Leadership, 

 Perceived Organizational Support and Workload on Turnover Intention 

 Sharia Banking Company in Jakarta, Saudi Journal of Business and 

 Management Studies, 5(8), 473-481. 

-

 tivasyon: Kozmetik 

 

 Dergisi, 4(9), 105-118. 

McLaurin, R.J. (2006), The Role of Situation in the Leadership Process: A Review 

 and Application, Academy of Strategic Management Journal, 5, 97-114. 

 , 65(4), 123-140. 

Mobley, W. H. (1977), Intermediate Linkages in the Relationship Between Job 

 Satisfaction and Employee Turnover, Journal of Applied Psychology, 62, 

 237-240. 

Mobley, W. H. (1982), Some unanswered questions in turnover and with drawal 

 research, Academy of management review, 7(1), 111-116. 

Morrow, P.C., Suzuki, Y., Crum, M.R., Ruben, R. ve Pautsch, G. (2005), The Role 

 of Leader-Member Exchange in High Turnover Work Environments, Journal 

 of Managerial Psychology, 20(8), 681-694. 

Mosadeghrad, A. M., Ferlie, E. and Rosenberg, D. (2008), A Study of The 

 Relationship Between Job Satisfaction, Organizational Commitment and 

 Health Services 

 Management Research, 21(4), 211-227. 

, Gazi Kitapevi, 

 Ankara. 

Nadeem, M., Ahmad, R., Ahmad, N., Batool, S. R. and Shafique, N. (2015),  

 Favoritism, Nepotism and Cronyism as Predictors of Job Satisfaction: 

 Evidences From Pakistan, Journal of Business and Management Research, 

 8(1), 224-228. 



 

   

Orbay, N.T. (2008), 

 lerin Belirlenmesi

  

 Birey ve Toplum Dergisi, 5(10), 43-63. 

07), 

 Etkisi, Kamu   90.   

, , Ankara. 

 , 3(4), 

 207-227. 

 1, MINITAB 

 16  IBM SPSS 21  

lizi  2, MINITAB 

 16  IBM SPSS 21  

 

 , 4(2), 71-80. 

  

 

 

 , 11(4), 2960-2971. 

  (s. 271 - 

 

  



 

 , Cilt: 17, 437 450. 

 Sa  

 , 

  

  

 

 tanbul. 

 Nepotism in the Hiring Process Really Benetif the Beneficiary?, Journal of 

 Leadership and Organizational Studies, 11(2), 34-45. 

Park, T. and Pierce, B. (2020), Impacts of Transformational Leadership on Turnover 

 ,  Children and Youth Services Review, 

 108, 104-624. 

Parry, K.W., Bryman, A. (1999), , (Eds.) 

 Clegg,  S.R., Hardy, C. Chapter 2 : Leadership in Organizations. London: 

 Sage  Publications. 

Pawar, A. (2003), Central conceptual issues in transformational leadership research, 

 Leadership and Organization Development Journal, 24(7), 397-406. 

Podasakoff, P.M. Mackenzie, S.B. Moorman, R.H. Fetter, R. (1990), 

 

 Leader, Satisfaction, And Organizational Citizenship Behavior, Leadership 

 Quarterly, 1(2), 107-142 

 

 

 Dergisi,13(2), 143-164. 

  



Ramoo, V., Abdullah, K. L. and Piaw, C. Y. (2013), The Relationship Between Job 

 Sat

 Journal of Clinical Nursing, 22(21-22), 

 3141- 3152. 

Rehman, M.S. (2012), Employee Turnover and Retention Strategies: An Emprical 

 Study of Public Sector Organization of Pakistan, Global Journal of 

 Management and Business Research, 12(1), 82-89. 

 , 5(3), 

 574-596. 

Robbins, SP ve Judge, T. (2012),  .    

Rost, J. (1991),  Leaders and followers are the people in this relationship, Reprinted 

 Insights on leadership through the ages, 

 189-192.  

Rusbelt, C.

 Exchange Variables on Exit, Voice, Loyalty and Neglect: An Integrative 

 Model of Responses to Decline Job Satisfaction, Academy of Management 

 Journal, 31(2), 599-627. 

 , 7(2), 613-

 628. 

 

, 

    

Sanderson, P.A. (2003), The Relationships Between Empowerment And Turnover 

 Intentions In A Structured Environment

 Medical Service Corps, Regent University, School Of Leadership Studies . 

 

 

  

  



Schriesheim, C.A., Castro, S.L. ve Cogliser, C.C. (1999), Leader-Member Exchange 

 (LMX) Research: A Comprehensive Review of heory, Measurement, and 

 Data-Analytic Practices, Leadership Quarterly, 10(1), 63-113. 

Shin H. E. ve Chin K. S. (1989), Social Affinity Among Top Managerial Executives 

 of Large Corporations in Korea, Sociological Forum, 4(1). 

 , 3(2), 109-118. 

 Bir , 12(1), 56-72. 

 

 Ekonomi Dergisi, 54(2), 917-934. 

Sternberg, R.J. (2006), The Nature of Creativity, Creativity Researc Journal, 18(1), 

 87-98. 

Stone A.G.,Russell F.R. ve Pattersen K. (2004), Transformational Versus Servant 

 Leadership-a Difference InLeader Focus, Leadership ve Organization 

 Development Journal, 25(3/4), 349-361. 

Sun, R. and Wang, W. (2016), Transformational Leadership, Employee Turnover 

 Public 

 Management Review, 19(8), 1124-1141. 

Sveen, J. (1991). Internationalizing the family business: Facilitating and restraining 

 factors. Wiley Online Library, 4(2), 181-190 

-

 , 11(2), 277  288. 

 

 , 25, 

 237-249. 

 

 Bilimleri , 4(2), 365-395. 

 

, Tablet Kitabevi, Konya. 

  



-

 

 

 , 18(30), 114-123. 

 

 

 International Journal of Human Sciences, 12(1), 1501-1517. 

Temel, E. (2016), 

 zilli'deki Kamu 

 

  

 Elektronik Sosyal 

 Bilimler Dergisi, 4(14), 1-16.  

Teoman, D. D. (2007), 

 

 

  

Tett, R.P. and Meyer, J.P. (1993), Job Satisfaction, Organizational Commitment, 

 Turnover Intention, and Turnover: Path Analyses Based on Meta Analytic 

 Findings, Personnel Psychology, 46, 259-293.     

, Erkam 

  

 

 

 

 Dergisi -197. 

 

 , S. 2. 

Milliyet, s.10. 



Impact Employee Performance 

 Evaluation Form with Family Business, International Journal of 

 Management  Sciences, 5(2), 136-146. 

Vigoda-

 performance: An empirical examination of two competing models, 

 Personnel Review,36(5), 661-683. 

Vinton, Karen L. , (1998), Nepotism: An Interdisciplinary Model, Family Business 

 Review, 11(4), Family Firm Institute, Inc. , s.297-303. 

Weber, M. (1947), Max Weber: Theory of Social and Economics Organization, 

 Translates by Henderson, A.M. and Parsons, T. (Eds.) New York: Free Press. 

 International Journal of Manpower, 15(1), 4-14. 

  

Westhead, P., Cowling, M. (1997), Performance Contrast Between Family and Non-

 Family Unquoted Companies in The Uk, International Journal of 

 Entrepreneurial Behavior & Research, 30-51. 

Williams, L.J. ve Hazer, J.T. (1986), Antecedents and Cosequences of Satisfaction 

 and Commitment in Turnover Models: A Reanalysis Using Latent Variable 

 Structural Equation Methods, Journal of Applied Psychology, 71(2), 219-231. 

Wong, L. C. Ve Kleiner B. H., (1994), "Nepotism", Work Study, 43(5), 10  12. 

 

  

 , Gaziantep University Journal of Social 

 Sciences, 17(3), 1016-1025. 

ndeki 

 etkisi

  

 Dergisi, 73(432), 1-32. 

 , 2(3), 158-180. 



.  

 (ss. 59-  

Stratejik Liderlik

  

 Kastamonu 

 , 20(2), 385-402. 

 , 61(2), 

 83-110. 

You, Young Jae (1996), An Emprical Test of Turnover Theory: In the case of 

 Korean Hotel Employees, Asia Pacific Journal of Tourism Research, 1(1), 

 56. 

Yukl, A.Gary, (1991), Leadership in Organizations, New Jersey: Prentice Hall. 

Yukl, G. (2006), Leadership in Organizations, (6th ed.), New Jersey: Pearson 

 Prentice Hall Upper addle River, NJ. 

Zel, U. (2006),  

Zel, U. (2006),     

Zimmerer, T.W. & Scarborough N.M. (1996), Entrepreneurship and The New 

 Venture Formation, New Jersey.  

 19.08.2005 

 

 

 

 

  



 

 

 

EKLER 

 

Ek-1 

 

Anket Formu 

 

 

nepo

 

 

 

 

 

Sorular   

  

  

3. Cinsiyet 

 
      

b) Erkek 
 

 

 
   

b) Lise 
   
 

 

 
 

 
a) Evet                 

 
 

 

 

  



 

 
zaman seyrek 

Ara 
 zaman 

Her 
zaman 

1.
 

. 
     

2.  
 

     

3.
 

 
     

4.
 

 
     

 
 

     

n 
 

 
     

 
 

     

8.
 

 
     

9.
rekli hale getirir. 

 
     

10. ncesinin ve 
  

 
     

11.
 

 
     

12.
 

 
     

13.  

 
 

     

14.Beni d nmeye sevk eden sorular 
sorar. 
 

     

15.
s r

 
 

     



 
 
16.  
  
 

     

17.
beklentilerimi y k

 
 

     

18.
ne a  

 
     

19.
 

 
     

 
 

     

21.
 

 
     

22.
 

 
     

23.Bizden her zaman en iyisini, daha 
 

 
     

 

 

 

  



 

 
Kesinlikle 

m 
m m m 

Kesinlikle 

m 

etmesinde bilgi, 
beceri ve 
kabiliyetler 
ikinci planda 

 
 

     

i

 
 

     

ettirilmesinde 

 
 

     

terfi etmesinin 
daha kolay 

d n yorum. 
 

     

ettirilmesinde, 

nitelikler 

planda 
 

 

     

kadrosunda 

ir. 

     



 

alt ve orta 
kademe 

 
 

     

veya onlara ceza 
vermenin 

d n yorum. 
 

     

9. 

 
 

     

daha kolay 

. 
 

     

devredilmektedir
. 
 

     

ele

verilmektedir. 

     

zorlanmazlar. 
 

     

     



kadrosunda yer 

 
 

 

 
 

 
Biraz 

 
 

Kesinlikle 
 

1. anki 

d n yorum 
 

     

anki 

niyetliyim 
 

     

3.
 

 
     

 

 

 

  


