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In contemporary societies, individuals spend most of their lives and the most 
productive time of their days in contact with organizations. In this close interaction, 
the success or failure of individuals directly affects the success of organisms. It can 
be said that the success of a group consisting of employees who cannot express the 
wrong, pursue small interests, make decisions and avoid responsibility depends on 
entirely the luck factor. While the organization must be a competent employee to 
identify and present in conservation environments, it has daring goals to continue 
to raise its voice towards solving challenges. In this direction, one point of view is to 
approach the concept of courage under discussion from different perspectives. In 
this context, courage began to be heard to examine the social environment and 
presentations at the organizational level beyond a generalization of risk taken just to 
watch for risk in the world or to oppose behaviors that are incompatible with moral 
virtues.
Social courage behavior in the workplace refers to the right behavior by taking 
responsibility, even though there is a risk of harming the social relations and 
financial interests of the employees. Employees must make a decision about taking 
the risk and choosing whether to act or not to act in accordance with this decision. 
Likewise, when employees feel that they belong to the organization and are a part of 
the organization, they will not hesitate to give their effort and contribution to the 
organization. As it is important to make decisions in individual behaviors, 
participation in organizational decisions will make it easier for individuals to feel 
belonging to the organization. Undoubtedly, it cannot be expected that every 
employee has the same level of relationship with the organization and individuals. 
Some employees will feel more responsible for contributing to the organization, 
while others will prioritize their social interests. At this point, it is thought that the 
differentiation in personality traits is the basis of the differentiation of the behaviors 
of the employees.
When all these issues are taken into account, it is clearly understood that the 
situations that affect and are affected by social courage behavior are important for 
employees. On the other hand, considering that many elements in social life are in 
interaction it is considered important to explain these concepts.
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PREFACE 

It is possible for organizations to continue their lives and activities, to 

be successful in the field in which they operate, and to adapt to changing 

environmental conditions. Organizations will be successful to the extent 

that they can solve the problems they face and will have an advantage over 

their competitors. Although they try to increase efficiency and 

performance with technological equipment, for today's organizations, 

human resources still both preserve their value and become the most 

important capital of the organization. The experience and experience of 

people that cannot be stored, copied or imitated are valuable to the extent 

that they can be used for the benefit of the organization. 

Increasing the efficiency of organizations depends not only on the 

employees' ability to do their work effectively, but also on their ability to 

express right and wrong within the organization and their participation in 

strategic decisions about the future of the organization. It seems natural to 

form groups and friendships at different levels in every environment where 

people, who are social beings, exist. However, when employees put the 

interests of the organization in the background in order not to lose their 

social interests, it will be inevitable for organizations to become unable to 

meet their needs in the long run. 

People with high self-confidence, stable personality traits and high 

level of competence exhibit more courageous behaviors. Individual 

characteristics appear to contribute somewhat to the execution of acts of 

courage. The relationship between perceiving a risky situation and taking 

bold action is mediated by a felt responsibility to act. When individuals 

perceive themselves as having the competence or authority to take bold 

action, employees feel more responsible for handling challenges in the 

workplace. 

In contemporary societies, individuals spend most of their lives and 

the most productive time of their days in contact with organizations. In this 

close interaction, the success or failure of individuals directly affects the 

success of organisms. It can be said that the success of a group consisting 

of employees who cannot express the wrong, pursue small interests, make 

decisions and avoid responsibility depends on entirely the luck factor. 

While the organization must be a competent employee to identify and 

present in conservation environments, it has daring goals to continue to 
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raise its voice towards solving challenges. In this direction, one point of 

view is to approach the concept of courage under discussion from different 

perspectives. In this context, courage began to be heard to examine the 

social environment and presentations at the organizational level beyond a 

generalization of risk taken just to watch for risk in the world or to oppose 

behaviors that are incompatible with moral virtues. 

Social courage behavior in the workplace refers to the right behavior 

by taking responsibility, even though there is a risk of harming the social 

relations and financial interests of the employees. Employees must make 

a decision about taking the risk and choosing whether to act or not to act 

in accordance with this decision. Likewise, when employees feel that they 

belong to the organization and are a part of the organization, they will not 

hesitate to give their effort and contribution to the organization. As it is 

important to make decisions in individual behaviors, participation in 

organizational decisions will make it easier for individuals to feel 

belonging to the organization. Undoubtedly, it cannot be expected that 

every employee has the same level of relationship with the organization 

and individuals. Some employees will feel more responsible for 

contributing to the organization, while others will prioritize their social 

interests. At this point, it is thought that the differentiation in personality 

traits is the basis of the differentiation of the behaviors of the employees. 

When all these issues are taken into account, it is clearly understood 

that the situations that affect and are affected by social courage behavior 

are important for employees. On the other hand, considering that many 

elements in social life are in interaction it is considered important to 

explain these concepts. 

Emre UYSAL Çorum - 2023 



CHAPTER 1 

1 THE CONCEPT AND CHARACTERISTICS 

OF COURAGE 

In this chapter, detailed information about the concept of courage and 

its dimensions is given. 

1.1 The Concept of Courage 

The concept of courage, which has never lost its popularity, is studied 

not only by philosophers, but also in almost every field of social sciences 

(Mert, 2021: 20), is thought to help people face internal and interpersonal 

difficulties (Lopez, O'Byrne, & Petersen, 2003: 185) and identification 

studies date back to the earliest known times of history (Mert and Aydemir, 

2019: 332). 

Efforts to establish a socially appropriate view of courage have 

transformed it from the power to act in the heart of the brave soldier on the 

battlefield to a schema that is formed in the minds of every human being 

in daily life. Centuries ago, Socrates wanted to reveal the nature of courage 

and how young men can achieve this quality. Aristotle analyzed the 

physical courage of his brave soldier and Plato focused on the moral 

courage of his mentors (Lopez, O’Byrne and Petersen, 2003: 185). 

Socrates, Plato and Aristotle called it andreia. Although translated as 

courage, they viewed andreia as something that fell into the traditionally 

masculine aspects of virtue. Andreia was typically displayed in observable 

movements of soldiers on the battlefield (Aristoteles, 2020: 15; Platon, 

2010: 6). They emphasized endurance as the defining sign of courage, 

since every brave act involves a will to die (Yearley, 1990: 118). 

For Aristotle, there were virtues of thought (developed through 

education) and virtues of character (moral virtues developed through 

habit). Aristotle saw courage both as a specific action and as something 

that could be developed through repetition of the behavior. According to 

him, it was possible to be a fair person by acting justly, and to be a valiant 

person by acting valiantly, just as his architectural talent was developed by 

building a house. He thought that courage was the middle ground between 
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the two extremes, lying between cowardice and haste (Aristoteles, 2020: 

27; Detert and Bruno, 2017: 596; Shelp, 1984: 354). 

Plato defines courage as one of the four main virtues along with 

justice, wisdom and moderation. Courage can even be called the most 

important virtue, because without courage, it will fail to practice other 

virtues (Scarre, 2010: 36). 

As noted above, courage was originally seen as merely physical 

courage, such as dying for a noble cause, defending a country or family, 

or overcoming the fear of physical harm (Putman, 2004: 65). As a 

corollary, it emphasizes the importance of courage for highly stressful and 

difficult professions such as philosophers and academics, soldiers and 

astronauts. However, recently, researchers have emphasized that structure 

has also an effect on employee communications (Howard et al., 2017, 

674). 

Courageous acts are extremely rare occurrences in challenging 

situations, for example firefighting, making an unethical request, or an 

observed act of bullying. In addition, people typically avoid situations 

involving fear and significant risk of personal harm (Worline, 2004: 9). In 

contrast, individuals rarely face these unusually challenging situations. In 

other words, most people encounter situations that require courage, 

although not very often (Schilpzand, 2008: 12). That's why bravery isn't 

just something soldiers have to worry about. All people have to deal with 

the pain and difficulties of life. Courage is not just about acting or reacting 

to the environment. It is related to the personality of a person (Putman, 

2010: 21). 

The trait or behavior that counts as courage is highly subjective. What 

one person perceives as brave may be perceived differently by another. 

Therefore, courage has a subjective meaning. However, it can be accepted 

that courage is generally positive and altruistic behavior. This indicates the 

necessity of examining courage with a positivist approach (Harbour and 

Kisfalvi, 2012). In addition, throughout history, the understanding of 

courage has been expressed by the behaviors; Today, not taking any open 

action, such as refusing to participate in an immoral action approved by a 

group or organization, or going against an unethical order, can also be 

called courage (Detert and Bruno, 2017: 600). 

Although courage has been defined as a human virtue throughout 

history and in many cultures, what today's scientists mean by the concept 
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of courage has changed according to the discipline they are working on 

(Pury and Starkey, 2010: 67). There are various definitions about whether 

courage is a behavioral trait or an innate personal trait (Howard, 2017). 

Positive psychologists, who define courage in terms of character strengths 

(courage, perseverance, integrity, and vitality) of human well-being and 

excellence, try to view courage as positive subjective experiences, positive 

individual traits (Peterson and Seligman, 2004: 62; Seligman and 

Csikszentmihalyi, 2000: 10). On the other hand, other important 

researchers argue that courage is better interpreted as a trait of action rather 

than a personality trait (Pury et al., 2007: 101; Rachman, 1990: 27; Rate, 

Clarke, Lindsay and Sternberg, 2007: 82; Rate and Sternberg, 2007: 7; 

Walton, 1986: 221). 

Courage, which expresses the ability to endure and resist what is 

necessary to achieve a good result despite encountering great obstacles 

(Cavanagh and Moberg, 1999: 2), is the willingness to face the most 

difficult choices and the ability to cope with the fear associated with them 

(Clancy 2003:132). In other words, courage has been defined as a behavior 

that is a reaction to fear (Rachman, 1990: 63). Courage refers to the ability 

to face the fear that arises in times of danger, as well as to do what is right 

and what is necessary. Courage is the ability of an individual to do the right 

thing without fear or by controlling fear (Mert, 2018: 14). 

Courage is universally recognized as the most impressed and admired 

virtue, as it is based on self-sacrifice. Because courage serves the needs of 

others and society and is necessary to mobilize all other virtues (Comte-

Sponville, 1996: 43). Therefore, Worline (2012: 312) stated that the 

judgments about attribution of an action as brave can be made not only by 

individuals but also by society and even historical interpretation. 

Speaking of courage traditionally does not mean that only an open 

course of action can be seen as courageous. However, courage can also 

have a distinctly passive attribute (Amos and Klimoski, 2014: 113; 

Putman, 2010: 12). Although an action is clearly perceived as more 

courageous, in some cases inaction can also be a brave decision (Shelp, 

1984: 354). More specifically, courage is a clear, observable, and 

voluntary action or deliberate inaction (Deutsch, 1961: 51; Kidder, 2003: 

25; Morrison and Milliken, 2003: 1355; Pury et al., 2007: 102; Putman, 

1997: 3). 
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Various definitions of courage have been made throughout history, 

leading to disagreements about whether courage is a behavior or a trait. 

Pury and Starkey describe it as a process of encouragement and praise. 

They point out that defining courage as a process encompasses a variety 

of behaviors that can be attributed as brave or not brave according to 

predetermined guidelines, and that people are considered brave if they 

repeatedly perform these behaviors (Pury and Starkey, 2010: 85). People 

are considered to be brave according to vague and changing concepts, and 

it is difficult to attribute this nature to anyone. In contemporary research, 

courage is generally considered as a process and defined accordingly 

(Norton and Weiss 2009: 215; Rachman 1990: 45; Rate et al., 2007: 87; 

Rate 2010: 32; Woodard 2004: 175; Woodard ve Pury, 2007: 137). These 

definitions are based on direct and observable behavior and make 

distinctions between individuals with or without courage. 

Another problem here has to do with others' perceptions of what 

behavior is brave or not. According to Pury and Starkey, morality includes 

both advanced and culturally determined characteristics, emphasizing that 

there may be cultural differences in exactly what kinds of actions deserve 

praise by society. Also, the degree to which actions are viewed as heroic 

or extremely courageous can vary with changes in a culture. But the 

universal risk of death or physical injury and the risk of social rejection are 

perceived as part of courage. Despite one of these risks, actions that pursue 

one of these goals are often seen as bold in most places (Pury and Starkey, 

2010: 75). In other words, although individuals' values and beliefs may 

differ, most societies, religions and philosophies share some 

commonalities of basic values. Brave actions are a mixture of character 

strengths that include courage, perseverance, honesty and vitality that are 

universal (Peterson and Seligman, 2004: 63). 

According to Rate et al. (2007: 90), for a behavior to be called 

courageous, it must contain the following four items:  

(a) it must be a conscious and deliberate action  

(b) it must be carried out after careful deliberation  

(c) it must involve a serious risk to the person 

(d) must first be a motivated action to bring about a worthwhile result. 

One of the interesting problems presented by the difference between 

brave and non-brave actions is that observers usually make this assessment 
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after the outcome is known, and the level of courage of the action is 

decided based on that outcome. If the result is evaluated as positive or 

successful, it is expected that the actor will generally be considered brave. 

For example, if someone who tries to save a drowning person fails, they 

are more likely to be seen as hasty or making unnecessary sacrifices 

(Schilpzand, 2008: 28). 

One reason Courage has not received more attention and research can 

be attributed to the difficulties in establishing a clear and concise definition 

(Woodard and Pury, 2007: 136).  As definitions of courage change, so do 

the behaviors defined as courage, the emotions that accompany them, and 

the motivations underlying brave behavior. These differences make it 

difficult to understand the general nature of courage and the conditions 

under which such acts can occur (Schilpzand, 2008: 23). 

Table 1 includes some definitions of courage. As can be seen from 

these definitions, each researcher has made different definitions according 

to the field of study and the situation in which he deals with courage. 

Table 1: Samples of Definitions of Courage 

Researcher Year Label Definition 

Deutsch 1961 
Social 

Courage 

An action for a worthwhile cause 

that takes place in the context of 

overt or covert social intimidation 

Shelp 1984 Courage 

Tendency to act voluntarily, 

perhaps out of fear, to obtain or 

maintain a perceived well-being 

for oneself or others in a dangerous 

situation where the risks involved 

have been reasonably assessed. 

Badaracco and 

Ellsworth 
1989 

Moral 

Courage 

The ability to do and say what one 

believes is right rather than 

appropriate, familiar, or popular. 

Rachman 1990 Courage The ability to continue despite fear 

Putman 1997 
Psychological 

Courage 

The strength to confront and work 

with destructive habits 

Worline, 

Wrzesniewski 

and Rafaeli 

2002 Courage Wise action in the face of danger 

Woodard 2004 Courage 

Ability to act for a meaningful 

purpose despite experiencing fear 

associated with the perceived 

threat that exceeds available 

resources 



 

Emre UYSAL 

6 

Peterson and 

Seligman 
2004 Courage 

Emotional forces involving the use 

of will to achieve goals in the face 

of external or internal opposition 

Goud 2005 Courage 
Belief and confidence in one's 

abilities 

Rate, Clarke, 

Lindsay and 

Sternberg 

2007 Courage 

Intentional, repetitive, negotiated 

and personally risky behavior 

despite fear 

Sekerka and 

Bagozzi 
2007 

Moral 

Courage 

Ability to use internal principles to 

do good for others, regardless of 

self-threatening 

Woodard and 

Pury 
2007 Courage 

Intentionally seeking a worthwhile 

target despite perceived personal 

threat and uncertain outcome 

Norton and 

Weiss 
2009 Courage 

Persistence or endurance despite 

fear 

Osswald, 

Greitemeyer, 

Fischer and Frey 

2009 Civil Courage 

Prosocial behavior with high social 

costs and no (or rarely) direct 

reward for individuals 

Schilpzand, 

Hekman and 

Mitchell 

2015 Courage 

Action towards a worthwhile goal 

in a challenging situation that 

requires risk taking and is often 

accompanied by negative emotions 

(i.e., fear) 

Simola 2016 
Moral 

Courage 

A person's free choice to raise 

ethical concerns, despite the 

significant and often recognized 

risks of reproach and rebuke 

Howard, Farr, 

Grandey and 

Gutworth 

2017 
Social 

Courage 

The process of making the right 

decisions even though it may harm 

relationships 

When Pury and his colleagues were asked to describe their own or 

someone else's courageous action in their research, participants nearly 

always identified an action that improved the situation and did not make it 

worse (Pury et al., 2007: 107). If calling an action or person brave is not 

only a description of the action or the psychological state of the actor, but 

a praise, people will not call the behavior brave when they see the gains 

they will gain as worthless and the risk unimportant (Pury and Starkey, 

2010: 70). In addition, Kidder (2003: 23) argues that self-serving goals are 

not brave, while Putman (1997: 4) says that courage does not include 

bragging or the desire to look good. Becker and Eagly (2004: 165) state 

that behaviors initiated only for pleasure or showing off cannot be 

associated with courage. 
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Many virtues can serve two kinds of purposes and contain a counter-

purpose. Regarding courage, the inner purpose may be to act boldly for its 

own sake, while the outer purpose may be anything. While achieving 

external goals, counter-goals such as injury, loss, and death are avoided. 

Internal goals, on the other hand, involve risks partially associated with 

virtue. Looking at courage in this way explains how an action can be 

described as brave but not as virtuous. The external purpose of the 

behavior may not be dignified. The nobler the goals, the easier it is to use 

courage as a word of praise (May, 1976: 41; Shelf, 1984: 355). 

If the person does not have a positive sense of self, they are unlikely 

to choose to take risks or act boldly. In simpler terms, having self-

confidence increases one's tendency to act with courage (Amos and 

Klimoski, 2014: 116). According to Schilpzand (2008: 18), as courage 

behavior is exhibited, it gets stronger and the probability of a person to 

show courageous behavior increases again. This includes the collective 

competence that reduces fear and encourages courage among people 

(Hannah, Sweeney and Lester, 2007: 132). 

The vulnerability of individuals to stress and depression and the 

choices they make at important decision points affect whether they think 

in ways that strengthen or weaken them, how well they motivate 

themselves, and their perseverance in the face of difficulties (Bandura and 

Locke, 2003: 87). Judge and Bono (2001: 80) argue that individuals with 

higher generalized self-efficacy are better able to cope with stress and will 

have more confidence to overcome the potential risks of showing courage, 

even if they are afraid. Since efficacy beliefs have a motivational 

component and contribute to goal setting independently of one's abilities, 

they encourage goal-directed behavior more under challenge (Locke and 

Latham, 1990: 7). A high level of self-efficacy supports the individual's 

belief that he or she can influence a desired or necessary outcome, 

especially at risk (Bandura, 1997: 21; Goud, 2005: 107). 

By its nature, while courage establishes a moral structure (Amos and 

Klimoski, 2014: 114), cowardice tends to destroy good structures at the 

opposite point (Lee and Elliot-Lee, 2006: 15). As a result, there may be 

loss of psychological resilience and negative consequences (Putman 1997: 

4). 

Rachman (1984: 110-114) in his research on fear, fearlessness and the 

effects of trauma suggested that courage is related to the capacity to act 
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with resilience and perseverance despite the stress and fear caused by 

threat or danger. However, he draws attention to the ability of phobic 

patients to act bravely despite their extreme fear, and questions whether 

this represents a lack of courage. Rachman discusses both sides of this 

issue, questioning whether courage overcomes fear and therefore 

fearlessness, or whether courage in its purest form requires fear. It suggests 

that education or exposure to the fearful situation can move a person on a 

kind of continuum, from courage to fearlessness. He argues that courage 

requires a certain amount of fear. 

Courage involves a constructive model of confrontation with 

coercion. This coercion is a situation full of external pressure or difficulty 

(Worline, 2004: 21). Although courage is a constructive way of coping, it 

is necessary to address the cause of one's fear in order to meet the need to 

achieve a determined goal (Hannah, Sweeney, and Lester, 2007: 129). 

Because true courage is defined as a subjective experience in which a 

person perceives risk, experiences fear, and overcomes these fears to take 

action (Goud, 2005: 103). 

Traditionally, courage has been classified as threat-based. But this 

remains a slippery aspect of classification of courage. For example, moral 

courage is more often defined in situations where there is a morally 

desirable goal rather than threats to a person's moral well-being or integrity 

(Woodard and Pury, 2007: 137). A courageous action involves 

volunteering. Thus, whether there is fear caused by danger or not, the brave 

person acts to pursue or protect a good and shows resilience to protect it 

(Shelp, 1984: 355). 

Although fearlessness is often seen as synonymous with courage, 

there is no denying the importance of perseverance despite fear. Indeed, it 

could be argued that the purest form of courage is this second type of 

behavior (Rachman, 1984: 113). While a person is willing to approach a 

frightening object or situation, they may experience a high degree of 

subjective fear and even some unpleasant bodily reactions. The tendency 

to persist and take risks despite these subjective and physical signs of fear 

are a characteristic of courage. Courage shows one's willingness to risk 

some good deeds to achieve an outcome that is considered to be of equal 

or greater value (Shelp, 1984: 356). 

Two factors, fear and self-confidence, become important in 

courageous behavior. When people perceive a danger, their reaction to the 
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danger is shaped as a combination of fear and self-confidence. If the fear 

is low and self-confidence is high, brave behavior can be exhibited, while 

if the fear is high and the confidence is low, escape and panic behavior is 

exhibited. If the fear and trust are low, the behavior likely to be observed 

in the individual will be indifference. When the fear and confidence are 

high, it can be said that the individuals have experienced a similar 

situation, that is, they have encountered a similar danger before and have 

successfully emerged from this difficult situation. This situation is 

summarized in Figure 1 (Mert, 2021: 75-76). 

Figure 1: The Relationship of Fear and Self-Confidence 

(Mert, 2021: 76) 

There is no guarantee that the favor sought with courage will come 

true. This element of uncertainty separates courage from confidence. A 

brave person is confident that the desired results are worth the potential 

costs, but not every confidence is brave (Shelp, 1984: 356). Courageous 

acts often come across as doing the right things and talking the right thing. 

If doing the right thing didn't bring any negative consequences, everyone 

would act right. As a result, doing the right thing and telling the truth can 

sometimes cause negative results. Although this is not always the case, 

doing the right thing can harm the other person and therefore often requires 

taking risks (Mert, Şen, and Alzghoul, 2021: 8). 

A final point that Aristotle raises concerns actions that seem brave but 

are not. Aristotle clarified this point by claiming that five kinds of actions 

often give the impression of false courage. Actions based on fear, actions 
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based on expertise, actions based only on emotions (because it does not 

include decision-making), actions based on excessive self-confidence due 

to not realizing the reality of danger, and actions based on ignorance due 

to not understanding the situation do not include courage (Sakerka and 

Bagozzi, 2007: 134). One of the actions based on ignorance is intentional 

ignorance. When people have information, they use their free will and 

because they will have to make a choice, they may find the way to avoid 

this situation by deliberately not wanting to know anything (Martin, 1986: 

27). 

Courage seems to be quite important and relevant in contemporary 

workplaces as well as general courage. Courage is often emphasized by 

management writers as a virtue, quality, trait or behavior for effective 

leadership (Detert and Bruno, 2017: 593). Having a high level of genius, 

being talented, and choices in high-level decision-making processes are 

among the distinguishing features of brave managers (Mert and Aydemir, 

2019: 337; Sakerka and Bagozzi, 2007: 133). 

Employees are more likely to take courageous actions if they have a 

social power advantage over others. Overcoming threats to one's 

relationships is the main theme of workplace courage (Schilpzand et al., 

2015: 58). Therefore, the trust of the employees in their managers plays an 

important role in the development and maintenance of courage (Goud, 

2005: 135). Similarly, taking courageous actions is found to be inspiring 

and motivating by employees (Schilpzand, Hekman and Mitchell, 2015: 

62). 

1.2 Classification and Dimensions of Courage 

It has been mentioned in the preceding headline that there are many 

types of courage and definitions that are discussed in a wide range. There 

is diversity of the same multiplicity and complexity in order to identify and 

classify the types of courage (Woodard and Pury, 2007: 137). After giving 

the generally accepted classifications, the classification that forms the 

basis of this study will be given in detail. 

There are three major obstacles to the exploration and in-depth study 

of courage. The first obstacle stems from the differences in the definition 

of courage. Many definitions have been proposed for the various types of 

courageous action that leave us with confusion and disagreement regarding 
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the conceptual domain of the courage construct. The second obstacle is 

that many different types of courage have been discussed in the literature. 

The similarities and differences between these various species cause 

confusion about how these species relate to each other. For example, moral 

courage, physical courage, and vital courage are all discussed as courage, 

but it is not clear how exactly these types are similar or different from one 

another. The difficulty of measuring courage is the third obstacle to 

research (Schilpzand, 2008: 23). In addition to all these definition and 

classification differences, the difficulty in measuring courage stands as an 

obstacle for researchers (Howard and Alipour, 2014: 450). 

In general, it can be stated that the determination and 

conceptualization of the dimensions or types of courage are based on the 

contextual limitation of courage. For example, if a risk “type” is perceived 

as physical or moral, courage is defined by the corresponding label, 

namely physical or moral courage. This way of decomposing courage into 

labels prevents reaching a common consensus and a common definition 

for all species (Rate, 2010: 48). 

Detert and Bruno (2017: 599-600) classified courage into four 

subdimensions. Life or limb risk (the courage to risk life or limbs for a 

worthwhile cause, with the physical risk), defiance of the status quo (the 

courage to risk social or political capital when confronted by someone or 

something), psychological courage (the courage to follow one's own path) 

or the courage to be authentic) reflect actions that involve courage. 

Examples of psychological courage are courage in the face of cancer or 

behavior in the face of controlling, destructive psychological situations. It 

can be considered brave because it involves dealing with a psychological 

challenge or risk. Finally, they define workplace courage as “a business-

related action for a worthwhile cause” despite the significant risks that may 

be perceived at the moment for the individual. 

Putman (1997) also suggested that the courage exhibited when faced 

with one's own irrational fears and anxieties, or the fear of losing 

psychological stability as psychological courage. Lopez et al. (2003: 187) 

have suggested that psychological courage is associated with vital courage, 

where threat is the side effects of illness and medical treatment. 

Schilpzand, Hekman and Mitchell (2015: 63) concluded that courage 

was the four essential elements of courage, as they interviewed participants 

in their work for a definition of courage. These are: standing up to 
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authority, reaction to uncertainty (caused by the risk and uncertainty 

brought by limited information), revealing mistakes and finally protecting 

those in need. 

Goud, bases courage on three basic dimensions: fear, purpose, and 

action. He argues that frequent and gradual risk-taking will contribute to a 

person's development of ways to act effectively while experiencing fear 

and anxiety (Goud, 2005: 111). However, accurate risk assessment is 

difficult, as the true probability of error is often uncertain. Courage is a 

label that is usually later attributed to an action performed by someone 

else, so the risk assessment made by these others after an action is taken 

may be wrong (Hannah, Sweeney and Lester, 2007: 130). 

Evans and White (1981: 421) and Pury et al. (2007: 106) state that 

when a person exhibits a behavior, observers describe the action as brave 

when they think that they will feel fear under the same conditions. Some 

authors report that brave actors do not experience fear (Rachman, 1990; 

1983), while others report that brave actors experience positive emotions 

in addition to or rather than fear (Schilpzand et al., 2015: 25). Therefore, 

although most agree that fear, or at least the reasonableness of fear, 

accompanies courage, determining how much of fear is necessary reveals 

the difficulty in Goud's classification (Schilpzand, 2008: 26). 

Shelp (1984: 356) suggests that there are four components of courage: 

(1) free choice to accept or not to accept the consequences of action, (2) 

risk or danger, (3) a worthwhile end, and (4) uncertainty of the outcome. 

It states that fear may or may not be present in brave action. Shelp says 

that a person who shows courage does not necessarily have to be fearless 

or cowardly, but instead respects fear, tries to overcome fear, and acts 

despite a certain level of fear. 

Kilmann et al., (2010: 18) focused on the organizational 

characteristics of courageous behavior and defined them as the conscious 

behavior of the person despite free choice, experience, risk, valuable 

purpose, danger and fear. As can be seen, these characteristics show that 

courage includes emotion, cognition, and action in which an individual 

takes risks for a noble cause. According to Rachman, courageous behavior 

is predominantly determined by the combination of competence and 

confidence, and both of these qualities are strengthened by repeated and 

successful practice (Rachman, 1990: 248). 
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The dimensions and nature of courage vary in literature, but are 

examined in three dimensions: physical courage, moral courage, and social 

courage (Howard and Cogswell, 2019: 325; Howard and Holmes, 2020: 

56; Schilpzand, 2008; 30). Although these dimensions are intertwined and 

often used interchangeably, it is useful to separate these dimensions 

according to their critical properties (Putman, 2010: 9). 

1.2.1 Physical Courage 

Andreia, or military courage, defines what the brave soldier must have 

been like in ancient Greece. Finding the bumpy road between cowardice 

and stupidity set one soldier apart as more courageous and therefore more 

valuable. The tendency to act appropriately in situations involving fear and 

confidence on the battlefield seems to be universally valued throughout 

history (Rorty, 1986: 155). The military courage mentioned here is 

considered as a subtype of physical courage (Lopez et al., 2010: 24). It 

should be noted that the type of courage is neither universal nor absolute; 

it is the courage to risk life or limbs for a worthy cause, along with the 

largely physical risk (Detert and Bruno, 2017: 599). 

Classical literature, as well as the work of scientists, contributed to the 

detailed definition of courage and its continued popularity. In twentieth-

century America, fiction writers frequently covered the subject of courage, 

and their writings evoked an admiration for virtue. The authors 

emphasized physical courage, especially their emphasis on warding off 

danger and perseverance (Lopez et al., 2010: 25). 

In many cases, it is thought that the function of naming a particular 

action or actor as brave is not merely to provide an explanation, but also 

to be approved by either an individual or the wider social environment, 

and to encourage relevant behavior. Here, courage is essentially a tribute 

to a form of performative action (Pury and Starkey, 2010: 69). However, 

treating courage as a compliment rarely provides clear definitions that can 

adequately distinguish brave individuals from those who are not brave 

(Howard and Holmes, 2020: 56). 

Since Plato and Socrates wrote on moral courage, it is clear that a man 

can show both physical and moral courage. However, this form of courage 

may not need physical courage when a person opposes someone who has 

power over them (for example, the boss) for the greater good, and 
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individuals who display moral courage are often at risk of being socially 

disapproved (Lopez et al., 2010: 25). Indeed, moral courage and physical 

courage do not necessarily go together. For example, an individual may 

risk social condemnation in pursuit of a moral purpose (moral courage), 

but face no physical danger. Conversely, a life-threatening action (physical 

courage) that does not risk social rejection does not require moral courage 

(Comer and Sekerta, 2018: 117; Mert, 2021: 22; Osswald, Greitemeyer, 

Fischer and Frey, 2010: 162; Pianalto, 2012). 

1.2.2 Moral Courage 

Moral courage, a classification of courage studies that has gained 

some momentum recently in response to the growing attention to ethical 

issues and delays in contemporary society in general (Detert and Bruno, 

2017: 597), has gained currency as we begin to explore how individuals 

can be successful in complex social settings, such as dealing with phobias 

or taking on a personally challenging task to make oneself a better person 

or employee (Putman, 1997: 6). 

Moral courage is making a person do the right thing despite the fear 

of the social and economic consequences (Petersen and Seligman, 2004: 

216). This type of courage resulting from the threat or violation of a deeply 

held principle is often referred to as moral courage (Kidder, 2003: 27). 

Beyond the desire to follow the principled path, members of organizations 

need ethical strength to achieve their moral goals. In short, they often need 

moral courage to act ethically (Comer and Sekerta, 2018: 117). 

Moral courage is the consistent practice of having the virtue of will. 

In addition, it is difficult for people to be motivated outside of virtuous 

purposes because their motives are based on only material virtues (Sekerka 

and Bagozzi, 2007: 125). However, moral courage is not only an automatic 

act; it is the result of a habit which is acquired by doing what one knows 

to do constantly (Solomon et al., 1992: 1960). 

Goodwill or moral intent does not immediately turn into moral 

behavior, in order for goodwill to turn into a moral behavior, the individual 

must have courage (Comer and Sekerka, 2018: 125). The strength of will 

is needed to face and solve ethical challenges and to face challenges that 

may hinder progress towards right action (Sekerka and Bagozzi, 2007: 

136). 
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Employees who take personal risks to act in accordance with their 

moral values and principles are separated from their colleagues (Comer 

and Sekerta, 2018: 124). It may be considered courageous for these 

individuals to express their moral or ethical views despite the risk of 

sanctions that may be imposed by their organization's leaders (Baratz and 

Reingold, 2013: 400; Dutton and Ashford, 1993: 91; Meyerson and Scully, 

1995: 587). Organizations that take moral decision-making and action as 

a practical ideal can develop rules that can affect how employees respond 

to ethical problems in the workplace (Sekerka, Bagozzi and Charnigo, 

2009: 576). 

Although there are numerous implications that can derail a person's 

intention to act on a moral decision-making path, including conflicting 

values, social norms, feelings, and high-level decision-making processes 

(Sekerka, Bagozzi and Charnigo, 2009: 566), managers must demonstrate 

moral courage in their daily work despite possible failures (Furnham, 

2002: 23). 

Moral behavior constitutes human behaviors that determine the 

quality of human relations and therefore the cooperation that will be 

shaped by these relations, not only in business life, but also in every place 

and stage of life (Mert and Aydemir, 2019: 332). Courage is defined as the 

first virtue of the theory that enables a person to exhibit and demonstrate 

other virtues (Detert and Bruno, 2017: 597). May (1976) argues that 

courage is not just a virtue, but a courage on which all virtues and values 

are built. Moral courage requires that the right behavior be shown even in 

the case of not being accepted or rejected by the society (Lopez et al., 2010: 

23). 

Moral courage is “the behavioral expression of authenticity in the face 

of discomfort with disagreement, disapproval or rejection” (Lopez et al., 

2010: 23). The important thing to note is that moral courage refers to a 

personally held principle that is being tested and serves as a catalyst for 

action. In other words, moral courage focuses on the causal mechanism 

underlying courageous behavior (Schilpzand, 2008: 31). 

Since morally courageous endeavors are virtues in action (Peterson 

and Seligman, 2004: 60), they can be generalized and represent a set of 

behaviors that are described as having trait-like qualities that are relatively 

stable over time and space. Isolating such behaviors against organizational 

opposition before the first act of moral courage and then reinforcing them 
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can promote enduring moral courage and thus make ethical action 

sustainable (Comer and Sekerta, 2018: 118). 

Asch's (1955: 32) judgment experiments have shown that under social 

pressure some individuals display social courage and refuse to conform to 

group views. These people demonstrated moral courage by overcoming 

their fear of acting with a moral purpose in the face of moral dilemmas. 

The development of the desire to act with moral courage is influenced by 

personal factors, which in turn depend on social forces such as 

organizational directives, social norms, perceived rewards or punishments, 

social pressure, and other situational and contextual factors (Sekerka and 

Bagozzi, 2007: 133). Actors with high levels of courage are expected to 

affirm themselves after facing an organizational backlash that does not 

support their morally courageous behavior (Comer and Sekerta, 2018: 

125). 

Demonstrating moral courage is not always easy. Social rejection may 

be especially daunting for individuals (Eisenberger, 2011: 590), as it has 

the same neurobiological basis as physical pain (Leary, Tambor, Terdal 

and Downs, 1995: 520).  Beyond rejection, there is a widespread 

acceptance that it is disappointing to work with people who are not truly 

committed to the values they claim to have (Comer and Sekerta, 2018: 

118). 

In the light of all this information, moral courage is frequently 

discussed in research, but a widely supported definition for the structure 

has not been provided yet. Some definitions do not clearly distinguish 

moral courage from general courage or other ethical individual differences 

(Brooks and Edwards, 2009; Niesta, Greitemeyer, Fischer and Frey, 2010: 

1138; Uysal and Bayramoğlu, 2022: 57). 

1.2.3 Workplace Social Courage 

Typically, social courage behaviors involve risking one's social image 

or damaging their relationships, and both of these risks often arise in the 

workplace. For example, employees are often expected to complete tasks 

that may cause friction (eg, performance appraisals, teamwork). Therefore, 

social courage is relevant and important to most people's daily lives 

(Howard and Holmes, 2020: 57). 
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Social courage is a brave act because it risks damaging an individual's 

reputation with others (Howard et al., 2017: 674). Social courage is 

considered the two main types of behavior. The first type of person may 

be involved in detrimental relationships (Schilpzand et al., 2015: 59; 

Worline et al., 2002: 301).  For example, when confronting a co-worker's 

problematic behavior, your friend may become hostile and angry. This can 

harm the relationship between people. Among the possible social courage 

behaviors, those that can harm relationships are the most discussed in 

research (Koerner 2014: 63; Schilpzand 2008: 17; Uysal and Bayramoğlu, 

2022: 5; Worline et al., 2002: 305). The second type of face loss includes 

actions that can harm the social image of the individual, also called costs 

(Madzar 2001: 223). For example, when an employee asks for help with 

his/her job, he/she runs the risk of causing his/her colleagues to misjudge 

his/her colleagues' beliefs that there is a lack of information or that he/she 

is trying to destroy the job for his/her colleagues. 

Employees are regularly faced with risking their social well-being to 

benefit their organizations. For example, a manager may be expected to 

evaluate a subordinate's performance even though it may harm their 

friendship. Considering that social courage is related to organizational 

citizenship behaviors and job performance, the importance of courageous 

behaviors for workplaces emerges (Howard et al., 2017: 4; Koerner, 2014: 

65). However, there are studies showing that social courage states are 

associated with less expected positive social outcomes and more expected 

negative social outcomes when considered individually rather than 

organizationally. Therefore, when faced with negative consequences, 

showing social courage rather than leading to a better mood may possibly 

worsen that person's mood (Greitemeyer et al., 2006: 97). 

Helping behavior is defined as behavior towards doing someone a 

favor (Batson, 1998: 42). In contrast, social courage is defined as a 

courageous act that is shown to express dissatisfaction with officials or 

superiors in a given situation without weighing the possible disadvantages 

(Greitemeyer et al., 2006: 90). Although many abuses occur in 

organizations, most employee observers remain silent and do not report 

them. This situation leads to the continuation and even increase of abuses 

(Edmondson, 2003: 1421). Events that are typically new, unexpected, 

disruptive, demanding, important and critical in organizations are 

characterized as events that encourage or provoke courageous actors to 
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voluntary action, and challenges in organizations encourage the emergence 

of courage. In other words, courage does not manifest without these events 

(Schilpzand, Hekman and Mitchell, 2015: 59). 

Social courage means “not to obey the expectations of others, but to 

be willing to show their true self regardless of the risk of social 

disapproval or punishment. Courage is the ability to express one's own 

ideas and preferences without checking whether they are compatible with 

everyone else's views and preferences” (Mert, 2021: 23). It can be quite 

difficult to specifically predict and recognize social courage behavior 

(Shepela et al., 1999: 797). People are more likely to help someone they 

empathize with. In contrast, empathy for the victim does not affect the 

decision to show civil courage (Greitmeyer et al., 2006: 96). 

Social courage involves risking one's career, reputation, status or 

valuable relationships and jeopardizing one's self-image in the eyes of 

others. Unlike physical courage, social courage often allows for cognitive 

evaluation and deliberation before acting and is therefore encouraged by 

different antecedents than physical courage (Schilpzand, 2008: 30). Social 

expectations exert a psychological pressure on the individual by greatly 

influencing the behavior choices of individuals and even causing them to 

act against their core values and beliefs (Asch, 1955: 33). 

When individuals have limited experience with a particular threat, 

they can use social comparison to determine appropriate responses. For 

example, leaders who show courage can reduce their fear by believing that 

their followers are also capable of meeting the threat successfully, and this 

can have a contagious effect on their followers (Worline, Wrzesniewski 

and Rafaeli, 2002: 305). Conversely, if a person speaks without coercion 

or threats, or behaves in a way that adds no value to the wider social 

system, speaking will not be considered courageous, even if it is in the best 

interest of the organization (Quinn and Worline 2008: 499). 

Individuals act in accordance with the expectations of others in order 

to be liked (normative influence) or to be right (informational influence) 

(Cialdini and Trost, 1998). Individuals must integrate outcome 

assessments of both internal beliefs and social expectations to determine 

optimal behavioral responses. If the results are congruent, the individual 

will likely act boldly. If it is incompatible, it will choose the factor that 

will maximize near and far results. Situations of dissonance test a person's 

character to show courage, as they will have to choose between being 
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honest with themselves or obeying their beliefs and conforming to social 

expectations by going against the expectations of others (Hannah, 

Sweeney and Lester, 2007: 133). 

When empirical studies on courage in the workplace are examined, 

ethics (Sekerka et al., 2007; Comer and Sekerka, 2018); job performance 

(Tkachenko et al., 2018), prosocial behavior (Greitemeyer et al., 2006), 

taking initiative and change (Morrison and Phelps, 1999: 402; Kotter and 

Cohen, 2002), endurance (King, 2014; Battaly, 2017), leadership (Walston 

, 2003; Lee and Lee, 2006; Hannah et al., 2007; Mert and Aydemir, 2019; 

Mansur et al., 2020), news reporting (Dungan et al., 2019; Zakaria, 2015), 

organizational justice (Mert, Sen and Alzghoul, 2021), quality of life 

(Santisi et al., 2020; Mert, Sen and Alzghoul, 2021) and vocalization 

(Howard and Holmes, 2020; Burris, 2012) variables. 

These social behaviors can be deterred when social consequences are 

feared. However, those with social prowess may be more likely to perform 

the behaviors necessary to achieve these results. These behaviors improve 

performance, unit productivity, and organizational climate by drawing 

greater attention to the importance of social courage. Therefore, a 

quantitative study of social courage will be of greater benefit to research 

and practice, as efforts can be made to overcome negative consequences 

and enable beneficial behaviors (Howard et al., 2017: 4). 

Table 2: Differentiation of Courage Types According to Risk and 

Praise Contained 

Courage Type Risk Benefit/ Praise 

Physical Courage loss of life or limb Hero Individual 

Moral Courage Social Exclusion Virtuous Individual 

Social Courage 
Loss of Social Relations 

and Financial Interests 

Accurate-Reliable 

Individual 

As a result, Rate (2010: 40) courage is generally classified according 

to the risks it contains. For this purpose, the dimensions of courage and the 

risk/benefit are given together in Table 2. While physical courage gains 

importance in professions such as soldiers and firefighters that involve 

risks such as loss of life and limb, those who display this behavior are 

generally called heroes. Those who display moral courage, who risk being 

excluded from society in order to do the right thing, act according to their 

principles and values and display virtuous behavior. Individuals who are 

socially active and tell the truth for the benefit of the organization at the 

expense of losing their social relations, harming their friendships and 
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giving up their financial interests as a result will be employees who are 

trusted by both their colleagues and supervisors. 

1.3 Empirical Studies on Workplace Social Courage 

Behavior 

LePine and Van Dyne (1998) and Morrison and Phelps (1999) found 

that the effect of self-efficacy on courage-like constructs motivates 

employees to participate in work and make suggestions at work. 

Greitemeyer et al. (2007), with 319 female and 155 male participants, 

in their study to reveal the similarities and differences between social 

courage and cooperation, in their work on civil courage, aiming to put into 

practice social and ethical norms without taking into account the social 

costs that the person will bear. defined it as brave behavior accompanied 

by anger and resentment. They argue that civic courage can be clearly and 

unequivocally distinguished from helping behavior and other forms of 

courage. 

Sakerke and Bagozzi (2007) concluded in their study that positive 

expectations of goal attainment and self-efficacy affect moral courage 

positively. 

Schilpzand et al., (2015) proposed an inductively derived model of 

workplace courage based on 94 interviews with various employees who 

witnessed or committed bold actions. Their models involve a two-stage 

process: felt responsibility (for example, having to help someone) 

followed by perceived autonomy (ie, the perception that someone can help 

someone). 

Steinfeldt (2015) defines courage as a critical factor in the professional 

development and performance of the coaches he interviewed. 

Aljowaie (2016), in his research on Saudi female leaders, on 

leadership experiences and the role of courage in leadership success, states 

that there are three basic components that define courage: determination to 

succeed, risk taking and self-awareness. 

Howard (2019) found in his study that there is a direct and positive 

relationship between social courage and well-being, while there is a 

negative relationship between depression and anxiety. Regarding 

organizational outcomes, it found positive associations with social 
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courage, core performance, organizational citizenship, and voice 

behaviors. 

Bockorny and Youssef - Morgan (2019) investigated whether courage 

behavior affects life satisfaction in their study with 154 young 

entrepreneurs. In the study, they concluded that social capital has a 

mediating role in the positive effect of courage on life satisfaction. 

Howard and Cogswell (2019), in their study to determine the 

antecedents of social courage, found that proactive personality, 

empowering leadership, and power distance variables positively affect 

social courage behavior. In their study carried out in four stages, 

researchers state that proactive personality trait is the variable that has the 

strongest effect on social courage behavior. It was also stated that the 

perceived courage benefit had a moderator role in the effect of proactive 

personality trait on courage behavior. 

Howard and Holmes (2020), in their study with 134 participants, 

found that social courage behavior in the workplace negatively affects 

employee silence, while it positively affects the employee's voice 

behavior. According to them, employees who show social courage 

behavior will speak up in the face of negativities and do what is right for 

them, without considering the benefits they will gain and the costs they 

will incur in return. 

Salisu et al. (2020) investigated the effect of courage on the career 

success of entrepreneurs in their study with 111 participants and concluded 

that courage positively affects career success. They also emphasize that 

resilience has a mediating role on this effect, and that long-term and 

consistent resilience and courage have a positive effect on career success. 

Mert, Şen, and Alzghoul (2021) found that perceived organizational 

justice has positive effects on social courage, social courage has positive 

effects on happiness and life satisfaction, and courage has a mediating role. 

In addition, they state that if the employees have the perception that 

organizational justice exists, their workplace social courage will be 

positively affected.  
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CHAPTER 2 

2 FACTORS AFFECTING THE CONCEPT OF 

COURAGE 

In this chapter, personality traits, decision-making behavior, decision-

making delaying behavior and attitude factors towards participating in 

decisions affecting the concept of courage were examined. 

2.1 CONCEPT AND FEATURES OF 

PERSONALITY 

In this title, detailed information about the concept of personality and 

its dimensions is given. 

2.1.1 The Concept and Definition of Personality 

The word meaning of personality has been derived from the Latin 

word "persona" in many languages. Persona, which means mask in 

English, personality in French, personlichkeit in German (Gümüş, 2009: 

41), was used in ancient theaters to better see the gestures and mimics of 

the distant audience (Bozkurt, 2018: 45; İnanç and Yerlikaya, 2017: 71; 

Yavuz, Sağlam and Ülgen, 2018: 459). This does not mean that there is an 

aspect of personality that can be changed frequently and easily. According 

to Özkalp and Kırel (2011: 71), personality refers to all the unchanging 

and consistent characteristics of individuals. 

As well as physical traits that help us distinguish people from each 

other (Ünüvar, 2021: 59), there is also a psychological aspect that makes 

each person unique and differentiates them from others. According to 

Hergüner (2016: 9), looking inside people, that is, their personalities, gives 

a deeper information about their real capacities, tendencies and 

preferences. Luthans (2011: 126), emphasizing the difficulty of obtaining 

this deep knowledge, states that most people tend to define personality 

with a single dominant feature (such as strong, weak or kind). However, it 

should be noted that the fact that hundreds of words can be used to attribute 

a dominant trait in this way reveals the difficulty in defining personality 
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and the reasons for the lack of a common consensus on the definition of 

personality. 

Although there have been efforts to determine the characteristics that 

distinguish people from other individuals for centuries, personality 

psychology began to be considered as a discipline in social sciences in the 

1930s (Akpınar, 2017: 4; McAdams, 1997: 5). However, different 

disciplines have tried to define personality with different perspectives 

(Bozkurt, 2018: 16; Luthans, 2011: 127), which has led to the emergence 

of more than 400 definitions (Gümüş, 2009: 41). Due to these differences 

in definitions, it will be useful to explain the characteristics of personality 

based on these definitions in order to better understand what personality is 

(Özsoy and Yıldız, 2013: 3). 

Each individual has certain characteristics that make them 

different. While the physical characteristics of many people are similar, 

their behaviors in the society they live in differ (Yalçın, 2015: 4). 

Personality is the most basic characteristic that distinguishes individuals 

from each other (Guilford, 1959: 5; Keser and Güler, 2016:121) and is 

related to the emotions, thoughts and behaviors of individuals (Roach, 

2006: 83). Polatcı and Sobacı (2014: 64) define personality as all the 

features that make a person different from other people and in this sense 

an individual, a world on their own. Due to these characteristics that make 

up the personality, the individual's reactions to events and phenomena in 

different situations may also be different. These features, which are 

mentioned here and distinguish the individual from other people, are 

consistent with each other (Buchanan and Huczynski, 1997: 136-137), 

unique, original and unique thinking and behavior styles (Knicki and 

Kreitner, 2003: 103). It is possible to give countless examples such as 

intelligence, education, feelings, friends, belief system, customs, morals, 

anger, joy and grief, which affect these thinking and behavior styles that 

make a person unique (Zel, 2001: 22). 

Personality is an emotional, behavioral and cognitive structure. It 

is the thought, emotion and behavior patterns that reveal the underlying 

causes of individuals' behaviors and enable them to make sense of 

themselves throughout their lives (Mount et al., 2005: 452; Davies, 1998: 

27; Morgan, 2015: 286). The hidden or overt psychological mechanisms 

underlying these behavior patterns determine the behaviors that 

individuals will display when they are with other people and against 
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different situations at different times (Funder, 1997: 2). In other words, it 

is necessary to evaluate the personality traits together with the 

psychological processes behind and to be able to define relatively 

continuous patterns of emotion, thought and behavior in order to be able 

to look at the behavior of the person and make a decision about his 

personality (McShane and Von Glinow, 2016: 29). 

It is the whole of the characteristics that cause the individual to 

adapt to his environment. Personality, which is the sum of the 

individual's genetically innate characteristics (Akyıldız, 2006: 3) and the 

features that he subsequently acquired in his social environment (Özdemir 

et al., 2012: 566), is the whole of the ways individuals use to react to events 

happening around them or to interact with their environment (Robbins and 

Judge, 2012: 144). Due to the difference in personality structures, it is 

thought that individuals affect their environment in different ways and are 

affected differently by their environment (Tikici et al., 2005: 87). In social 

relations, the individual uses a series of dynamic and self-regulating 

systems to adapt. These internal systems guide the emotional, cognitive 

and behavioral actions of the individual that serve as a tool in achieving 

individual and social goals. They ensure the harmony and continuity of 

behavior patterns in different situations and create, develop and maintain 

a kind of individual identity (Caprara and Cervone, 2000: 62; Zweig and 

Webster, 2004: 1693). The created individual identities also emphasize 

how individuals are perceived by other people in the society (Eren, 2015: 

83). 

Personality traits show consistency. Personality is a consistent, 

structured form of relationship that an individual establishes with himself 

and his environment, making him special and distinctive (Cüceloğlu, 2012: 

404). Consistency is defined as behaviors that do not change from situation 

to situation, show persistence (Olver and Mooradian, 2003: 110), and are 

not easy to change (Goldberg, 1993: 26; Hogan et al., 1996: 470). 

Personality traits are defined as all the traits that affect the behavior of the 

individual in a stable and significant way despite the changes in time, place 

and situation (Rogers, 2005: 1). 

Yalçın (2015: 8) lists the common features of personality definitions 

as follows: 

❖ Personality is the full set of innate and acquired tendencies. 

❖ Personality consists of the regulation of these tendencies over time. 
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❖ Personality traits are not temporary, they are personal and 

permanent. 

❖ Personality is the product of an individual balance. The more 

balanced the individual is mentally, the more he can form a normal 

personality. 

❖ Personality shapes the behavior of the individual. 

❖ Each individual has differences that separate them from other 

people. 

❖ Personality consists of the integrity of behaviors in certain time 

periods. 

Personality is the unique image of the factors that affect the emotions, 

thoughts and behaviors of individuals. The personality, which is under the 

influence of stimuli coming from the environment with internal impulses, 

includes all of the individual's genetic, psychological, physiological and 

acquired abilities, motives, interests and tendencies (Öktem, 2009: 13). 

Thus, it is difficult to understand the individual and his personality as a 

whole, and it is quite complex to define and work on the personality 

(Köknel, 2005: 12). 

Above, the common aspects of personality definitions have been tried 

to be drawn in general terms. As it is seen, while defining and interpreting 

personality is based on individual differences, the fact that personality has 

a generalizing feature makes it difficult to make a clear and single 

definition (Erdoğan, 1991: 236). A summary of these definitions is given 

in Table 3.  
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Table 3: Personality Definitions 

Key Elements in 

Definitions 
Example Description 

Authors Using the 

Description Format 

Individual 

distinguishing 

features 

It is a set of features that are 

unique to people, make 

them different from others, 

and affect their behavior. 

Guilford (1959) 

Buchanan and Huczynski 

(1997) 

Roach (2006) 

Polatcı and Stove (2014) 

Keser and Güler (2016) 

A behavioral, 

emotional and 

cognitive construct 

They are the thought, 

emotion and behavior 

patterns that individuals 

make sense of and have 

throughout their lives. 

Funder (1997) 

Davies (1998) 

Morgan (2015) 

Mount et al., (2005) 

McShane and Von Glinow 

(2016) 

Adapting to the 

environment 

It is the whole of the ways 

that individuals use to react 

to the events going on 

around them or to interact 

with their environment. 

Caprara and Cervone (2000) 

Zweig and Webster (2004) 

Akyıldız (2006) 

Ozdemir et al. (2012) 

Robbins and the Judge 

(2012) 

Eren (2015) 

Consistency 

Personality is the permanent 

characteristics that do not 

change from situation to 

situation with which an 

individual interacts with the 

environment in a consistent 

way. 

Allport (1937) 

Goldberg (1993) 

Hogan et al. (1996) 

Olver and Moradian (2003) 

Rogers (2005) 

Cüceloglu (2012) 

The personality, which reveals the lifestyle of the individual, contains 

many features and dimensions (Bernstein et al., 1994: 483). It forms the 

basis of the definitions, through which stages the relations between the 

moral characteristics and environmental characteristics of individuals, the 

harmony they have shown against time, events and other individuals are 

formed (Türkel, 1992: 27). 

Personality is an important concept that affects individuals' 

relationship with the environment, their inner world and their behaviors. 

Therefore, defining personality structures and revealing the factors 

affecting personality can guide the individual in making his own decisions 

throughout his life. Thus, an individual who knows his/her strengths and 

weaknesses and knows himself/herself better can direct his/her feelings, 

thoughts and behaviors and develop healthy interactions with their 

environment (Durna, 2005: 282). 
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The fact that people exhibiting a behavior pattern are not affected by 

a single environment and react differently to stimuli from this environment 

makes it difficult to predict the behavior of people. The basis of this 

difficulty is personality differences. Due to their personality structures, 

people can be affected by similar events and situations in different ways. 

Especially when examining organizational behavior issues, personality 

traits appear as an important variable. In short, personality is one of the 

most basic factors in the analysis and research of individual and 

organizational relations (Güney, 2011: 51). 

2.1.2 Concepts Related to Personality 

The concept of personality has two basic aspects such as separating 

individuals from each other and having generalizable common features. 

Different concepts that can replace personality are used in daily speech to 

these common features. Although these concepts do not fully meet the 

personality, they do not completely separate from the concept of 

personality (Güney, 2011: 61). 

The concepts affecting the formation of personality are examined 

under three headings. These concepts are classified as character, 

temperament and talent and are explained in detail below. 

2.1.2.1 Character 

The concept of character, which is shaped by the environment in 

which people live (Tikici and Türk, 2005: 95), is determined and difficult 

to change (Güney, 2011: 61), points to the social and moral aspects of 

personality (Zel, 2001: 27). Character is formed by the value judgments of 

the society in which the individual lives (Eroğlu, 2000:149). It is the whole 

of the individual's unique behaviors and is expressed as the value attributed 

by the society to the emotional, physical and mental activity of the 

individual (Ünüvar, 2021: 67). 

The characteristics that can be stigmatized as good or bad by the 

society, such as honesty, benevolence, generosity, arrogance, and 

boasting, appear as characteristic features (Güney, 2011: 68). Therefore, 

individuals with characteristics perceived as good are named as having 

character, while individuals with characteristics perceived by society as 

bad are defined as uncharacteristic (Hökelekli, 2008: 164). 
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Character development begins in childhood when the child's behavior 

is rewarded or punished by his environment. Children who are emotionally 

adopted, loved and valued develop strong character traits (Adasal, 1977: 

900). Adolescence is the most turbulent period for character development. 

In this period, each individual's characters find direction according to the 

social pressures created by him/her (Tatlılıoğlu, 2010: 62). 

2.1.2.2 Temperament 

Temperament, which expresses some of the basic and distinctive 

features of individuals, represents a part of the personality, not the whole, 

as much as the character (Güney, 2011: 64). Although the temperament, 

which shows continuity like character, has a hereditary aspect (Tikici and 

Deniz, 1991: 74), some of it is acquired later as a result of interaction with 

the environment (Eroğlu, 2000:149). 

Whether the emotions wake up quickly, whether they are continuous 

or not, and whether they are felt deeply or superficially, is explained by 

the concept of temperament. In some people, emotions may be continuous 

while awakening slowly, while in others, they may wake up suddenly and 

be discontinuous. Although the anger of individuals who are very calm is 

not sudden, they can feel it very deeply when they are angry. Considering 

all these, it can be said that temperament is a set of features that express 

emotional balance (Baymur, 1994: 252; Kutanis, 2006: 53). 

Güney (2011: 64-65) lists the main temperament types as follows: 

Cheerful Temperament: They are lively and joyful. Their interest 

can easily shift to other things. 

blooded Temperament: They are cold-blooded and strong people 

with little movement and joy. 

Angry Temperament: It is the type of temperament that can be 

suddenly angry, excited and strong. 

Melancholic Temperament: They get bored very quickly, express an 

inactive and weak personality. 

2.1.2.3 Talent 

Another concept that creates personality is talent. Talent can be 

defined as the capacities that people have genetically and can be developed 
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over time. The concept of talent is divided into two as mental ability and 

physical ability (Tikici and Deniz, 1991: 74). The ability to obtain results 

by making analyzes, which enables the person to comprehend the events 

around him and establish a relationship between the events, is called 

mental ability (Şimşek, Akgemci and Çelik, 2008: 100). Bodily ability, on 

the other hand, is a person's features such as moving, running, noticing and 

seeing depth by using his sense organs with a certain coordination (Zel, 

2001: 28). While the acquisition of mental abilities depends on hereditary 

characteristics and the accumulation provided through education, the 

acquisition of physical abilities depends on age and work (Ünüvar, 2021: 

68). 

A product of mental ability appears as intelligence (Aydın, 2010: 45). 

While IQ, which is affected by the left brain, affects processes such as 

speaking, analytical thinking, logical inference, and intellectuality, 

emotional intelligence, which is affected by the right brain, affects 

processes such as being holistic, artistic, intuitive and creative (Mintzberg, 

1976: 50). Although IQ comes to mind when it comes to intelligence, the 

importance of emotional intelligence has recently begun to be understood. 

It is stated that analytical intelligence will not bring social success 

regardless of emotions (Goleman, 2010 :30). 

Talent contributes to personality development by helping people to be 

recognized in the social arena. While talented people are appreciated and 

loved by their environment, their acceptance into the group can be easy. 

Talent not only increases the self-confidence of the individual, but also 

gains social prestige. However, talented individuals cannot be happy when 

they are not in working conditions or environments suitable for their 

characteristics (Güney, 2011: 66). 

2.1.3 Formation of Personality and Factors Affecting 

Its Formation 

The formation, development and, in some cases, restructuring of 

personality take place in a certain process and very slowly. Although this 

process can be sudden and dramatic in traumatic events, personality 

development is generally expected to occur in stages from infancy to the 

end of adolescence (Hellriegel et al., 1986: 64; Tatlılıoğlu, 2010: 67). The 
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periods of three important theorists who approach personality 

development periodically will be discussed. 

Freud argues that behavior is shaped by unconscious motives. 

Behaviors result from conflicts between sexual and aggressive impulses 

and social barriers. Freud suggests that personality formation takes place 

in five periods (Özkalp and Kırel, 2011: 77). These 

• Oral Period (0-1 years) 

• Anal Period (1-3 years) 

• Phallic Period (3-6 years) 

• Latent Period (6-11 years) 

• Genital Period (11 years and later) are periods. 

The first three periods as the pregenital period, these three periods are 

critical in the development of personality. All the important foundations of 

personality traits are laid in this period. Excessive inhibitions from the 

social environment can cause obsession in any of these periods. The 

characteristics of the period of obsession will affect the behavior of the 

person throughout his life (Özdemir et al., 2012: 570). 

Erikson, unlike Freud, argues that human beings continue their 

development not only in instinctive but also in psychosocial stages. 

According to him, the development of the basic personality traits of the 

individual continues throughout his life. Both innate genetic factors and 

social environment play a role in the development of the individual 

(Gürses and Guide, 2011: 155). Erikson's developmental stages; 

• Basic trust versus distrust 

• Feelings of doubt and shame towards autonomy 

• Guilt against entrepreneurship 

• Identity versus identity confusion 

• Intimacy versus Solitude 

• Stagnation versus productivity 

• Despair against self-integrity 

The progress of mental activities such as coding, analyzing and 

analytical thinking, which enables the individual to understand and learn 

the world around him, and the ways of thinking become more complex and 

effective are called cognitive development (Özdemir et al., 2012: 570). 

Piaget argues that individuals will go through a new developmental period 
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when they are mentally ready rather than in the age range (Özkalp and 

Kırel, 2011: 78). Piaget's cognitive stages; 

• Sensory-motor period 

• Pre-operation period 

• Concrete operational period 

• Abstract operational period 

As can be seen from these theories, personality development includes 

continuity and occurs as a result of a process. These periods can be used 

to predict the development and outcomes of individuals. However, there 

are debates about whether the effect of the environment or biological 

characteristics are effective in the formation and development of 

personality. According to the majority of researchers, it is seen that both 

hereditary and environmental characteristics are effective in shaping 

personality (Robbins and Judge, 2012: 135). The factors affecting the 

personality development of the individual are given in Figure 2. 

Figure 2: The Balance of Biological and Environmental Factors in 

Shaping Personality (Hellriegel et al., 1986: 65) 

 

2.1.3.1 Biological Factors 

Biological factors play an important role in the formation of 

personality, as people innate most of their personal characteristics. Genetic 

factors have a great effect on the physical and behavioral differences that 

separate individuals from each other (Güney, 2011: 56). Although the 

physical reactions of people in some situations are the same (such as 

sweating in the face of stress), researches reveal the effects of genetics on 
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people (Özkalp and Kırel, 2011: 75). However, this effect is not the same 

for everyone, it varies from person to person (Tikici and Deniz, 1991: 72). 

Genes inherited from the mother and father have an important role in 

the formation of many physical characteristics such as eye color, height, 

bodily structure, gait, and speech (Hellriegel et al., 1986: 37). Since 

physical characteristics will have an important role in the impact of 

individuals on the environment, the environment will also have an effect 

on the personality of the individual (Luthans, 2011: 65). For example, the 

relationship of a tall or overweight person with his environment will also 

have an indirect effect on his personality (Özkalp and Kırel, 2011: 75). 

No one develops a personality based solely on innate characteristics. 

However, the effect of biological factors on personality cannot be denied 

(Güngör, 1995: 14). For example, studies on identical twins reveal that the 

personality traits of twins are more similar than those of other siblings. 

Identical twins who have been separated for years have been found to have 

similar tendencies and hobbies. (Bozkaya, 2013: 9; Tatlılıoğlu, 2010: 69; 

Robbins, 2001: 92). 

It is seen that age also has an effect on the development of personality. 

Especially when combined with the cultural structure of the society, age 

becomes an important factor affecting personality. According to 

Kluckhohn and Murray (1948: 235), it is important whether the society 

sees the elderly and children as individuals who need to be protected, or 

whether the children are sages who need to be brought up and the elderly 

as wise people whose experiences should be benefited from. Therefore, 

age can have an effect on personality formation. 

Biological factors that make up personality can be gained or lost over 

time. For example, an individual may have been born in a healthy way, but 

may have lost his health or a limb later on (Yaşar, 2009: 11). Since mental 

defects such as brain damage will also affect the characteristics of the 

individual such as analytical thinking and reasoning ability, such situations 

may have an effect on personality change (Zangwill, 2009: 229). 

2.1.3.2 Cultural Factors 

People's personality is not only affected by biological factors. The 

culture of the society in which they live and which surrounds the individual 

has an important effect on the shaping of the personality. However, the 
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individual cannot choose the society he is in, at least until he reaches 

adulthood (Güney, 2011: 58). Individuals are affected by the cultural 

structure as long as they live, and many features from their dreams to their 

interests are shaped by the culture (Cüceloğlu, 2012: 95). 

Cultural features that force the individual to behave as they should 

instead of accepting them as they are, constitute a compelling force while 

the personality develops (Yılmaz, 1998: 75). Culture guides people about 

what and how to learn and forces the individual to do so (Erkoç, 2008: 16). 

As a result of learning, the individual will gain some new features and 

eventually shape his personality consciously or unconsciously (Yakut, 

2006: 38). 

An individual's habits, hobbies, clothing, eating and drinking styles, 

artistic and cultural activities are in direct relation with the culture in which 

he lives. However, this does not mean that there is only one culture in the 

society and that every individual is affected equally (Durmuş, 2006: 12). 

While the culture they live in can make individuals competitive, individual 

and fond of freedom, in societies with different cultural characteristics, 

individuals can become individuals who can work in harmony, put their 

family ahead of their personal wishes and support teamwork (Robbins, 

2001: 93). 

2.1.3.3 Social Factors 

Social classes and subcultures of individuals in social life are effective 

on personality. Although there is a general culture that makes up the 

society, societies occur in many different subcultures. In this sense, the 

subculture and social class, thoughts and tendencies of the individual, 

affect the way of consumption of education (Güney, 2011: 59). In fact, 

individuals choose friends, professions and spouses according to their 

social class (Sarı, 2011: 20). 

Groups such as family, social class, religion, occupation, political 

party influence people in terms of their social roles and duties. The 

individual has to meet the expectations of these social groups. Otherwise, 

they can be excluded from the group (Eren, 2015: 115). Understanding the 

structure of these groups, which have an important place in individuals' 

roles and behaviors and socialization efforts, has a critical importance in 
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understanding the individual's personality and the process of making sense 

of life (Uysal, 2010: 27). 

In some cases, the effect of the social environment can bring about the 

opposite situation. Someone whose family is religious may not be strictly 

religious. Or friends may be more influential in the formation of 

personality than one's family. A similar situation can occur in groups 

within the organization. Various social forces can affect the perception, 

personality and behavior of employees (Özkalp and Kırel , 2011: 76). 

2.1.3.4 Familial Factors 

Family is the social environment in which special behaviors are 

gained and the first reward and punishment of the individual is given. In 

this sense, the first teachers of many people are family members. Children 

adopt their parents' worldview, viewpoints and moral values (Güney, 

2011: 59). Characteristics such as intense feelings of various prohibitions 

and guilt or different tendencies are personality traits shaped by family 

relationships (Öktem, 2009: 73). 

The individual experiences the first excitement of most things in the 

family. The family's loving and trusting approach plays an important role 

in the formation of personality. Excessive exaggeration of love and failure 

to set rules may result in the inability of the individual to struggle against 

obstacles and difficulties and to feel insecure (Aksoy, 2011: 11). Similarly, 

conflicts and fights are inevitable in families where there is no 

reconciliation environment. Again, in such environments, children may 

not develop a sense of trust (Baltaş and Baltaş, 2008: 105). 

The number of children in the family and the order of birth can also 

affect personality traits. While the leadership characteristic of first children 

is dominant, they may show more rebellious behaviors when they have 

siblings. Single-child families, on the other hand, can raise individuals who 

are not responsible and unable to negotiate as a result of too much attention 

and pampering. As the number of children in families increases, the 

differences in intelligence between the first and last child may increase 

(Güney, 2011: 60; Zel, 2001: 16). 
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2.1.3.5 Geographical Factors 

The geographical environment, climate and landforms and 

geographical locations of individuals have obvious effects on the 

formation of personality (Çetin and Beceren, 20007: 116). For example, 

there are personality differences between people living on the coast and 

those living in rural and mountainous areas (Zel, 2001: 16). There are 

changes in the activities of those who live in all seasons in a temperate 

climate. Many behavioral characteristics of people change depending on 

the seasons (Eroğlu, 2004: 168). 

Figure 3: Factors Affecting Personality (Üngüren, 2001: 17) 

 

To summarize, personality is the situation in which individuals 

throughout life have distinctive forms that encompass all behavioral 

patterns. The formation of personality is formed comprehensively by the 

innate genetic and biological structure interacting with education, 

experience and the environment over time (Figure 3). For this reason, 

when the effect of the environment is taken into account, it can reflect the 

common features accepted in the society, apart from the characteristics of 

the personality (Eroğlu, 2016: 27). 
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2.1.4 Personality Theories 

The desire to define personality, explain its formation, development 

and reflection on behaviors has contributed to the development of many 

personality theories. While each of these theories dealt with how 

personality is formed, what events and factors it is affected by, and which 

variables it consists of, they focused on certain aspects of personality 

(Ünüvar, 2021: 68). These theorists, who belong to different disciplines 

and have different paradigms, show more interest to those who are closer 

to their own views when dealing with the subject (İnanç and Yerlikaya, 

2017: 7). 

Personality theorists study events and situations functionally. The 

adaptation of individuals, the measurement and evaluation of the factors 

that are effective in their lives and psychological health are their priorities. 

They sought to examine human behaviors in terms of the environment and 

situations and to understand the individual as a whole, rather than the 

varying behaviors of individuals (Yaşar, 2009: 16). 

It is inevitable that there will be different approaches in different fields 

that try to explain the same phenomenon. As a social and emotional being, 

it is very difficult to examine human beings objectively (Karasar, 1994: 

143). Therefore, while some theorists emphasize the importance of 

personality traits that make up individual differences, some researchers 

emphasize the importance of situational traits in determining behavior 

(Sevi, 2009: 34). In addition, it can be said that today, personality 

researchers combine parts from different personality theories and draw an 

eclectic path and deal with personality in the light of a completely 

interdisciplinary personality theory (Yanbastı, 1990: 18). 

2.1.4.1 Psychoanalytic Theories 

The theory started to come true at the end of the nineteenth century 

and focused on understanding normal and abnormal behaviors (Yıldızoğlu, 

2013: 54). Psychoanalytic theories focus on the changes in the personality 

of the individual and deal with personality development as disconnected 

from each other (Ataman, 2004: 57). 

Psychoanalytic theories are theories that focus on the pleasure 

principle to satisfy the instinctive impulses and wishes of individuals as 
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soon as possible and bring the subconscious to the fore (Miller and Shelly, 

2007: 54). At the same time, they argue that conflict develops with the 

defense mechanisms that try to shape the individual's wishes in a way 

approved by the society (Süren, 2015: 7). 

2.1.4.1.1 Sigmund Freud's Theory of Personality 

Freud argues that the process of personality development can be 

explained by universal principles. Early life experiences of childhood can 

be important for the adaptation that the individual will experience in 

adulthood (Ercan, 2014: 31). 

Freud defines personality as the conflict between the individual's 

desire to meet his needs and the need to be an individual accepted by the 

society (Solomon et al., 1992: 166). The purpose of every impulse is to 

discharge the tension in the human being, that is, to reach satisfaction. 

While the sense of pleasure is evaluated as the satisfaction of instincts, 

pressures and deprivations from the environment are seen as the source of 

human suffering. In humans, there are primitive instincts as well as 

different instincts that strengthen their intellectual and psychological 

aspects (Oktuğ, 2007: 5). However, according to Freud, personality is 

essentially the expression of two conflicting forces. These powers; life 

instinct and death instinct (Boor and Coons, 1983:301). 

Freud developed three different theories to understand and explain 

personality on the basis of psychoanalytic theory (Can et al., 2006: 78). 

Toporaphic theory: Freud studied the mind in three layers to explain 

personality. These are consciousness pre-consciousness and subconscious 

(Burger, 2006: 77). Consciousness is the part of the mind that includes 

everything that is aware and remembered (Güney, 2011: 67). 

Consciousness, which is thought to play a minor role in behavior, is the 

only mental life level that can reach us directly (Feist and Feist, 2006: 64). 

Preconscious is the level of mind that we can remember with a little 

thought and effort, and that can reach consciousness when called 

(Atkinson et al., 2019: 460). Although some feelings, thoughts and 

memories are thought to be forgotten, they can be brought back to the level 

of consciousness with the right stimuli, associations and conscious efforts 

(Cambaz, 2019: 18). 
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The subconscious mind is the level of the mind where unconscious 

impulses direct behavior (Hogan, 2009: 31). It is difficult to prove its 

existence because information is not extracted from the subconscious to 

the conscious level, but it can be proven indirectly (Freud, 1960: 41). Many 

mental events take place unconsciously and our tendencies, desires, 

decisions and how we feel are influenced by unconscious processes 

(Cervone and Pervin, 2013). While Freud likens the conscious and 

preconscious to the visible side of the iceberg, he likens the subconscious 

to a much larger and inaccessible structure than the tip of the iceberg 

(Atkinson et al., 2019: 460). 

Structural Theory: Freud states that there are dilemmas in people's 

lives, and in some cases, internal and external stimuli are different. In order 

to explain these differences and conflicting impulses, he tried to explain 

their relationship with each other based on the concepts of id, ego and 

superego. The harmony or incompatibility between the three shapes 

human behavior (Güney, 2011: 67; Nevid, 2018: 135). 

The id includes our crudest, most primitive, genetically inherited 

impulses and desires (Uysal, 2010: 23). Instead of dealing with social 

norms and rules, the id wants the desires and tensions to be removed as 

soon as possible. It acts within the unconscious (Freud, 1960: 63). In other 

words, it is the source of unconscious desires and impulses (Tatlılıoğlu, 

2010: 36), and it is the region of special desires and excitements (Harre 

and Roger, 1986: 255). 

Ego is trying to control the id by acting according to the reality 

principle. While doing this, the ego tries to find the middle way by 

associating the primitive needs of the id with social realities (Engler, 2009: 

47). Although the ego is in conflict with the id, its task is to meet the desires 

and demands of the id in a way and to the extent accepted by the society 

(Tatlılıoğlu, 2010: 36). If the impulses from the id are not directed 

correctly, it takes into account the consequences of behaviors that will not 

be approved by the society. Tension also arises when demands are not met. 

The ego seeks healthy ways to relieve tension and not be excluded by 

society (Oktuğ, 2007: 8). While the id basically seeks pleasure, the ego 

acts according to the reality principle (Eren, 2001: 86). 

The superego is the part of the value judgments. Individuals adopt the 

value judgments of their families in the early stages of their lives. It tends 

to restrict behavior that goes against value judgments. When such actions 
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take place, they cause feelings of guilt and shame (Akyıldız, 2006: 3-4). 

The super ego standing in the opposite position of the id is based on the 

needs of the society, and the id is based on the needs of the individual (Zel, 

2001: 33). In cases where one of the id, ego or super ego is weaker or 

stronger than the others, different personality types emerge (Ceylan, 2014: 

43). The relationship between the iceberg-like id, ego, and superego is 

summarized in Figure 4. 

Figure 4: Figure Freud's Personality Theory (Güney, 2011: 67) 

 

Psychosexual development theory: Freud's other theory that human 

behavior is shaped by sexual impulses and that personality development 

proceeds in parallel with sexual development. Psychosexual development 

manifests itself in five periods, each following the previous one (Can et 

al., 2006: 79). These periods are: 

❖ Oral Period (0-1 years) 

❖ Anal Period (1-3 years) 

❖ Phallic Period (3-6 years) 

❖ Latent Period (6-11 years) 

❖ Genital Period (11 years and later) are periods. 

2.1.4.1.2 Alfred Adler's Theory of Personality 

Alfred Adler, the pioneer of individual psychology theory, argues that 

the individual should be examined as a whole, not in parts. According to 
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this theory, the personality of individuals is based on integrity and 

continuity (Güney, 2011: 75). Unlike other theories, the most important 

element that determines personality is seen as the desire to establish 

superiority (Zel, 2001: 31). Individuals are powerless and dependent on 

others when they are born. For this reason, a sense of inferiority is 

developed against powerful adults (Cambaz, 2019: 37). 

The transition from the feeling of inferiority to the feeling of 

superiority is based on the formation of the personality. The sense of 

superiority is stronger than Freud's sex drive, and it is the real power that 

people really want to achieve. Lack of any organ, severe diseases at a 

young age, neglect and abuse of the child or excessive spoiling, birth order 

and parents are the determining factors (Burger, 2006: 90). Another point 

where Adler differs from Freud is that while Adler puts the conscious at 

the center of the personality, Freud is based on the subconscious. At this 

point, in contrast to Freud's concept of ego, Adler draws attention to the 

ability to interpret the self and the creative self (Güney, 2011: 76). Each 

individual is different from the others and sets unique goals. This search is 

called the “creative self”. The creative self tries to follow the potential of 

the self in order to achieve personal goals and to overcome all the obstacles 

to become the targeted person (Nevid, 2018: 47). 

Adler does not deny the fact that the environment and genetics have 

an effect on the formation of personality. Every child is born with a 

biologically acquired equipment and has different experiences with other 

people in his social environment. However, his objection is that people 

only react to what is going on around them. People affect the social 

environment they live in and enable the environment to react to them 

(Süren, 2015: 10). 

Adler argues that individuals have three basic duties to overcome 

(Erol, 2013: 23); 

❖ Overcoming the problem of work and profession 

❖ coexist with other people 

❖ To ensure the continuation of humanity by playing the role of 

gender. 
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2.1.4.1.3 Carl Gustav Jung's Theory of Personality 

Like Adler, Jung is also among Freud's students (Acarol, 2019: 44). 

Although Jung initially had parallel thoughts with Freud, he differed from 

Freud by bringing concepts such as introversion, extroversion and self-

actualization into modern psychology (Karakuşçu, 1999: 251). According 

to Freud, while people perform instinctive activities that are repeated until 

they die, Jung believed that people are in a creative thinking that constantly 

renews and improves themselves (Güney, 2011: 77). Jung also differs from 

Freud by dividing the concept of the unconscious into two as individual 

and collective (Şimşek et al., 2008: 147). 

Jung assumes that personality consists of three systems as ego 

(consciousness), personal unconscious (subconscious) and collective 

consciousness (Usal and Kuşluvan, 2002: 92). The ego begins to form in 

the early stages of life and there is a gradual expansion of consciousness. 

Consciousness expansion is possible by increasing mental functions such 

as thinking, feeling and intuiting (Gençtan, 1984: 44). One of these 

functions comes to the fore and becomes the dominant function. The least 

effective is the weak function, and according to their situation, introverted 

or extroverted personality traits develop (Acarol, 2019: 44). Introverts are 

shy, enjoy solitude and receive stimuli from their inner world, while 

extroverts are social, assertive and receive stimuli from the external 

environment (Schultz and Schultz, 2000: 102). 

The personal unconscious is the place where the experiences, 

emotions and desires blocked by the ego are stored (Eroğlu, 2000: 242). 

The experiences stored here are not lost and this information is adjacent to 

the ego. There are also suppressed emotions in the personal unconscious. 

When needed, this information can easily reach the ego (Güney, 2011: 78). 

The collective unconscious is the part that has been transmitted for 

generations and where all human experiences are hidden (Miller and 

Shelly, 2007: 61). These experiences cannot be experienced individually, 

they represent the common contents that are related to the genetic 

characteristics of the society or race to which the individuals belong and 

that form the personality of the individual (Merdan, 2011: 12). Jung calls 

these contents archetypes. There are archetypes for all situations 

encountered in life, and these archetypes shape the individual's views and 

behaviors about life (Burger, 2006: 47). 
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2.1.4.1.4 Karen Horney's Theory of Personality 

Karen Horney focused on the influence of individuals' social 

relationships and cultural factors on personality. Horney argues that the 

most important factors in the development of an individual's personality 

are anxiety and fear (Zel, 2001: 34). While neuroses were evaluated by 

psychologists as an abnormal condition, Horney considered neurosis as a 

common and basic tendency (Güney, 2011: 82). 

Although he has the same idea with Freud that personality develops 

from infancy, he differs from Freud in that neurotic states are not only 

caused by internal impulses, but the social environment is the main factor 

in this regard. He stated that the inconsistent, indifferent, oppressive 

attitudes of the parents and the unequal treatment among siblings had a 

negative effect on the personality. In this case, individuals feel hostility 

and anxiety towards their parents (Gençtan, 1984: 48; İnanç and Yerlikaya, 

2017: 103; Şimşek et al., 2008: 106). 

Horney argues that there are ten neurotic needs that a person must 

meet (Güney, 2011: 82). These; 

1. Love and approval 

2. Spouse request 

3. Desire to gain control or power over other people 

4. Exploiting other people 

5. Narrowing down life 

6. Social recognition 

7. Expecting individual admiration from others 

8. Personal success 

9. Competence and independence 

10. Perfectionism 

Horney divides the behavioral patterns that individuals can resort to 

in order to cope with these neurotic situations into three groups, and also 

expresses them as the relationship pattern that determines three types of 

personality in the society from a social perspective. These three types of 

personality are summarized as follows (Bilgin, 2011: 39; Eren, 2015: 89); 

1-Behaving sympathetically (Extrovert); It is the situation of getting 

close to people, to get rid of their fears and worries by feeling love and 

closeness to them. 
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2-Behaving antipathic (Introvert); It is the state of relieving anxiety 

and fears by staying away from people and acting independently and alone 

from them. 

3-Behaving aggressively (Angry); They are the types who overcome 

their worries and fears by opposing people, fighting them and showing 

them that they are strong. 

2.1.4.2 Behavioral Theories 

According to the behavioral theory, which prioritizes the effects of 

environmental factors rather than biological factors in the formation of 

personality, personality and the behaviors exhibited accordingly develop 

based on reinforcement within a reward-punishment system (Atkinson et 

al., 2019: 81; Özüren, 2022: 90). Behaviors that result in punishment and 

are not valued tend to fade away, while rewarded behaviors tend to 

increase (Koç, 2009: 151). As can be seen, the behavioral approach is 

concerned with the relationship of all behavior of the organism with its 

environment. He gives extreme importance to the environment on 

personality development and argues that environmental effects are more 

effective than all hereditary traits (Schultz and Schultz, 2000: 105). 

2.1.4.2.1 John Watson's Theory of Personality 

Watson does not find the concept that psychoanalytic theory defines 

as unconscious measurable and observable. Watson argued that for a 

theory to be scientific, it must work on concepts that can be measured and 

observed in a valid and reliable way. Therefore, he stated that observable 

behavior should be examined. Watson argued that scientists should 

examine basically how behavior can be developed and personality can be 

developed through behavior (Senemoğlu, 1997: 78). 

the direction of the outside world in the development of behavior 

(Cluse, 2000: 1) Watson claimed that every individual can be brought up 

as desired from childhood by using Pavlov's classical conditioning 

(Özüren, 2022: 90). Correctly adjusting the frequency and intensity of 

stimuli and keeping the environment under strict control are considered 

sufficient for this situation (Burger, 2006: 83). He argues that personality 

develops in the long term and as a result of conditioning. Classical 

conditioning is the basis of all fears and phobias (Demir, 2012: 50). 
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2.1.4.2.2 Burrhus Frederick Skinner's Theory of 

Personality 

Skinner, who opposed the concept of free will, did not reject the 

concepts of inner experiences and thought, and even argued that they can 

be observed (Fidan, 2013: 92). Skinner, like Watson, emphasizes 

observable behaviors and the effect of the environment (Nelson-Jones, 

1982: 27). Differently, in addition to reactive behavior, he added 

performative behavior to his theory (Ercan, 2014: 33). 

Operant conditioning is the situation in which the outcome (with 

reward or punishment) increases or decreases the frequency of exhibiting 

the behavior after the behavior occurs (Kasapoğlu, 2005: 61; Dolu, Büker 

and Uludağ, 2010: 58; Özdel, 2015: 11). In classical conditioning, the 

response occurs a short time after the first stimulus. On the other hand, in 

operant conditioning, after the behavior occurs, the behavior is reinforced 

and the frequency of the behavior increases or decreases (Sağlam, 2009: 

257). 

2.1.4.3 Humanistic Theories 

Individuals are largely responsible for their behavior. Although it is 

under environmental factors, it is based on the assumption that individuals 

have free will to determine their own actions (Üngüren, 2011: 33). In 

essence, every person is good and strives to realize themselves (Schultz 

and Schultz, 2000: 245; Topses, 2012: 73). When suitable conditions are 

provided, people develop in the desired direction. The humanistic 

approach focuses on the present, not the past and the future, and values the 

subjective experiences of individuals (Cloninger, 2004: 75). Individuals 

are affected by the environment as well as the environment, but when the 

pressure of the environment is intense, psychological disorders occur 

(Kuzgun, 2019: 169). 

2.1.4.3.1 Carl R. Rogers' Theory of Personality 

Roger gave importance to the self-concept to explain his theory of 

personality. Individuals have an innate potential to be good (Özüren, 2022: 

95). The self is all of the experiences that individuals can perceive and are 

aware of. The self that a person wants to reach is the ideal self. The 
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relationship between self and ideal self directs the development of 

personality (Burger, 2006: 420). 

Roger, individuals need respect, not reinforcements from the 

environment (Voltan-Acar, 2004: 45). Individuals strive to reach their own 

saturation points. When they reach this goal, they become people who use 

their full potential. At this point, they completely prioritize their own 

interests, abilities and needs, and they have full self-confidence (Şahin and 

Özbay, 1999: 75). 

2.1.4.3.2 Abraham Maslow's Theory of Personality 

According to Maslow, people have needs that must be met in each 

developmental period from birth. From these hierarchically listed needs, 

the need in the next step is not met before those at the lower levels are met, 

and there is no motivation in this direction (Gökçe, 2011: 329). Maslow 

attributes the basis of his behavior to motivation that triggers people's 

individual needs, goals and desire to achieve (Goble, 2004: 8). However, 

in cases where individuals cannot fully meet their needs, illness or troubles 

arise or the individual may turn to bad behaviors (Özüren, 2022: 96). 

Figure 5: Maslow's Pyramid of Needs (Kula and Çakar, 2015: 194) 

 

As it can be understood from Maslow's pyramid of needs given in 

Figure 5, other steps will not be passed until the physical needs are met. 
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The main purpose of individuals is the need for self-actualization (Deveci, 

2020: 34). 

2.1.4.4 Social Learning Theories 

Social learning theories, which emphasize the effect of the 

environment on the development of personality since childhood, argue that 

personality begins to be formed through imitation and modeling in 

childhood (Erşan and Er, 2022: 292). While individuals develop their 

personalities, they are in constant and tight interaction with their 

environment (Gürsoy, 2019: 34). 

2.1.4.4.1 Albert Bandura's Theory of Personality 

Bandura argued that not only environmental factors but also 

hereditary factors are effective on people's behavior. He emphasizes that 

learning takes place in two stages: observation and practice. In these 

stages, hereditary and environmental factors determine to what extent and 

how the behavior of the person will change (Burger, 2006: 136; Tanrıkulu, 

2019: 385). 

According to Bandura, who does not ignore the effect of reinforcers 

on behavior, behavior cannot be shaped by reinforcers alone. In shaping 

the behavior; He argues that internal determinants such as feelings, 

thoughts and expectations are as effective as external determinants such as 

reward and punishment. In most cases, the behavior does not need to be 

rewarded (Tatlılıoğlu, 2010: 104). 

Changes in an individual's behavior are gained through observing 

other people and imitating what they do. The person being imitated is 

called a model. The existence of three types of models is mentioned (Erşan 

and Er, 2022: 293). These; 

➢ Live Model: A real person exhibiting the behavior to be learned 

➢ Symbolic Model: A fictional character performing a role 

➢ Verbal Directions: Directions for how to display one's behavior. 

2.1.4.4.2 Julian B. Rotter's Theory of Personality 

Rotter, one of the proponents of social learning theory, expectations 

play an important role in an individual's operant learning (Bernstein and 
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Nash, 2008: 444). The expected utility theory is the process of choosing 

an action that maximizes the expected value of the person, taking into 

account the possibility of realization of the benefit that can be obtained as 

a result of the behavior and the costs to be incurred to obtain this benefit 

(Parmigiani and Inoue, 2009: 195). 

Among a wide variety of behaviors, some may be more likely to occur 

in certain situations than others. Rotter expresses the probability of 

occurrence of certain behavior in these specific situations as “behavior 

potential” (İkiz, 2016: 39). There are two different variables that can 

activate this potential: expectation and reinforcement value. Expectation; 

It is defined as the level of belief that people believe that their behavior 

under fixed conditions will bring some rewards. The reinforcement value 

is; It is the issue of which one of the reinforcers the person will prefer more 

than the others (Burger, 2006: 528). It has been stated that if any of the 

expectations or the value that can be obtained in a certain situation is too 

low, the behavior will not occur (Kaya, 2010: 22). 

2.1.4.5 Separator Property (Trait) Theories 

The first studies to understand and define personality focused on some 

characteristics that indicate the basic characteristics of the individual and 

show continuity. When these characteristics are similarly continuous in 

different situations, they are called traits (Özkalp and Kırel, 2011: 78). 

These traits, which serve to define the personality of the individual, are the 

patterns of emotion, thought and behavior that distinguish individuals from 

each other and show relative continuity (Roberts and Mroczek, 2008: 31). 

The theory is based on the assumption that societies will name their 

important characteristics with appropriate adjectives (Digman, 1990: 428), 

and that adjectives in all languages to identify personality traits (Salgado 

et al., 2001; 170) will be established. In this theory, which has a superficial 

approach to personality, abstract characteristics of individuals' behaviors 

are kept in the background (Friedman and Schustack 1999: 267). 

2.1.4.5.1 Gordon Willard Allport's Theory of Personality 

Allport, contrary to Freud, argued that the impulses in the first period 

of infancy are not as effective as it is thought to be in the formation of 

personality, and that environmental influences have intense effects on 
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personality development. Recognizing the limitations of the distinctive 

feature theory, he criticized Freud's strict adherence to his subconscious 

impulses (Güney, 2011: 70). 

Allport (1961: 28) defines personality as "the dynamic organization 

of psychophysical systems that determine the individual's unique thoughts, 

character, and behavior". As it can be understood from the definition, 

Allport states that personality is unique to the individual and emphasized 

that it is necessary to determine the characteristics that define the 

observable behaviors of the individual rather than making a generalizable 

definition using a scientific approach and making a universal personality 

definition (Schultz and Schultz 2000: 194). The personality of individuals 

consists of different combinations of these features (Nelson and Quick, 

2018: 38). 

Alport's theory is based on two assumptions. These; 

1) Personality traits do not change easily by showing stability over 

time. A person with strong social characteristics will continue to be 

sociable throughout his life. 

2) Personality traits show relative consistency across different places 

and events. Instead of exhibiting different behaviors in their private lives 

at work, people will behave in accordance with this in the workplace if 

their social characteristics are at the forefront at home. 

Allport emphasizes that there are three types of characteristics that are 

effective in the formation of personality (Aydın, 2011: 27). These: 

Cardinal features: They are simple and ordinary features that are 

common in the course of life. 

Central traits: Behavioral themes that are limited to context, such as 

aggression or emotionality. 

Secondary traits: Behaviors that show less frequency and persistence 

and include certain clear, general, and consistent tendencies. 

2.1.4.5.2 Hans Eysenck's Theory of Personality 

Eysenck argues that hierarchically ordered factors affect the formation 

of personality in a certain order (Güney, 2011: 74). According to Eysenck, 

personality should be considered at four levels. First level: It is the lowest 

level and includes the hereditary characteristics of the individual. Second 
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level: This level consists of the habits of the person that he learns from his 

environment and which behaviors he should exhibit in which situations. 

Third level: This level is the tendency of individuals formed as a result of 

their habitual behaviors. Emphasis is placed on the consistent and 

unchanging characteristics of personality. Fourth level: personality types 

are formed here. Types formed according to the dominant characteristics 

of the levels are effective in the formation of personality (Uğurlu, 2012: 

40-41). 

Figure 6: Eysenck's Dimensional Personality Model (Bilge, 2014: 35) 

 

As indicated in Figure 6, Eysenk states that there are four types of 

personality structures; 

Lively, optimistic and active personality. Individuals in this category 

are generally not anxious. They are full of hope and excitement. They can 

quickly get bored with their work and get tired quickly. 
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Heavy personality. They try to keep rational evaluations in the 

foreground in their relationships. They do not exhibit lazy behaviors and 

are not easily enslaved by momentary emotions. 

Melancholic personality. They are more anxious than happy. They 

can easily pass into a state of emotional instability without any external 

influence. He behaves suspiciously and anxiously in his relationships. 

Angry personality. He likes to show off and show off in his 

relationships. They get angry very quickly and calm down according to the 

situation of their opponent. He is disturbed by other people who do not 

tolerate their unfair expectations (Can et al., 2006:65). 

2.1.4.5.3 Raymond Cattell's Theory of Personality 

Raymond Cattell was interested in determining the basic structure of 

personality. Cattell aimed to determine how many core personality traits 

were found in his work. Trying to group these features using factor 

analysis, Cattell identified 16 basic features that make up personality 

(Miller and Shelly, 2007: 142). These 16 key features and their 

descriptions are summarized in Table 4. 

Table 4: 16 Basic Characteristics of Personality According to Cattell 

1 WARM 
Being kind-hearted and extroverted are the 

opposite, being critical and distant. 

2 REASONING 
Clear and abstract thinking are the opposite 

thinking less intelligently and concretely. 

3 
EMOTIONAL 

STABILITY 

Emotionally, stability and calmness are 

opposite, irritable, and moody. 

4 DOMINANCE 
Assertiveness and aggression are the 

opposite of meekness and accommodating. 

5 LIVELINESS 
Cheerfulness and willingness are the 

opposite to be formal and serious. 

6 RULE-CONSCIOUS 
Self-discipline and morality are the opposite 

of utilitarianism and unruly. 

7 SOCIAL COURAGE 
Complacency and boldness are the opposite 

of shyness and shyness. 

8 SENSITIVITY 
Tenderness and tenderness are the opposite 

of firmness and self-sufficiency. 

9 DELIBERATENESS 
Skepticism and prudence are the opposite of 

distrust and disapproval of people. 

10 ABSTRACTEDNESS 

Daydreaming and absent-mindedness are the 

opposite of being realistic and keeping your 

feet firmly on the ground. 
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11 PRIVATENESS 
Fancy and exaggeration are the opposite to 

be straight forward and appear as you are. 

12 APPREHENSION 
Insecurity and anxiety are the opposite of 

being confident and contented. 

13 OPENNES TO CHANGE 
Freethinking and empiricism are the opposite 

of being conservative and conventional. 

14 SELF-RELIANCE 

Self-sufficiency and individuality are the 

opposite being participatory and group-

oriented. 

15 PERFECTIONISM 
Controlling and coercive opposites are 

indiscipline and laxity. 

16 TENSION 
Readiness and tension are opposite to act 

relaxed and calm. 

Cattell, like Eysenck, emphasizes the importance of genetic and 

hereditary effects in personality development. In addition, he states that 

the consistent education applied by the parents is effective in personality 

development and underlines the role of the family in personality 

development. According to Cattel, many of the personal traits that people 

have, especially intelligence, are determined by genes. According to him, 

the individual is largely shaped by genetic effects, but this approach does 

not mean that Cattell completely ignores environmental factors 

(Tatlılıoğlu, 2010: 97). 

2.1.4.6 Five-Factor Personality Traits 

The five-factor personality traits approach is based on the assumption 

that the features that distinguish individuals from each other can be coded 

in all languages and cultures, that these features will be reflected in the 

words in the spoken language, and that an inclusive classification of 

individuals' personalities will be possible (Goldberg, 1990: 1220; Somer, 

1998: 18). In other words, five-factor personality traits were developed as 

a result of factor analysis applied to adjectives used in everyday language 

and a long process based on years in order to define the personality traits 

of individuals (Cloninger, 2004: 122). 

When collecting personality traits in five factors is examined 

historically, although it started to take its final form in the 1960s, the first 

study that will enable the approach to sprout can be accepted as the work 

of Allport and Odbert in 1936 (Tekin, 2012:116). In this study, there are 

18000 words that are used to distinguish the individual from other people 

(Shaye 2009: 12) and describe the personality. Later, words with similar 
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features were grouped and reduced to 171 features (Luthans, 2011: 132). 

However, as it can be seen, defining personality and using it in studies, 

even in this state, will become quite complex. 

Raymond Cattell obtained a personality structure with 16 factors after 

the features he had reduced to 35 in his study (Somer, 1998: 18; Ünüvar, 

2021: 75). These sixteen features provide an observable order in the 

behavior of individuals and play an important role in predicting how they 

will behave in what situations in the future (Özkalp and Kırel, 2011: 79). 

These features are given in Figure 7. 

Figure 7: Basic Personality Trait with Sixteen Factors                      

(Özkalp and Kırel, 2011: 79) 

 

In 1961, Tupes and Christal mentioned five repetitive factors for the 

first time (John and Srivastava, 1999: 6). Norman in 1963 named these 

factors as extroversion, compatibility, responsibility, emotional balance 

and culture (McCrae and Costa, 1987: 81). In 1981, Goldberg created a 

strong and inclusive pattern of the five-factor personality structure (Apple, 

2011: 14) and defined these factors as extraversion, agreeableness, 

responsibility, emotional stability and openness to experience (Goldberg, 

1981: 143-144). These studies are accepted as the basis of five-factor 

personality traits (Friedman and Schustack, 1999: 155). 

McCrae and Costa shaped the final version of the five-factor 

personality traits, which this study also considered as an independent 

variable. The researchers, who initially focused on the dimensions of 
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extraversion and emotional stability, later added the dimension of 

openness to experience and created the three-factor model. Finally, in 

1990, researchers who added compliance and responsibility factors 

completed the final version of the model (McCrae and John, 1992: 182; 

İnanç and Yerlikaya, 2017: 63; Polatcı and Sobacı, 2014: 76). 

Five-factor personality traits, which focus on individual differences 

and which behavior in which situation individuals will exhibit, are 

behavioral tendencies of individuals that do not change throughout their 

lives (Costa and McCrae, 1995). Although these features, which are based 

on biological foundations, are universal, they can be valid for every age 

group, gender, race and language (Gülduran, 2018: 8). 

The theory of five-factor personality traits is frequently studied in the 

field of behavioral psychology because it can be measured easily, data can 

be easily compared, and it is widely used in cross-cultural studies (Çetin, 

Yeloğlu and Basım, 2015: 83; Schmitt, Allik, McCrae and Benet -

Martinez, 2007: 177). Besides, Digman and Inouye (1986: 120) see this 

model as consistent and balanced enough to have the status of a law, 

despite the difficulty of finding a model in the social sciences like the 

humanities. The model, which makes it possible to reliably and 

consistently define, interpret and compare personality in different cultures, 

has become a universal language of studies on personality (Bozkurt, 2018: 

21). 

Before explaining the sub-dimensions of the five-factor personality 

traits in detail, the summary of Knicki and Kreitner's (2003: 49) 

classification of individuals' behaviors according to their personality traits 

is given below. 

• Extraversion: Talkative, communicative, social, self-confident 

• Compatibility: Reliable, good-natured, soft-hearted, cooperative 

• Responsibility: Discreet, self-controlled, achievement-oriented, 

determined 

• Emotional Balance : Not in a hurry, safe, carefree 

• Openness to Experience: Intelligent, creative, curious, open-

minded 
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2.1.4.6.1 Responsibility 

Individuals with this personality trait are careful, successful and 

determined to be successful (Özkalp and Kırel, 2011: 81). In other words, 

being in control and discipline is the most basic feature of people with this 

feature (Burger, 2016: 255; Güney, 2011: 74). Responsible people are 

perceived as trustworthy in their social relations (Hammond, 2001: 157) 

because they are individuals with strong organizational skills (Johnson and 

Ostendorf, 1993: 568) and who comply with ethical rules (Robbins and 

Judge, 2012: 496). 

The positive aspect of this feature is also seen in the form of 

individuals' need for success and determination to work. However, if 

individuals feel the responsibility feature too much, they may feel an 

excessive need for success, and this can lead to a situation that inhibits 

pressure behaviors (Somer et al., 2002: 22). These people, who tend to be 

attached to traditions and authority, may be overly conservative and closed 

to development in some cases (Tupes and Christal, 1992: 232). 

At the other end of this personality, there are individuals with 

irresponsible personality traits (Yalçın, 2015: 37). Characteristics such as 

indiscipline, carelessness, callousness, laziness and forgetfulness can be 

seen in irresponsible people (Church, 1993: 10). These people, who have 

difficulty in setting goals for themselves, may have difficulty in making 

decisions by being negligent in their actions (Yürür, 2009: 27). 

2.1.4.6.2 Extraversion 

Individuals with this personality trait are active in their social 

relationships, strong in communication skills, warm, friendly, energetic, 

sociable, playful, and enjoy life (Güney, 2011: 73; Özkalp and Kırel, 2011: 

81; Robbins, 2001: 95; Yalçın, 2015: 35). Extroverts, who enjoy being in 

social environments, influence their other colleagues with their positive 

behaviors in the work environment and receive positive reactions from 

them. They have a tendency to be thrown into risky situations compared 

to other people in the same environment (Bitlisli et al., 2013: 462; Giluk 

and Postlethwaite, 2015: 63). These people, who are not indifferent to 

social events, stand out with their self-sacrifice and volunteerism and show 

a tendency to behaviors involving social services (Bozkurt, 2018: 22). 
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Other positive features such as cheerful, energetic, enthusiastic, 

friendly, inattention and thoughtlessness can also be seen negatively in 

individuals with these personality traits (Johnson and Ostendorf, 1993: 

565). 

On the other end of extroverts, there are individuals with introverted 

personality traits. Introverted individuals are quiet, shy in their social 

relationships, and like solitude (İnanç and Yerlikaya, 2017: 288). The fact 

that these people who love loneliness exhibit reticent behavior towards the 

outside does not mean that they are asocial (Yalçın, 2015: 35). While 

extroverts get their energy from their social environment, introverts get 

their energy from their inner world (McShane and Von Glinow, 2016: 31). 

Instead of sharing their joys and sorrows, they live within themselves 

(Güney, 2011: 74) and their ability to control their behavior is high 

(Friedman and Svhustack, 1999: 576). 

2.1.4.6.3 Compatibility 

Individuals with this personality trait exhibit gentle and friendly 

behavior towards other people and tend to be cooperative rather than 

competitive (Moody, 2007: 28). They are in constant agreement about 

doing business with people (Robbins, 2001: 95). They are soft-hearted, 

highly tolerant and instill confidence in their social environment (Yalçın, 

2015: 38). While these people with high emotional intelligence (Gülduran, 

2018: 11) are sensitive to the needs of others (Zel, 2001: 31), they show 

success in the field of management (Ones and Viswesvaran, 2001: 35). 

At the other end of this personality are individuals with maladaptive 

personality traits. These individuals are in competition with others, 

insecure, stubborn, easily angered, fixed-minded, suspicious, belligerent, 

lack of empathy and jealousy (Berry and Hansen, 2000: 281; Digman, 

1990, 423; İnanç and Yerlikaya, 2017: 288; McCrae and Costa, 1989: 591; 

Özkalp and Kırel , 2011: 82). When their personal interests are in danger, 

they prioritize their interests over the needs of others (Deniz and Erciş, 

2008: 321). 

2.1.4.6.4 Neuroticism 

Individuals with this personality trait experience emotional problems 

and their emotions often change (Gürbüz, 2011: 73). These individuals, 
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who feel excessive pressure because they cannot cope with stress, have 

difficulties in business life and do not feel safe (Can et al., 2006: 77). 

Neurotics, who experience many negative emotions such as sadness, 

anger, anxiety, tend to pity themselves (Giluk and Postlethwaite, 2015: 60; 

Gürbüz, 2011: 73). In addition, they either remain unresponsive to the 

events happening around them or show an inconsistent mood (Wood et al., 

2004:105). 

Individuals with neurotic personality traits can also be affected 

physically. Because they have low control over their behavior, they may 

engage in actions such as binge eating, spending a lot, and substance abuse. 

As a result of this situation, they may be in a state of constant 

dissatisfaction and complaint (McCrae and Costa, 1987: 83-84). Despite 

being disturbed by the negativities they are in, they set goals that they 

cannot reach (Yalçın, 2015: 35). 

In individuals with low neurotic characteristics, a state of emotional 

stability is observed. Those who can establish this balance in their lives are 

those who are calmer, safer, do not go overboard in their reactions, are less 

anxious, can control their anger, have self-confidence, develop positive 

feelings towards their environment, and have high management skills 

(Kaşlı, 2009: 26; McCrae and Costa; 2003: 4; Zel, 2001: 419). 

2.1.4.6.5 Openness to Experience 

It can be said that it is the most complex dimension for researchers 

(Özkalp and Kırel, 2011: 83). There is no consensus on whether 

intelligence or culture is effective on this feature (Tatar et al., 2014: 186). 

They have the characteristics of being intelligent, thinking about events 

with different dimensions and having a strong imagination (Robbins, 

2001: 95). 

These people, who have their own style of judgment (Jia, 2008: 52), 

tend to art (Church, 1993: 10). Since their intellectual characteristics are 

dominant, they can think flexibly and creatively (Tatlılıoğlu, 2014: 941). 

Their enthusiasm for innovation allows them to acquire different hobbies 

and adapt to rapidly changing environmental conditions (McCrae, 1994: 

257). Having such employees in chaotic environments and in 

organizations that are constantly changing can provide success and 

benefits (Zel, 2001: 31). 
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People who are not open to experience, on the other hand, are resistant 

to change and can be fixed-minded (Özcan, 2011: 77). They are more 

conservative and adhere to their traditions (Gulduran, 2018: 11). They are 

individuals who obey the rules excessively, obey authority, avoid 

adventure and avoid social pressures (Camgöz, 2009: 65; Zweig and 

Webster, 2004: 1700). They have negative perspectives on art and science 

and they see it as unnecessary (Tanriverdi, 2012: 195). 

Figure 8: Summary of the Big Five Personality Traits                       

(McShane and Von Glinow, 2016: 189) 

 

As summarized in Figure 8, individuals behave under the influence of 

their personality traits. The important point here is that individuals do not 

have only one of their personality traits. The individual cannot be both 

neurotic and emotionally stable, but someone who is social and easily open 

can also be reliable and open to experience. In other words, personality 

emerges as a combination of these characteristics. 
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2.2 DECISION-MAKING CONCEPT AND 

CHARACTERISTICS 

In this title, detailed information is given about the concepts of 

decision, postponement of decision making and participation in decisions 

and the dimensions of these concepts. 

2.2.1 Decision Concept 

Decision literally means choosing among alternatives. No matter what 

results are obtained, good, bad, right or wrong, the decision is the choices 

made by individuals or organizations for a solution in the face of a situation 

(Koçel, 2015: 136). Problems that have to be solved arise when the 

conditions of the actual situation and the desired situation are different. 

When a decision is made, there is a need to make new decisions according 

to the results (Cihangiroğlu, 2009: 98). 

Decisions are made with the influence of the person's knowledge, 

skills and abilities, paradigms and experiences, and belief systems. The 

personality of the decision maker is one of the main factors affecting all 

these features. Personality, which is a combination of the mental, 

emotional and physical characteristics of the individual, has an important 

role in the effectiveness and quality of the decision. In short, the 

personality of individuals affects the decisions individuals make (Wu, Lin 

and Lee, 2000: 19; Lee et al., 1999: 62; Sardoğan et al., 2006: 79). 

Decision making is one of the most important and complex functions 

that determine human behavior (Noyan et al., 2009: 257). The terms 

decision making and problem solving are often used interchangeably. 

While decision making is choosing among various alternatives, the 

problem is; It is defined as a deviation from standards or desired 

performance. While every problem solving involves decision making; 

every decision may not be for the solution of a problem (Rue and Byers, 

2003: 68). 

Decision refers to an outcome while decision-making refers to a 

process. Decision-making behavior is based on the desire to solve a 

problem, choose the appropriate alternative and achieve success. While 

choosing the appropriate and correct decision according to the results of 

the decision causes positive changes and developments in the life of the 
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individual; Wrong decisions can affect the life of the individual negatively 

(Üngüren, 2011: 100). Here, it is clearly seen that there must be more than 

one alternative to make the choice. If there are no alternative options, it 

will not be possible to decide if there is only one option (Rollinson, 2002: 

262). 

As indicated in Figure 9, the realization of decision making is the 

result of some processes. Koçel (2015) explains these processes in 5 stages 

(Figure 1.10). According to him, the first step of the decision-making 

process begins with the awareness that the person has to make a decision 

and recognizing and accepting the problem. After examining and 

analyzing the problem, possible solutions are determined. Then, the 

alternatives among these solutions are evaluated and the most suitable 

alternative is chosen as the decision. 

Figure 9: Decision Making Process (Koçel, 2015: 137) 

 

After the decision is taken by going through these processes, the 

implementation phase of the decision is started. During the 

implementation phase, it may be necessary to review the decisions 

considering the time cost and efficiency. In this case, the process given 

above is applied again and the process is carried out actively by making 

new decisions (Gürsel, 2003: 58). 

Similarly, Simon (1976: 19) states that there are three stages of 

decision making; 

➢ Gathering information about the subject or event to be decided, 
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➢ Planning possible alternative solutions for the decision, 

➢ Choosing one of the alternatives created. 

Constantly changing factors, incomplete information, uncertainty and 

conflicting views make the process even more difficult (Daft, 1994: 272). 

Decision-making can be a complex, time-consuming and expensive 

process if the size of the events and facts to be decided increases (Bankıran, 

1983: 4). 

Four types of approaches to personal decision making are accepted 

(Figure 10). The uncertainty of the subject to be decided and the way of 

thinking of the person who will take the decision play a decisive role in 

which of these approaches will be chosen (Ülgen and Mirze, 2013: 398-

399). 

Figure 10: Four Approaches in Personal Decisions                              

(Ülgen and Mirze, 2013: 398) 

People who have low tolerance for uncertainty and adopt a rational 

decision-making style are able to make decisions quickly among few 

alternatives based on available information and data. Those who adopt the 

analytical approach, on the other hand, want to choose from a variety of 

options by analysing as much information and data as possible. While 

conceptual decision makers make decisions by considering the long-term, 

behavioral decision makers make their decisions by taking the ideas and 

opinions of others. 
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2.2.2 Factors Affecting Decision Making 

Although there are many factors affecting decision making, the factors 

given under this title will be grouped under personality traits, social and 

group factors, and organizational factors. 

While making the decision, many individual characteristics of the 

person who took the decision, such as worldview, personality traits, 

attitudes, perception levels, concerns, self-confidence, and value 

judgments affect the decisions taken (Güney, 2011: 267). Therefore, the 

decisions taken will not be evaluated independently of the human factor 

that initiates and completes the decision-making process (Sagir, 2006: 45). 

Individual differences are observed even in individuals raised in the same 

culture and under similar conditions. It is inevitable that these differences 

will affect the decisions made by people (Eren, 2015: 83). For example, a 

person will make a decision consciously or unconsciously under the 

pressure of his value judgments (Harrison, 1987: 207). 

The perception of the decision maker is a cognitive process that affects 

the decisions taken (Can, 1992: 235). Perception extracts some of the 

stimuli by acting as a filter and processes the data by filtering it. The 

perception process groups and interprets the data based on the past 

experiences and learnings of the individual, thus enabling it to acquire a 

unique color (Kurt, 2003:46). 

If there is pressure on the decision makers to make the right and fast 

decisions, the decision maker may be worried. Such pressures and 

concerns affect the quality of the decision to be made (Cihangiroğlu, 2009: 

100). This situation can drive decision makers away from rational decision 

(Rollinson, 2002: 262). For example, managers who have failed in their 

previous decisions may choose the less risky and guarantee path, despite 

providing more returns than those who have not experienced failure 

(Harrison, 1987: 205). 

Not every decision taken is the same in importance. Decisions that 

have a wide impact, require more resources, are long-term and have the 

power to affect the career of the decision maker affect the decision maker's 

choice (Certo, 2003: 107). While making high-importance decisions for 

individuals or organizations, certainty or uncertainty affects the decisions 

taken. In cases of uncertainty, it is difficult to predict under which 
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conditions the options will take place, making it difficult to decide 

(Develioğlu, 2006: 45). 

Considering the open system model, the organization is social systems 

that are in a mutual and continuous relationship with its environment 

(Sagir, 2006: 71). All the conditions surrounding the problem that requires 

decision making constitute the environmental factor. Each problem has its 

own environment (Cooper, 2000: 65). Organizational and physical 

environment affect the way and quality of decision making. It requires 

regulating the relationship between the decision, purpose, physical 

environment and social environment elements (Can, 1992: 235). 

Another factor affecting the decision-making processes within the 

organization is the performance perception of the managers. If there is 

pressure on managers, who show that they cannot tolerate negative results, 

to make correct and quick decisions, subordinates are hesitant to inform 

the manager who signals that they cannot tolerate negative results; This 

situation affects the decisions to be taken. In the opposite case, managers 

make their decisions in a way that reflects the organization's performance 

evaluation and reward system. The formal structure of the organization, 

time limits and previous organizational decisions greatly affect the 

decisions of managers (Robbins, 2003: 128). 

2.2.3 Decision Types and Classification of Decision 

Although there is no generally accepted classification (Çomaklı, 2007: 

107), it is tried to be classified according to the people who make the 

decisions, the situations in which the decisions are taken and the quality of 

the decision (Tosun, 1990: 340). In this study, decision types are discussed 

as follows. 

2.2.3.1 Decisions by Number of Decision Makers 

Decisions taken by one person while making a decision are called 

individual decisions, and decisions taken in groups with the participation 

of more than one person are called group decisions. 
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2.2.3.1.1 Individual Decisions 

Every day, individuals make decisions on very different issues and at 

very different levels of importance. Therefore, decision making may not 

be considered important due to the frequency of occurrence. However, it 

is a cognitive process for people to turn to one among many alternatives 

(Kokdemir, 2003: 65). While individuals carry out this process, they 

continue and manage it entirely in line with their own guidance and 

preferences. It is especially influenced by factors such as personality traits, 

experience and abilities, and directly affects every stage of the decision-

making process (Adsız, 2016: 48). 

Considering the decision-making processes, the personality traits of 

the individual affect all of the decision strategies to be applied during the 

evaluation of the problem from its first perception, the production of 

different solutions and the selection of one of them. In addition, 

characteristics such as the social environment of the individual and the 

relations he develops with other individuals, his position in the group also 

affect the decisions made by the individual (Noone, 2002: 22). 

2.2.3.1.2 Group Decisions 

While making a decision, it is the joint decision of several people with 

knowledge, experience and ability in different fields, instead of one 

person. It is inevitable for different people to come together while making 

decisions concerning different units of their organizations (Güney, 2011: 

272). There are many different techniques that are used in making group 

decisions. The common purpose of the techniques used is to provide 

general acceptance on the decisions taken. Before group decisions are 

taken, it should be taken as a basis to eliminate the differences of opinion 

of the individuals forming the group (Hitt et al., 1986: 91). 

The advantages of group decisions can be listed as follows (Certo, 

2003: 158). 

1. Group decisions are more objective and more objective than 

individual decisions. 

2. The total knowledge is excessive as it benefits from the knowledge 

of the group members. 

3. Numerous alternatives are produced. 



WORKPLACE SOCIAL COURAGE BEHAVIOR 

Its Scope and Relationship with Other Concepts 

73 

4. Creativity develops in brainstorming by influencing each other. 

5. Group members adopt and own the decision more quickly. 

6. Decision resistance is reduced. 

7. The sense of participation in management increases motivation. 

Rue and Byers (2003: 78) listed these disadvantages as follows: 

1. Individuals who are dominant in groups can manipulate the group. 

2. Social pressure can inhibit group members. 

3. Since there may be competition among group members, the sense 

of winning may override the decision. 

4. It is time consuming and more costly. 

5. In case of an erroneous decision, the responsible person cannot be 

determined. 

Similarly, Robbins (2001: 270) argues that the decisions taken with 

the group have advantages and disadvantages. While it is advantageous to 

make a group decision in some cases, it may be advantageous to make an 

individual decision in some cases (Figure 11). 

Figure 11: Advantages and Weaknesses of Group Decisions 

(Robbins, 2001: 270) 

 

2.2.3.2 Decisions in Terms of Their Structure 

According to their structure, decisions are divided into two as 

programmable and unscheduled, according to the salience level of the 

situations, the speed of change and whether they are routine or not. 

 

ADVANTAGES WEAKNESSES 

Groups can provide more information 
and data and be more analytical due to 
the knowledge and experience of the 
participants. 

Due to the characteristics of the 
participants, a wide variety of ideas and 
opinions are provided. 

Decisions on solutions and options are 
more democratic, participatory and 
encouraging as they are taken by the 
majority of group members. 

Because group decisions are time-
consuming, the decision process may 
take longer than necessary. 

The influence of some group members 
may be more dominant over others. 
This may affect the decisions taken. 

Because group members often feel 
pressure to agree and reach, they can 
sometimes be open and resistant to 
decisions they do not want. 
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2.2.3.2.1 Programmable Decisions 

They are decisions that are routine, repeated, have certain procedures, 

independent of individuals, and have specific algorithms (Koçel, 2015: 

136). In such decisions, decision makers do not have a certain flexibility. 

Rules and standards are predetermined (Gökçen, 2007: 19). Since these 

decisions are made based on certain methods and with frequent repetition, 

special procedures developed by the organization are used. Most of the 

decisions he takes in his daily activities in organizations are programmable 

decisions (Simon, 1976: 8). 

2.2.3.2.2 Non-Programmable Decisions 

In non-routine situations, they are decisions that are difficult to plan, 

more person-dependent and creativity-dominated. It is difficult to 

determine the nature of the problem that these decisions, which are mostly 

in the class of strategic decisions, are related. It is not possible to apply the 

decision-making processes in such decisions (Koçel, 2015: 136). In the 

decision-making process, it is necessary to identify many alternatives and 

choose the appropriate one. In order to make such decisions, a lot of time 

is required because there is not enough information and there is a complex 

problem ( Hitt et al., 1986: 88). Since it is unusual, the level of uncertainty 

is high. The general problem-solving process approach is used. It is a 

decision that must be made by the top management (Simon, 1976: 8). 

2.2.3.3 Decisions by Scope 

Decisions are discussed under different headings in the literature 

according to the scope of the decisions taken and the scope named 

according to the place of the person in the organization. In this study, 

decisions according to their scope are based on the classification made by 

Ansoff (1971: 14). Ansoff considers decisions according to their scope as 

operational decisions, managerial decisions and strategic decisions. 

2.2.3.3.1 Strategic (Corporate) Decisions 

Unlike structural decisions, they are the types of decisions where strict 

procedures are not applied, and the most appropriate choice among the 

alternatives is made according to the intuitions of the managers and the 
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experiences in the corporate memory by evaluating the situation to reach 

the goal (Dönerçark and Tecim, 2020: 80). It can be said that strategic 

decisions are the decisions related to determining the general goals of the 

organization and determining and choosing the production or activity 

subjects that will reach the goals (Miles et al., 1978: 551). It includes 

making long-term plans instead of short-term planning to achieve these 

goals (Bonnyventure et al., 2022: 39). 

2.2.3.3.2 Managerial (Tactical) Decisions 

These decisions are the organization and coordination of its activities 

so that the organization can achieve its goals. Coordination between 

different units of the organization is also ensured through these decisions 

(Yalçın, 2015: 87). Decisions are made on how to create a hierarchical 

structure between units, according to which criteria the horizontal and 

cross relations will be established, how organizational data and 

information will be protected, and what communication tools and channels 

will be (Ülgen and Mirze, 2013: 395). 

2.2.3.3.3 Actionable (Technical) Decisions  

It includes the effective and efficient execution of the tasks necessary 

for the execution of the decisions made at the tactical level. In other words, 

it is at this point that the strategic decisions made by the top management 

are implemented concretely (Üngüren, 2011: 118). In other words, 

operational decisions are decisions related to daily activities, and they are 

the activities that take most of the attention and energy of the managers of 

the organization and take the most time of the managers (Cihangiroğlu, 

2009: 103). 
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Figure 12: Decision Hierarchy in Organizations                         

(Laudon and Laudon, 2018: 456) 

 

A summary of the decisions according to their scope is given in Figure 

12. The right decisions for senior management vary from routine to non-

routine, from rational to intuitive decisions. In terms of the decision-

making process, technical information in lower-level managers; It can be 

said that communication skills are at the forefront of middle level 

managers and conceptual skills are at the forefront of senior managers. 

2.2.3.4 Decisions in Terms of Time 

In terms of time, decisions are classified based on the implementation 

and validity periods of the decisions taken. They can be grouped under 

three generally accepted titles (Ülgen and Mirze, 2013: 395). 

Short-Term Decisions: Usually up to one year. 

Mid-Term Decisions: Decisions aimed at targets between one and 

five years. 

Long-Term Decisions: These are the decisions for five years or more. 
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2.2.4 Decision Making Models 

Appropriate and effective decision refers to the decisions accepted by 

other individuals at an appropriate time and cost, which can show the 

success of achieving the goals (Güney, 2011: 268). Decision models 

describe how to express and create analytical thinking and interaction in 

the analysis and evaluation phases of decision making (Nutt, 1990: 78). 

2.2.4.1 Rational Decision Making 

Rational decision-making is based on making a decision about an 

event or situation by considering all the data about the situation, instead of 

making a decision on the basis of a few data (Altay, 2011: 74). Those who 

are in the position of decision-makers rationally evaluate the appropriate 

and efficient alternatives (Luthans, 2011: 443). Therefore, the higher the 

reasoning skills and comprehension levels of the decision makers, the 

more successful they will be in determining the maximum benefit (Lam, 

Chen and Schaubroeck, 2002: 907). 

In the rational choice model, the assumptions accepted for the 

decision-maker to be successful in the decision-making process are listed 

as follows (Rollinson, 2002: 262) 

• The decision maker should be aware of all available alternatives to 

resolving the situation. 

• The decision maker should have full knowledge of the effects of 

alternatives and the systematics of appropriate selection. 

• The decision maker should have organized preferences and the 

necessary experience to evaluate the alternatives and choose the 

appropriate one. 

• The decision maker should have unlimited resources and act 

rationally. 

2.2.4.2 Limited Rational Decision Making 

Unlike the rational decision-making style, its basic assumption is that 

decision makers cannot obtain all the information about any subject. Most 

of the time, decision makers make choices within the framework of these 
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constraints because their knowledge level is limited and insufficient 

(Güney, 2011: 269). 

The limited rational decision-making model argues that the human 

mind has certain limits, and considering these limits, decisions cannot be 

rational, but they can be satisfactory. Some of the elements necessary for 

the decisions taken to be at least satisfactory are as follows (Hitt et al., 

1986: 83); 

• The organization's own facts, 

• competitive environment information, 

• Technical information, 

• environmental information, 

• Defective and inaccurate information, 

• time and resource constraints, 

• The limits of human intelligence. 

While most of the decisions made by individuals are based on 

irrational choices; Ratio of rational decision is quite low. While individuals 

can determine all alternatives while making decisions, they are also 

insufficient in predicting the results of alternatives (Simon, 1976: 174). 

Decision makers, who cannot fully comprehend the consequences of all 

alternatives, tend towards a solution that meets or is likely to meet their 

needs and satisfies them (Moyer, 2007: 144). 

2.2.4.3 Intuitive Decision-Making Model 

In situations where there is a lot of uncertainty, high risk and 

information pollution in the environment, individuals make intuitive 

decisions rather than rational ones (Agor, 1991: 123). Intuitive decisions 

are not an alternative to rational decisions, but they support rational 

decisions. Individual decisions are based on intuition in most cases and the 

following factors are effective on individual decisions (Ülgen and Mirze, 

2013: 398); 

➢ Short choice of decision making. In this case, the person makes a 

decision based on the available information without providing additional 

information and data. 

➢ Do not analyze under the influence of past events. The events 

experienced by the person in the past are effective on the decision made 

and the rationality of the decision is damaged. 
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➢ Making decisions in the same way based on previous decisions on 

similar issues. 

2.2.4.4 Mental Shortcuts (Heuristics) Model 

Mental shortcuts (heuristics) are defined as simplified strategies for 

dealing with too much information load in the face of difficult problems. 

Simple mental processes that help find solutions to difficult questions that 

are not perfect but sufficient are called heuristics. In mental shortcuts, 

when individuals encounter a difficult question, their minds respond to a 

simpler question that they see as equivalent to the difficult question 

(Kahneman, Slovic and Tversky, 1982: 143). 

This model refers to the application of previously used methods 

(Gowda, 1999, 65) and the adoption of simpler, uncomplicated strategies 

in limited time (Manimala, 1992: 478). 

2.2.4.4.1 The Availability Heuristic 

Easy-to-Access Mental Shortcut refers to experiences in the sense of 

mental shortcuts that decision makers can reach most easily in the 

decision-making process (Fox, 2006: 87). Focusing on the closest 

information is based on evaluating the probability of an event, its 

frequency of occurrence, or the possible reasons for its occurrence, but 

based on previously experienced knowledge that is available in our 

memory about that event (Tversky and Kahneman, 1974: 1127). 

2.2.4.4.2 The Representativeness Heuristic 

Representative Mental Prediction refers to the decision makers' 

evaluation of situations with similar characteristics to the current situation 

and to make their decisions accordingly (Schiller, 2013: 64). In other 

words, while the decision maker tries to predict the probability of 

realization of his current preference, he uses templates in similar situations 

that have been experienced before (Altay, 2011: 79). 

2.2.4.4.3 Anchors - Anchor Effect 

Stabilizers mean that decision makers limit alternatives or options to 

a solution based on certain thoughts in the decision-making process (Epley 
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and Gilovich, 2001: 392). It turns out that people, before estimating a value 

for an unknown quantity, assume a certain value that they see fit for it. For 

example, “How old was Mahatma Gandhi when he died?” The question 

“Was Mahatma Gandhi over 114 when he died?” when asked, “Was 

Mahatma Gandhi over 35 when he died?” When the question is asked, it 

is higher than the answer obtained (Kahneman, 2018: 140). It can be seen 

here that the numbers 114 and 35 affect the answers by making an anchor 

effect. According to Tacer (2007: 46), while making an estimation 

according to the reference point that is fixed, that is, an anchor is thrown, 

a more or less adaptive decision is made. However, the reference point is 

not always expected to be relevant to the subject. 

People often use three situations to solve problems. The first of these 

is to find the easiest way to evaluate the current situation based on past 

experiences. The second is the use of easy approximate calculations 

instead of obtaining and analysing complex information. Third, instead of 

the intense use of mental activities, efforts are made in the process of 

recording and processing information thanks to technology (Rollinson, 

2002: 263). 

2.2.4.5 Trash Can Model 

It is based on the assumption that people cannot always be rational 

when making decisions. Because the situations encountered in real life are 

not very regular and systematic (Güney, 2011: 270). In addition, due to the 

complexity of the process (Cohen, March and Olsen, 1972: 3), it is not 

always clear who made the decision and how to define which problem. 

Therefore, the decision-making process cannot be defined sequentially and 

properly as in rational decision-making (Tarter and Hoy, 1998: 221). 

2.2.5 Participation in Decisions 

When management functions are considered, decision making about 

organizational activities is defined as a job of management. Although the 

responsibility of the decision is on the management, in modern 

management, the decisions are taken together with the subordinates. It is 

defined as participation in decisions by managers giving their subordinates 

the opportunity to participate in decisions (Mulder and Wilke, 1970: 432), 

making decisions together (Mitchell et al., 2005: 601), sharing the 
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decision-making authority of subordinates and superiors (Singer, 1974: 

348).   

Participation in decisions has two meanings. The first is that everyone 

has a say on the outputs of the organizations, which are the social systems, 

and the second is the spreading and development of decision opportunities 

to the base. Therefore, there are three basic functions of participating in 

decisions (Eren, 2015: 404): 

➢ Participation of all employees from the lowest level to the highest 

level of an organization in organizational policy and decisions, 

➢ Meeting the psychological needs of the employees by participating 

in the decisions and creating a democratic organizational culture, 

➢ Reaching new information sources in order to strengthen the 

organizational culture by developing cooperation between subordinates 

and superiors and to ensure managerial effectiveness and efficiency. 

What should be understood from participating in the decisions is not 

sharing the authority of the management with the subordinates, but sharing 

the decisions and taking their ideas (Bursalıoğlu, 2005: 159). Managers 

hold the authority and responsibility in the participatory process, but 

managers have veto power. The features and benefits of participatory 

decision making are listed below (Taymaz, 2011: 32); 

➢ It conforms to democratic principles. 

➢ It enables correct and accurate decisions to be taken. 

➢ It encourages more effective practices. 

➢ It enables more effective use of human resources. 

➢ It facilitates job satisfaction and improves organizational climate. 

In the participatory decision-making process, it envisages that those 

who are likely to be affected by the results of the decisions to be taken, 

those who have expertise on the situation to be taken, and the employees 

who are responsible for implementing these decisions, actively participate 

in the decision process (Özden, 2008: 101). As a result of this process, it 

is expected that the employees participating in the decisions will adopt and 

support the decisions (Sabuncuoğlu, 1987: 100). However, participating in 

decisions is not just saying yes or no about the decision to be made, but 

taking an active role in the process (Özdemir and Cemaloğlu, 2000: 16). 

In order for employees to take an active role, they need to be strengthened 

by their organizations (Kittabci, 2006: 74). 
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Participation in decisions plays an important role in the understanding, 

adoption and effective implementation of the decisions made. At the same 

time, participation in decisions helps the members of the organization to 

identify with the goals of the organization (Aydın, 2010: 130). However, 

while everyone has the right to ask questions about the policies of the 

organization, the implementation of these policies is primarily the 

responsibility of the management. The implementation function of groups 

can hinder the effectiveness of the organization (Gregg, 1957: 278). 

Participation in decisions increases the influence of the lower levels 

of the organization, on the one hand, and on the other hand, it ensures that 

the problems of the organization are solved in a healthier way by making 

more effective and correct decisions in order to achieve the goals of the 

management. Due to its multifaceted effect, participation in decisions is 

one of the most effective tools used to encourage employees 

(Cihangiroğlu, 2009: 124). 

Participation in decision processes is one of the methods chosen to 

make employees think that they are an important and valued member of 

the organization (Leidecker and Hall, 1974: 28), group integration and 

commitment to the organization develops (Davis, 1963: 56), leaving the 

organization. decreases (Tremblay and Roger, 2004: 1000), productivity 

(Eren, 2015: 386) and job satisfaction levels (Kearney and Hays 1994), 

motivation and organizational trust (Rausch, 1996: 31) increase, intra-

organizational conflicts decrease (Basaran, 2006: 201), the internalization 

of organizational goals by employees is ensured (Lawler and Hackman, 

1969: 469). 

There are some difficulties in participating in the decision. Time 

pressure is limited as it will take longer than individual decisions. 

Participation in decisions can also cause discussion. Especially as the 

number of employees participating in the process increases, cooperation 

becomes more important and more difficult. Speed and efficiency are the 

most important limitations (Hoy and Miskel, 2010: 331). 

Participation in decision-making can cause conflicts among 

employees. This can be dangerous as it can reduce the effectiveness of 

decisions. At the other end of the conflict is overfitting. Excessive 

cohesion, especially in small groups, can lead to uniformity. Janis (1985: 

153) argues that in the prevailing situation of this similar tendency among 

highly agreeable groups, members can use their common cognitive 
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resources to develop a rationalization compatible with the common 

misconception about the soundness of their organizations, and in a sense, 

" groupthink syndrome" may occur. 

If employees participate in management, employees will have to 

devote a significant part of their time to managerial problems. This 

situation can be challenging for both employees and can cause delays in 

situations where managers need to take decisions quickly. There are also 

opinions expressing that the quality of the decisions decreases with the 

increase in participation in the decision. Particularly in emergencies, the 

efforts of employees to make common decisions can cause delays (Can, 

1992: 216). 

Teachers' participation in the decisions taken at school brings the 

concept of "school-based management" to the agenda. The solution of the 

problems encountered in the education and training process depends on the 

cooperation of teachers and administrators. These solutions make positive 

contributions to the success of educational activities. It is provided by 

including teachers in the management function and providing feedback for 

the formation of a stronger understanding of education (Akman, 2021: 53). 

2.2.5.1 Acceptance Area 

Although there are studies showing that participation increases 

efficiency, for participation in decisions to be effective, the conditions 

related to participation must be compatible with the values of the 

participants. If the degree of participation exceeds the values and 

expectations of the participants, the process of participating in the 

decisions loses its validity in the eyes of the employees (Bursalıoğlu, 2005: 

160). Therefore, “Is it right for employees to participate in decisions in all 

situations and at all times?” is asked (Aydın, 2010: 131). Edwin M. 

Bridges (1967) sought an answer to this question with the acceptance area 

model he developed. 

The acceptance area covers the issues that employees are ready to 

accept unequivocally the decisions taken by their superiors and orders 

from their superiors. Arguing that employees should participate in 

decisions according to their interests and expertise, Bridges argues that 

when employees have expertise and personal interests in problems, the 

decision is clearly outside the scope of acceptance (Figure 13). If 
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subordinates do not have both expertise and personal interests, the decision 

is within that area. The situation becomes more problematic when 

subordinates have expertise but do not have personal interests, or when 

they have personal interests and do not have expertise (Hoy and Miskel, 

2010: 324). 

Figure 13: Area of Acceptance and Participation                               

(Hoy and Miskel, 2010: 325) 

 

In both marginal situations, the constant participation of subordinates 

in decisions can reduce the effectiveness and efficiency of decisions. 

Although subordinates have interests in a decision situation, if they do not 

have expertise, it can create a feeling of frustration and hostility in 

subordinates because decisions will be made by experts. If the 

subordinates have expertise in the matter to be decided but do not have 

interests, the probability of making a healthy decision may increase, but 

the subordinates may think that they spend unnecessary time and energy 

(Aydın, 2010: 132). 

2.2.5.2 Decision Making Structures 

Hoy and Tarter (2003) define five different decision-making 

structures on how and by whom the decision-making process will work 

(Figure 14); 

  Do subordinates have a personal interest? 

  Yes No 

Do 

subordinates 

have 
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Yes 

Outside the 

Acceptance Area 

(Probably involves 

subordinates in 

decision making) 

Marginal and Expert 

(Sometimes involve 

subordinates in 

decision making) 

No 
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decision making) 

Inside the 

Acceptance Area 
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excluded from the 

decision-making 

process) 
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➢ Group consensus: Management includes employees in the 

decision process and decisions are made as a group. All members of the 

group have equal voting rights in the evaluation and taking of decisions. 

In order for a decision to be taken, unanimity must be achieved. 

➢ Group majority: The management includes the employees in the 

decision process, but this time the majority decision is taken. 

➢ Consulting the group: The management takes the opinion of all 

group members, allows them to evaluate and discuss, but makes the final 

decision. 

Figure 14: Decision Situations and Subordinates Participation in 

Decisions (Hoy and Miskel, 2010: 325) 

 

➢ Individual consultation: Management individually consults the 

liner with expertise to contribute to the decision-making process, but 

makes the final decision himself. 

➢ Unilateral decision: Management makes its decision without 

consulting subordinates and without involving them in the process. 

Cotton et al. (1998: 8-11) made another classification and defined six 

different types of participation; 
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➢ Participation in business decisions: It is the direct and long-term 

participation of employees in decisions about how their work is organized, 

what is done and who does it. 

➢ Consultative participation: As with participation in business 

decisions, employees discuss and express opinions on long-term decisions, 

but the final decision is made by management. 

➢ Short-term participation: Employees participate in decisions 

directly and formally when their knowledge, skills and expertise are 

needed, and they are highly effective in the decisions taken. 

➢ Representative Participation: The influence of employees on 

decisions is carried out by those who represent them. Participation is 

formal and indirect. 

➢ Informal Participation: Employees' participation in decisions is 

ensured not through formal means, but through informal, individual 

relations between managers and employees. 

➢ Employee ownership participation: Employees are directly 

involved in decisions because they are shareholders of the organization; 

formal participation; Although he is a shareholder, participation in 

decisions through professional managers is defined as indirect 

participation. 

2.2.6 Procrastination 

The irrational procrastination of the behavior related to negative 

consequences (Kim, Fernandez and Terrier, 2017: 154), and the voluntary 

delay of an intended course of action (Steel, 2007: 66), can become a 

common and habitual activity (Schouwenburg and Lay, 1995:481). 

Individuals can delay some behaviors, but some can turn procrastination 

into a habit or personality trait (Steel, Brothen and Wambach, 2001: 95). 

People are motivated to achieve results that are pleasing to them and 

to avoid consequences that they consider negative. Therefore, expected 

emotions serve to activate desires that are functional for emotional well-

being (Gleicher et al., 1995: 290). If the expected emotions are positive, it 

may be easier to decide to take action (Bagozzi et al., 1998: 5). In other 

words, procrastination can be defined as self-handicapping of the 

individual with the thought that the future gains of the individual do not 

need to endure the suffering that he will suffer now (Ellis and Knaus, 

1977:112). 



WORKPLACE SOCIAL COURAGE BEHAVIOR 

Its Scope and Relationship with Other Concepts 

87 

When the literature is examined, it seems that researchers agree that 

time is lost (Akatay, 2003: 285), a postponement behavior is seen as an 

irrational trend (Milgram, Sroloff and Rosenbaum, 1988: 1977). 

Postponing is to postpone the work that should be done today (Ferrari, 

Johnson and McCown, 1995: 73), to delay the work to be done (Uzun and 

Demir, 2015: 108), to put it to a later date (Lay, 1988: 203) or to the point 

where the person will be uncomfortable. to delay (Solomon and Rothblum, 

1984: 503). 

Procrastination behavior, which can be called escaping or delaying the 

responsibility of the decision to be taken or the task to be done (Haycock, 

McCarthy and Skay, 1998: 318), puts pressure and stress on the individual, 

its consequences will pose a problem for both individuals and 

organizations (Burka and Yuen, 2008: 63). According to Milgram (1991: 

149), individuals who show procrastination experience an emotional 

turmoil when they delay their work and their daily life is negatively 

affected by this situation. 

Chun Cu and Choi (2005: 145-148) define procrastination in two 

different categories as passive and active procrastination. In the case of 

passive procrastination, the person often shows procrastination behavior 

because of quick decision-making or lack of information, but does not do 

this intentionally. Active procrastination, on the other hand, deliberately 

exhibits procrastination behavior and diverts attention to other tasks, while 

the person acts on time in decision-making and implementation. While 

those who show passive procrastination experience a feeling of inadequacy 

and their success decreases, those who show active procrastination are 

motivated by seeing their procrastination as a means of challenge. 

2.2.6.1 Dimensions of Procrastination Behavior 

There are three dimensions of procrastination: cognitive, behavioral 

and affective. 

2.2.6.1.1 Cognitive Dimension 

The cognitive dimension of procrastination is the mismatch between 

the desired behavior and personal goals. Not being able to start a job 

despite being willing to do a job describes this situation (Balkıs, 2016: 8). 

Connecting procrastination to irrational reasons from an irrational point of 
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view constitutes the cognitive dimension of procrastination (Bridges and 

Roig, 1997: 942). For example, if the individual performs a task that he 

deems less important before the one that he deems very important, this 

emphasizes the cognitive dimension of procrastination behavior 

(Gülebağlan, 2003: 3). In this direction, cognitive variables such as self-

efficacy, perfectionist personality traits or irrational thinking styles affect 

procrastination behavior (Uzun and Demir, 2015: 109). 

2.2.6.1.2 Behavioral Dimension 

It indicates the behavior of procrastination and delayed works 

(Ayyıldız, 2016: 27). It is seen that the behavioral basis of procrastination 

is self-regulation ability and personality traits (Uzun and Demir, 2015: 

109). Unnecessarily spending the time allocated for the work to be 

completed or the decision to be taken creates the behavioral dimension 

(Gülebağlan, 2003: 3). 

2.2.6.1.3 Emotional Dimension 

They are emotional processes that express emotions such as anxiety, 

stress, panic and tension that individuals will feel when they are aware of 

their procrastination behaviors (Balkıs, 2016: 8). The emotional dimension 

of procrastination can be defined as the individual's feeling of inner 

distress as a result of not being able to start the work that needs to be done 

in a certain period of time, to continue or complete the work that he/she 

has started (Ayyıldız, 2016: 27). “Anxiety, worry, anger and tension, 

tendency to get bored, sensation seeking” is handled in the affective 

dimension of procrastination (Sokolowska, 2009: 25). 

2.2.6.1.4 Reasons for Procrastination 

Although there is no definite reason for the delay, there are many 

hypotheses about the reasons: 

•  The method of coping with anxiety (Acar, 2020: 29), 

•  Inability to choose between alternatives (Van Eerde, 2003: 425), 

•  Lack of self-regulation skills of the individual (Ferrari and Tice, 

2000: 75), 

•  Confused by the state of uncertainty (Mann, 2016: 47), 
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•  Fear of failure (Solomon and Rothblum, 1984: 507), 

• People's weaknesses and weak points (Senecal, Koestner and 

Vallerand, 1995: 610) are among the causes of procrastination. 

Knaus (1979: 37-45) explains three different definitions for 

individuals to engage in other activities instead of the actions they should 

take. 

➢ Action: It is making excuses to be distracted by other things instead 

of things that need to be done. In this way, anxiety, pressure and distress 

are removed from the mind. 

➢ Mental excuses: The individual gets rid of his mental guilt by 

making promises to himself that he will do what he needs to do now. It 

may prioritize some trivial activities and does not take any action by 

admitting defeat. 

➢ Emotional deviations: When they worry about a situation, they 

see this worry as an excuse and delay what they need to do. 

Lack of concentration or having an irresponsible personality trait can 

be considered as another reason for procrastination. People who are easily 

distracted may have difficulty concentrating in the presence of distracting 

materials or disorder in their work environment or environment. In 

addition, people who have been constantly unsuccessful may waste their 

time worrying that they will lose again (Balkis, 2006: 16). 

2.2.6.2 Types of Postponement 

Individuals exhibit procrastination behavior at some times and in 

some situations. Therefore, as the situation and times change, the 

definition and type of procrastination also change. In this study, five types 

of procrastination in the literature are included. 

General Procrastination Behavior: Difficulty in planning and 

executing daily routine tasks. For example, not performing the activities 

that will continue their social life, not paying the bills before the due date, 

doing activities such as sleeping, playing and resting in a way that 

interferes with their other work can be given as examples of general 

procrastination behavior (Yıldız, 2021: 47). 

Academic Procrastination: It can be called as the failure of 

individuals to fulfil their academic responsibilities such as homework, 
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reports, presentations, and experimental studies (Solomon and Rothblum, 

1984: 505). Although academic procrastination is seen at all levels of 

education, it is more common in undergraduate students than in high 

school students. In addition, the fact that students spend too much time on 

social activities is one of the reasons for academic procrastination (Aslan, 

2022: 7). 

Postponing Decision Making: When individuals have difficulty in 

choosing among alternatives, they tend to delay decision making (Bagozzi 

et al., 1998: 4). In some cases, people want to escape from the sense of 

responsibility brought by decision-making. In this case, instead of making 

a decision, they leave the decision to a later time, and in some cases, they 

never make a decision. Ellis and Knaus (1977: 41) state that individuals 

avoid choosing any option, especially in conflict situations. In addition, 

when individuals think that they do not have sufficient knowledge, skills 

and equipment to make a decision, they will prefer to delay decision 

making (Milgram and Tenne, 2000: 145). 

Functional Procrastination: It is the conscious and deliberate delay 

of tasks and tasks that individuals have to perform in order to gather 

information about these tasks and to get better results. On the contrary, 

non-functional procrastination is the work that the individual has to do 

because of the anxiety and so on. is the postponement of situations 

(Özdemir, 2022: 8). 

Compulsive Procrastination: It occurs when procrastination is seen 

simultaneously in terms of both behavioral procrastination and decision-

making (Milgram et al., 1993: 487). 

2.2.6.3 Theoretical Views on Procrastination Behavior 

Under this title, different theories that try to define, explain and reveal 

the reasons for procrastination behavior are included. 

2.2.6.3.1 Psychoanalytic Theory 

While psychoanalytic theorists explain the causes of procrastination 

with avoidance behavior stemming from anxiety; They state that 

procrastination is a reaction against excessive authoritarian or overly 

permissive parental attitudes. The ego exhibits procrastination behavior as 

an avoidance of anxiety. Here, as the behavior of procrastination is 
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exhibited, the person gets rid of the anxiety that needs to be faced (Berber 

Çelik, 2014: 14; Farran, 2004: 20; Ferrari et al., 1995: 37). 

According to the psychoanalytic theory, procrastination behavior is 

repeated over and over again, turning into compulsive behavior and 

gaining a habit. According to the theory, successful behaviors tend to be 

repeated and turn into fixed behavior patterns. Unsuccessful ones are not 

repeated (Farran, 2004: 22). 

2.2.6.3.2 Psychodynamic Theory 

The approach that focuses on the effect of parental attitudes on 

children in child development (Balkıs, 2006: 21) argues that the 

procrastination behavior shown in the later stages of life stems from early 

childhood experiences (Misildine, 1963: 15). 

Parents with an overly authoritarian attitude set strict rules that their 

children must follow and force children to implement these rules (Whirter 

and Acar, 2000: 41). In these families, which perceive the smallest mistake 

as a failure, the children are in a state of constant anxiety and worry. When 

these individuals grow up, they cannot get over these traumas they 

experienced in childhood and they see procrastination as a way of avoiding 

(Burka and Yuen, 2008: 70). 

In the democratic family attitude, the child-parent relationship is 

strong. Although mistakes are tolerated, the causes of mistakes are 

discussed openly and children develop a sense of trust. There is a negative 

relationship between democratic family attitude and children seeing 

procrastination behavior (Whirter and Acar, 2000: 40). 

2.2.6.3.3 Behavioral Theory 

Behavioral theory argues that procrastination behavior develops 

through reinforcement of the individual's experiences. Individuals learn 

whether the behavior will be repeated or how often it will be repeated 

according to the reward they will receive or the punishment they will be 

exposed to when they exhibit (Berber Çelik, 2014: 16). According to the 

theory, making long-term plans can be boring and tiring (penalty), whereas 

short-term plans such as going to the movies (reward) are preferred. This 

situation reinforces the behavior of procrastination and makes it permanent 

(Ferrari et al., 1995: 32). 
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2.2.6.3.4 Cognitive-Behavioral Theory 

argues that procrastination is caused by individuals' irrational thoughts 

and illogical beliefs (Ellis and Knaus, 1977: 27). According to the theory, 

individuals who exhibit procrastination behavior argue that their beliefs, 

attitudes and expectations are compatible with the world they live in. 

Emphasis is placed on dysfunctional cognitive functioning (skeptical 

beliefs, negative cognitive distortions, etc.) and behaviors that are 

incompatible with the unhealthy emotions present in the person (Balkıs, 

2006: 24). 
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CHAPTER 3 

3 FACTORS AFFECTED BY THE CONCEPT 

OF COURAGE 

In this chapter, organizational citizenship behavior, organizational 

silence, ethics and ethical leadership factors, which are thought to affect 

the concept of courage, are examined. 

3.1 ORGANIZATIONAL CITIZENSHIP 

In the working environment where inter-organizational competition is 

intense, employees are not a production tool for organizations, but an 

important actor of the organization that increases productivity and adds 

value to production. In this sense, all kinds of positive organizational 

behavior that can further the efficiency and effectiveness of the 

organization has attracted the attention of organizations (Smith et al., 

1983: 654). In this context, effective organizations consist of individuals 

who exhibit innovative and spontaneous behaviors beyond the role 

requirements for the achievement of organizational functions (Walz and 

Niehoff, 2000: 301). One of the basic conditions of achieving the goals set 

by today's organizations is that the employees fulfill their duties. However, 

in terms of creating organizational flexibility and efficiency, and adapting 

to organizational environmental conditions, the behaviors that employees 

display voluntarily beyond their traditional task performance have become 

even more important today. In the simplest sense, these forms of behavior 

based on volunteerism in organizations are defined as "Organizational 

Citizenship Behavior" (Bozkurt, 2010: 3). 

Organizational citizenship behavior is the behavior that contributes to 

the more effective functioning of the organization as a whole, on a 

voluntary basis, without a direct or explicit formal reward system (Organ, 

1988: 4). Contributing to innovations for the benefit of the enterprise 

without expecting anything in return, taking risks to try these innovations, 

contributing to the socialization of new employees, providing a peaceful 

work environment, defending the enterprise in all areas and speaking 
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positively about the enterprise are the behaviors covered by OCB (Ilies, et 

al., 2007: 269). 

Organizational citizenship behavior consists of roles that include 

being gentleman and helping in organizations (Acquaah, 2004: 118). 

While most of the behaviors that constitute the individual initiative are 

considered as role behaviors, it is the "level or intensity" of these behaviors 

that makes them qualify as a kind of citizenship (Bolino and Turnley, 

2005: 741). The important point in organizational citizenship behavior is 

its independent effects on organizational performance regardless of 

whether this behavior is in-role or not. In addition, organizational 

citizenship behavior has important effects on organizational success. 

Because there are many factors that provide organizational success and 

organizational citizenship behavior significantly affects the formation of 

these factors (Podsakoff et al., 2000: 549). 

According to Organ (1988: 9) there are three basic features of OCB. 

These features are: 

•  Behaviors occur at one's own discretion, 

•  Behaviors do not directly or indirectly enter into the formal reward 

system, 

•  Behaviors support the efficient functioning of the business. 

According to Organ (1997: 2), a good organizational citizen is not 

only someone who tries to adapt to the daily working order of the 

organization without questioning anything, but also someone who tries to 

produce ideas on all issues related to the organization and has the courage 

to say the ideas he has developed. Personal initiative is the main point in 

these attitudes, which can also be mentioned as the behavior that will 

contribute to the further development and development of organizations. 

The organizational citizenship behavior expressed as individual 

behaviors that contribute to the organization's social and psychological 

environment to achieve the organization's objectives (Lievens and Ansel, 

2004: 301) is the extra role performance of the employee to perform the 

duties that the employer hopes to achieve (Kumari and Thapliyal, 2017: 

11). 

Behavior includes not being insensitive to the misbehavior of other 

employees, discussing the situation with them, warning them when 

necessary, completing the work on time, being innovative, helping others 
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and volunteering, not taking advantage of others, not taking additional 

breaks, attending meetings in the company regularly and taking 

responsibility. includes social behaviors (Gouldner, 1960: 161). 

Organizational citizenship behavior provides additional resources to 

the organization and eliminates the need for expensive formal mechanisms 

that are crucial to successful restructuring processes (Bogler and Somech, 

2004: 278). One of the reasons why OCB has gained importance in the 

literature in recent years is that it is taken into account in the performance 

evaluation, remuneration and promotion of the employee (Erdoğan, 2010: 

26). Here, the behavior of the employee is seen as a personal choice and 

the employee is generally not punished in case of negligence of the 

employee's voluntary work (Organ, 1998: 8). In addition, organizations 

where their employees show OCB can reduce the amount of time-

consuming and costly supervision (Zellars and Tepper, 2003: 415). 

Along with emphasizing its positive effects on organizational success, 

it has been examined in many areas such as human resources management, 

marketing, health institutions management, communication psychology, 

industrial and business relations, strategic management, international 

management, military psychology, economics and leadership (Podsakoff 

et al., 2000: 514). 

3.1.1 Dimensions of Organizational Citizenship 

Behavior 

There are various studies in the literature on the definition of OCB 

dimensions (Basım and Şeşen, 2006: 86). These five dimensions put 

forward by Organ are used as a scale in research on organizational 

citizenship behavior and these five dimensions are accepted. For this 

reason, organizational citizenship behavior is discussed in five dimensions 

in this study (Deluga, 1994: 316). Organ listed the dimensions of 

organizational citizenship as altruis, conscientiousness, courtesy, civic 

virtue and sportsmanship (Organ, 1988: 7-13). 

3.1.1.1 Altruism 

Altruism is defined as the willingness to help other employees 

voluntarily without any self-interest. It is stated that all altruistic actions in 
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the sense of support and assistance related to work, procedures and 

instructions related to the task are made both to other employees and to 

other people within the framework of the organization (Organ, 1988: 8). 

Altruism is the tendency to think about the welfare and rights of other 

people, to feel concern and empathy for them, and to act in a way that 

benefits them (Emmerik et al., 2005: 94). It means that unexpected works 

are carried out by the employee in the organization without any problems, 

not causing problems for these works, even taking on tasks by making 

sacrifices or helping other employees voluntarily for the problems they 

face (Polat Dede, 2019: 296). Altruistic or helpful behaviors towards co- 

workers enable the employees to perform their jobs more effectively 

because they spend their increased time benefiting other employees (Yen 

and Neihoff, 2004: 1635). 

Altruistic behaviors that can be given as examples are the orientation 

of employees, using tools and equipment, completing their tasks, accessing 

certain information, preparing a project or presentation on time, 

understanding the computer program and sharing the heavy workload on 

other employees (Allison et al. 2001: 283). 

3.1.1.2 Civil Virtue 

As a whole, macro-level interest, commitment, and voluntary and 

active participation in organizational life are called civic virtue. Some 

positive behaviors such as participating in management, trying to prevent 

threats in front of businesses, following opportunities, trying to do the best 

for businesses are also within the scope of this dimension (Bell and 

Menguc, 2002: 141). 

The civic virtue dimension is the ability of the employee to have a say 

in the management of the organization and to develop a protective and 

possessive attitude towards the interests of the organization. Employees 

who have developed organizational commitment will see themselves as a 

part of the organization. This sense of belonging developed by the 

employee is the source of organizational citizenship behavior (Podsakoff, 

1997: 262). Therefore, civic virtue reveals speaking clearly within the 

organization and making constructive suggestions to contribute to the 

development of unit functions and provides benefits for managerial 

efficiency (Acar, 2006: 9). 
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3.1.1.3 Conscientiousness 

This dimension of organizational citizenship behavior is also called 

advanced duty consciousness in the literature. Conscientiousness 

dimension refers to behaving beneficially towards the whole organization 

rather than helping a specific person in the organization (Konovsky and 

Organ, 1996: 255). In summary, it includes behaviors that enable to engage 

in behaviors that will benefit the whole organization rather than 

individuals. The concept of conscientiousness is the effort of the employee 

to provide benefit and efficiency to the overall organization by fulfilling 

his duties in the organization (Schnake and Dumler, 2003: 284). 

Conscientiousness is the behavior of employees to continue to work 

voluntarily more than expected, to work regularly at work, to be punctual, 

to use their rest time properly, to fulfill the requirements of their duty 

(DiPaola et al., 2007: 228). In addition to these, being punctual, using 

tea/coffee and meal breaks carefully, regularly participating in in-house 

meetings, trying to adhere to all formal and informal rules developed to 

maintain the organization's order can be given as examples of conscious 

behavior (Wang et al., 2010: 119). 

3.1.1.4 Sportsmanship 

Tolerant employees who do not enlarge the problems that arise in the 

organization, who contribute to the solution of problems with their 

constructive attitudes, who try to emphasize the positive aspects of the 

situation in the organization rather than the negative aspects, who stay 

away from offensive speech, are the employees who exhibit gentlemanly 

behavior. Sportsmanship behavior causes employees to move away from 

exhibiting behaviors such as complaining, finding fault, whining and 

tending to efforts to increase organizational effectiveness (DiPaola et al., 

2007: 229). 

Fairness improves the efficiency of an organization. Organizations 

often turn to managerial resources to find solutions to employee 

complaints. Managerial resources are used for creative work such as 

planning, charting and analysis in businesses where their employees 

exhibit gentlemanly behavior. Therefore, these attitudes make 
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organizations more efficient by easing the workload of managers (Organ, 

1988: 11). 

3.1.1.5 Courtesy 

It is also defined as courtesy that employees, who are in 

communication and interaction with each other in terms of their duties and 

decisions within the organization, consult each other in the decisions they 

will take and warn each other about the results of their practices (Deluga, 

1995: 2). Having a high level of communication skills is a way to 

coordination and success for organizations. Courteous behavior; reminder, 

advance notification, consultation and information exchange can be given 

as examples (Karaman and Aylan, 2012: 41). 

Courtesy behaviors are behaviors that include warning and informing 

the relevant people before taking action regarding the events and situations 

that will affect their colleagues in the organization. Employees' positive 

behavior towards each other through mutual communication creates a 

good organizational climate within the organization, while at the same 

time reducing the conflict between groups and the emergence of problems 

(Podsakoff, 2000: 518). 

3.2 ORGANIZATIONAL SILENCE 

Silence, which is difficult to express emotionally, can be used to 

convey reactions such as approval, sharing, rejection and objection 

(Gambarotto and Cammozzo, 2010: 170). Although the word silence, 

which expresses the state of being silent, may seem like no communication 

or interruption of communication at first glance, it is actually a form of 

communication. In daily life, people, and in business life, employees can 

give messages to the people around them, their colleagues and managers 

by being silent (Özgen and Sürgevil, 2009: 303). 

In cases where communication is not transparent, employees do not 

share their knowledge and thoughts about the organization and are 

indifferent to the problems within the organization, various problems may 

occur, and as a result of this, a situation called "organizational silence" 

arises (Yalçın and Baykal, 2012: 42). Organizational silence has been 

defined in the literature as employees not expressing their work-related 

concerns, ideas and thoughts on purpose or hiding them inside (Dyne, Ang 
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and Botero, 2003: 1370). The prerequisite for organizational silence that 

occurs when employees do not express their suggestions and ideas for 

different concerns and purposes is that employees show these behaviors 

consciously (Tangirala and Ramanujam, 2008: 39). In other words, for 

organizational silence to occur, employees must avoid expressing their 

opinions, thoughts and solutions to organizational structure, functioning or 

problems (Morrison, 2014:177). 

Organizational silence, which was interpreted as a positive and docile 

behavior in the first studies and identified with commitment, later reached 

a negative perception because the employees did not express their ideas 

about the problems (Korkmaz and Aydemir, 2015: 232). Organizational 

silence, which is an important problem for organizations, is that the 

employee does not engage in activities that ensure the development of the 

organization, and consciously avoids sharing opinions, concerns and 

innovative ideas (Harbalioğlu and Gültekin, 2014: 153). According to 

Brinsfield (2009: 85-86), employee silence can have positive or negative, 

psychological or consequences. In fact, these outputs can be both positive 

and negative for the same person at the same time, or positive for one 

person and negative for the other. Whether the outcome of silence is 

positive or negative often depends on perspective. 

The behavior of remaining silent does not occur only within the 

category of loyalty. There are too many organizations where their 

employees are conflicted by knowing the truth about certain issues or 

problems, but not being able to tell them the truth because they don't dare. 

Organizational silence emerges as a result of the employees' doing such 

behaviors frequently and collectively (Morrison and Milliken, 2000: 706). 

When employees are silent on a certain issue and see that this behavior is 

beneficial, they prefer silence over time and remain silent in almost every 

situation after a certain period of time (Bowen and Blackmon, 2003: 1395). 

In the emergence of organizational silence, besides the employees' 

avoidance of expressing their knowledge, opinions and thoughts, the 

attitudes and behaviors of the managers can also be effective. Managers' 

fear of receiving negative feedback from employees, seeing employees as 

selfish and unreliable individuals, and believing that they always know the 

best and the most accurate regarding organizational issues can cause 

silence in the organization (Morrison and Milliken, 2000: 708,710). 
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It is stated that silence has five dual functions (Pinder and Harlos, 

2001: 338): 

•  Silence both brings people together and distances them from each 

other. 

•  Silence can both damage and improve human relationships. 

•  Silence both provides information and conceals it. 

•  Silence is a sign of contemplation or absence of thought. 

•  Silence can be a sign of both approval/acceptance and opposition. 

Hirschman, in cases where the voice is blocked or cannot reach the 

manager, the performance of the business or organization will decrease 

because the manager will only be focused on the task. However, if the 

employees can increase the volume when the performance decreases, then 

the voice will provide effectiveness to the organization, but it will also 

harm the organization when the noise level exceeds a certain threshold 

level (Hirschman, 1970: 32). Employee voice generally includes positive 

opinions and suggestions for increasing organizational efficiency and 

effectiveness. Employee voice also includes the development of 

alternative formulas for the solution of organizational problems and the 

smooth continuation of organizational processes. In the literature, it is 

stated that employee voice plays an active role in increasing organizational 

effectiveness (Hung et al., 2012: 442). 

3.2.1 Theories of Silence 

Looking at the literature, it is seen that there are many theories to 

explain the concept of silence. Under this heading, the most mentioned, 

spiral of silence, expectancy theory, silent response, cost-benefit and self-

adaptation theories are included. 

3.2.1.1 Spiral of Silence Theory 

Noelle-Neumann (1974: 43-51) developed a spiral of silence, which 

theorizes that individuals are pushed out of society when they do not 

conform to the opinion of the majority. Individuals need to avoid being 

alone and to be accepted by their fellows. Fear of being excluded, rather 

than fear of making mistakes, makes people agree with the majority, even 

if they disagree. According to the theory, employees will hesitate to speak 
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and remain silent, thinking that their thoughts contrary to the dominant 

mentality in the organization will not be given importance by other 

employees of the organization, and that they will even be condemned and 

excluded because of these thoughts (Eroğlu, Adıgüzel and Öztürk, 2011: 

5). 

Figure 15: Spiral of Silence (Bowen and Blazkmon, 2003: 1339 

 

The idea advocated by the theory is that, as can be seen in Figure 15, 

employees think that they will be excluded if they express their opinions, 

and a spiral emerges and a tendency to remain silent. Employees who care 

about being a part of the group, who worry that when they talk will disrupt 

the harmony of the group, and therefore remain silent, are included in this 

spiral. Employees who have an independent sense of self, do not hesitate 

to express their own ideas and do not worry about the deterioration of the 

harmony of the group may prefer not to remain silent (Willnat, Lee and 

Detenber, 2002: 393). 

3.2.1.2 Expectancy Theory 

Expectancy theory is a theory developed by Viktor Vroom that is 

based on the assumption that certain behaviors will have predictable 

consequences. In Vroom 's theory based on three perceptions, namely 

valence, instrumentality and expectation, it is expected that the individual 
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believes that the action he will exhibit will have certain consequences 

(expectation), that his performance will be rewarded (instrumentality) and 

that the reward in question will be positive for him (valence), and therefore 

his motivation will increase (Estes and Polnick, 2012: 3). 

Employees' expectations affect their efforts and naturally their 

performance. The more they believe they can achieve the result they want, 

the more they try and perform. As a result of their performance, the higher 

their belief that they will receive an award, the higher their motivation 

level will be. As their level of expectation increases, employees will be 

more comfortable in expressing their ideas and will stay away from silence 

(Kahveci and Demirtaş, 2013: 53). 

Expectancy theory has three basic elements: expectancy, valence, and 

instrumentality. All of the relationships between the behavior of the 

employees and the results of these behaviors are defined as expectations. 

The belief of the employees that they can achieve the desired result 

(reward) in return for their efforts in the organization can enable them to 

make more efforts. In this context, it can be said that employees are 

affected by the possible consequences of their behavior (Çöp and Öztürk, 

2017: 36). The level of desire of the employees for the reward that they 

can obtain by making an effort is defined as valence. As the importance of 

the reward that the employee can obtain as a result of his efforts increases, 

the valence increases at the same level (Gürdoğan and Atak, 2016: 1109). 

Finally, the instrumentality factor states that employees' beliefs that they 

will achieve rewards as a result of their efforts affect behaviors. 

Employees' beliefs that they can achieve the reward they want if they fulfill 

the task assigned to them in the organization also affect their behavior. The 

belief of employees that they will receive rewards as a result of completing 

the tasks assigned to them is called instrumentality (Andersone and Gaile-

Sarkane, 2010). 

3.2.1.3 Silent Response (MUM Effect) Theory 

Mum (Mom Undesirable Messages) effect, is based on the Cognitive 

Dissonance Theory, which was first put forward by Festinger (1957) 

(Rosen and Tesser, 1970: 254). It is emphasized that individuals who are 

uncomfortable with being known as bad news carriers do not want to 

convey a negative information and accordingly, they prefer to prolong this 
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process by showing a "silent reaction" behavior or they convey the 

information by making it more positive (Larson, 1984: 47). 

Individuals focus on the receiver, regardless of whether the news is 

good or bad. Receiver concerns create reluctance to deliver bad news. The 

MUM effect decreases when individuals are clearly aware of the potential 

buyer's reaction to good or bad news (Macit and Erdem, 2020: 96). 

3.2.1.4 Cost-Benefit Theory 

Similar to the expectation theory, in the cost-benefit analysis method, 

employees compare the benefits they can gain if they talk, and the losses 

that may occur for them (Dutton et al., 1997: 408). Cost-benefit analysis 

is applicable not only in the economic field but also in social fields such 

as psychology and behavioral sciences. While determining their relations 

with their social environment, individuals can benefit from cost-benefit 

analysis by comparing the gains and losses of these relations they have 

established (Çakıcı, 2010:14). 

The employee evaluates the advantages and disadvantages of 

speaking or keeping silent. The employee can bear direct costs such as loss 

of labor and time, as well as indirect damages such as loss of image and 

reputation, exclusion, conflict, retaliation by those with opposing views 

(Premeaux and Bedeian, 2003: 1540). 

3.2.1.5 Self-Adaptation 

Self-adaptation theory was first developed by Snyder in 1974. In his 

theory, Snyder states that individuals can shape their behaviors according 

to the norms of the group or society in order to adapt to the society or group 

they are in (Snyder, 1974: 533). Self-adaptation theory is based on the 

principle that employees change their sensitivities in order to exhibit 

adaptive behavior according to the situation and environment. According 

to this theory, employees control themselves and make fine adjustments 

according to the situation in order to show themselves in the relations 

within the organization (Greenberg & Baron, 2003: 90). Employees with 

a high level of self-adaptation consciously adapt their ideas in order to 

create a good impression according to the atmosphere in the organization 

and the behavior and views of other employees (Premeaux and Bedeian, 

2003: 1541). 
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3.3 ETHICS AND ETHICAL LEADERSHIP 

Ethics is a branch of philosophy with a history of about 2500 years 

(Brickley, Smith and Zimmerman, 2002: 1821). First, Aristotle separated 

this concept from theoretical philosophy (logic, physics, mathematics, 

metaphysics) and considered ethics as a field of philosophy in its own right 

(Pieper, 2012: 30). Many scientists have had difficulty developing a 

common definition for the concept of "Ethics". While one group of views 

considered ethics as the moral standards and rules that an individual should 

follow, another group defined ethics as a system of principles, values and 

standards that explain and define how individuals should behave correctly 

(Ural, 2003: 3). 

Ethics concept; It is a philosophical discipline that morally 

investigates the correctness or falsity of the values and rules that form the 

basis of the individual and social relations that people establish. Ethics is 

concerned with the underlying causes of people's behaviors and actions, 

and research on them (Uçkun, Uçkun and Latif, 2004: 10). The concept of 

ethics is related to moral rules and values that are effective in determining 

right or wrong behaviors and attitudes. In addition, ethics is not a list of a 

person's moral principles, but explains his real behavior (Çam, 2005: 15). 

Although the concepts of Ethics and Morality are thought to be 

interchangeable, they are actually different concepts. As a concept, ethics 

comes from the Greek Ethos (meaning character) and morality comes from 

the Latin Moralty (meaning custom, tradition). While the concept of ethics 

generally covers the perceptions of people's character and behavior both in 

daily life and in business life, morality is used within the scope of relations 

between individuals (Tiroux, 1998: 32). Ethics, which deals with the 

conceptual dimension of moral philosophy, shows how to judge something 

as good and right by analyzing moral concepts. Ethic; does not declare 

moral judgment, does not produce morality, thinks and speaks on morality 

in a philosophical framework. It tries to analyze how these moral 

judgments are formed from a different perspective, without producing 

moral judgments about people's actions and behaviors (Pieper, 2012: 6). 

Gündüz (2005: 140) states three important differences in the 

relationship between ethical purpose and moral rule: 

• In order for a person to have morality, he must first have ethics. 

• Ethical purpose must pass through the filter of moral rules. 



WORKPLACE SOCIAL COURAGE BEHAVIOR 

Its Scope and Relationship with Other Concepts 

127 

• If moral rules come to a deadlock in practice, it is considered 

appropriate to resort to ethical purpose. 

Morality shows how to act in the face of events and how to live a life. 

Ethics, on the other hand, reveals the moral standards of the person, group 

and society and their effects on our lives (Karabay, 2015: 4). 

Ethics is about what is right and good for people, what their goals 

should be. It is generally related to the values of certain individual and 

social moral experiences in life (De George, 1986: 15). Ethics, under the 

concepts of truth and justice, sets the standards that judge the wrongness 

or correctness of a person's behavior that affects other people (Bersoff, 

1996: 87). 

Generally speaking, ethics is a systematic effort to help them 

understand individual and social etiquette. It shows the virtues that govern 

human behavior and are worth following in life (Buchholz and Rosenthal, 

1998: 2). Ethics is defined as moral rules that set the standards of right or 

wrong work or bad by guiding the behavior of an individual or group 

(Schermerhorn, 1999: 116). 

3.3.1 Ethical Theories 

In the literature, there are different ethical theories developed and 

defined by various authors. Each author made his own classification 

according to different criteria. There may not be an ethical theory that 

answers every problem encountered in ethics. However, these theories are 

simply very general principles that claim to provide the basis for all ethical 

rules and decisions (Duska, 2007: 19). According to Arnold et al. (2014: 

6) studies in the field of ethics are generally handled with three different 

approaches: descriptive ethics, normative ethics and meta-ethics. These 

approaches are described below. 

3.3.1.1 Normative Ethics 

Normative ethics is an ethical approach that provides information 

about what is right and wrong, what is good and bad, what to do and what 

not to do in certain situations, what ultimate goals should be pursued in 

life and how life should be maintained, and which provides norms and 

regulative principles for people's moral actions (Cevizci, 2002: 7). In 
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normative ethics, the main goal is to justify and ground moral demands 

and norms rather than explaining them; While fulfilling this duty, 

normative ethics is based on the most important and highest moral 

principle that is expected to be obeyed under all conditions or makes a 

reference to the "top best", which is an obligation for everyone (Pieper, 

2012: 214). 

There are two levels of normative ethics, one purely theoretical and 

the other largely practical. At its first level, normative theory determines 

basic moral values. The second level of normative ethics is applied ethics, 

which discusses general issues related to specific areas and applies general 

moral values to specific areas. In this framework, normative ethics covers 

issues and questions such as what an individual should do morally and 

what kind of person he should be; It is the type of ethics that focuses on 

how to behave (Brown and Mitchell, 2010: 583). 

Normative ethics is divided into three as teleological theory, 

deontological theory and virtue ethics. Teleological theory is an approach 

that determines the standards of morally right and wrong behavior and 

adopts what the ultimate criteria of these behaviors are. The decisive 

source point in this approach is the amount of benefit obtained or expected 

to be obtained as a result of moral behavior. In other words, whether the 

decision is good or bad is the determining factor (Sökmen and 

Tarakçıoğlu, 2013: 42). 

Teleological theories focus on the consequences of actions performed 

by individuals. In other words, whether an action is good or bad, right or 

wrong is decided according to the consequences of the action. According 

to the teleological approach, the "good" of an action depends on bringing 

the best to the most people (Usta, 2011: 43). 

Deontological theory focuses on whether an action is right or not, not 

whether the outcome of the action is good or beneficial. According to this 

approach, being good depends on our ability to realize the obligations or 

obligations we face morally. Kant does not under any circumstances give 

place to the untrue in ethics. This universal law, which Kant defines as 

"categorical imperatives", includes a "duty with right purpose without 

exception". For example, this duty is to tell the truth absolutely and never 

to lie, because lying is always wrong (Erdoğan, 2006: 8). 

Another normative ethics approach is 'Virtue Ethics '. Almost all 

ethical theories speak of virtue in some way. However, virtue theory 
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differs from other ethical theories in that it gives a central place to virtue 

(Bayoğlu, 2010: 2). In this theory, truth is a state determined by the 

character of the person, not by the action itself or the result. According to 

virtue ethics, happiness is the highest goal of people and this ethics 

emphasizes the development of people's characters (Erdoğan, 2006: 9). 

3.3.1.2 Descriptive Ethics 

Descriptive ethics, in the context of morality and moral action, deals 

with what is rather than what should be, expresses sociological or 

psychological facts about our moral beliefs. In this approach, ethics is 

rather a spectator, observer or observer; looks at moral facts and events 

from the outside, observes, describes and explains them with a scientific 

approach (Cevizci, 2002: 6). 

It might be thought that what elicits the discourse of any moral 

philosophy is a will to change, even if it does not seem to aim at anything 

other than an analysis. The method of the descriptive approach is to 

determine the basic concepts and their meanings with example cases and 

to explain how these concepts will be used while examining the facts by 

showing examples. At the same time, it shows how basic concepts can be 

used to explain situations in which value judgments are exemplified with 

patterns that have general validity and to make all situations 

understandable (Turan, 2002: 406). 

3.3.1.3 Meta Ethics 

Meta examines the meaning of moral terms, the logic and language of 

moral reasoning, moral existence, moral knowledge and moral 

justification (Sugarman and Sulmasy, 2001: 4). Metaethics is not directly 

concerned with what is right or wrong. It does not set any standards of 

moral behavior, nor does it specify any moral prohibitions. Refrains from 

asking general questions about statements that specify what is right and 

wrong. Instead, it seeks answers to questions such as whether moral 

evaluation statements correspond to moral facts or only feelings, what 

drives them to actions, and what is the relationship between moral views 

and results (Sorell, 2000: 52). 

This type of ethics talks about the moral values (judgments) revealed 

by normative ethics, examines the concepts mentioned in these values and 
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the meanings, functions and relationships of these concepts and values. 

Therefore, meta-ethics has to be a discourse on ethics by going up to the 

next level of ethics that put forward propositions about moral life (Cevizci, 

2008: 10). 

3.3.2 Ethical and Unethical Behaviors 

Ethical behavior, especially awareness of moral issues, is related to 

the moral development of individuals (Toker Gökçe, 2013: 37). Ethical 

behavior principles are the set of rules that reveal whether the decisions 

taken by accepting the general value system and goals of the organization 

are in accordance with these principles for the institutionalization of ethics 

in an organization (Aydın, 2001: 3). The factors affecting ethical behavior 

are explained below. 

Culture is the lifestyle, values, norms and beliefs of a group of people, 

which are learned, shared and transmitted from generation to generation, 

which guide their decisions, thoughts and actions (Leininger and 

McFarland, 2006: 13). In terms of the institution, culture is the norms and 

beliefs that guide how an institution should function (Mason, 2004: 131). 

In other words, it is the ways and methods used in how things work or how 

problems are solved in the organization. In its most common definition, 

organizational culture is the deep-rooted values and beliefs shared by the 

members (Sun, 2008: 37). 

Values are the principles and preferences that direct individuals and 

society and determine the behavior of individuals (Çevik, 2006: 7). Value 

is the belief that determines the usefulness, goodness, beauty, correctness, 

desirability of a person, object, belief, action, thought, process and action. 

Values mediate to regulate man's relationship with his environment and to 

meet his needs; they help to compare the options in solving the problems 

and to choose the appropriate option (Basaran, 2008: 390). 

Values contain a judgmental element that conveys an individual's 

ideas of what is right, good, or desirable. Values refer to both content and 

density. Attribution to content emphasizes which courses of action or goals 

are important, while those who refer to density indicate why they are 

important (Robbins and Judge, 2012: 145). 

Norms are the informal expectations (Hoy and Miskel, 2012: 166), 

which are at the base of the experiences, and the standards adopted jointly, 
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which determine the behaviors that should and should not be done under 

certain situations (Robbins and Judge, 2012: 285). 

Unethical behaviors are actions that are outside of what is considered 

ethically correct and appropriate (Pieper, 2012: 72). Unethical behaviors 

include conflicts that arise for various reasons within the organization, 

aggressive behaviors and behavioral problems. Regardless of the reason, 

unethical behaviors affect the quality of organizational life, motivation, 

performance, commitment and satisfaction of employees negatively (Bute, 

2011: 106). 

Many behaviors such as sexual harassment, abuse, exclusion, gossip, 

discrimination based on race, gender, age, ethnicity, religion, political 

beliefs, class or caste, nationality, use of fear and pressure, theft, bribery, 

lying are considered unethical (Fasting, 2012: 49). In order to prevent such 

behaviors, ethical principles are defined as desirable principles for the 

society, which ensures the creation of a democratic environment for both 

institutions and the employees of that institution (Pieper, 2012: 80). 

3.3.3 Ethical Leadership 

Ethical theory states what the condition of right action is. In general, 

any action is considered correct when the necessary condition is met. From 

another perspective, ethical theory is expressed as taking the right action 

for the morally necessary action or morally permissible action (Moore, 

2007: 297). Being ethical requires distinguishing what is good and right 

and acting accordingly, as well as being fair, considering the interests of 

others and acting by considering the consequences of their actions. In this 

context, leaders should be an important resource by guiding ethical 

behavior for their employees and should also be responsible for the moral 

development of the organization (Mihelic et al., 2010: 31). 

Leaders are in a strong position in determining the management style. 

The behavior of the leader is the true representative of the organization in 

the outside world. These behaviors also have a symbolic meaning. The 

leader is very effective in spreading the ethical climate in organizations or 

making the unethical dilemma permanent in the organization (O'Connell 

and Bligh, 2009: 214). Ethical leadership is based on commitment to 

ethical issues. Because the concerns and awareness of individuals require 

more accountability for ethical leadership decisions at work. A decision 
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that is considered immoral can harm the organization and other interested 

parties (Khuntia and Suar, 2004: 14). 

Ethical understanding in an organization should start from the top 

management. Leaders should not avoid duties such as creating moral 

standards and ethical codes that will set an example for employees, and 

attaching importance to ethical education (Bello, 2012: 229). By not 

supporting the formation of ethical codes and policies within the 

organization, the leader contributes to the formation of correct guidance 

towards individuals. The leader can be effective in creating an 

organizational climate with a weak ethical content, by approving and 

accepting unethical behaviors, by allowing and directing discouraging 

behaviors within the organization (Schwepker, 2001: 40). 

It is a managerial responsibility to make ethical principles and values 

effective in every process of management. Ethical principles and values 

should be taken into account by managers and employees at every stage of 

management. One of the common points of strong managerial leaders is 

that they care about the concept of ethics and show the necessary 

sensitivity to it. Managers who can ensure that ethical principles and 

values are adopted in the organization; they are the people who can put 

these principles and values into practice in their behaviors, attitudes and 

attitudes (Arslantaş and Dursun, 2008: 113). 

Ethics and leadership are intertwined concepts. An ethical 

environment aids effective leadership, and effective leadership aids ethical 

behavior. Effective leadership is a result of ethical behavior and ethical 

behavior is a result of effective leadership. For this reason, the leader is 

responsible for establishing the ethical principles or norms that govern the 

behavior of people within the organization. This responsibility reflects the 

ethical leadership role of the organizational manager. This role is critical 

for effective leadership and long-term organizational success (Hitt, 1990, 

1). 

Ethics explains what the principles and values of a good behavior are 

from an ethical point of view, what a good life is from the point of view of 

happiness and well-being, and helps senior managers to make moral 

decisions (Fry and Slocum, 2008:m86-96). It is assumed that the personal 

values of a leader in organizations can affect his corporate beliefs, 

behaviors and decisions. These personal values are derived from the values 

prescribed by society. The discrepancy between personal values and 
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leadership pressure can make it difficult to meet institutional expectations 

(Mcchann and Holt, 2009: 211). 

Ethical leaders are not self-interested (egoism), but are concerned with 

the interests of their group (utilitarianism). However, this type of 

leadership, which is based on ethical principles in its behavior, respects the 

rights of its followers and treats them fairly. Ethical leaders involve their 

subordinates in decision making to promote fairness within the business. 

In addition, such participation facilitates the development and well-being 

of employees by contributing to the development of organizational culture 

(Zhu et al., 2004:16-26). 

Ethical leadership refers to loyalty to goals and core values, ethical 

behavior and ethical decision making. An ethical leader is a person who 

has to create an ethical atmosphere in his organization in line with the 

ethical decisions he makes (Hussein, 2007: 58). Ethical leadership 

behaviors in organizations; being supportive and helpful when a problem 

arises, behaving fairly when giving rewards, being open and honest in 

communication with people, making sacrifices for the benefit of others, 

expressing the importance of organizational values, displaying consistent 

behavior that accepts actions by establishing ethical standards for business, 

and disposing of individuals as ethical and unethical. situations such as 

holding accountable for their actions can be an example of ethical 

leadership behavior (Yukl et al., 2013: 38). 

The effects of the leader on individual behaviors and ethical climate 

occur indirectly in two different ways. The first of these is to increase trust 

in the leader, and the second is to ensure value harmony. The leader 

contributes not only to the formation of desired behaviors, but also to the 

formation of the individual's behaviors in the form of normative behaviors 

that are compatible with the organization by creating a role model. With 

the behaviors exhibited by the leader, individuals are not only informed 

that these behaviors are desired behaviors, but these behaviors are also 

developed, defined and activated as individual behaviors through value 

harmony. The fact that the behavior of the leader is compatible with the 

mission and vision of the organization increases the reliability of the leader 

in terms of the individual (Grojean et al., 2004: 229). 

Kalshoven et al. (2011) developed these by addressing the seven 

dimensions of ethical leadership behavior. These dimensions are; being 

fair, being people-oriented, delegation of authority, ethical guidance, job 
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description, honesty and importance given to sustainability. Table 5 

describes these dimensions and their definitions. 

Table 5: Ethical Leadership Behavior Dimensions 

Dimensions Definitions 

To be fair 

To treat everyone correctly and fairly, 

without discrimination, to make 

principled and fair elections 

Delegation of authority 

Giving a word to employees in the 

decision-making process and listening to 

their ideas and suggestions 

Job description 

Clarify what the expectations are from 

employees, their responsibilities and 

performance goals 

Being people oriented 
Caring, respecting and supporting 

employees in all matters 

Honesty 
Consistency of what they say and what 

they do, fulfillment of promises 

Ethical leadership 

Talking about ethics, explaining ethical 

rules, and rewarding and encouraging 

ethical behavior 

Importance given to sustainability 
Caring for the environment and nature 

and encouraging recycling 

Kalshoven et al., (2011: 54) 

As a result of the ethical behavior perceptions of the employees, it is 

understood that the ethical climate in the organization has a direct effect 

on the ethical behavior of the employees and managers and can be greatly 

affected by the attitudes and behaviors of the leaders in this environment 

(Cacioppe et al., 2008: 685). Managers who demonstrate leadership 

behavior in organizations can create an ethical organizational integrity 

with awards and various sanction systems by giving strong messages about 

ethical behavior and holding their employees responsible for their actions 

(Toor and Ofori , 2009: 544). The behavior of the leader; Communication 

of organizational expectations for the whole organization is a powerful 

communication tool in conveying cultural and climate values within the 

organization. By creating a role model, the leader has a strong influence 

on the ethical behavior of individuals. Especially the managers who are 

intertwined with the employees have more effects on the behavior of the 

employees. (Grojean et al., 2004: 228). 

However, even extremely immoral leaders, especially if they are 

followed, can be considered to engage in ethical behavior (Riggio et al., 

2010: 236). If the employees are suspicious of the moral behavior of the 
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leader, no matter how noble and well-prepared the leader's behavior is, the 

employees will not be affected and will fall short of achieving the 

organizational goals. Without ethical leadership, organizations lose their 

long-term efficiency and turn into soulless structures (Kanungo, 2009: 

258). By not supporting the formation of ethical codes and policies within 

the organization, the leader contributes to the formation of correct 

guidance towards individuals. The leader can be effective in creating an 

organizational climate with a weak ethical content, by approving and 

accepting unethical behaviors, by allowing and directing discouraging 

behaviors within the organization (Schwepker, 2001: 40). 

Ethical maturity is also important in ethical leadership behaviors. In 

order for a leader to be successful, he must have reached the level of ethical 

maturity. Ethical maturity requires the ability to make a right or wrong 

decision about a situation and to make the right choice by adhering to 

ethical values in decision-making processes. Ethical maturity is to be a role 

model for employees by using ethical principles and values in both 

business and private life (Duffield and McCuen, 2000). 

Unethical leaders, when evaluated in terms of moral person, are 

leaders who are dishonest, mistreat employees and base all their decisions 

on a financial basis. to make a profit by any means. The behavioral 

differences between the ethical leader and the unethical leader are shown 

in Table 6.  
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Table 6: Difference Between Ethical and Unethical Leaders 

Ethical Leader Unethical Leader 

They work for the well-being of people 

and strives for their improvement. 

Its first priority is to provide personal 

benefit. 

They are honest and reliable people. 
They engage in dishonest and distrustful 

behavior. 

They keep their promises and 

commitments. 

They change the promises and 

commitments given in line with their 

interests. 

They show fair treatment towards 

everyone. 

Their approach to people is unfair and in 

line with their interests. 

They trust people and their words. They may engage in inhumane acts. 

They help and serve others. They avoid helping and serving others. 

They have modest personality. They have arrogant personality. 

They distinguish between right and 

wrong. They protect people's rights. 

They encourage wrongful acts. They do 

not hesitate to violate the rights of 

others. 

They have strong character. They have weak character. 

They have sincere, loyal and transparent 

personality. 

They have unreliable and dark 

personality. 

Sharma et al. (2019) 
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