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development of both theory and practice in the field of education science. TOJNED accepts
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understand the new developments about teacher education. Submitted articles should be
original, unpublished, and not in consideration for publication elsewhere at the time of
submission to TOJNED. TOJNED provides perspectives on topics relevant to the study,
implementation and management of learning with technology.
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EDUCATION OF WOMEN IN OTTOMAN

Assoc. Prof. Dr. Nur Yeliz GULCAN
nuryeliz@gmail.com

Assoc. Prof. Dr. Oya ERTUGRULOGLU
oyaertugruloglu@gau.edu.tr
Girne American University
Turkish Republic Of North Cyprus

ABSTRACT

Education has an important place in human life. Education of women also has an important role to cultural
development in a society. In this study, it will be discussed the education of women and the systems of education
which changed from Tanzimat to Turkish Republic. In doing this, it will be mentioned both education of women
in the main land and in Cyprus during the Ottoman period. The Ottomans came to Cyprus in 1571. Between
1878 and 1960 the island of Cyprus was administered by United Kingdom and, in this period there were many
regulations in education like in all other areas. Therefore, the education of Turkish Cypriot women can be
divided into two periods; Ottoman Empire and United Kingdom period. The method of the study is literature
review, so the study is based on historical research.

Introduction

The history of education of women in Turkish educational system can be divided into two main parts: Before
and after accepting Islam. After conversion to Islam, the life styles and educational systems of Turks were
mainly changed. Before Islam, the basic qualities of women were “mother” and “heroism” in Turks. They have
equal rights with men. After accepting Islam, women began to lose their rights and to stay at home. Women has
become dependent on man. Before Tanzimat, the innovations in education aimed to opening military schools.
Until Tanzimat women’s rights highly restricted in the Ottoman. The basic philosophy of the Ottoman Empire
was to educate the young people to help them to be a better person. As the basis of their approach, in the
occuppied areas the Ottomans restructed and administered the social life and the education institutions according
to Islamic religion and culture. By the way, they used to bring a new system by using the history of the
civilisations before them and enriched their own culture with such knowledge as well (Hallagoglu, 1989: 71).

In 1839 Tanzimat Firman was declared by Mahmud II. Tanzimat was a period that included many reforms to
modernize Ottoman state and society. This reforms were a series of edicts declared between 1839 and 1876.
Although there was no article which was concerned directly education in the Tanzimat Firman, the reform
movements began in the field of education. Because, the success of the reforms mentioned in Tanzimat Firman
could only be possible by education. During the Ottoman, women could only attend primary schools (Sibyan
schools), there was no need another education. Formal education was began in Tanzimat Period for Turkish
women. “The modernization of the military was partly based on the French model and education was a further
area which would be similarly influenced” (Smallwood, 2002:13). For example, in 1869 General Education Law
(Maarif-i Umumiye Nizamnamesi) was prepared under the influence of Duruy law of France (Kurnaz, 1991:4).
Duruy law was enacted 1867 for primary education by Victor Duruy in France, minister of public education.
“Duruy argued that the influence of the mother on her children was too great to be ignored. He asserted that the
state would have to give greater attention to women's education in the future if it hoped to improve the overall
success of education in France" (Horvart, 1975: 86). After enacted 1869 General Education Law (Maarif-i
Umumiye Nizamnamesi), some of the most radical changes were made in education system. This law consists of
5 sections and 198 article. According to this law, general schools in Ottoman were divided into three main
classes: primary (Sibyan), secondary (Rushdie, idadi, Sultani) and High schools (Dariilfiinun).

In general all educational institutions except Enderun were called Madrasa in Ottoman. Enderun was a palace
school for the Christians of the Ottoman Empire. Palace education had a special place in Ottoman. There were
three schools in the palace; Enderun mektebi (Only boys used to be attend to gain manager trained), Harem or
Duhteran mektebi (This school was contributed to education of girls who brought to the palace) and Sehzadegan
mektebi (primary school for princes). Until Tanzimat period, there were only two formal educational instutions
in Ottoman. These were Sibyan schools and madrasas. “The madrasa system inherited from the Seljuk Turk
continued in existence augmented by the contributions of the Ottomans” (Ihsanoglu, 2004: 4). In this study, it
was not examined all educational instutions in Ottoman; it was only mentioned schools which women were
educated.
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Sibyan Mektebi (Primary Schools)

Sibyan schools were primary schools and they were also called neighborhood schools. These schools used to be
found near a mosque. Education was free and compulsory in these schools. In these schools, basic principles of
Islam, reading, writing and mathematics were taught. Five or six years old boys and girls attended Sibyan
mektebi (primary schools) and they educated together. However, after graduated primary schools, girls could
not attend any school. On the other hand, boys could attend Madrasa. In 1876 there were 290 sibyan mektebi in
Ottoman (Kurnaz, 1991:6). Sibyan mektepleri was reorganized during the Tanzimat. These schools were called
Iptidai schools during the Mahmud II. “Primary education was not required by law until 1876. By 1883, there
were 224 State sibyan schools for girls in Istanbul: with a total of 11, 132 pupils” (Smallwood, 2002:16)

Inas Rushdies (Middle Schools For Girls)

In Ottoman secondary education system was divided into three schools; Idadi, Rushdies and Sultani. Inas
rushdies were the women’s middle school in Ottoman. The first rushdie for girls, named Cevri Kalfa inas
Rushdie, was opened in 1859 in Istanbul (Akyiiz, 2004:151). Dariilmaarif was another important Inas Rushdie,
founded in Istanbul by Bezmialem Valide Sultan who is the mother of Abdiilmecit. This school was opened to
train students for Dariilfiinun. The opening of Inas Rushdies (secondary schools for young women) was a very
significant development in the Turkish history of education. In these schools religion, history, geography,
Arabic, Ottoman language grammar, sewing were taught. The duration of education was four years in these
schools. There were two Inas Rusdies in cities; one of them for Muslims students and the other for non- Muslims
students. “In the 1894-95 school year, of the 2,028 girls registered in Istanbul Rushdies schools, 46 gained a
diploma, whilst 440 left for various unspecified reasons” (Smallwood, 2002: 17).

High Schools

Idadis were another secondary schools in Ottoman. The first Idadi for girls was opened in 1880 in Babiali. This
school was the first example of high school education for girls. “The intention was to teach European languages
and feminine accomplishments such as music and embroidery in these schools. It was closed down after two
years due to lack of interest” (Smallwood, 2002: 18). Turkish women could not attend higher education until
constitutional period. The length of secondary education was made seven years that a combination of the four
years of the Rushdie schools and the three years of the idadi schools.

Darulmuallimat (Girl’s Teacher Training College)

In 1869 General Education Law (Maarif-i Umumiye Nizamnamesi) was enacted. After this law, to train teachers
for girls primary schools and Inas Rushdies, Dariilmuallimat was opened in 1870. Dariilmuallimat was the girl
teacher training college. The duration of education was three years. 32 students enrolled in the school for the first
time, but only 20 students graduated from the school. The number of graduated students has decreased every
year compared to the number of registered students. (Kurnaz, 1991: 24-27). Dariilmuallimat was the highets
education instution for girls until the Dariilfiinun was opened.

Darulfunun (University)

The idea of Dariilfiinun appeared in 1846, but it was started in 1863. Dariilfiinun was used to refer university,
because of accepting students who graduated from Rushdies, actually it was not at the same level of the
university. Dariilfiinun was reopened the name of Dartilfiinun-i Sahane in 1900 (Akyiiz, 2005: 217). However,
Turkish women could not attend higher education until constitutional period. The first university for girls, Inas
Dariilfiinun was opened in Istanbul in 1915. Students who passed entry exam was accepted to this school.
“Presumably they would have been expected to match the proficiency of the graduates from the Dariilmuallimat”
(Smallwood, 2002: 26-27). Inas Dariilfiinun was closed in 1921 because of female students’ boycotting.

The Education System In Cyprus During The Ottoman Empire

The education is one of the most essential aspects of life for the Ottomans. They bought their education system
where they went (Ozkan, 2010:1983). So they brought their education system to Cyprus when they came to
Cyprus in 1571. Until 1878 in order to improve the social life and cultural structure The Ottomans considered
special importance to education and they placed their own system in every region and territories they occupied in
Cyprus.

In Ottoman Empire the education system was funded by the State Foundations (Vakiflar) until the period of
Tanzimat. So The Ottomans caarried out the same political issue in Cyprus as well and they gave the
responsibility of the education system to the State Foundations, independently seperated from the other state
issues (Hagim, 1986:112).
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So when the Ottomans occupied Cyprus, they established State Foundations and thruogh them they formed the
formal and informal education sytems. In formal education system the schools were Sibyan schools, Iptidai
schools, Rushdies and Madrasas. On the other side dervish lodge, mosque and library were the institutions which
formed the informal education system (Atalay, 2002: 29).

In 1869 General Education Law (Maarifi Umumiye Nizamnamesi) was enacted. According to this law,
education system was improved. So after this law the state schools were established in 3 sections; primary,
secondary and high schools. The name of the institutions for primary schools were Sibyan mektepleri, Iptidai ve
Rushdie, for secondary schools the name of the institutions were Idadi ve Sultani and for higher education
Dariilfunun and Vocational High schools were formed (Akt. Demirtas, 2007:177).

Sibyan Schools In Cyprus During The Ottomans Period

Just like in Turkey in Cyprus Island during that times a Turkish Cypriot girl can go to “Sibyan Schools” or in
other words neighborhood schools (Local primary school in the hood). Pupil started their education at the age of
5-6 until the age of 13-15 at Sibyan schools (Ergiin: 2004:1). At first in those schools they gave only the writing
lessons, then they started to give basic knowlege about Islam religion. Until they graduate, the students should
learn to read the Kur’an by heart. This should be in three years until the age of 10. After they finished Kur’an
they could study for more three years and could study grammer, speaking, literature and history lessons as well.
These schools were shut on Thursday afternoons as well as on Fridays (Demirtag, 2007:176). On the other hand
the citizens of Cyprus who were not Muslim can go to these schools as well. After Sultan II. Mahmut’s firman
which is called Talim-i Sibyan it was made compalsory for 4-7 years old childeren to go to Sibyan schools
(Unat, 1964:74).

After the Ottoman occupied Cyprus island the first education institution formed by the State Foundations was
Ayasofya Sibyan Mektebi (1571-1600). During the Ottoman period in Cyprus there were education institutions
which did not belong to State Foundations, instead they were formed by special persons (eg. philanthropist) and
other formal institutions (Atalay, 2003: 53).

The first Rushdie school opened in Cyprus during the Ottoman was Ilmiye Mektebi or it was called Rushdie of
Selimiye as well in 1860. Rushdie schools were at the same stage of secondary schools and their education
period was 3 years (Behget, 1969:144). With Rushdie schools the education system started to be the class system
with the desks and rows (Kibris'ta Tiirk Eserleri, 1982: 13). But the Turkish Cypriot girls could not go to these
Rushdie schools at that time.

Iptidai Schools In Cyprus During The Ottoman Empire Period

According to the General Education law the students study writing, and reading, history, maths, geography,
religious knowledge for 3-4 years at the Iptidai schools. According to Kodaman (1991: 27), during Tanzimat
period Iptidai schools started to give education beside the sibyan schools. Because they realised that the sibyan
schools were not sufficient. So instead of traditional methods a new education method (Usul-i Cedide) was
started to be used in Idadi schools and at Sibyan schools as well (Akt. Gokmen, 2006:152-153).

According to Akytiiz (2008), after this reform they began to use desks and rows in the class-rooms. On the other
hand, teacher’s desks, maps and black boards were used as training tools as well. He added that, through these
reforms, the student’s capasity were upgraded, they progresed and the teachers posessed very special features, by
the way they began to be paid salary.

Education In Cyprus During The British Administration Period

When the United Kingdom Hired the Cyprus island from the Ottomans in 1878, a few years later in 1880 they
reformed and established a new educational system. And They seperated the educational system of Turks and
Greeks. They founded Letkosa Turkish Educational Commetee. The British administration formed a new
Education Law in 1920. Through this law they took the control of the education system. But the Greek people
rioted against this new Education law in 1931. So, English administration put strict regulatios and bans. After
these regulations the Turks and Greeks couldn’t bring books from Turkey and Greece. Instead English History
would be given in schools and Royal family song would be sang and English flag would be hoisted. And the
teachers from Turkey and Greece would not come to Cyprus any more (Feridun, 2002: 69; Akt. Temiz,
2009:635).

Before this law, when Cyprus Island hired by United Kingdom in 1878, the number of Schools in Cyprus were
65 Sibyan, 7 Medrese and 1 Riisdiye which belonged to State Foundations. At that time, there were 114 teachers,
in those schools; 47 of them came from Turkey, 47 came from State Foundations and 20 came from the villages
(Siiha, 1971: 44).
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By the time passed The Engilish administrations lower the number of schools through new regulations in every
10 years. So, in 1900 the number of Sibyan schools were 14, in 1910 it would be 11 and in 1919 it was 6
(Behget, 1969: 82). Until 1920 schools in Cyprus were financially sponsored By The Ottoman Empire. Then
after the new Education Law, United Kingdom cut off the connection with Turkey. In 1905 Sibyan schools were
upgraded from 4 years to 5 years. And until 1935 the curriculum would be same with Turkey. So the Alphabet
Revolution would be implemented in 1929 while it was formed in 1928 in Turkey. And other implemantations
were made, like Kur’an-i Kerim and other Religous lessons cut off from curriculums at the same time as Turkey
(Weir, 1952: 72).

In 1935 through the Education Law (Maarif Kanunu —Tevhid-i Tedrisat) Sibyan schools were closed and instead
of them primary schools were opened. And the duration of education of the primary schools was upgraded from
5 to 6 years. But when the curriculum changed, English people used this situation and brought their own
curriculum (Siiha,1971: 44).

Until 1943-1944 education year there was only one secondary school in Nicosia, then Turkish Cypriots opened
new schools in other teritorries as well. When Victorian Girls’ School (Viktorya Islam Inas Sanayi Mektebi) was
established in Nicosia at 1901, its education level was at the secondary school level, but in 1952 it was upgraded
to a Lycee.

The Education Of Turkish Cypriot Women In Cyprus

Through the Treaty 1878 United Kingdom took the administration of Cyprus island. From 1878 until 1960
Cyprus was administered by United Kingdom. During those years there were so many regulations in every area,
including education on the island. Through these regulations in education new schools were opened. On the
other hand, when the British administration took the control of the education in Cyprus they established the
“Muslim Education Committee” in 1884. In 1896-1898 this committee was planning to open Lycee (Idadi) and a
girls’ school at the stage of secondary school. One of these schools and the most important one for the girls was
Victorian Girls’ School. Both these schools were opened by “The Muslim Education Committee” (Dedecay,
2008: 21). After the establishment of Lycee of Cyprus in 1897, The Muslim Education Comittee decided to
open a girls’ school and diceded to give sewing and embriodery lessons. For this school they diceded to use the
same program for Rushdie’s as well, and it was at the same stage as the secondary education, thus the girls could
not go to, after they graduate from Sibyan schools, until Tanzimat Firman in Turkey (Behget, 1969:114-115)

On the other hand although the first girl schools established in 1778, the first girls secondary school (Girl’s
Rushdie) opened in Turkey in 1862 (Yaraman, 2001, s.29).

Victorian Girls’ School (Viktorya Islam Inas Sanayi Mektebi)

The British administration and The Turkish philantropists came together to cover the construction costs of the
Victorian school, in return English colonial administration requested the school should be named after Queen
Victoria. The Victorian Girls’ School was established in 1901 and started its educational activities in 1902.
Before that time, The Turkish Cypriot girls could not go to school after they graduate from sibyan schools. So it
was an important improvement especially for the Turkish Cypriot girls for that time. After the school opened in
1902, the first students graduated from the Victorian Girls’ School in 1904-1905. The graduated students had a
chance to be assigned as a teacher at the school as well. (Onge ve Kanvaz, 1977: 9). Up until 1925, the education
period was 3 years, then later it was increased to 4 years (Capa, 2016: 101). 90 pupils were educated at the
school and the education period was increased to 6 years in 1935 (Dedegay, 2008: 32- 50).

Victoria Girls” School played an important role in the history of the educaion of Turkish Cypriot women. Thus,
this school both changed the statues of women and had a positive impact on the development of the society. In
addition, this school had took an important role in adoption of the Atatiirk’s Revolutions.

Conclusion

Changes in the educational system have also led to a change of the status of women in society. After accepting
Islam, the status of Turkish woman in society began to change and they began to lose their effectiveness in
society. Until the establishment of Turkish Republic women were neglected in all areas included education.
During the Ottoman, women could only attend primary schools (Sibyan schools), there was no need another
education. Formal education was began in Tanzimat Period for Turkish women. Although there was no article
which was concerned directly education in the Tanzimat Firman, the reform movements began in the field of
education. Because, the success of the reforms mentioned in Tanzimat Firman could only be possible by
education. After enacting General Education Law (Maarif-i Umumiye Nizamnamesi) in 1869, the first girl
teacher school (Dariilmuallimat) was opened. On the other hand, Turkish women could not attend higher
education until Constitutional period. Although from the Tanzimat to the Republic there were some regulations
in education and new schools were opened for women, Turkish women gained the right to education and place
they deserve in society in Turkish Republic. Today, women access to education easier than previous generation.
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ABSTRACT

The aim of this study is to examine middle school students' attitudes towards science course. This study is a
quantitative research. Science Attitude Scale was used as a data collection tool in the study. The population of
this study consists of secondary school students in a school in TRNC. The sample of the study of 70 students.
The study data were analyzed with IBM SPSS Statistics 26.0 program.

At the end of the study, it is seen that 57.1% of the students "strongly disagree" with the statement "I would be
happy if the topics in science lessons were reduced". This shows that students are dissatisfied with the reduction
of topics in science courses. In addition, 2.9% of the students "strongly agree" with the statements "Science is
one of my favorite subjects”, "I like science the most among the subjects" and "If possible, I would take another
subject instead of science". This shows that students have a positive attitude towards science and that they like or
prefer science courses. These rates reflect students' attitudes towards science. The proportions of students'
negative or positive responses to some statements can be evaluated to understand their attitudes towards science.
This information can be an source for understanding how science is perceived among students and students'
attitudes towards science. It was tested whether the difference between the groups according to gender was
significant or not and it was seen that the difference between the groups according to gender was not significant.
It was tested whether the difference between the groups according to the class variable was significant or not and
it was seen that the difference between the groups according to the class variable was not significant.

Keywords: Science course, students, attitude.

1. Introduction

1.1. Problem status

Science education is an important field of education that helps students develop their scientific thinking skills by
providing them with basic knowledge about natural sciences. Science education enables students to develop
scientific thinking skills such as problem solving, analytical thinking, observation, data collection and analysis.
These skills increase students' ability to solve problems they encounter not only in science lessons but also in
their daily lives ( Bayar, 2023) . Science education gives students the ability to understand and interpret natural
phenomena. Students who learn science such as physics, chemistry and biology have the ability to explain what
is happening around them by better understanding the events occurring in the universe and the laws of nature (
Boz & Ozcan, 2023) .

Science education gives students the ability to apply scientific knowledge in real life. Students can put scientific
thinking into practice by using the knowledge they learn in science classes in laboratory experiments, research
projects or in their daily lives (Lesinger, Oytun and Y1nal, 2019). Science education is important to keep up with
technological developments. Science includes many principles that form the basis of technology ( Balat et al.,
2023) . Science education therefore provides students with the ability to adapt to technological advances and
enter science and technology-based jobs in their future professional careers. Science education raises students'
awareness of the environment and sustainability. Subjects such as the protection of nature, sustainable use of
resources and finding solutions to environmental problems are handled with science education and
environmental awareness of students is developed ( Balim & Aydin, 2009) .

Examining students' attitudes towards science course enables us to understand how much interest students follow
the course, their attitudes towards course materials, their motivation to learn and the factors that can affect course
success. This analysis is an important step for the effective teaching and learning of science ( Karali et al., 2023)
. Based on this information, the problem sentence of this study is “The attitudes of middle school students
towards science lesson. how is it?”” has been determined.
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1.2. Purpose of the research
The aim of this study is to examine secondary school students' attitudes towards science lesson. The sub-
objectives created within the scope of the research are as follows:

e  What is the distribution of Science Lesson Attitude status?

e the Science Lesson Attitude Scale level?

e I[s there a relationship between the Science Lesson Attitude Scale and gender?

e s there a relationship between the Science Lesson Attitude Scale and the class variable?

1.3. Importance of research

Students' attitudes towards the science lesson may reflect how willingly they follow the lesson and how much
they participate in the learning process. Students with positive attitudes will tend to be more motivated and put in
more effort. Students' attitudes towards science lessons may also reflect their attitudes towards course materials.
Understanding students' attitudes towards science is important for improving the educational approach. Attitudes
of students towards science course can affect course success. Students with a positive attitude will tend to be
more active and participatory and will focus better on course materials. Analysis of attitudes helps us develop
strategies to increase student achievement. Examining students' attitudes towards science is important for
improving student guidance and support services. For this reason, it is thought that this study will guide both the
literature and the teachers who teach science.

1.4. Limitations
This work;
e  With the sources used in the research;
e  With the volunteer students participating in the research;
e  The scale used in the research was limited to the questions.

1.5. Definitions

Science Course: It means a course that teaches students natural sciences, that is, disciplines such as physics,
chemistry, biology. ( Sener et al., 2023).

Attitude: Defined as a combination of feelings, thoughts, and behaviors that a person has towards a particular
subject or situation. (Sahin et al., 2023).

2. Theoretical Framework

2.1. Science lesson

Science is a course given to middle school and high school students in the Turkish education system. Science is
an acronym for "Physics, Chemistry, Biology". This course aims to convey the basic information about natural
sciences to students. Science lessons generally focus on understanding the basic concepts, principles and natural
phenomena of science ( Dogan, 2010) . It offers students the opportunity to develop scientific research methods,
laboratory skills and scientific thinking abilities. The course content usually covers physics, chemistry and
biology ( Shirtsiz & Bulut, 2007) . Physics studies subjects such as matter, energy, force and motion. Chemistry
focuses on elements, compounds, chemical reactions and molecular structures. Biology, on the other hand, deals
with the structure, functions, diversity and evolution of living organisms ( Tatar and Bagriyanik, 2012) .

Science coursework can often include theoretical knowledge as well as laboratory experiments, observation and
research work. Students are provided with practical experiences so that they can understand the sciences and use
this knowledge in their daily lives. Science course provides an important opportunity for students to develop
their scientific thinking, analysis, problem solving and critical thinking skills ( Bakirci et al., 2023) . In addition,
gaining competencies in the field of science is also important for future career opportunities in today's world
where technological advances are happening rapidly ( Tekbiyik & Akdeniz, 2008) .

2.2. Attitude in Science Education

Attitude is defined as the combination of feelings, thoughts and behaviors that a person has towards a particular
subject or situation. Attitude refers to an internal state that affects a person's tendency to make a positive or
negative evaluation, beliefs, expectations and behaviors (Sahin et al., 2023). Attitudes serve as guides that reflect
people's worldviews, preferences and attitudes. For example, we may display different attitudes towards a
subject such as interest, love, tolerance, indifference, negativity or hatred. Attitudes are important factors that
affect people's decision-making processes, social relations and behaviors ( Badem & Akyol, 2023) .

Some factors that you can consider when examining students' attitudes towards science lesson (Senol et al.,
2007; Haciomeroglu & Sahin, 2010; Hanger & Yalgin, 2007) :
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Engagement and motivation: Students' interest and motivation towards the science lesson affects how willingly
they follow the lesson and how much they participate in the learning process. You may be attributing students'
interest in course content and topics to their daily lives, which they associate with science.

Attitudes towards learning materials: Students' attitudes towards materials (textbooks, visuals, videos,
experiments, etc.) used in science lessons are also important. The fact that these materials are found interesting,
understandable and effective by the students can positively affect the attitude towards the science lesson.

Teaching methods and teacher influence: Students' attitudes towards science lesson can also be related to
teaching methods and teacher's attitude and influence. Students are more likely to have a more positive attitude
in a classroom setting where the lesson is interactive, participatory and engaging.

Achievement expectations: Students' expectations of success in science courses can affect how much they care
about the course and how much effort they put into it. Students with a high sense of self-confidence,
achievement expectation, and self-efficacy generally have a more positive attitude towards science.

Functionality of science lesson: Students' ability to associate science lesson with their daily lives and
understanding the functionality of the lesson enable them to find the lesson more meaningful. An approach that
emphasizes practical applications of science, real-world examples, and problem-solving skills can make students
find the lesson more interesting.

3. METHOD

3.1. Research Model

This study is a quantitative research. Quantitative research refers to a systematic empirical approach used to
collect and analyze numerical data to understand and explain phenomena. It involves collecting data that can be
digitized, statistically analyzed and interpreted to draw conclusions or test hypotheses. Quantitative research
generally follows a structured research design and uses specific data collection methods such as surveys,
experiments or secondary data analysis (Karasar, 2011).

3.2. Universe and Sample

The universe of this study consists of secondary school students in a school in TRNC. The sample was
determined by purposive sampling method. Purposeful sample is the sample of participants selected for a
specific purpose or goal in a research. Purposeful sampling involves the researcher selecting participants based
on certain criteria or characteristics while sampling in order to better understand the characteristics or behaviors
of a particular population (Karasar, 2011). In this direction, the sample of the study consists of 70 students.

3.3. Data Collection Tools

The Science Lesson Attitude Scale was used as a data collection tool in the research. The Cronbach's Alpha (o)
reliability coefficient of the scale developed by Akinoglu (2001) was determined as 0.89. In the attitude scale,
there are positive/negative sentences stating 20 judgments about students' attitudes towards science lesson. The
scale, which consists of statements that determine whether students like the science lesson and whether they like
to do activities related to this lesson, is in a 5-point Likert type. The Likert scale is used to determine to what
extent the respondent approves of the judgments about a research. The respondent is given a 5-point and
balanced (equally spaced) scale about judgment (Kartal, 1998).

3.4. Analysis of Data

Study data were analyzed with IBM SPSS Statistics 26.0 program. SPSS is a software package used for
statistical analysis and data mining. Researchers, analysts, and students often choose SPSS for data analysis in
fields such as social sciences, health sciences, and business.

4. Findings

4.1. Demographic Information
Table 1 contains information about the students.
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Table 1. Frequency and Percentage Distribution of Students' Information (N=70)

N %
Woman 39 55.7
Gender Male 31 443
6th grade 22 314
Class 7th grade 32 45.7
8th grade 16 22.9
total 70 100.0

Accordingly, 55.7% of the students are female and 44.3% are male. 45.7% of the students are 7th grade students,
31.4% are 6th grade students and 22.9% are 8th grade students.

4.2. Findings on Science Course Attitude
Table 2 shows the distributions for the Science Lesson attitude.
Table 2. Distributions for Science Lesson Attitudes (N=70)

I strongly I do not I'm Absolutely 1
. . I agree
Parameters disagree agree undecided agree
N % N % N % N % N %
Science 28 400 24 343 8 114 8 11. 2 2.9
is one of my favorite subjects. 4
the subjects in science lessons 40 57.1 18 257 10 143 2 29
were reduced.
Engaging in science class 26 37.1 26 371 12 17.1 6 8.6

entertains me

20 286 22 314 20 286 8 11.
I get bored when I study science 4

I enjoy having science class 24 343 20 286 18 257 4 57 4 5.7
make me think .

14 200 24 343 20 28.6 8 1l. 4 5.7
I'm scared in science class 4

20 2866 28 400 8 114 1 14. 4 5.7
It is the best of science classes. 0 3
I don't like science class. 18 25.7 26 371 18 257 4 57 4 5.7
I enjoy solving a science class 1 14
problem. 28 40 12 171 14 20 0 3
Anything related to science 24 343 30 429 14 200 2 29
interests me.
If they let me, I will remove all 26 37.1 18 257 14 200 4 57 8 11.4
science
classes in school.
science the most 22 31.4 18 257 28 40.0 2 2.9
If possible, I would take another 14 20.0 18 257 30 429 6 8.6 2 2.9
class instead of the science class.
science lesson homework 36 51.4 12 17.1 10 143 6 8.6 6 8.6
without getting bored and
with pleasure
I shy away from science class 22 314 26 371 14 200 8 11.4
Science subjects
are not subjects I am interested 1 14
in. 28 40 12 171 14 20 0 3 6 8.6
with science subjects in my spare 36 51.4 12 17.1 10 143 6 8.6 6 8.6

time
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I don't believe that reading a 22 31.4 26 37.1 14  20.0 8 11.4
book about science is

a very useful job.

I like the classroom work and 28 40.0 12 17.1 14 20.0 1 14 6 8.6
activities in the science lesson. 0 3

Thinking in science class is 2 2.9 8 114 18 257 1 22. 26 37.1
boring. 6 9

The subjects in science lessons

were reduced ” was 57.1% of the highest participation (N=40).

The lowest participation expressions are “Science lesson is among my favorite subjects ”’; “Among the courses, I
like science the most.” And it was seen that the statements "I would take another course instead of the science
course if possible" were at the level of "strongly agree" with 2.9% (N=2).

4.3. Analysis of the Mean Scores of the Science Lesson Attitude Scale Level

Table 3. Distribution of Mean Scores of Science Lesson Attitude Scale Level (N= 70)

Parameters < s
Science class is one of my favorite subjects. 2.0286 1.11604
I would be happy if the subjects in science lessons were reduced. 1.6286 0.83703
Engaging in science class entertains me 2,0571 1,15327
I get bored when I study science 2.2286 0.99523
I enjoy having science class make me think . 2,2000 1.14967
I'm scared in science class 2.4857 1.11307
Science lessons are the best. 2.2857 1.19350
I don't like science class 2.2857 1.09204
Anything related to science interests me . 1,9143 0.81192
If they let me, I will remove all science classes in school. 2.2857 1.33126
, I like science the most. 2.1714 0.97760
If possible, I would take another class instead of science. 2.4857 1,00351
science lesson homework without getting bored and with pleasure 2,0571 1,33932
I shy away from science class 2.2286 1,22972
I enjoy solving a science class problem. 2.2286 1,22972
Science subjects are not subjects I am interested in. 2.3429 1,36079
I like to deal with science subjects in my spare time. 3,8000 1.14967
reading a book about science is a very useful job. 2,0571 1,33932
I like the classroom work and activities in the science lesson. 2.2286 1,22972
Thinking in science class is boring. 2.3429 1,36079
AVERAGE 2,6700 1,15000

In Table 3, the average score distribution of the Science Lesson Attitude Scale level is given. Accordingly, it was
determined that the average of the attitude level calculated out of five was 2.67+1.15. Strongly disagree "1",
strongly agree "5" with the highest (3.80+1.14) mean "I like to deal with science subjects in my spare time",
whereas "Science" with the lowest (1.62+0.82) mean I would be happy if the subjects in the lessons were
reduced”.

4.4. Descriptive Analyzes Between Demographic Variables and the Science Attitude Scale
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In Table 4, the results of the analysis in which the science lesson attitude scale scores are compared according to
gender are given.
Table 4. Comparison of Science Lesson Attitude Scale Scores by Gender

Gender n Median (IQR) Group Comparison
Woman 39 47.33 (10.43)
p>0.05

It was tested whether the difference between the groups according to the gender variable of the Science Lesson
Attitude Scale scores was significant, and it was seen that the difference between the groups according to the
gender of the scale scores was not significant (p>0.05). Accordingly, it can be said that the attitudes of male and
female students towards science lesson are at a similar level.

In Table 5, the results of the analysis in which the science lesson attitude scale scores are compared according to
the class variable are given.

Table 5. Comparison of Science Lesson Attitude Scale Scores by Class Variable

Class n Median (IQR) Group Comparison
6th grade 22 47.45 (11.75)

7th grade 32 46.84 (9.11) [1107=10.59; p=943
8th grade 16 46.31 (10.33)

p>0.05

It was tested whether the difference between the groups according to the grade variable of the Science Lesson
Attitude Scale scores was significant, and it was seen that the difference between the groups according to the
grade variable of the scale scores was not significant (p>0.05) . Accordingly, it can be said that the attitudes of
the students towards the science lesson are at a similar level, regardless of class.

Conclusion and Recommendations

At the end of the research, it is seen that 57.1% "strongly disagree" was answered to the statement "I would be
happy to reduce the subjects in science lessons". This shows that students are dissatisfied with the reduction of
subjects in science lessons. In addition, 2.9% of the respondents "strongly agree" were given to the statements
"Science is among my favorite subjects", "I like science the most" and "I would take another course instead of
science if possible". This shows that students have a positive attitude towards science lesson and they like or
prefer science lesson. These ratios reflect students' attitudes towards science lesson. The negative or positive
reaction rates of students to some statements can be evaluated to understand their attitudes towards science
lesson. This information can be an important resource for understanding how science is perceived among
students and students' attitudes towards science.

Information was given about the average score distribution of the Science Lesson Attitude Scale and the average
of the attitude level. It was determined that the average of the attitude level calculated out of five was 2.67+1.15.
The highest mean score belongs to the statement "I like to deal with science subjects in my spare time", and the
mean score given to this statement was determined as 3.80+1.14. This shows that students generally like to deal
with science subjects in their spare time. The lowest average score belongs to the statement "I would be happy to
reduce the subjects in science lessons", and the average score given to this statement was determined as
1.62+0.82. This shows that students are generally not happy or dissatisfied with the reduction of subjects in
science lessons. This distribution of scores and mean values reflect students' attitudes towards science lesson and
their reactions to different expressions. Analysis of students' attitudes towards science is important information
to understand the science education process, to make improvements when necessary, and to increase students'
motivation.

It was tested whether the difference between the groups according to the gender variable in the Science Lesson
Attitude Scale scores was significant, and it was seen that the difference between the groups according to the
gender of the scale scores was not significant . Based on these results, it can be said that the attitudes of male and
female students towards science lesson are at a similar level. In other words, it is seen that gender does not have
a statistically significant effect on science lesson attitudes. Such analyzes allow researchers to understand how
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attitudes towards science change by gender and to identify differences in attitudes among different groups. In
this case, it can be said that male and female students show a similar level of interest in science, since as a result
of the analysis, it is seen that gender does not have a significant effect on attitudes towards science.

It was tested whether the difference between the groups according to the grade variable of the Science Lesson
Attitude Scale scores was significant, and it was seen that the difference between the groups according to the
grade variable of the scale scores was not significant. Based on these results, it can be said that students' attitudes
towards science lesson are at a similar level regardless of class. In other words, it is seen that grade level does
not have a statistically significant effect on science lesson attitudes. Such analyzes allow researchers to
understand students' attitudes towards science at different grade levels and to identify differences in attitudes
between classes. However, in this case, it can be said that the students exhibit similar attitudes at different grade
levels, as it was seen as a result of the analysis that the grade level did not have a significant effect on the
attitudes towards the science lesson.

Here are some suggestions to help students develop positive attitudes towards science:

Explaining the importance of science lesson to students: It is emphasized how science lesson is related to daily
life and why it is important. It should be noted that science forms the basis of technologies used in daily life and
plays a critical role in finding solutions to problems.

Provide hands-on experiences: Students should be offered hands-on experiences such as laboratory experiments,
observation activities, field trips to embody science topics. This will help students find their science lessons
more interesting and meaningful.

Using relevant and interesting materials: Interesting videos, images, animations and interactive materials should
be used in the lessons. This will attract students' attention and increase their motivation to learn.

Encouraging student participation : Students should be encouraged to participate actively in the classroom.
Students should be actively involved in science subjects by asking questions, organizing group work, or allowing
for discussion.

Students should be shown real-world applications of science: Students should be attracted by explaining real-
world applications of science with examples. For example, the use of science in environmental protection,
energy efficiency or health should be demonstrated.

Encourage students' questions: Encourage students to ask questions about the science lesson and seek answers to
these questions. It should be ensured that students discover the subjects they are curious about and understand
the science lesson more deeply.

Positive feedback and rewards should be used: Students' success in science should be recognized and
appreciated. Motivation of students should be increased by giving positive feedback. In addition, students should
be encouraged to develop positive attitudes by creating reward systems based on their achievements.
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ABSTRACT

Despite the growing popularity of social media platforms in Morocco, more was needed to know about the factors
influencing the adoption of Facebook as an innovative communication tool in the country. This study aimed to
identify why Moroccans adopted the Facebook platform as a primary communication tool and how they used it
for their personal and professional communication needs. The diffusion of innovation theory by Rogers (1962)
would provide a framework for recognizing the elements that affect the adoption and spread of Facebook as a
communication tool in Morocco.

A qualitative study design was used for the purpose of this study, using semi-structured interviews to collect and
analyze data from a sample of Facebook platform users in Morocco as well as allowing for an in-depth exploration
of the factors influencing the adoption of the Facebook platform and the motivations behind users' adoption and
use of the platform. It also explored the factors influencing the diffusion of the Facebook platform as an innovative
communication tool in Morocco, specifically focusing on user adoption and motivations. Knowing that Facebook
platform has gained popularity rapidly over the past decade in Morocco, becoming the most popular social
networking site in the society.

The study was expected to discover that convenience, socialization, and cultural values play a significant role in
the diffusion of the Facebook platform in Morocco. Also, it revealed that Moroccans adopted the Facebook
platform for various purposes, including personal and professional networking, socializing, and keeping up with
current events. The findings are employed in comprehending the variables in adopting creative messaging devices
in Morocco, which has important implications for businesses and organizations utilizing the Facebook platform
for communication and marketing so that businesses and organizations could better tailor their communication
strategies to meet the targeted audience's needs.

Keywords: Diffusion — Facebook — Innovative Communication — Morocco

Introduction

The Facebook platform has become a ubiquitous communication tool today, connecting people worldwide through
its innovative platform (Baruah, 2012). In Morocco, the Facebook platform has rapidly gained popularity over the
past decade, becoming the country's most popular social networking site (Chebib & Sohail, 2011). More than 25
million Moroccans used Facebook as of January 2023, making up almost 66% of the nation's whole
population (Noubiap et al., 2023). The Facebook platform is an effective communication tool in Morocco due to
this high level of adoption, although the causes of this are yet unknown.

Researchers from various disciplines have been interested in the study of the acceptance and diffusion of new
technology (Ramiz, 2023). The adoption of new technologies has been extensively studied using Rogers’s (1962)
theory on the diffusion of innovations. According to the theory, several variables, including the characteristics of
the innovation itself, the communication channels used to spread the innovation, the social system in which it is
disseminated, and the characteristics of the adopters, all have an impact on how quickly new technologies are
adopted (Oliveira & Martins, 2011).

The outcomes of the study would be useful in understanding the factors that influence the adoption of innovative
methods of communication in Morocco. For companies and organizations that use Facebook as a communication
and marketing tool, this study might also have significant effects.

Businesses and organizations could better adjust their communication strategies to match the needs of their target
audience by comprehending the reasons behind Moroccans' adoption and use of the Facebook platform.

Diffusion
Information or ideas circulate within a social system or population through diffusion. This can involve the adoption
of new behaviors, the propagation of rumors, the diffusion of knowledge, and the sharing of ideas (Vargo & Akaka
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& Wieland, 2020). It is a well-known concept that clarifies how ideas and information circulate within a social
organization.

According to this theory, a bell-shaped curve forms when people take up new concepts or behaviors, with
innovators and early adopters at the top, followed by laggards, the late majority, and then the early majority
(Jungblut & Joswig & Eychmiiller, 2019). The properties of the innovation its own, the channels used to convey
information, the features of the social system, and the socioeconomic position of the adopters are only a few of the
aspects it cites as having an impact on the rate and pattern of diffusion. Additionally, it emphasizes the acceptance
of novel products, services, or technologies (Mukherjee & Ryan, 2020).

Diffusion is a framework for comprehending how ideas and information travel within a social organization. It
explains the adoption of new products and technology, the spread of rumors, and the dissemination of information
and ideas. It also highlights a number of variables that affect the diffusion's rate and pattern (Gruhl et al., 2004).

Facebook

Facebook users can communicate with their friends, family, and acquaintances by exchanging data, information,
images, videos, and other types of content. When a group of Harvard University students in 2004, Mark Zuckerberg
and others introduced it (Cheung & Chiu & Lee, 2011). Facebook is primarily a social networking site that makes
communication between people simpler and share information with one another and with groups. Users can add
their name, age, gender, location, education, employment, interests, and relationship status to these profiles. Users
can also upload photographs and videos, post status updates, and share links and other information with their social
network (Young, 2011).

Facebook's user interface is created to promote engagement and interaction. Users have the option to like, comment
on, and share content produced by people in their network, which can promote community and relationships
(Chugh & Ruhi, 2018). A number of actual time communication tools are also available on Facebook, including
chat and video calling (Wong & Kwan & Leung, 2011).

Facebook has developed into a strong platform for businesses and advertising to reach prospective customers in
addition to its social networking features (Curran & Graham & Temple, 2011). The website provides
demographically and focused on interests customized marketing alternatives that can help companies more
efficiently contact their target market (Iannelli et al., 2020).

Facebook has had a big impact on internet communication and information sharing (Capua, 2012). Among the
most extensively utilized social networking sites worldwide, it now has a user base of over 2.9 billion monthly
active users (Gouchowski & Popiel, 2023). social media's use in politics, society, privacy problems, the
dissemination of false information, and other topics have drawn criticism and debate (Vaidhyanathan, 2018).

Due to Facebook's popularity, various independent services and applications have been created and integrated with
the network. Games, news apps, and productivity tools are among them (Li & Agarwal, 2017). The Facebook API
(Application Programming Interface) enables programmers to produce new services and applications that may
communicate with the website, enhancing its usability and usefulness (Bodle, 2011).

Facebook has also come under fire for how it handles user data and privacy issues. The platform has drawn
criticism for its data collecting policies and for enabling unauthorized access to user personal information by third-
party apps (Trottier & Lyon, 2013). Facebook has responded by introducing a number of privacy controls and
tools, such as limiting who may view certain postings and deleting or downloading all of a user's data (Hargittai,
2010). Despite these difficulties, Facebook continues to rank among the most popular and important social media
platforms globally. Its influence on interpersonal relationships, communication, and online culture cannot be
emphasized. It is expected to have an impact on how users engage with technology and each other going forward
(Bode & Vraga, 2018).

Innovative Communication

Innovative communication offers fresh, imaginative strategies to help people or organizations communicate. In
order to increase communication efficacy, efficiency, and impact in many situations and contexts, it involves
utilizing technology, design, and other tactics (Wani & Ali, 2015). According to the particular objectives and
requirements of the communication process, it might take on a variety of shapes (Mandell & Steelman, 2003).
Platforms for social media like Facebook, Twitter, Instagram, and LinkedIn are some examples of innovative
communication tactics. These platforms have transformed the way users communicate. They make it possible for
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swift information distribution, the development of online communities, and the exchange of various viewpoints
and ideas (Munar, 2012).

Social media platforms are now an essential part of many businesses' communication strategy because they provide
a strong and affordable means to engage with clients, stakeholders, and the general public (Castronovo & Huang,
2012). Zoom, Skype, and Google Mee are three video conferencing tools that have grown in popularity recently,
especially in the wake of the COVID-19 outbreak. They enable immediate interaction between people or groups,
regardless of their physical locations, and can be used for a range of activities, from remote work and education to
socializing with friends and family. They also enable users to create a texture of internet data over the actual
interaction experience, making it deeper and exclusive (Pratama et al., 2020).

Additionally, artificial intelligence (Al) technologies are being employed more and more in a variety of contexts
to improve communication. Chatbots, for instance, can provide customer service or respond to frequently asked
requests. Large volumes of text data, like as posts on social media or customer reviews, can be processed using
natural language processing (NLP) tools (Valle-Cruz, 2020).

In general, innovative communication is a dynamic and quickly developing industry that presents a variety of
chances for businesses and individuals to communicate in fresh and interesting ways (George & Haas & Pentland,
2014). Humans can improve the effectiveness and impact of interacting efforts and forge deeper and more
meaningful connections with people by adopting new technologies and innovative methods (Pruitt & Adlin, 2010).
Innovative communication, meanwhile, is a large and diversified field that includes a variety of methods and
technology that are continually evolving as new ones and approaches are developed. Organizations and individuals
can develop original and successful ways to engage with their audiences and meet their communication objectives
by staying current with the most recent trends and experimenting with new methods (Miles et al., 1978).

Morocco

The Atlantic and Mediterranean seas round the country of Morocco in north Africa. The Berber, Arab, and
European civilizations have had an impact on its rich history and culture (Zinedine & Maes, 2009). The country is
well known for its stunning natural surroundings, which range from the untamed Atlas Mountains to the Sahara
Desert. Bustling markets, elaborate mosques, and historical sites may be found in its colorful and vibrant
cities (Harris, 1895).

Moroccan food is well known for its flavors and spices, including cumin, cinnamon, and saffron. Dishes like tagine
and couscous are enjoyed all over the world (Wolfert, 2012). Morocco is also recognized for its artistry, especially
in the areas of leather, textiles, and pottery. Moroccans are kind and the country has a variety of attractions, making
it an intriguing place for tourists to visit (Eliany, 2008).

One of the several nations where Facebook is accessible and frequently used as a social networking platform is
Morocco. Many Moroccans use Facebook to communicate with loved ones, share news and information, advertise
their businesses, and engage in online forums and communities (Veltri & Krasnova & Elgarah, 2011).
Additionally, Moroccan journalists and media outlets utilize Facebook to interact with their audiences and share
news (Zaid et al., 2011).

Goals and objectives
By concentrating on four primary goals, this study sought to understand the elements that affect Facebook
adoption in Morocco thoroughly.

The first goal was to determine the norms, standards, attitudes, and behaviors influencing Facebook usage in
Morocco. The study aimed to clarify how the social media platform fits into Moroccans' daily lives by investigating
the social and cultural background of Facebook adoption in Morocco. In order to properly use Facebook as a
communication medium in the Moroccan setting, it would be essential to grasp this concept.

The second goal was to employ social network analysis to look into social influence and interpersonal
communication patterns that motivate Facebook use in Morocco. This study aimed to determine how and why
Moroccans use Facebook to connect with others by examining the connections and relationships among Facebook
members. Businesses and organizations that wished to comprehend the potential impact and reach of their
Facebook marketing activities in Morocco would find this information crucial.

The third goal was to employ thematic analysis to discover the patterns and recurrent topics in Moroccan users'
Facebook usage. This study focused on how Facebook serves Moroccans' communication needs by investigating
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the reasons and objectives underpinning Facebook use in Morocco. Businesses and organizations that wished to
adjust their messaging and content to better resonate with Moroccan Facebook users would find this helpful
information.

The fourth goal was to make ideas and recommendations grounded in the study's findings. These details would
help Facebook users who wanted to get the most out of the service and marketers and decision-makers who wanted
to promote its use in Morocco. The suggestions might centre on tactics for utilizing the platform to further social
and economic development in Morocco or enhancing Facebook's user experience, such as by enhancing privacy
and security features.

By attaining these goals, this study would further knowledge of the elements that affect the adoption and spread
of innovative communication technologies like Facebook in Morocco. Policymakers and other stakeholders that
are interested in fostering the digital transformation of Moroccan society would find the conclusions drawn from
the current study as they might attempt to interact with Moroccan customers through social media.

Importance of the Study

To understand Facebook adoption in Morocco, this study was significant because it would help to comprehend
more fully the elements that contributed to the widespread usage of Facebook as a communication medium in
Morocco. Facebook has over 25 million users and is widely used in Moroccan society and culture. This study
would be important on the motivations for Facebook's extensive adoption and reveal how Moroccans connect and
communicate on social media.

This study has examined the driving forces behind Facebook adoption. The knowledge of the driving forces behind
Moroccans' adoption and use of Facebook is crucial for developing effective business and marketing strategies.
Businesses and organizations could better fulfill the needs of their target audience by adjusting their
communication strategy by learning why Moroccans use Facebook. For instance, businesses and organizations
could create communication strategies that prioritize social connection and relationship building if Moroccans use
Facebook primarily for social connection.

This study was significant for informing communication strategy for businesses and organizations looking to use
Facebook for communication and marketing in Morocco. Businesses and organizations might create efficient
communication strategies that meet the requirements of their intended audience by comprehending the reasons
behind Moroccans' adoption and use of Facebook. Insights on how businesses and organizations might utilize
Facebook to interact with their audience and develop relationships with them are provided in the current study.

Improving intercultural communication, this study was important for improving intercultural communication
between Morocco and other nations. This study could offer light on the cultural practices and beliefs that underlie
social media use in Morocco by examining the adoption and use of Facebook in Morocco. This comprehension
could aid in bridging cultural gaps and promoting greater intercultural understanding.

The current study’s significance for expanding the examination of Facebook adoption in Morocco and the diffusion
of innovations theory. It would add to the body of information on the adoption and proliferation of novel
communication tools in various cultural contexts by conducting a qualitative study on the use of Facebook in
Morocco.

In conclusion, this study was critical for advancing our comprehension of Facebook usage and adoption in
Morocco. Its results would have significant effects on businesses and groups looking to use Facebook in Morocco
for marketing and communication. Additionally, the current study would advance academic inquiry into innovation
diffusion and the uptake of innovative communication tools in various cultural contexts.

Problem Statement

Although social media platforms are becoming increasingly popular in Morocco, little is known about the aspects
that led to the country's embrace of Facebook as an innovative means of communication. Although there are over
25 million Facebook users in Morocco, more was needed to know why Moroccans use Facebook and how they
utilized it for personal and professional contact. This lack of awareness creates a severe challenge for companies
and groups looking to use Facebook in Morocco for marketing and communication purposes.

Furthermore, it was crucial to comprehend the reasons for Moroccans' adoption and use of Facebook as social
media grows more pervasive and significant in Moroccan culture. This knowledge helped progress academic study
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on the diffusion of innovations theory and the adoption of innovative communication tools in various cultural
contexts. It could also enable businesses and organizations to comprehend cross-cultural communication better.

Therefore, the issue explored in the current study was to determine the driving forces behind Moroccans'
acceptance and usage of Facebook for personal and professional communication needs and investigate the
variables impacting Facebook's diffusion as an innovative communication medium in Morocco. By addressing this
issue, this study might contribute to academic work on the diffusion of innovations theory and the uptake of
innovative communication tools in various cultural contexts. It also hoped to offer insightful information for
companies and organizations looking to use Facebook for marketing and communication in Morocco.

Theoretical Basis

The diffusion of innovation explains how new concepts, innovations, and products spread across society (Dearing,
2009) and is the theoretical foundation for the present study. It was found by Rogers (1962). According to this
theory, various elements, including the characteristics of the innovation, the communication channels used to
promote the innovation, the characteristics of the adopters, and the social context in which the innovation is
adopted, affect how quickly innovations are adopted (Lee, 2021). Also, it could offer a helpful framework for
comprehending and examining the elements that affect Facebook's uptake as a communication tool in Morocco.

However, the main features of the innovation in adopting Facebook in Morocco were its simplicity of use, capacity
for social interaction, and capacity for content sharing (Zygiaris, 2013). Social media marketing, word-of-mouth
marketing, and media coverage were the methods of spreading Facebook in Morocco (El Yaagoubi & Machrafi,
2021). Demographics, values, and attitudes toward technology and social media were among the traits of the
adopters. Cultural values, social norms, and the socioeconomic environment all contributed to the social
framework in which Facebook was used in Morocco (Kalmijn & Kraaykamp, 2018).

The study could use the diffusion of innovation theory framework to determine which user group in Morocco
would most likely utilize Facebook as a communication tool and the factors that affect their adoption. Additionally,
relative advantage an innovation's perceived relative advantage over current options is a crucial element in
determining whether it would be adopted (Black et al., 2007). The benefits of Facebook as a communication tool
in Morocco could be compared to other communication channels in the present study. Further, compatibility is the
degree to which an invention is regarded as consistent with prospective adopters' values, experiences, and
requirements (Wu, 2004).

The complexity of innovation refers to how challenging it is to comprehend and use (Carter & Bélanger, 2005).
The present study might look into how quickly Facebook was adopted in Morocco and how this was affected by
how simple it is to use. Finally, channels of communication, following Rogers' (1962), interpersonal
communication play a significant role in the spread of innovations. The communication channels include television
and radio programs, articles in newspapers and magazines, papers delivered at national and international
conferences and meetings, and word-of-mouth communication (Isman, 1997). The present study examined how
social interaction influenced the growth of Facebook use in Morocco and how it was utilized to educate people
about the platform.

The diffusion of innovation theory includes four key elements that collectively describe how new ideas spread, the
innovation itself; the channels of communication used for education and outreach; the amount of time required for
the adoption of an idea; and the social system being exposed to the innovation (Scott & McGuire, 2017). As the
diffusion of innovation theory is used and developed, there are increasing sub-theories and concepts within these
four framework components (Hubbard & Sandmann, 2007). An innovative concept, procedure, or product is
perceived as new in the diffusion of innovation theory (Robertson, 1967).

Innovations could be anything from a novel technological development to a change in educational guidelines or
even new medical procedures (Black & Atkin, 1996). The likelihood and rate of innovation adoption are correlated
with specific innovation characteristics. People are more likely to adopt innovations if they believe they have a
comparative advantage over the status quo, align with existing values and needs, are not overly complicated, can
be tested for a short period before adoption, and have measurable results and outcomes (Aslam et al., 2020).

The possibility of adoption rises when an innovation provides some degree of adaptability, such as the ability for
the user to change or customize it to suit their needs (Leonard, 2011). Sharing or disseminating knowledge about
innovation is a social and dynamic process (Abbas, 2017).) At various stages of the adoption process, different
communication techniques work best. Newspapers, television, radio, and now the Internet are just a few examples
of mass media outlets that may quickly and effectively reach a sizable audience of potential users, while the most
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efficient way to spread the word about the breakthrough is through the mass media (Deuze, 2004). In contrast,
interpersonal communication with two or more people involves communication channels, including outreach at
technical assistance centers, business conferences, workshops, and classes (Thomas, 2006).

According to diffusion studies, the best communication routes for encouraging the adoption of the invention are
those between close friends or those who are most like the potential adopters regarding things like education levels.
Innovators and laggards are different sorts of adapters (Hall, 2004). The early adopters, who follow the lead of
innovators and play a crucial role by embracing the invention and promoting spread to peers in their local network,
lie between these two extremes. They are frequently seen as system opinion leaders whom people turn to for
guidance and facts (Scott & McGuire, 2017). The early majority, who adopt new concepts but are not generally
seen as group opinion leaders, will soon come after (Seebauer, 2015).

Finally, the late majority approaches innovation cautiously and skeptically, delaying adoption until most of their
peers have done so, and there is strong evidence of the innovation's benefits (Schrage, 2014). The adoption rate is
a measure of innovativeness, even though the degree of innovation depends on each individual's adoption decision
(Lin, 1998). A social system with members with the same goal as one is where the diffusion of innovation takes
place, and the method may comprise individuals, unofficial groups, smaller groups, or professional organizations.
The system's social institutions that affect dispersion are frequently formal and informal (Greenhalgh et al., 2004).
It has been discovered that some system components behave in predictable ways, and communication structures
repeatedly show that most similar members communicate with one another the easiest (Grieves & Vickers, 2017).
Early adopters who are also connected to interpersonal networks within the system may act as opinion leaders and
significantly encourage the adoption of innovation throughout a social system (Turnbull & Meenaghan, 1980).
Change agents frequently use opinion leaders' influence when actively promoting innovation within a system
(Thompson & Estabrooks & Degner, 2006).

Since the current study examined the elements that affect Facebook's adoption as an experimental communication
medium in Morocco, the diffusion of innovation theory has five essential characteristics which are relative
advantage, compatibility, complexity, trialability, and observability, influencing the adoption and diffusion of
innovation. Therefore, the study might use one or more of these characteristics to examine the elements that affect
the uptake and spread of Facebook in Morocco. The sample in the present study examined how Facebook's relative
superiority to other communication technologies in Morocco affects its acceptance or how its suitability for
Moroccan social norms and cultural customs affected its spread. The study examined how Moroccan users'
trialability and observability of Facebook as a communication tool are impacted by its complexity.

Literature Review
There is multiple previous research that is related to the present study in exploring the factors influencing the
diffusion of Facebook as an innovative communication tool in Morocco.

Firstly, Bhatti and Aslam’s (2018) research looks at social media adoption in Pakistan, a growing economy. It
examines the variables that affect the uptake of social media, such as the functions played by culture, facilities,
and government policies. A sense of utility, usability, and social impact are the main forces behind the uptake of
social media in developing nations like Pakistan.

The factors influencing social media adoption in Pakistan were investigated using a qualitative study methodology
in Bhatti and Aslam's (2018) research. Twenty social media users were interviewed in semi-structured interviews,
and information on Facebook, Twitter, LinkedIn, and WhatsApp was analyzed. Its findings demonstrated that
various social, cultural, and economic factors impact Pakistan's use of social media. According to its survey, social
media is mainly utilized for networking, information exchange, and amusement. It also showed that several
obstacles, such as low internet penetration rates, inadequate network infrastructure, and worries about privacy and
security, limit the use of social media in Pakistan. In order to effectively encourage the adoption and usage of
social media, the study also highlighted the significance of knowing the cultural and social contexts in which it is
utilized.

Bhatti and Aslam's (2018) research, which examines related topics in the context of Morocco, another growing
economy, is relevant to the current study. Because it offers perspectives on the variables, such as social conventions
and governmental regulations, that may affect the adoption of Facebook as a means of communication in Morocco,
it may also serve as a foundation for parallels between Pakistan and Morocco regarding using social media as a
means of communication, spotlighting the different advantages and disadvantages that people and businesses in
both countries experience. It provides valuable information about social media adoption variables in emerging
nations.
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Secondly, the elements that affect how small and medium-sized businesses (SMEs) adopt and use social media are
examined in El Ouirdi, El Ouirdi, and Segers's (2018) research. It specifically addresses the factors that influence
and hinder SMEs' adoption and use of social media. In contrast, essential barriers to adoption include a need for
more information and resources, privacy concerns, and a lack of confidence in social media. The study's findings
suggest that while developing their social media adoption strategies, SMEs should consider the factors that
motivate and the obstacles to adoption.

Owners or managers of 21 SMEs in Belgium were interviewed in semi-structured interviews as part of El Ouirdi,
El Ouirdi, and Segers's (2018) research's qualitative research methodology. Thematic analysis was used to examine
the data. According to its findings, SMEs' adoption of social media is driven by several variables, including
perceived utility, usability, competitive pressure, and perceived risk. It also discovered specific barriers to SME
adoption of social media, including knowledge and skill gaps, a lack of funding, and worries about data security
and privacy. Additionally, it showed that the owner's or managers' traits, such as their inventiveness, openness to
change, and risk-taking behavior, impact the adoption of social media in SMEs.Moreover, it offers practical
insights into the elements that affect SMEs' use of social media, which is helpful for academics, practitioners, and
policymakers interested in the same subject.

The research by El Ouirdi, El Ouirdi, and Segers (2018) is specific to the present study because it spotlights the
variables that may affect how widely used Facebook is among Moroccan SMEs as a vehicle for communication.
It could be used to identify possible implementation obstacles and inform strategies for marketing for Facebook
use in SMEs. Also, it could help discover significant variables that influence acknowledgement so that Facebook
usage as a means of communication can be promoted more widely in Morocco. Moreover, it provides helpful
details about the elements that encourage or impact SMEs' adoption of social media.

Third, as it gives an empirical representation of social media surveillance in modern-day society, the research by
Fuchs and Trottier (2015) looks at how social media, authority, and surveillance are related, and it makes the case
that social networking sites are now an essential platform for surveillance in contemporary society.

Fuchs and Trottier's (2015) research comprehensively investigated the current social media monitoring literature
and proposed a theoretical model in light of the findings. A critical examination of the body of knowledge on social
media surveillance was employed as the methodology. It looked at earlier research on the subject to create a model,
including case studies and theoretical frameworks. As a result, a theoretical framework for social media
surveillance was created, focusing on four essential components, social media platforms, data, actors, and power.
It contends that social media monitoring is a complicated process involving numerous actors with varying degrees
of authority and data access. Social media monitoring entails more than data collection and may also be used to
exercise authority within groups or individuals.

The research by Fuchs and Trottier (2015) is essential to the current study because it offers an argumentative basis
for comprehending Facebook's function to others as a tool to share information in contemporary society. It
emphasizes the significance of considering the relationship between power and influence and surveillance systems
that support social media platforms like Facebook. These elements may impact why individuals adopt and utilize
these structures. Additionally, it could help recognize prospective surveillance and confidentiality issues that may
be important to Morocco's willingness to use Facebook and detect possible risks and difficulties connected with
using Facebook as a means of communication by looking at the conceptual framework of social media enforcement
that could guide measures to encourage secure and accountable usage of the social media platform. It provides a
practical, theoretical framework for social media enforcement.

Fourth, as it investigates the effects of user- and marketer-generated content on consumer behaviour in social media
brand communities, Goh, Heng, and Lin's (2013) research offers knowledge on how customers may be engaged,
and community-based brands can be created on social media sites like Facebook. Moreover, it emphasizes how
important it is to comprehend that user-generated content on Facebook might affect user adoption and motivation.
Also, it engages with communities of brands that may boost customer loyalty and buying habits. The material
users can influence consumer choices more strongly than marketing specialist-generated content.

User-generated content and marketer-generated content in social media brand communities were the focus of Goh,
Heng, and Lin's (2013) research, which sought to examine how these two types of material affected consumer
behavior. It used a sample of 235 respondents who were social media brand community members on Facebook for
the survey. Social identity, brand commitment, buy intention, and actual purchase behavior were the four
dimensions that it measured. Utilizing structural equation modelling, the data were examined. The findings
demonstrated that User-generated and marketer-generated content favourably influence social identity and brand
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commitment, but User-generated content has a more decisive influence than marketer-generated content.
Additionally, purchase intention has a significant positive impact on actual purchase behavior, and purchase
intention has a significant positive impact on social identification and brand commitment. Moreover, it discovered
that brand loyalty mediates the relationship between social identification and purchase intent to some extent.

The research by Goh, Heng, and Lin (2013) is essential to the present study because it could assist in determining
techniques for developing and sustaining communities for brands on Facebook, which may be necessary for
encouraging Facebook usage in Morocco. It may explain how Facebook might be a helpful communication tool
in the Moroccan setting by looking at the variables that affect user involvement in brand communities. It also
provides valuable information about how user-generated content affects consumer choices.

Fifth, the research by Hadi, Khan, and Hadi (2019) examines how social media is used by companies in Pakistan,
a country that is still developing. It looks at the variables that affect how companies in Pakistan use social media
and offers perspectives on the opportunities and challenges that come with using social media in developing
countries.

With a focus on Pakistan as a case study, Hadi, Khan, and Hadi (2019) examined how social media is used for
commerce in developing nations, with 122 small and medium-sized enterprises in Pakistan. It used a mixed-
methods approach that included surveys and interviews. An in-depth understanding of the factors influencing
social media adoption or non-adoption was obtained through interviews rather than surveys, which were used to
gather data on social media usage for business objectives. The findings demonstrated that although most medium-
sized enterprises in Pakistan utilized social media for commercial objectives, adoption of the platform was
motivated mainly by its alleged advantages, such as boosting sales and more excellent clientele. However, it also
identified several barriers to social media adoption, such as a need for knowledge and resources and worries about
security and privacy. It concluded that while social media can positively impact medium-sized enterprises in
developing nations, obstacles to adoption still need to be removed.

The research by Hadi, Khan, and Hadi (2019) is meaningful to the present study because it emphasizes how
essential it is to comprehend the historical, societal, and financial variables that affect how social media is adopted
in a particular setting. It may provide valuable details on the elements affecting Facebook's growth in Morocco,
an additional developing country. Additionally, it could be used to determine the elements that encourage or
prevent Moroccans from using Facebook as a communication method. It may provide an understanding of how
Facebook might be utilized to solve communication requirements and issues in Morocco by looking at the
possibilities as well as obstacles connected with social media development in a nation that is still developing, and
it provides helpful information about the use of social media in an emerging country.

Sixth, the research by Kwok and Yu (2013) examines restaurants' methods to reach customers with their marketing
messages on Facebook. It looks at the features of messages and material that best engage audiences and encourage
likes, comments, and sharing. Also, it examines 300 Facebook postings from 30 eateries in Hong Kong using a
content analysis methodology. Restaurants may boost Facebook interaction by using eye-catching visual content,
timely updates, and interactive messages that invite patron response. The findings offer practical insights for
restaurants and other businesses wishing to use social media to connect with customers and promote their brands.

The content analysis method is used in Kwok and Yu's (2013) research by gathering and reviewing restaurant
comments on their Facebook sites. It studied the 5,106 messages from 20 restaurants' Facebook pages in Hong
Kong and determined the types of messages, their frequency, and the degree of consumer participation. Restaurants
primarily posted messages on promotion, marketing, and advertising on Facebook. On weekends, restaurants
posted more messages and got more comments than likes or shares. The amount of engagement and the message's
type was also discovered to impact the likes and comments received on their post. While informational messages
get more comments, those related to events or promotions get more likes. According to the survey, Facebook may
be applicable for restaurants to connect with customers and market their brands.

The research by Kwok and Yu (2013) is vital to the present study since it emphasizes the value of Facebook as a
tool for business communication in Morocco, especially within the hospitality field. It offers information about
companies' tactics to interact and communicate with their Facebook customers. Additionally, it could help
determine the variables that affect the adoption of Facebook as a tool for business communication in Morocco.
Moreover, it may offer helpful knowledge regarding how other companies in Morocco might utilize Facebook as
a communication tool and take advantage of its possibilities to improve their methods of communication by
looking at how restaurants use Facebook to reach their clientele. It provides beneficial insights into using Facebook
for business-to-consumer services communication.
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Seventh, the impact of social media features on client satisfaction and loyalty in the restaurant and hotel industry
is examined in the research conducted by Mpinganjira and Duh (2019). It employed a review-based methodology
to gather information from hotel guests. It examined the effects of various social media characteristics, including
online reviews, client assessments, and interactions on social media, on consumer happiness and loyalty.

296 consumers who had interacted with hotels via social media were surveyed and provided with questionnaires
as part of Mpinganjira and Duh's (2019) quantitative research approach. The data used partial least squares
structural equation method modelling to test the research hypotheses to solve analysis. The findings showed that
social media elements, including user-generated content, online reviews, and social interaction, had a beneficial
impact on consumer happiness and loyalty. It discovered that the association between social media characteristics
and patron pleasure and loyalty was considerably mediated by trust in social media, perceived usefulness, and
simplicity of use. Additionally, it believes that social media functions significantly determine patron happiness
and loyalty in the hospitality sector. Effective use of social media features by hotels could increase patron
happiness and loyalty, increasing customer retention and income.

The research by Mpinganjira and Duh (2019) is vital to the present study because it examines the impact of social
media characteristics on customer retention and fulfilment in the hotel and restaurant industry, which forms an
essential component of comprehending the widespread implementation and utilization of Facebook as a
communication tool by commercial organizations in Morocco. It further emphasizes the value of social media
involvement in developing relationships with clients, which is relevant when analyzing the factors that encouraged
Moroccan firms to choose Facebook as a means of communication, and an individual can evaluate Facebook's
efficacy as a tool for communication for Moroccan commercial entities on the influence of social media on client
happiness and fidelity.

Eighth, the impact of social media on consumers' buying habits among Karachi, Pakistan, residents are examined
in Nadeem and Ahmad's (2016) research. To further understand the connection between social media use and
purchasing patterns, it polled 250 individuals in a survey. The research discovered that social media significantly
affects customer behavior, notably regarding product evaluation, information searching, and purchasing decisions.
According to it, using social media positively correlates with how useful and straightforward it is, influencing how
people behave as consumers. Moreover, social media is an essential medium for marketers to connect with and
engage Pakistani consumers. Also, it seeks to look at connections among buying habits, social media utilization,
and perceptions of utility and trustworthiness.

The data for the research by Nadeem and Ahmad (2016) was gathered using a survey questionnaire given to 300
participants in Karachi, which makes it a quantitative research method. The research examined how social media
affects customer behavior, including buying choices, brand loyalty, and word-of-mouth advertising. According to
the data, there is a substantial correlation between the use of social media and consumer behavior in Karachi.
According to it, social media may help businesses connect with customers, foster brand loyalty, and boost sales.
The findings of this study show the importance of social media in reaching and interacting with customers, with
practical implications for businesses in Pakistan.

Because one of the main areas of interest in the present study is the effect of social media on purchasing habits,
the research by Nadeem and Ahmad (2016) has relevance to it. Additionally, the research context was similar to
the context of the current study because it had been carried out in a market that was still developing. Also, it can
offer significant guidance, which examines how social media may impact consumers' buying habits in growing
markets.

Nineth, the impact of social media interactions on a brand's relationship with its customers is examined in Ozuem
and Lancaster's (2019) research. It looks into how four social media interactions, informational, entertaining,
relational, and transactional, affect a brand's and its customers' connection. Data were gathered using a quantitative
research approach and a 298-participant online survey. According to the research, all four types of social media
connections significantly benefit the relationship between a brand and its customers. The research emphasizes the
value of social media engagements in establishing and upholding enduring ties between brands and consumers.

Customers of a well-known international airline are surveyed as part of Ozuem and Lancaster's (2019) quantitative
research design. Data were collected from a quantitative study approach and a 298-participant online survey.
Customers' interactions with the airline's social media platforms and perceptions of the airline's brand image are
analyzed in the data via an online survey questionnaire. Regression analysis is used in the study to examine the
data and test the hypotheses. According to the research's findings, social media interactions benefit customer and
brand relationships, and consumers build a favorable opinion of a brand the more they engage with it on social
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media, which fosters a stronger relationship between consumers and brands. Additionally, it showed all four types
of social media connections significantly benefit the relationship between a brand and its customers. And the
research emphasizes the value of social media engagements in establishing and upholding enduring ties between
brands and consumers.

The research conducted by Ozuem and Lancaster (2019) is essential to the present study because it offers
information on how social media communication affects consumers' buying habits, a significant issue in the current
study. Moreover, it emphasizes the value of social media participation for establishing product line-customer
connections. It is associated with the present study's concentration on social media's function in the hotel sector.

Tenth, using a framework for socialization with customers, Wang & Yu & Wei's (2012) 's research examines the
effect of interaction among others on intentions to buy on social media. Collaborative social media communication
can affect how clients perceive and act toward particular items and companies. Communicating with others on
social media dramatically boosts people's plans to make buying decisions. At the same time, this impact is more
considerable for people who have more confidence in their social media contacts.

The consumer socialization paradigm is used in Wang, Yu, and Wei's (2012) research to examine the effect of peer
communication on social media on consumers' purchase intentions. 384 college students in China were surveyed
online for this research's data. Peer communication, consumer socialization, use of social media, and purchase
intentions are just a few of the essential categories measured by the survey questions. In order to examine the
collected data, structural equation modelling was used. The research's findings demonstrated that peer
communication on social media influenced consumer socialization, which impacted their plans to buy. The
research also discovered that social media use benefited customer socialization, raising purchase expectations.
Additionally, consumer socialization is partially mediated between social media peer communication and purchase
intentions. The research claims that peer communication on social media platforms might be a powerful tool for
businesses to impact consumer purchase intentions through socialization mechanisms.

As a critical component of the present study's emphasis on the effect of social media advertising on perceptions of
brands and plans to purchase, Wang, Yu, and Wei's (2012) research is essential to the present study because it
eliminates additional light on the function of social media in influencing buyers attitudes and behaviors as well as
collaborative social media interaction may serve as a powerful marketing tool for companies looking to modify
customers' buying habits.

Methodology

Research question

What are the fundamental drivers and motivations for Moroccans' adoption and usage of Facebook as an innovative
communication tool for personal and professional requirements, and how do these characteristics affect the
platform's widespread adoption in Morocco?

Population

The sample population for this study would be Moroccan Facebook members. Because more than 25 million
Moroccans are active Facebook users as of January 2023, making up almost 66% of the country's total population
(Statista, 2023).

Sampling Technique

To increase the validity and reliability of sampling, non-probability sampling was applied for the current study,
and participants were chosen using a purposive selection strategy due to Facebook's broad reach and widespread
use in Morocco. A smaller sample size of 10 Facebook users was chosen from this more selective group has also
been interviewed. The intentional selection of people who are frequent Facebook users was made possible by the
purposive sampling method, which could offer insightful information about the factors affecting the platform's
acceptance and spread (Campbell et al., 2020).

Based on certain factors essential to the study's goals, 10 volunteers were chosen. To gather a variety of viewpoints
and experiences about the adoption and usage of Facebook as a communication medium in Morocco, efforts were
made to guarantee diversity in terms of age, gender, occupation, and region. Participants were picked from various
parts of the country to consider possible regional variations in Facebook usage behaviors. Even though the chosen
sample might not entirely represent all Facebook users in Morocco, it would be carefully chosen to enable a
thorough study of the factors impacting the uptake and popularity of Facebook as a modern communication
medium. This study aimed to offer valuable insights into the motivations and usage patterns of Facebook users in
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Morocco and their implications for businesses and organizations using the platform for marketing and
communication techniques by analyzing the insights and experiences of the non-probability sample.

Furthermore, non-probability sampling is a technique for choosing a sample from a population where there is no
chance for inclusion for every member. Its procedures are based on subjective assessment and do not ensure the
sample is representative, unlike probability sampling, which uses random selection approaches (Mujere, 2016).
Also, Purposive sampling, sometimes called critical or chosen sampling, remains a method of non-probability
sampling in which researchers specifically choose participants or circumstances that fit the requirements for the
research objectives or possess specified features. It focuses on the researcher's knowledge and judgment to select
participants who can offer insightful information or accurately reflect significant aspects of the research topic
rather than randomization or incoherence (Higginbottom, 2004).

In qualitative research, where the focus is on in-depth comprehension and exploration of situations or contexts,
purposive sampling is frequently used. It permits researchers to choose subjects offering extensive insights into
the study's issue, and this sampling technique is frequently used when the target population is small, specialized,
or challenging (Gelo & Braakmann & Benetka, 2008). However, it is crucial to remember that purposive sampling
may introduce bias into the sample despite allowing researchers to concentrate on cases or characteristics of
interest, and the sample may not represent the overall population because participants are purposefully chosen
using specified criteria. Consequently, it is crucial to careful when projecting results from a purposeful sample to
the overall population (Waters, 2015).

Data collection

A semi-structured in-depth interview with a purposively chosen sample of 10 participants who are active Facebook
users in Morocco was operated to gather details for the current study. The semi-structured in-depth interview was
conducted online following the participants' preferences and practical viability. However, a qualitative research
technique called a semi-structured in-depth interview is employed to collect in-depth data and participant thoughts
on a particular subject or research issue. It incorporates elements of organized and unstructured interviews, giving
flexibility while preserving some degree of consistency among interviews (DiCicco-Bloom & Crabtree, 2006).

The chosen sample was diverse by considering age, gender, occupation, and area. This strategy would offer a
variety of viewpoints and experiences on Facebook's adoption and usage in Morocco. With the participants'
permission, the semi-structured in-depth interviews were audio recorded and written for analysis.

This data collection technique sought to gain deep and complex insights into the elements impacting the diffusion
of Facebook in Morocco, as well as the reasons and behavior of Facebook users, by conducting interviews with
the chosen participants, and this could advance our understanding of the platform's influence on communication
techniques and have significant ramifications for Moroccan businesses and organizations using Facebook for
marketing and communication.

Coding Schema

Interview P-1 P-2 P-3 P-4 P-5 P-6 P-7 P-8 P-9 P-10
Codes

Adoption-Influencing
Factors
Perceived Facebook
Advantages
Problems /Limitations
Usage Frequency and
Patterns

Data Analysis Procedure

This study recorded and treated the semi-structured in-depth interviews for data analysis. Although, understanding
the data, categorizing the recordings, and developing patterns and trends related to the elements impacting
Facebook utilization and usage in Morocco were all part of the analysis. Coding and constant comparison were
used to find links and relationships in the data. The data analysis of the coded data was next used to find common
concerns and differences. The study considered the different participant viewpoints depending on age, gender,
occupation, and geography.
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Definition of Coding Thema
Diffusion: information or ideas circulate within a social system or population through diffusion (Katz & Levin &
Hamilton, 1963).

Facebook: users can communicate with their friends, family, and acquaintances by exchanging data, information,
images, videos, and other types of content (McLaughlin & Vitak, 2012).

Innovative Communication: offers fresh, imaginative strategies to help people or organizations communicate
(Bennett, 2003).

Morocco: the Atlantic and Mediterranean seas around Morocco in North Africa (Michard et al., 2008).

Limitations
This study has four limitations:

Firstly, the current study's relatively small sample size was made up first of Facebook users in Morocco. The results
might not be applicable to other groups or circumstances as a result.

Second, the study's analysis focused only on the variables affecting users' opinions, actions, and adoption of
Facebook as a communication tool. The spread of Facebook was not affected by political, cultural, or any other

factors that were not considered.

Thirdly, since the study was carried out within a specific time frame, it may have to accurately reflect changes in
Facebook users' adoption, habits, and attitudes.

Fourth, the interviews were translated from Arabic to English for analysis. Although every effort was made to
ensure accuracy, there may have been some subtleties or meanings that the translation missed.

Future studies might avoid these limitations by leveraging larger sample sizes, a variety of data-gathering methods,
and an examination of additional factors affecting Facebook's spread in various contexts.

Data analysis

Table 1.
Interview Codes Response Comment category
time (min)

Adoption-Influencing Factors 5 The use of Facebook as a primary method of communication
can be strongly influenced by the capacity to interact with
family and friends, especially those who live far away or
abroad. Moroccans chose Facebook as the most popular
platform due to the desire to maintain contacts and close
geographic gaps.

Perceived Facebook Advantages 3 Moroccans see Facebook highly since it makes it easier to

communicate with loved ones who are far away. The
platform is desirable for sustaining social ties because of its
ease, speed, and extensive accessibility.

Problems and Limitations 5 Facebook provides a medium of contact but has some
restrictions and difficulties. Information overload, privacy
issues, and potential online confrontations are just a few
potential issues. Considering these elements is advisable
while figuring out why Moroccans rely on Facebook so
much.

Usage Frequency and Patterns 5 People from Morocco who use Facebook as their primary
source of communication are more inclined to utilize it
regularly and consistently. They use Facebook as part of
their daily routines, checking their messages, posting
updates, and communicating with their network all day.

Results. Participant 1 said that, Facebook allows some Moroccans to connect and maintain contact with loved ones
and friends, particularly those who live far away or abroad, making it their primary means of communication.
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Table 2.
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Interview Codes

Response time
(min)

Comment category

Adoption-Influencing Factors

Perceived Facebook
Advantages

Problems and Limitations

Usage Frequency and Patterns

5

Moroccans may be encouraged to use Facebook as a tool for
networking and self-expression by chance to highlight
professional and personal achievements. The choice to use
Facebook as a communication tool can be influenced by the
desire to highlight accomplishments and connect with like-
minded people.

Moroccans see Facebook favorably for networking and self-
promotion because of its large user base and diverse readership.
People can share their accomplishments, knowledge, and
interests with a larger audience by having an online presence.
Facebook offers options for promoting oneself, but there are
also restrictions and difficulties to consider. Maintaining a
balance between one's personal and professional personalities
may become a concern, as well as controlling privacy settings
and dealing with hostility or criticism. Several elements should
be considered when analyzing Moroccans' use of Facebook for
self-promotion.

Moroccans are likely to use Facebook frequently if they want
to advertise their accomplishments there. They regularly update
their profile, publish pertinent stuff, participate in communities
or organizations, and connect with people with similar interests.
Goals and self-promotional incentives of the individual affect
usage patterns and frequency.

Results. Participant 2 mentioned that some Moroccans can promote their accomplishments on Facebook, creating
an online presence and connecting with others who share their interests.

Table 3.

Interview Codes

Response time
(min)

Comment category

Adoption-Influencing Factors

Perceived Facebook Advantages

Problems and Limitations

Usage Frequency and Patterns

5

10

10

Staying current on news, events, and social trends can be a
significant driving force for Moroccans' adoption of Facebook as a
communication platform. People use the site to stay current on
current events because they want timely information that is also
easily accessible.

Due to its real-time nature and the wide variety of content uploaded
on the platform, Moroccans view Facebook favourably as a means
of staying informed. A variety of information is available to people.
Moreover, participate in conversations and debates by following
news pages, joining pertinent organizations, and connecting with
others with similar interests.

Facebook provides a wealth of information, but there are also
difficulties and restrictions to consider. The veracity and accuracy of
news and information provided on the platform can occasionally be
called into doubt. It is also essential to realize the possibility of
information overload and the chance of running into false or
misleading information.

Moroccans are likely to use Facebook regularly if they depend on it
to stay current on news and happenings. They might actively read
news websites, participate in forums, share pertinent stories or
updates, and look for data on various topics of interest. The desire to
stay informed of the individual affect’s consumption habits and
frequency.

Results. Participant 3 mentioned that many Moroccans consider Facebook a vital resource for keeping up with
news, events, and social trends domestically and abroad.
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Table 4.
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Interview Codes

Response time

(min)

Comment category

Adoption-Influencing Factors

Perceived Facebook
Advantages

Problems and Limitations

Usage Frequency and Patterns

5

10

Facebook's usability and accessibility may play a significant
role in Moroccans' decision to use it for communication and
interaction with coworkers, students, and business partners.
Facebook is a practical option for communication and project
cooperation because of its simplicity and extensive familiarity.
Due to its user-friendly interface, messaging capabilities, and
capacity to organize groups and events, Moroccans view
Facebook as beneficial for interaction and project cooperation.
The platform offers a central location for coordination,
document sharing, and communication, enabling people to
collaborate successfully.

Facebook provides ease, but there are drawbacks and
difficulties to consider. When using Facebook for work-related
objectives, users should be aware of privacy problems,
potential distractions from non-work-related information, and
the necessity to establish professional boundaries inside a social
platform.

Moroccans are likely to use Facebook frequently if they use it
as a platform for communication and project cooperation. They
might use Facebook's messaging capabilities, establish specific
project groups, and use applications like document sharing and
event organizing. The project's specifications and the
necessities of the individual for collaboration affect the
frequency and patterns of usage.

Results. Participant 4 said that, Facebook is a popular option for some Moroccans to interact and work on projects
with coworkers, classmates, and business partners due to its accessibility and simplicity.

Table 5.

Interview Codes

Response
time (min)

Comment category

Adoption-Influencing Factors

Perceived Facebook Advantages

Problems and Limitations

Usage Frequency and Patterns

7

10

Facebook's interactive elements, such as its groups and events, may
impact how Moroccans use social media sites to foster community
involvement. People use Facebook as a tool for community building
because it allows them to interact with individuals who share their
passions and participate in conversations or events centred around
those interests, hobbies, or professions.

Moroccans view Facebook as beneficial for fostering community
contact and development due to its interactive and participatory
qualities. The platform offers a location where people can find and
join events or organizations relevant to their interests, allowing them
to get in touch with people with similar hobbies or career goals.
Although Facebook's interactive functions encourage community
growth, there are some issues and restrictions to take into account.
Potential challenges are maintaining vibrant, involved communities,
facilitating conversations, controlling group dynamics, and assuring
the integrity and calibre of shared content.

Facebook usage is more likely to be frequent among Moroccans who
communicate and build communities there. They can participate in
discussions, attend or plan events, and contribute to the
neighbourhood through exchanging resources, knowledge, or
experiences by joining organizations that are pertinent to their
interests. The amount of interest and involvement in the communities
they join affects the frequency and usage habits.

Results. Participant 5 claimed that Facebook's interactive features, like groups and events, encourage community
development and interaction among some Moroccans with similar interests, pastimes, or occupations.
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Table 6.
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Interview Codes

Response
time (min)

Comment category

Adoption-Influencing Factors

Perceived Facebook Advantages

Problems and Limitations

Usage Frequency and Patterns

6

Moroccans' adoption of Facebook as a forum for online debates and
discussions can be significantly influenced by their desire to have a
voice, participate in discussions, and express opinions on social and
political problems. The decision to use Facebook is influenced by the
need for an open and welcoming forum to voice thoughts and participate
in public dialogue.

Due to its large user base, range of viewpoints, and simplicity of
involvement, Moroccans view Facebook as useful for having
discussions, debating, and expressing ideas. The platform offers a digital
public square where people may express their ideas, interact with others,
and have a voice on numerous social and political issues.

Facebook offers a forum for speech and discussion, but there may also
be issues and restrictions. The difficulty of facilitating respectful and
fruitful conversations, resolving online disputes or abuse, and
guaranteeing the veracity and integrity of shared information are a few
of these.

Facebook usage is more likely to be frequent among Moroccans who
value having a say in social and political issues. They might actively
participate in discussions, share pertinent articles or thoughts, interact
with other users' posts, and add to online dialogues. Interest and
involvement in social and political issues affect frequency and
consumption habits.

Results. Participant 6 said that some Moroccans appreciate having a voice on various social and political problems,
and they cherish the chance to debate, participate in online discussions, and express their thoughts.

Table 7.

Interview Codes

Response
time (min)

Comment category

Adoption-Influencing Factors

Perceived Facebook Advantages

Problems and Limitations

Usage Frequency and Patterns

5

Morocco's adoption of Facebook as a platform for multimedia sharing may
be influenced by the chance to document and share events, memories, and
artistic endeavors with a larger audience. People use Facebook's
multimedia services because they want to record and display their creative
and personal accomplishments.

Due to its multimedia features, such as photo and video sharing,
Moroccans view Facebook as helpful in exchanging experiences,
memories, and artistic endeavors. The platform gives users a simple and
fast method to reach a wider audience and receive comments, thanks, and
support for their creative activities.

Facebook offers a venue for sharing multimedia information, but there are
potential issues and restrictions to consider. These include copyright
challenges, privacy worries around sharing intimate moments or creative
endeavors, and the difficulty of standing out in a sea of shared content.
Facebook usage is more likely to be frequent among Moroccans who use
social media sites to document and share their lives, memories, and
creative endeavors. They might actively share pictures or videos, make
albums or collections, interact with remarks and responses, and look for
chances to collaborate or receive praise. The individual's level of interest
and participation in sharing their creative work affects the frequency and
usage patterns.

Results. Participant 7 said that some Moroccans may record and share their experiences, memories, and artistic
projects with a broader audience thanks to Facebook's multimedia features, such as photo and video sharing.
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Table 8.

The Online Journal of New Horizons in Education - July 2023 Volume 13, Issue 3

Interview Codes

Response
time (min)

Comment category

Adoption-Influencing Factors

Perceived Facebook Advantages

Problems and Limitations

Usage Frequency and Patterns

4

Moroccans may be inspired to use Facebook as a medium for intercultural
exchange by chance to engage with people of other backgrounds, discover
new cultures, and celebrate their heritage. People use Facebook for
cultural exchange because They desire to converse with people from
various cultures and because it has a broad user base.

Owing to its ability to unite individuals from all backgrounds, stimulate
multicultural dialogues, and offer a platform for exchanging cultural
experiences, Facebook is viewed favourably by Moroccans for fostering
intercultural exchange. The platform provides a forum for people to learn
about other cultures, share their history, and promote appreciation and
understanding of other civilizations.

Facebook encourages cross-cultural exchange, but there are drawbacks
and restrictions to be aware of. These include the possibility of
misunderstandings or misinterpretations, the requirement for cultural
sensitivity in communication, and the difficulty of resolving cultural
prejudices or preconceptions that could appear in online discussions.
Facebook usage among Moroccans who consider it a venue for cross-
cultural communication is likely to be frequent. They might actively seek
out and engage in multicultural communities or groups, exchange cultural
customs or content, participate in multicultural discussions, and help to
promote an appreciation of cultural variety and understanding. The
individual's interest in and participation in cultural exchange events affects
the frequency and usage patterns.

Results. Participant 8 said that Facebook, which enables some Moroccans to interact with people from other
origins, learn about other cultures, and celebrate their own heritage, is seen by them as a platform that promotes

cultural interchange.

Table 9.
Interview Codes Response time Comment category
(min)
Adoption-Influencing Factors 4 Facebook's low cost and broad audience reach make it an appealing

Perceived Facebook Advantages

Problems and Limitations

Usage Frequency and Patterns

10

marketing medium for Moroccans who want to promote their
businesses, products, or services. People use Facebook as a marketing
tool because it is affordable and can reach a large audience.

Due to its vast user base, tailored advertising possibilities, and
potential for client engagement, Moroccans view Facebook as helpful
in marketing their businesses. The platform provides solutions that let
businesses efficiently reach and interact with their intended audiences,
such as business pages, targeted advertising campaigns, and interactive
tools.

Facebook offers a platform for low-cost marketing, but there are
potential issues and restrictions to consider. These include the
necessity for efficient targeting techniques to reach the targeted
demographic, competition from other companies using the platform,
the possibility of user ad fatigue, and the difficulty of standing out in a
sea of advertising content.

Moroccans who use Facebook to advertise their businesses, products,
or services are more likely to often use the site. They might actively
monitor their company pages, design targeted advertising campaigns,
answer questions from or gather customer feedback, and assess the
success of their marketing initiatives. The degree of commitment the
user makes to using Facebook for business marketing affects usage
patterns and frequency.

Results. Participant 9 said that, Facebook offers a low-cost and extensive marketing and customer involvement
platform. Thus, some Moroccans utilize it to advertise their companies, goods, or services.
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Table 10.
Interview Codes Response time Comment category
(min)
Adoption-Influencing Factors 8 Facebook adoption among Moroccans may be encouraged by the

allure of a cutting-edge and flexible communication tool. People
use Facebook as their favorite communication medium since it is a
user-friendly platform that keeps up with technical developments
and delivers constant updates and improvements.

Perceived Facebook Advantages 8 Facebook's user-friendly design and ongoing upgrades and
improvements have led Moroccans to view it as beneficial for
communication. The platform appeals to people looking for a
cutting-edge and flexible communication tool due to its user-
friendly interface, accessibility, and incorporation of new features
and functionality.

Problems and Limitations 10 There are various issues and restrictions to consider, despite
Facebook's approachable design and constant upgrades. These are
a few of the needs to adjust to changes in the platform's appearance
or functioning, privacy, and data security concerns and the
possibility of information overload or distraction within the
Facebook environment. Moroccans will likely use Facebook
regularly if they consider it an engaging and flexible
communication tool. They may actively engage in online debates,
publish updates, share content, and use a variety of
communications services. The individual's reliance on Facebook as
their primary communication method and familiarity with the
platform's interface and updates affect the frequency and patterns
of usage.

Usage Frequency and Patterns 10 Moroccans will likely use Facebook regularly if they consider it an
engaging and flexible communication tool. They may actively
engage in online debates, publish updates, share content, and use a
variety of communications services. The individual's reliance on
Facebook as their primary communication method and familiarity
with the platform's interface and updates affect the frequency and
patterns of usage.

Results. Participant 10 said that for Moroccans looking for an innovative and adaptable communication tool,
Facebook is an appealing option thanks to its user-friendly layout and ongoing updates and enhancements.

The 10 participants in this study were chosen using a non-probability sampling technique called purposive
sampling for the semi-structured in-depth interviews. By carefully choosing people with relevant knowledge and
expertise regarding the study subject, this sampling technique aimed to increase the validity and reliability of the
sample. The information gathered from these interviews was examined to determine the main reasons and
advantages Moroccans adopted and used Facebook as a modern communication tool, as well as how these factors
may affect the platform's widespread popularity in Morocco.

Several significant themes emerged from the examination, including adoption-influencing variables, perceived
Facebook benefits, issues and constraints, and usage patterns and frequency. These matters focus on the variables
contributing to Facebook's extensive usage in Morocco and offer insightful information on the motivations behind
Moroccans' adoption of the social media platform. Being able to connect and stay in touch with family and friends,
especially those who live far away or abroad, is a significant factor in Moroccans' use of Facebook as their primary
method of communication according to 6 participants. An important adoption-influencing aspect that emerged is
the desire to maintain social connections and cross geographical boundaries. The 3 participants cited the simplicity,
quickness, and wide accessibility of Facebook as benefits that make it easier to communicate with people far away.

Additionally, Moroccans are aware of Facebook as a venue for showcasing successes, connecting with like-minded
people, and showcasing both professional and personal accomplishments. The adoption of Facebook is influenced
by the possibility of self-expression and the chance to interact with people with similar interests. The 4 participants
see Facebook as a valuable tool for networking, self-promotion, and growing their following.

The study also cited 3 participants that Moroccans' adoption of Facebook was significantly influenced by their
need to stay current on news, events, and social trends. The platform's real-time capabilities and abundant material
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influence its perceived benefits. The ability to follow news sites, sign up for pertinent groups, and participate in
discussions and debates on Facebook is valued by participants. However, issues were raised over the reliability
and quality of the information and the potential for information overload and running into fraudulent or deceptive
material.

Facebook appeals to Moroccans for project collaboration and communication, particularly when interacting with
coworkers, classmates, and business partners according to 1 participant. Usability, accessibility, and capabilities,
including group organization, event management, and messaging, were recognized as benefits of the platform. The
necessity to set professional boundaries inside a social platform, privacy concerns, and potential distractions were
all mentioned as obstacles and restrictions. It has been discovered that Facebook's interactive features, such as
events and groups, encourage Moroccans with related interests to communicate and build communities. The
platform's participatory aspect and the opportunity for users to communicate with others and activities that appeal
to their passions were viewed as benefits. From 2 participants, challenges were identified as managing group
dynamics, preserving the integrity of shared content, and keeping communities active and engaged.

The 5 participants mentioned that some Moroccans value Facebook as a medium for expressing their opinions,
participating in online discussions, and raising social and political issues. Advantages included the broad user base,
diversity of perspectives, and simplicity of participation. On the other hand, limitations were fostering civil and
helpful dialogue, dealing with online conflicts or abuse, and ensuring the accuracy and integrity of shared
information.

According to the 6" participant, some Moroccans use Facebook's multimedia tools, such as photo and video
sharing, to document and share their experiences, memories, and creative endeavors. The platform's advantages
included connecting with a larger audience, garnering support, and feedback, and building online collections or
albums. Copyright issues, privacy issues, and the difficulty of standing out in a sea of shared content were all noted
as issues that needed to be addressed by the 3™ participant. Additionally, some Moroccans consider Facebook a
platform that encourages cross-cultural interaction, enabling them to engage with others from different cultures
and expand their perspectives. The 10™ participant emphasized the importance of having cross-cultural
conversations, exchanging traditions and practices, and learning about other cultures. The chance to dispel
prejudice, encourage tolerance, and strengthen international ties were considered significant benefits. The 8
participant recognized the value of courteous communication and the possibility of cultural misunderstandings and
inappropriate remarks.

A wealth of information about some Moroccan Facebook users' motivations, advantages, difficulties, and usage
habits was learned from the semi-structured in-depth interviews with 10 Moroccan Facebook active users in a
purposive sampling. The study showed how crucial Facebook is for promoting self-expression, community
building, networking, information gathering, and communication. However, the 6 participants also highlighted
worries about social interactions, the digital gap, privacy, and security.

These results can help social media companies, governments, and users themselves better grasp the demands,
goals, and difficulties Moroccan Facebook users experience. Moroccan Facebook users can benefit from a friendly
and helpful online environment if privacy and security issues are addressed, digital inclusion is promoted, and
responsible usage is encouraged.

Conclusion

The current study focused on Moroccan users' motives, benefits, problems, and usage patterns to examine
Facebook's impact and perceptions among Moroccan users. Essential insights were gained by analyzing semi-
structured in-depth interviews, focusing on numerous facets of Facebook usage in Morocco. The outcomes of the
current study demonstrated that Facebook, which serves as a critical communication medium that enables users to
interact with friends, family, and coworkers, plays a significant role in the lives of Moroccan users. It helps people
maintain relationships even when separated by great distances, creating a sense of intimacy, and enabling them to
keep users informed about the daily lives and operations of the people in their social networks.

Facebook has also developed into a potent tool for networking on both a personal and professional level. Users in
Morocco believe it to be a valuable tool for advancing one's career, finding employment, and promoting one's
business. Joining clubs and groups with members who share similar interests or work in related fields makes
networking more accessible and promotes knowledge exchange. The current study also showed that for Moroccan
users, Facebook is a vital data source. They can use it to access news, stay current on events, and participate in
debates about various subjects. The platform is also viewed as a place for self-expression, allowing users to expose
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a large audience to their ideas, viewpoints, and creative works. It encourages empowerment and gives people a
forum to express their issues, support causes, and participate in social and political debate.

The principles of validity and reliability are treated. They are handled differently in qualitative research compared
to quantitative research. Researchers nevertheless work to ensure that their results are reliable and believable, even
though the traditional concepts of reliability and validity are only sometimes appropriate to qualitative research.
Multiple measures were implemented to guarantee the validity of this study. To choose participants who were most
likely to offer insightful and varied viewpoints on the subject, the researcher first employed a purposive sample
technique. Second, the researcher used semi-structured open-ended questions in an in-depth interview to let
participants express their opinions and experiences without the researcher imposing prior notions or biases. Third,
the researcher encouraged participants to assess the results and comment on their accuracy as part of a member
verification process and completeness.

Multiple steps were also taken to guarantee the study's dependability. To guarantee that the data gathered was
consistent and that any discrepancies in responses could be explored, the researcher first performed numerous
interviews with each participant. Second, the researcher applied a strict methodology for data analysis, which
included coding and theme development, to ensure that the information at hand backed the results. Finally, the
researcher used peer debriefing, in which findings were debated and examined by other researchers to make sure
the analysis was reliable and robust. Although validity and reliability are only sometimes apparent in qualitative
research, the steps used in this study were intended to make sure the results are reliable and credible. The
conclusions and interpretations, however, may not apply to other locations or people, as is the case with any
qualitative study. The ability to exchange cultures has emerged as a critical benefit of Facebook use among
Moroccans. Users of the site can communicate with individuals from various cultural backgrounds, shattering
preconceptions, encouraging tolerance, and establishing cross-cultural relationships. Participants stressed the
importance of respectful dialogue to guarantee successful cultural exchange, but they also noted the possibility of
misunderstandings and inappropriate remarks due to cultural differences. Additionally, Facebook offers Moroccan
users entertainment and leisure activities. Users can unwind and kill time by engaging with various media,
including videos, memes, and online games. Balancing online and offline interests is crucial to prevent addiction,
time loss, and essential activities.

Moroccan Facebook users mentioned privacy and security concerns as crucial factors. Concerns were made
concerning identity theft, unauthorized access, and exposure to fraud and scams. Participants emphasized better
privacy settings, robust security safeguards, and greater user awareness of online safety. The report also brought
up concerns about the digital divide and disparities in internet access. While Facebook offers potential for
networking and communication, addressing access issues, particularly in rural areas, is essential to guaranteeing
that all Moroccans have the same opportunities. The effect of Facebook on social ties was also investigated. Users
expressed worries about shallow relationships, less face-to-face communication, and blurred personal and
professional boundaries, even if they acknowledged the advantages of keeping connections. Users stressed the
significance of balance and moderation in Facebook usage to maintain and foster meaningful relationships.

The current study's findings offer important new information about Moroccan users' Facebook usage patterns,
motives, benefits, and difficulties. The results provide information on Moroccan Facebook users' requirements,
expectations, and difficulties to governments, social media platforms, and users. To help create a friendly and
helpful online environment for Moroccan users of Facebook and similar platforms, privacy and security issues can
be addressed, digital inclusion is encouraged, and responsible usage is encouraged. To address the issues observed
and encourage responsible Facebook usage among Moroccan users, additional research may examine interventions
and techniques. Comparative research across various demographic groups and areas in Morocco could also provide
a more nuanced picture of the various experiences and views of Facebook usage in the nation.

The current study offers also insights that can influence and direct future research, policy development, and
platform design, adding to the increasing body of information on social media usage in Morocco. Researchers and
professionals can create specialized interventions, educational programs, and policies that meet Moroccan users'
particular requirements and difficulties by knowing the context of Facebook usage in that country. The outcomes
of the current study have numerous importance for social media companies and politicians. First, more user
education and knowledge about privacy settings, security precautions, and appropriate online conduct is required.
Users should be given access to clear information that is simple to comprehend so they preserve their privacy and
choose how to present themselves online. Additionally, closing the digital gap is essential to ensuring that all
Moroccans have equal access to and advantages from social networking sites like Facebook. Making attempts to
raise is crucial. Internet connectivity and infrastructure in rural regions and to make internet services more
accessible and cheaper. We can lessen inequality and advance digital inclusion nationwide by bridging the digital
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divide. Social media platforms should also consider incorporating user preferences and comments into their design
and functionality. Moroccan users' trust and confidence can be boosted by improving privacy controls, bolstering
security precautions, and giving users more power over their data. Platforms can also promote cross-cultural
exchange by fostering courteous and inclusive conversation between users from different backgrounds.

The results of the current study provide Moroccan users with knowledge and suggestions for enhancing their
Facebook experience. Users should know their privacy settings, periodically monitor and update their online
accounts, and take caution when talking with strangers or conducting business online. Users should balance their
online and offline activities to prevent Facebook users from negatively impacting their productivity, relationships,
or general well-being. By identifying their motives, benefits, difficulties, and usage patterns, this study adds to our
understanding of how Moroccan people use Facebook. The results highlight Facebook's importance in networking,
communication, information sharing, cross-cultural interaction, and enjoyment. However, issues with privacy,
security, the digital gap, and interpersonal interactions all surfaced.

Policymakers, social media platforms, and users can encourage a healthy, inclusive, and productive online
environment by addressing these issues and taking advantage of Facebook's advantages. The dynamics of social
media usage in Morocco should be further investigated in future studies, as the efficacy of initiatives to encourage
responsible and constructive Facebook usage. Ultimately, Morocco may advance toward a digitally empowered
society that promotes connection, collaboration, and advancement by utilizing the potential of social media
platforms like Facebook.

Further recommendation

The following suggestion is offered using the current study's findings as an initial motivation. However, users
should be given clear instructions and educational materials on how to use Facebook safely to improve users'
comprehension of the platform and any potential threats, promote digital literacy programs, additionally, increasing
the accessibility and exposure of Facebook's privacy settings and make it easier to change privacy options and
ensure users that have complete the power to select who can access confidential information. As well as boosting
efforts at content moderation to deal with problems including hate speech, cyberbullying, and false information.

To ensure a safer and more satisfying user experience, implement reliable reporting tools and speed up the review
procedure. Also, create algorithms more suited to Moroccan people's preferences and interests, and increase the
platform's capacity to deliver timely material from various cultural perspectives, generating a more inviting
environment. Also, encouraging collaborations with Moroccan community groups and influencers to advance
Facebook usage that is ethical and responsible and facilitate discussion, criticism, and active participation in
determining platform policies and features. Likewise, increase the openness of data collecting and usage
procedures and Confirm compliance with regional data protection laws and give users more clarity about how
users’ data is being handled.
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ABSTRACT

The aim of this study is to determine the relationship between human resources and mobbing in enterprises and
to determine the perceptions of HR practices on mobbing. The study was conducted with the relational survey
model, one of the quantitative research methods. The population of the study consisted of 320 people working in
the private sector in TRNC and the sample consisted of 222 people who could be reached and answered the
questionnaires at the level that could be used. In the study, socio-demographic information form, Human
Resources Practices Scale and Mobbing (Psychological Violence) Scale were used to collect data. The data were
analysed using SPSS 28.00 statistical analysis software. Frequency, mean, standard deviation statistics were
used.

At the end of this research, it is seen that the HR practices perception scores of male participants are higher than
female participants. It should be noted that the relationship is also significant. It is also seen that it does not
affect the perceptions of HR practices. It is seen that the marital status variable does not affect the perceptions of
HR practices. When the arithmetic averages are analysed, it is seen that the scores of single participants are
higher than the scores of married participants with a small difference. In the study, it was observed that gender
variable did not affect mobbing perception. When the airtmatic averages are analysed, it is seen that the mobbing
perception of female participants is higher than that of male participants. It is seen that the perception of
mobbing does not change according to the age of the participants; therefore, the mobbing perception of all age
groups is similar to each other.It is seen that HR practice perceptions have a statistically positive effect on
mobbing perception. In this case, it can be said that HR practices have a positive effect on the perception of
mobbing applied in the organisation.

Keywords: Business, Human Resources, Mobbing

1. Introduction

1.1. Problem status

Human resources (HR) departments play a strategic role in companies. In line with its strategic role; it is
important to take decisions together with top management and direct management in the workplace, to determine
the needs of the department management and to be in constant communication with top management and direct
management (Yinal and Banje, F2023). Due to this role, HR departments are expected to align business
strategies with HR strategies, support line management and senior management in this direction, and bring added
value to business operations (Vardarlier & Canol, 2017). In this context, most of the issues related to employees
are among the duties of the HR department. One of these tasks is the prevention of some negative situations that
occur or may occur in the workplace. Among these negative situations, mobbing, which has recently been on the
agenda, is expressed as emotional assault (Copur, 2017).Mobbing can be confused with conflict at the beginning
of working life. Some workplace jealousies can also be considered as mobbing. Employees express a warning
from a supervisor or a conflict or incident with a colleague as violence and treat it as violence. However, it must
be consistent in order to be called mobbing (Akman, 2014). Mobbing can have a negative impact on
organisations in terms of efficiency, productivity and job satisfaction of employees. Employees' reluctance to
work due to low job satisfaction limits employee creativity (Yilmaz & Kaymaz, 2014). As a result of workplace
rebellion, employees' attention is distracted from the goals of the organisation and the importance of their own
duties. In addition to the employees who are exposed to mobbing, as a natural consequence, those who witness
the events in the process experience a significant decrease in their trust in the organisation, thinking that they
will also face violence. events, their commitment to the organisation and their commitment to work. While
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harmony among the employees of the organisation who are subjected to violence is weakened, an environment
of complete distrust prevails (Tetik, 2010). In the fight against mobbing, the personnel management of
organisations, i.e. HR department, has important duties. Human resources management, which is the backbone
of companies, should be the first unit to identify abusive behaviours. In this framework, the problem situation of
the study was determined as "what are the duties of human resources management regarding mobbing in
enterprises?".

1.2. Aim of the research

The aim of this study is to determine the relationship between human resources and mobbing in enterprises and
to determine the perceptions of HR practices on mobbing. The sub-objectives of the research are as follows:

- Do the participants' perceptions of human resources practices differ significantly according to their socio-
demographic characteristics?

- Do the participants' perceptions of mobbing differ significantly according to their socio-demographic
characteristics?

1.3. Importance of research

Human resources management in businesses is of great importance to ensure that employees work efficiently and
happily. Mobbing, i.e. psychological harassment, is an important issue in terms of human resources management
in enterprises because it can negatively affect employees' psychological health and work performance by
affecting the working environment. Mobbing, i.e. psychological harassment, is an important issue in terms of
human resources management in enterprises because it can negatively affect employees' psychological health
and work performance by affecting the working environment. Human resources management in enterprises
should take preventive measures for the prevention of mobbing and the safety, health and welfare of employees.
In order to prevent mobbing, a transparent policy and procedures should be established in enterprises, a safe
environment should be provided for employees to report mobbing behaviours, and mobbing behaviours should
be responded seriously and quickly.

Prevention of mobbing in enterprises will contribute to the success of the enterprise by increasing employee
happiness and job performance. Therefore, human resources management in enterprises should endeavour to
prevent mobbing and provide a good working environment for employees. In this sense, this study is considered
to be important in terms of contributing to the literature.

1.4. Limitation

This research is limited to the sources used in the study.

1.5. Description

124Human resource management: Strategic value for businesses is a set of management processes that include
many practices such as recruitment, selection and placement, training, evaluation, rewarding, rewarding,
increasing performance, managing human relations and providing communication to achieve goals (Cetin,
Elmali, Arslan, 2019).

Mobbing: In any community living together or in a common place, if they consciously/intentionally choose one
of them as a victim because of certain differences, they start to see him/her as incompetent, gradually become
increasingly incompetent, and with their annoying behaviours, a person is defined as the process of making
him/her an incompetent, unsuitable, unhappy, problematic person (Dékmen, 2005; Tinaz, 2006).

2. Theoretical Framework

2.1. Human Resources Concept

Human resource management as a discipline is developing rapidly. Although it is claimed that HRM and
classical HRM are materially similar or identical, the concept of HRM encompasses the purpose, work and
functions of HRM and the wider field. Since scientists have different views on human resource management,
there is no consensus on the subject. One of the main reasons for this is that the boundaries between HR and
HRM cannot be drawn exactly (Aykag, 1999).

Human resource management is the business function that helps the company to apply organisational tools such
as production, marketing and finance to the company, which assess and respond to the company's individual
needs and provide incentive working conditions to get very good results from the employee. In particular,
production management is about goods or services, financial management is about money and personnel
management is about people. Human resources are the people working in the organisation who add value to the
organisation with their knowledge and skills. Effective human management is a very complex process (Cetin,
Elmali, & Arslan, 2017).
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The main purpose of human resource management is to enable people to create benefits together to achieve
organisational goals. Leaders carry out their activities through others. Managers at different levels deal with
human resources. Human resource management is the effective use of personnel resources to improve
organisational performance. Such a situation requires a strategic approach to staffing. It aims to reveal the factors
affecting employees, what employees should do in the current situation and what they should do in the future. In
order to ensure the effectiveness of the organisation, attention should be paid to all the issues mentioned and
their interactions should be considered (Aksan, 2022).

2.2. Human Resources Management (HRM) and Applications

Companies trying to survive in a rapidly differentiating competitive environment try to manage situations such
as ensuring customer satisfaction, increasing profit margins and improving quality. For this purpose, companies
try to manage their human resources effectively, accurately and efficiently (Barutgugil, 2004). Human resource
management is seen as a key unit in the proper management of employees' skills, abilities, qualifications and
attitudes in achieving the objectives of the organisation. In this sense, business management supports innovation,
knowledge management skills and staff learning by planning and directing HR practices in this direction. HR
practices therefore have critical value in the knowledge economy (Aydem, Mutlu, & Katircioglu, 2019). In this
context, it is possible to summarise HR practices as follows:

Human Resource Planning: HRM practices provide systems for an organisation to collect, store, update and
easily access information about the current knowledge, competencies, skills and abilities of its employees. In this
way, an easy and fast flow of information can be provided between organisational units (Dogan, 2011).

Selection and Recruitment: It is seen that the most important resource that increases the effectiveness and quality
of the organisation and enables it to adapt to changes is human. In this context, the HR department has a critical
importance in ensuring the recruitment and continuity of personnel according to the sufficient number and
quality of the organisation and in determining the right strategies for the organisation to achieve its goals
(Barutcugil, 2004).

Training and Development: Training and development includes the processes that provide the desired change in
the skills, knowledge, attitudes and behaviours of employees (Sabuncuoglu, 2008). In order for the training to be
beneficial to the employee and then to the organisation, first of all, the correct training needs analysis should be
made. Because the training programmes implemented according to the needs ensure that the skills and
behaviours of the employees are compatible with the organisation.

Performance Management: Performance management system is the process of modelling the objectives to be
achieved in organisations and the performance expected from employees for this purpose, and directing,
developing and guiding employees in a way to increase their loyalty and productivity in this context (Barutgugil,
2004).

Remuneration management and rewarding: Remuneration is a non-monetary contribution and/or monetary value
received by the physical or mental effort of work in exchange for a product or service provided and is
determined by the governing bodies of organisations (Olanrewaju et al., 2020).

Career Management: Career management, which is generally managed by corporate HR departments, can be
defined as processes such as synchronising HR practices with the business system, sharing career information,
informing employees about the conditions of career stages, advising and guiding subordinates, evaluating
employee performance and implementing career development training practices (Kahraman & Findikli, 2018).

Digital Work Environment: As companies are digitising as a whole, HR is leading the digital organisation. In
addition to the digitalisation of personal platforms, this means digital workplaces and a digital workforce, as well
as the implementation of technology that changes the way people work and interact at work (Deloitte, 2017).
Such practices force companies to completely change the language of digital communication and working
methods, leading to an increase in competence and enhancing the development of the existing workforce in this
direction.

2.3. Mobbing Concept and Scope

Mobbing is derived from the word "mob" as a concept, and the word mob is derived from the Latin word
"mobile emphasis", which is defined as "unstable crowd". In English, mob refers to an irregular crowd or gang
group that uses violence and pressure against the law (Lokmanoglu, 2019).
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The concept of mobbing has recently started to be included in Turkish academic literature. It has been translated

into Turkish as anxiety, emotional harassment, threat, psychological terror, intimidation, mental violence, moral
and emotional harassment, bullying or workplace bullying. The term was first used by Konrad Lorenz in the
1960s to "describe the abuse used by birds to intimidate, upset and frighten stronger and lonely birds inside and
outside the flock" (Yildirim & Ekinci, 2019).

Leymann (1996) examined adult behaviour since 1982 and focused on so-called difficult people in the business
world. It has been determined that these so-called difficult people are not genetically such and their behaviours
change due to the corporate culture and environment. With these studies, the concept of mobbing has been
investigated not only in terms of children and animals but also in terms of adults and business life. Leymann
emphasised that bullying, which he also called professional terrorism, is a hostile behaviour directed at another
person by one or more people, and noted that people who cannot get help and are vulnerable are open to
intimidation policy.

Mobbing is defined as "intimidation or psychological terror resulting from systematic hostile and unethical
behaviour of one or more persons against another person or persons" (Cobanoglu, 2005). In this Leymann
statement, it is understood that the systematic characterisation of immoral acts against the victim and acts of
violence against the same victim by a specific person is routine, not of short duration and lasts for at least six
months (Karakas, 2010).

2.4. Stages of Mobbing

There is a five-stage process related to mobbing (Baykal, 2014; Yilmaz & Kaymaz, 2014);

First stage; Victims are prevented from expressing themselves, interrupted and ignored in meetings, insulted and
slandered, successes are ignored and failures are exaggerated, privacy is constantly criticised and threatened by
phone or verbally.

Second stage: Attack on social relations; relations with the victim of violence are minimal, complaint channels
are limited, they are isolated from other employees, and those who try to establish close relations with the victim
feel themselves at risk of becoming a victim of violence and the victim is neglected; they are treated as if they do
not exist, their rights and personality are not respected.

Third stage - Attack on reputation; a campaign of slander is launched against the victims, unfounded reports,
ridicule, belittling achievements and attributing success to external factors, rumours about their mental health,
that they are "dangerous", about their political or religious status. beliefs are ridiculed. Their beliefs and values
are verbally and physically attacked, they are accused of short-sightedness and lack of vision, and their views are
ignored.

Fourth stage - Attack on the quality of life and work; their primary responsibilities and authorities are limited,
they are deprived of their rights, they are forced to take all their rights through the judiciary, the implementation
of decisions in their favour is deliberately delayed, they are given tasks that exceed their abilities. it negatively
affects their self-confidence, they are forced to leave.

Fifth stage - Assault affecting health; the victim is forced to perform a physically difficult task; if the victim is a
woman, it may refer to verbal or actual sexual harassment.

2.5. Parties to Mobbing

In business life, everyone can suddenly become a party to mobbing. A person may be a victim because he/she is
a victim of another violence, or he/she may participate in the process as a bystander. There are three parties to a
mobbing action (Palabiyik, 2018; Ekinci, 2022):

Mobbing Perpetrator: The person who applies mobbing is called the perpetrator (aggressor, bully). This person
can be a civil servant or an employee, as well as an employer, official or supervisor. In other words, the status of
the person is not important. Also, the number of people involved in this process is not important. The mobber
can be one person, or it can be more than one person, or it can be all employees of the whole department or
group. In this case, the bullying is usually initiated by one person and then others join the bullying.

1. Victim of mobbing: A person who is mistreated by a bully is called a victim of violence (mobbing
victim). Leymann made a general definition of this subject. For him, a victim is anyone who feels like a
victim. Victims are generally honest and reliable people who do their job well, do not compromise their
working principles, and are identified with their work. Regardless of the hierarchy, any employee in the
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workplace can be a victim. The victim of mobbing can be one or more persons. The common point of all
international research is that there are many more victims of violence and harassment.

2.  Mobbing Monitor: People who do not directly participate in the ongoing mobbing processes but observe
the mobbing process and experience its reflections are called mobbing bystanders (witness, spectator).
These people are considered as eyewitnesses from the moment they become aware of mental harassment
in the work environment. The mobbing bystanders may be the victim's own colleagues or the victim's
supervisor, employer or employer's representative. In other words, anyone other than the perpetrator and
the victim can be a bystander to workplace violence.

2.6. The Role of Human Resources Department in Combating Mobbing

In the literature, researchers have tried to express the role and importance of the HR department in the company
in the same way. The importance of the strategic nature of the department is shown by the fact that the HR
department, alone or in co-operation with direct managers, is primarily responsible for making political decisions
regarding HR management (Ozgelik, 2006). Every manager and every employee can be a "mobbing preventer".
In order to protect companies, it is necessary to avoid mobbing in companies by combining the strategic role and
the goals of the company and the staff in a single goal. Because the conflict between HR goals and business
goals is a potential threat for violence. A direct manager can put pressure on the staff in order to protect the
interests of the company and therefore, it is inevitable that the motivation and cohesion of the employees will
further decrease if they cannot achieve their goals. The important point here is that HR roles should not be seen
as independent of each other. Human resources can also intervene in the process in the change role (Vardarlier &
Canol, 2017).

3. METHOD

3.1. Research Model

The study was conducted with the relational survey model, one of the quantitative research methods. Relational
survey model is a model used to search and retrieve related data in a database (Biiyiikoztiirk, 2012).

3.2. Universe and Sample
The population of the study consisted of 320 people working in the private sector in TRNC and the sample
consisted of 222 people who could be reached and answered the questionnaires at a level that could be used.

3.3. Data Collection Tools

The data were collected by sending questionnaires by e-mail. A total of 310 questionnaires were sent, and
incorrect, incomplete or non-returned questionnaires were eliminated. Finally, 222 questionnaires could be
evaluated after the questionnaire control. In the study, socio-demographic information form, Human Resource
Practices Scale and Mobbing (Psychological Violence) Scale were used to collect data.

Human Resources Practices Scale The Human Resources Practices Scale taken from Yildirim (2013) was used.
The scale was prepared in 5-point Likert type. The main dimension of the scale was found to be reliable with a
Cronbach Alpha value of 0.965.

Secondly, the Mobbing (Psychological Violence) Scale developed by Leymann (1996) and adapted from Ehi
(2011) was used. The Cronbach Alpha value of the scale was found to be highly reliable at the level of 0.783.

3.3. Data Analysis
The data were analysed using SPSS 28.00 statistical analysis programme. Frequency, mean, standard deviation
statistics were used.

4. Findings

4.1. Demographic Information

Table 1 shows the demographic information of the participants:
Table 1. Information on Participants

N %
Woman 145 60,9
Gender Man 75 31,5
20-30 age 68 28,6
Age 31-35 age 52 21,8

www.tojned.net Copyright © The Online Journal of New Horizons in Education 222



T ':QJ N E D The Online Journal of New Horizons in Education - July 2023 Volume 13, Issue 3

THE ONLINE JOURMAL
OF NEW HORIZONS IN EDUCATION

36-40 age 47 19,7

41-45 age 32 13,4

46 age and older 21 8,8

Marital status Married 89 37,4
Single 131 55,0

High School 39 16,4

. Associate Degree 84 35,3
Education status Licence 60 252
PhD 37 15,5

Total 220 92,4

When Table 1 was analysed, it was seen that 60,9% of the participants were female and 75% were male. When
the age distribution is analysed, it is seen that 28.6% of the participants are between 20-30 years old, 21.8% of
them are between 31-35 years old, 19.7% of them are between 36-40 years old, 13.4% of them are between 41-
45 years old and 8.8% of them are between 46 years old and above. 55% of the participants are single and 37.5%
are married. It is seen that 35.3% of the participants have associate degree, 25.2% have bachelor's degree, 16.4%
have high school degree and 15.5% have doctorate degree.

4.2. Findings Related to Participants' Perceptions of Human Resources Practices According to Socio-
Demographic Characteristics
Table 2 shows the results of the analyses on the participants' perceptions of HR practices according to their

nder:
i.i"ezjib(lie‘,j 2. T-Test on Participants' Perceptions of Human Resources Practices According to Gender
N X Ss f p.
Woman 145 107,7379 16,60615
Man 75 113,8933 16,61941 0,061 0,005
p=0,005

When Table 2 is analysed, it is seen that gender variable affects HR practice perceptions (p=0,005). In this case,
it is seen that male participants (X = 113,8933) have higher HR practices perception scores than female
participants (X = 107,7379). It should be noted that the relationship is also significant.

Table 3 shows the results of the analyses on the participants' perceptions of HR practices according to their age:
Table 3. ANOVA Test on Participants' Perceptions of Human Resources Practices According to Age

For average %95
Confidence Interval
Lower Upper

N X Ss Limit limit  Minimum Maximum F p.
20-30 age 68 111,0294 15,79530 107,2061 114,8527 82,00 158,00
31-35 age 52 111,7308 17,45259 106,8719 116,5896 76,00 147,00
36-40 age 47 108,9149 16,14046 104,1759 113,6539 78,00 140,00 0.830 0.507
41-45 age 32 105,4375 14,97080 100,0399 110,8351 82,00 136,00 ’ ’
46 age and 21 110,0476 22,24517 99,9217 120,1735 77,00 152,00
above
p>0,05

When Table 3 is analysed, it is seen that the age variable does not affect the perceptions of HR practices
(p>0,05). However, it should be noted that the 31-35 age group (X = 111,7308) scored higher than the other age
groups with a slight difference in arithmetic averages.

Table 4 shows the results of the analyses on the perceptions of HR practices according to the marital status of the
participants.
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Table 4. T-Test on Participants' Perceptions of Human Resources Practices According to Marital Status

N X Ss f p.
Married 89 109,6629 17,61968
Single 131 109,954 16,33725 1,908 0,169

p>0,05

When the results of the analyses are evaluated, it is seen that the marital status variable does not affect the
perceptions of HR practices (p>0,05). When the arithmetic averages are analysed, it is seen that the scores of
single participants (X = 109,9542) are higher than the scores of married participants (X = 109,6629) with a slight
difference. In this case, it is possible to say that the HR practice perceptions of married and single participants
are similar to each other.

Table 5 shows the results of the analyses on the participants' perceptions of HR practices according to their level
of education:
Table 5. ANOVA Test on Participants' Perceptions of Human Resources Practices According to Education Level

For average %95
Confidence Interval

Lower Upper

N X Ss Limit Limit Minimum Maximum F p.

High 39 108,9487 17,21069 103,3697 114,5278 76,00 140,00

School

Associate 84 110,6905 17,67442 106,8549 114,5261 77,00 152,00

Degree 0,208 0,891
Licence 60 110,1333 15,95807 106,0109 114,2557 79,00 138,00

PhD 37 108,3514 16,35919 102,8969 113,8058 81,00 158,00

p>0,05

When Table 5 is analysed, it is seen that the education level variable does not affect the HR practice perceptions
(p>0,05); therefore, the HR practice perceptions of each education level are similar to each other. When the
arithmetic averages are analysed, it is seen that associate degree graduates (X =110,6905) have higher scores
than other education levels. Basically, this may be due to the higher number of associate degree graduates.

4.3. Findings Regarding Mobbing Perceptions of Participants According to Socio-Demographic Characteristics
Table 6 shows the results of the analyses on the mobbing perceptions of the participants according to their

gender:

Table 6. T-Test for Participants' Perceptions of Mobbing According to Gender

N X Ss f p-
Woman 145 116,6552 12,09762
Man 75 115,8267 12,50013 0,267 0,606

p>0,05

As a result of the analysis, it was seen that gender variable did not affect mobbing perception (p>0,05).
Considering the airtmatic averages, it is seen that the mobbing perception of female participants (X = 116,6552)
is higher than that of male participants (X = 115,8267).

Table 7 shows the results of the analyses on the mobbing perceptions of the participants according to their age:
Table 7. ANOVA Test for Participants' Perceptions of Mobbing According to Age

For average %95
Confidence Interval
Lower Upper
N X Ss Limit Limit  Minimum Maximum f p.

20-30 age 68 115,6912 12,76803 112,6007 118,7817 85,00 144,00

31-35 age 52 112,7115 11,90376 109,3975 116,0256 81,00 140,00 2,619 0,036
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36-40 age 47 117,7021 12,58003 114,0085 121,3958 92,00 144,00
41-45 age 32 118,3750 11,01831 114,4025 122,3475 94,00 141,00
46 age and 21 121,6190 9,90190 117,1118 126,1263 100,00 140,00
above

p>0,05

When Table 7 is analysed, it is seen that the perception of mobbing does not change according to the age of the
participants (p>0,05); therefore, the mobbing perception of all age groups is similar to each other. When the
arithmetic averages are analysed, it is seen that the age group of 46 and over (X = 121,6190) has a higher score
than the others.

Table 8 shows the results of the analyses on the mobbing perceptions of the participants according to their
marital status:
Table 8. T-Test for Participants' Perceptions of Mobbing According to Marital Status

N X Ss f p.
Married 89 116,7978 12,28375
Single 131 131,0840 12,20532 0,012 0,00

p=0,00
When Table 8 is analysed, it is seen that mobbing perception of the participants differed according to marital
status (p=0,00). Accordingly, it is seen that the mobbing perceptions of single participants (X = 131,0840) are

higher than married participants.

Table 9 shows the results of the analyses on the mobbing perceptions of the participants according to their
educational status.

Table 9. ANOVA Test for Participants' Perceptions of Mobbing According to Educational Background

For average %95
Confidence Interval
Lower Upper

N X Ss Limit Limit Minimum Maximum F p.
High School 39 114,3590 10,71764 110,8847 117,8332 94,00 140,00
Associate 84 116,7619 12,04471 114,1480 119,3758 92,00 141,00
Degree 0,618 0,604
Licence 60 117,5833 13,24386 114,1621 121,0046 81,00 144,00
PhD 37 115,6486 12,51492 111,4760 119,8213 88,00 144,00

p>0,05

When Table 9 is analysed, it is seen that educational status does not affect mobbing perception (p>0,05). In this
case, it is possible to say that the mobbing perceptions of the participants with different educational status are
similar to each other. When the arithmetic averages are analysed, it is seen that bachelor's degree graduates (X =
117,5833) have higher scores than the others.
3. Findings on the Relationship between Human Resources Practices and Mobbing PerceptionTablo
1. 10 shows the results of the analyses on the relationship between HR practices and mobbing perception:
2. Table 10. Correlation Analysis between Human Resources Practices and Mobbing Perception

Mobbing Perception
r ,076
Perceptions of Human Resources
Practices p. 0,00%*

When the results of the analysis are analysed, it is seen that the perception of HR practices has a statistically
positive effect on the perception of mobbing (r=,076; p=0,00). In this case, it can be said that HR practices have
a positive effect on the perception of mobbing applied in the organisation.
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CONCLUSIONS AND SUGGESTIONS

As a result of this research, it is seen that the HR practices perception scores of male participants are higher than
female participants. It should be noted that the relationship is also significant. It is also seen that it does not
affect the perceptions of HR practices. It is seen that marital status variable does not affect HR practice
perceptions. When the arithmetic averages are analysed, it is seen that the scores of single participants are higher
than the scores of married participants with a small difference. In this case, it is possible to say that the HR
practice perceptions of married and single participants are similar to each other. It is seen that the education level
variable does not affect the HR practice perceptions; therefore, the HR practice perceptions of each education
level are similar to each other. When the arithmetic averages are analysed, it is seen that associate degree
graduates have higher scores than other education levels. Basically, this may be due to the higher number of
associate degree graduates.

In the study, it was observed that gender variable did not affect mobbing perception. When the airtmatic
averages are analysed, it is seen that the mobbing perception of female participants is higher than that of male
participants. It is seen that the perception of mobbing does not change according to the age of the participants;
therefore, the mobbing perception of all age groups is similar to each other. When the arithmetic averages are
analysed, it is seen that the age group of 46 and over has a higher score than the others.

It is seen that the perception of mobbing differs according to the marital status of the participants. Accordingly, it
is seen that the mobbing perceptions of single participants are higher than married participants. In addition, it is
possible to say that the mobbing perceptions of the participants with different educational status are similar to
each other. When the arithmetic averages are analysed, it is seen that bachelor's degree graduates have higher
scores than the others.

Finally, it is seen that HR practice perceptions have a statistically positive effect on mobbing perception. In this
case, it can be said that HR practices have a positive effect on the perception of mobbing applied in the
organisation. At the end of the research, the following recommendations were developed:

The study was conducted quantitatively and within a specific sample. Future studies can be conducted as mixed
or qualitative; in different sample segments.

- It is suggested that demographic variables should be diversified in future studies.

- The human resources department should play an active role in the workplace to help prevent and address
mobbing cases. This ensures that employees work in a healthy and safe working environment and increases
motivation and productivity in the workplace.
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ABSTRACT

The aim of this study is to determine the realization forms of mobbing events that women are exposed to, by
whom the mobbing is carried out and the effects of the event on the mobbing victim; At the same time, it is the
examination of mobbing perceptions of female employees who are victims of mobbing in the workplace. In the
study, qualitative research method was preferred in order to capture the details of mobbing incidents, which are
thought to be relatively difficult to statistic within the framework of quantitative research, and to determine
mobbing perceptions by enabling mobbing victims to convey their experiences with their own words. In this
context, 23 female employees who have different positions and seniority in various sectors in the town of
Nicosia in the Turkish Republic of Northern Cyprus and who stated that they are victims of mobbing in the
workplace were selected by snowball sampling method and semi-structured interviews were conducted with
these female employees. Afterwards, the interview records were analyzed in detail and the codes, categories and
themes were determined; Accordingly, the similar and divergent aspects of mobbing experiences, the effects
they experienced and mobbing perceptions of female employees participating in the research were interpreted
by revealing. According to the findings obtained within the scope of the research, mobbing for office workers
emerges as a very common problem that can lead to serious negative consequences. Mobbing, which is a type of
psychological violence or bullying that is carried out systematically and for months and in some cases for years,
in order to incapacitate the person in the workplace or to force him to leave the job; It can reduce employee
performance by destroying employee motivation and health, lead to loss of productivity and resources in the
workplace, create a toxic atmosphere within the organization, cause the organization and/or organizational
managers to lose their reputation, and cause qualified employees to leave the job. In the research, the findings
that the protective, preventive and deterrent mechanisms against mobbing are often ignored by mobbing
perpetrators were also noteworthy. On the other hand, although the positions of the perpetrators who apply
mobbing to the interviewees vary and the perpetrators are not always managers, all of the victims clearly stated
that they think that the managers of the workplace where they work are responsible for preventing mobbing.
Accordingly, the overlapping aspects of the findings with the upper-level theory were also tried to be
interpreted.

Keywords: mobbing in the workplace, female employees, mobbing perception, mobbing effects

1. Introduction

Human relations, ways of doing business and lifestyles change within the framework of current opportunities
and constraints. In this respect, as technology develops, there may be situations where human contact decreases
in some workplaces, and although concepts such as "dark factories" and "remote working" are becoming more
and more common in global business circles, especially after the Covid19 pandemic; In the business world, it is
out of the question to completely cut off human relations. Therefore, as in every situation in which human has
played a leading role throughout history, no matter how much technology develops in business environments,
there may be situations where conflict is inevitable due to the existence of the human factor. However, there is a
situation that distinguishes itself from interpersonal conflict, which is a part of human nature, which is mobbing
behavior. Mobbing, which is a systematic intimidation behavior unlike the usual conflict situation between
people; It is a problem that lasts for a large period of time spanning months or even years, causing many
negative effects, especially stress, and increasing the intention to leave (Baillien, Escartin, Gross, & Zapf, 2017).

Mobbing experiences of female employees in the workplace is a common problem worldwide. Mobbing is the

practice of systematic, persistent and malicious behavior towards a person. These behaviors are carried out in
order to damage the reputation of the person and cause psychological or emotional pain (Burns, 2022). Women
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may be more prone to mobbing in the workplace, and some studies show that women are more exposed to
mobbing. Female employees may be exposed to workplace mobbing because they may be targeted because of
their gender, role or hierarchical position. Forms of mobbing can include constant criticism, belittling,
humiliation, spreading gossip, ostracism, abuse and harassment. Such behaviors may negatively affect the self-
confidence, motivation and work performance of employees (Yinal, Kalkan, & Cakici, 2022).

The Concept of Mobbing Whenever people who are social beings are in contact, there is a possibility of conflict
between them, this is a part of human nature. These disputes can be resolved between the parties as well as; it
can grow to the point of fighting, violence or breaking the relationship between the parties (Aquino, 2000).
Legislators around the world have defined certain behaviors as crimes in the legal framework against the harm
of the parties or the violation of rights in cases of disagreements (Hasekioglu and Karadas, 2022). Although the
deterrent effect of the penal provisions in the legislation for violent behavior, which has been considered a crime
for decades, is the subject of another discussion; It is thought that it is obvious that the fact that they are
accepted as a crime in the social memory facilitates the detection of these behaviors. On the other hand, due to
the fact that psychological violence, especially types of psychological violence such as bullying and mobbing,
are relatively difficult to detect and prove; While there is not always a definition and punishment in the
legislation, it can be said that it is relatively new to be perceived by the society as a crime or at least as a type of
behavior that causes significant negativities. In this context, it is important to examine the literary process from
separating mobbing from normal human conflict situations and defining it as a systematic bullying and
intimidation behavior (Yinal & Banje, 2023).

Mobbing can cause both physical and psychological health problems. Aggrieved workers may experience
physical and psychological symptoms such as stress, anxiety, depression, sleep problems and stomach problems
(Koprii, 2022). In addition, results such as job dissatisfaction, loss of motivation, desire to leave the job and loss
of professional reputation may occur. Many studies have been conducted on the effects of mobbing and the
experiences of female employees. However, it should not be forgotten that mobbing and gender inequality may
show local and sectoral differences. For this reason, it is important to consult local surveys, surveys or official
reports to get up-to-date information about mobbing perceptions and experiences of female employees in the
TRNC (Oksiizoglu and Sesen, 2018).

Although we do not have specific data on the mobbing experiences of female employees in the Turkish
Republic of Northern Cyprus (TRNC), it is known that mobbing is a common problem among female
employees in general. Women may have certain factors that put them at risk of being exposed to workplace
mobbing. Female employees may be targeted because of their gender, gender roles or balance of power.
Mobbing can occur in the form of constant criticism, ridicule, belittling, humiliation, spreading gossip,
exclusion from work and even sexual harassment. Such behaviors may negatively affect women's self-
confidence, motivation and job performance (Y1nal, Kalkan, & Cakici, 2022).

Mobbing can negatively affect the physical and psychological health of female employees. It can lead to health
problems such as stress, anxiety, depression, sleep problems, stomach ailments. In addition, results such as job
dissatisfaction, loss of motivation, desire to leave the job and loss of professional reputation may occur. It is
important that you examine the studies carried out by official institutions, research institutions, women's rights
organizations or universities in the TRNC in order to reach definitive data on the mobbing experiences of female
employees in the workplace. Such resources can provide more detailed information about mobbing perceptions,
experiences and gender inequality in the workplace of female employees in the TRNC (Oksiizoglu, Kilili, &
Cizreliogullari, 2020).

Assuming that, in general, where there is a tort committed by an offender and a victim adversely affected by it,
the perpetrator has more power or advantage than the victim; In workplace mobbing cases, it can be thought that
the perpetrator is generally in a higher position than the victim in the organizational hierarchy, and some studies
show that mobbing applied to subordinates by superiors is the most common type of mobbing (Burton &
Hoobler, 2006); However, studies conducted especially in the 2000s reveal that employees in almost every
position in any organization can be victims of mobbing, even if they are managers. Mobbing behavior can be
applied by managers to employees at lower levels, as well as mixed situations where it occurs between peers at
the same level, mobbing against managers of lower levels, or employees at different hierarchical levels come
together and mobbing other employees (Glambek, Einarsen, & Notelaers, 2020).

These are referred to as "downward" when applied to their subordinates by the manager, "horizontal" when
applied by people at the same hierarchical level, "upward" when applied by subordinates to people in higher
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positions, and "inter-level" mobbing when employees at different levels group and mobbing other employees.
(Birknerova, Zbihlejova, & Droppa, 2021).

It is beneficial to examine the nature of mobbing behaviors that female employees are exposed to, to determine
the motivations of the perpetrators, and to investigate whether the gender of the victim plays a role in the
emerging mobbing behavior. Similarly, it is thought that determining which gender members are exposed to
mobbing more frequently among the same number of male and female employees in a research group may be
instructive. In this framework, in this period when gender roles came to the fore and the state of women's
existence in social life and business world, as they should be, was discussed; Since it was concluded that there is
a need to increase the number of studies investigating the mobbing behaviors that female workers are exposed to
in Turkey and to diversify the scope of mobbing studies currently conducted mainly on health workers, with
different focus groups, this study, which examines the forms of mobbing and its effects on the victim, has a
special focus on female workers ( Seggin, Arslan and Tar1 Selguk, 2022).

In order to determine the effects of mobbing experiences on the victim, and to enable mobbing victims to
express their experiences in their own words without being bound by a certain standard, qualitative research
method was preferred instead of quantitative research within the framework of this research. Moreover, since it
is aimed to investigate the mobbing experiences of female employees in Nicosia; Considering the female
population working in Nicosia, it was thought that qualitative research would be more appropriate, considering
that the population of the research would be too large if quantitative research was preferred. Accordingly, semi-
structured interviews were conducted with female employees working in different positions in various sectors
and who stated that they were systematically exposed to mobbing for at least 3 months in the workplace, in line
with the definition of mobbing in the literature, by snowball sampling method. The data collected accordingly;
tried to be classified by separating them into themes, categories and codes, and a descriptive analysis was made
according to this categorization. From the findings obtained in this framework, the mobbing forms that the
victims are exposed to were tried to be categorized in terms of both the direction of mobbing and the mobbing
methods applied, the effects of mobbing victims as a result of their experiences were examined and the
perceptions of the victims about mobbing were also examined and interpreted.

As a result of the research, within the framework of the research conducted in Nicosia, it has been seen that
mobbing is a very common problem for female employees in business life, which is normalized from time to
time and can lead to negative consequences for both the victim and the workplace. It was also noted that while
women who were more quiet, who were seen as “toothless”, especially those working at lower levels, were the
victims of mobbing, the cases were generally the downward mobbing applied to the subordinates by the
managers. While effects such as loss of motivation, loneliness, alienation from work, and sometimes
unhappiness that can reach depression are experienced by almost every victim; in some cases the effects have
even been so severe as to cause physical illness. Although sexual harassment is a different subject from
mobbing; Based on the findings, it is thought that the mobbing that took place can be accepted as the leading
indicator of the sexual harassment that follows from place to place. However, according to the opinions of the
women participating in the research, it has been determined that there is no consensus that female employees
may be victims of mobbing more, and that the views that mobbing can be applied regardless of gender are quite
common.

1.1. Purpose of the research

The primary aim of this research, which focuses on female employees selected from various sectors and exposed
to mobbing in their workplaces, in order to ensure the validity criteria of the snowball sampling method in the
district of Nicosia; The aim is to reveal the effects of mobbing on the victims by taking into account the details
of the mobbing that the employees in question are exposed to in the workplace, such as the way it occurs, the
people who apply it, and the organizational environment in which it takes place. The second aim of the research
is to determine the perceptions and views of these female employees who are victims of mobbing in the
workplace.

1.2. Variables of the Study

Accordingly, the research has one independent and two dependent variables. The independent variable can be
named as the mobbing experienced by female employees working in Nicosia. Dependent variables were
determined as the effects experienced by the victims as a result of this mobbing and the perceptions of the
victims about mobbing.

1.3. Research Questions
The research questions sought to be answered in the research conducted with these variables are as follows:
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1. By whom and what types of mobbing are women employees most exposed to in Nicosia?

2. What are the personal and professional effects of being exposed to mobbing on female employees in Nicosia?
3. What are the perceptions of female employees who have been exposed to mobbing in Nicosia?

4. Do female employees who have been victims of mobbing in Nicosia associate their mobbing experiences with
their gender?

2. Method

2.1. Creating the Sample

2.1.1.Sample type

Following the preparation of the interview questions, a female employee working in the district of Nicosia, who
was known to have been systematically exposed to mobbing for at least 3 months in accordance with the
minimum mobbing period, which is understood to be the most widely accepted in the national and international
literature, was reached and thanks to her guidance, that is snowball. With the sampling method, a group of 23
women who were exposed to mobbing at their workplaces in Nicosia for at least 3 months was formed by
finding 42 other female employees who were victims of mobbing in the workplace in Nicosia.

2.1.2. Advantages of snowball sampling

The reason for choosing the snowball sample is the thought that although some people may have left the
workplace where they were mobbed, some employees who are victims of mobbing may still be working in the
workplaces where they are exposed to mobbing, so they may hesitate to openly declare their experiences in
order to avoid problems in the workplace. The snowball sampling method enabled people who are known to
have experienced mobbing more easily to persuade others who they know to have experienced similar
experiences to participate in the research. Moreover, among female employees whose mobbing experience is
uncertain, the burden of searching for suitable individuals to be included in the sample is eliminated and
resources, especially time, can be used efficiently for research.

2.1.3. Disadvantages of snowball sampling

The apparent disadvantage of the snowball sampling method is that it is an improbable sampling type.
Therefore, the selected sample group may consist of people with similar characteristics or the results obtained
may be biased (Sadler, Lee, Lim, & Fullerton, 2010). In order to prevent this handicap, efforts were made to
form the group as much as possible from women from different professions and workplaces. At this point, we
had the impression that it is more difficult to find a female employee who works in Nicosia and is not a victim
of mobbing, than it is to find a female employee who is exposed to mobbing; therefore, it is useful to note that
there is not much difficulty in keeping the sample as diverse as possible.

2.2. Sample characteristics

Among the women included in the sample determined by the snowball sampling method, 11 out of 23 (46.6%)
graduate education graduates, 11 out of 23 (46.6%) undergraduate degrees, 1 out of 23 (6%) 6) is a high school
graduate. The average age of women aged between 24 and 41 was calculated as 30.4. The average of 63 years of
seniority for women, whose years of seniority ranged from 2 to 21, was calculated as 9.1. 4 out of 23
participants (26.6%) are in positions with their subordinates at their workplaces. Of the women included in the
sample, 11 out of 23 (73.3%) worked in more than one workplace; 5 of them stated that they experienced
mobbing in more than one workplace. Accordingly, the distribution of mobbing experiences among the sectors
within the total work experience of the participants is as follows: 40% of the participants were mobbed while
working in non-governmental organizations in Nicosia, 20% in the finance sector, 13.3% in the consultancy
sector, 13.3%' 1 in the media sector, 13.3% secretaries, 6.6% public, 6.6% media, 6.6% informatics, 6.6%
energy, 6.6% medical technology, and 6.6% were exposed to mobbing in the clinical research sector.

3. FINDINGS
3.1. GeneralResults

Table 1: Demographic Information of the Participants and the Sectors They Experienced Mobbing

Demographic Information of the Participants and the Sectors They Experienced Mobbing

Participant | Age | Education level Sector(s) Mobbed

K1 27  High school Public

K2 31 |Degree Media
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K3 30 [Degree INon-governmental organisation
K4 24 [Licence Secretary

K5 41 |Degree Media

Ko 29 |Degree INon-governmental organisation
K7 31 [Licence Informatics/Civil Society Organization
K8 31 [Licence cashier

K9 31 |Licence Non-governmental organisation
K10 32 |Degree ClinicSecretary

K11 28 |Licence MedicalTechnology

K12 26 [Licence consultancy

K13 31 |Degree Energy

K14 33 [Licence finance

K15 32 |Degree finance

K16 34 [Licence Secretary

K17 32 |Licence Public

K18 28 |Licence |Advisor

K19 31 |Degree INon-governmental organisation
K20 31 |Degree Secretary

K21 31 |Degree Public

K22 32 [Degree Cashier

K23 28 [Licence Secretary

In the semi-structured interviews conducted with 23 female employees aged between 24 and 41 in different
positions and professions, working in jobs in different sectors and victims of mobbing; It was observed that 11
of the participating women were graduates, 11 of them were undergraduates and 1 of them were high school
graduates, almost all of them were exposed to mobbing more at the beginning of their careers, and 5 of them
were victims of mobbing while working in organizations operating for the benefit of civil society.

3.2. Findings on mobbing methods

In the qualitative research conducted on the sample of female employees in Nicosia, the findings about mobbing
experiences, which is the independent variable of the research; As far as it was determined in the literature
review, the most common mobbing forms were classified according to their methods in order to help understand
the mobbing methods frequently seen in the relevant sample. The findings obtained from the mobbing
experiences shared by the participants in this context were compiled under the relevant classifications according
to the mobbing methods used.

3.2.1. Findings on verbal mobbing methods

In the interviews, the participants were asked to describe their mobbing experiences with examples;
Accordingly, among the findings obtained, mobbing was carried out orally; Findings covering methods such as
using offensive expressions, mocking, slandering, gossiping about, insulting, and excessive criticism were
compiled.
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K4 described the mobbing applied to her using verbal methods with the following sentences: “For example, at
my first workplace, your behavior in the community is encouraged by a female president under the name of
warning, your attitudes, your speeches, your actions, etc. You are constantly being restricted. Then, due to a
development in my private life, due to a situation in my life, the comments of the employees there, who were all
women, were like, "Oh, you're not a very solid shoe". Insults all day. In my next two jobs, they were different
methods, but in the last one, there were insults, humiliations and verbal abuse, very clearly.”

K14 exemplified the verbal mobbing methods applied to him as follows: “Now, my peer who is mobbing me,
for example, when I try for something or make a presentation or something, he says, 'Good luck, but it won't
happen'. Always negative, negative. Or, for example, he constantly gives me examples of being fired at work. I
work closely with our general manager, there are situations where I get a job directly from him, my peer tells me

Ll

things like, 'The closer you are to the sun, the faster you burn'.

K8 gave an example of the verbal mobbing he was exposed to as follows: “You have to do the job perfectly, it
doesn't support you either. What is expected of you is to do it perfectly. When he can't do it, he says 'You
couldn't do something' in public, and he spreads it to everyone and takes his name out because he couldn't do it."

3.2.2. Findings on mobbing methods related to duties and responsibilities

As another form of mobbing, giving jobs outside of the job description, determining a workload that is too high
or below the capacity, forcing others to do their jobs, taking the jobs out of their hands and making them
passive, over-controlling their jobs, preventing or disrupting their work, blocking the ways of promotion,
blocking the work they do. Findings pointing to methods such as possessiveness were compiled.

K23 conveyed the mobbing he saw through his duties and responsibilities as follows: “Due to a development in
my private life, my peers and managers organized against me and tried to force me out of work. Insults by day,
business calls by night. They had reached the last point of cleaning the toilet. After that, in the second time, a
male general secretary made requests from me about my life. Since this was not met there, unfortunately,
nothing that should have been approved by me was approved. I couldn't produce work unless it was approved, I
felt stuck and helpless unless I could produce work. As I felt helpless, I tried to try other ways, so I tried to get
over the manager. That desperation eventually led to the termination of my employment contract there by them.
I've always seen vertical mobbing there. In the third, both the managers and the team were a matched mobbing
process. My jobs are being taken away from me, I am being confiscated, the responsibility of my team is being
taken away from me. The managers do not communicate with me directly, the words come from other channels,
the responsibility of my team is not given. I cannot go and account for the responsibility of my team.”

K18 described mobbing applied by methods such as devaluing their work or preventing them from doing
business with these words: “I was exposed to mobbing by the same person on more than one issue. The smallest
of these is that he talks about me sarcastically with the phrase 'the girl who tweeted' in order to devalue my work
because | am in the communication team, to devalue me and my work within the organization. Something very
ugly and unsuitable, not nice at all. Apart from that, he started calling his room and asking for account on
matters that had nothing to do with him.”

K14 exemplified the mobbing he was exposed to regarding his duties and responsibilities as follows: “The
workload and working hours started to become more than we talked about at the beginning, I had to do all the
work by myself, and besides, all the work such as office cleaning, cooking, and garbage disposal was on me.
Now I started to be unhappy and unproductive because I started doing jobs that were not in my job description.
For example, when a guest came, I was asked to serve tea and coffee. None of this was in my job description.
He put everything on me because I was the only one.”

K10 used the following statements about the mobbing applied to him over his duties and responsibilities: “My
second workplace was an international company, my own manager was using me a lot of mobbing, he was
giving me excessive work, he was shouting and calling. I tried so hard to get rid of it. Then a Spanish manager,
who was the leader of another team at an event, liked me and wanted to join his team. The ones I was attached
to also said ok. But then the woman who was my manager pulled me over and said, what do you think? Now
you will do the job I gave you and you will do the job they gave you, I guess you can sleep here now, she said.

I was going to have a heart attack, so I can't get rid of it. After that, when I was leaving work, he said to me,
'"You couldn't come tight'. By tight he means to make me work 24/7
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3.2.3. Findings on mobbing methods in the form of interference with private life

In the interviews, questions were asked about the details of mobbing incidents, which were included in the
intervention of the participants' private life, personal rights and personal time. At this point, according to the
findings obtained from the answers given, the fact that all participants' private lives are ignored, especially by
their managers, emerges very clearly. In this context; Findings regarding the types of mobbing, such as not
respecting the personal time of the participants outside of working hours, being disturbed outside of working
hours, not being allowed to use their rights such as breaks or leave, and making excessive comments about their
private life, were compiled.

K35, on the other hand, expressed his mobbing experiences that interfered with his private life as follows: “The
coincidental crossing of my private life at my first workplace with someone from someone else's past in the
workplace caused the employees there to turn against me en masse, and they started to bother me with phone
calls at night. In my last workplace, the boss thinks he owns everyone he gives money to. He calls whenever he
wants, you have to pick up, it doesn't matter if you are not available at that time, you are asleep, you are drunk,
you are sick."

K7 exemplifies mobbing that interferes with his private life, which actually falls within the limits of his sexism
(and some of it is shared under that title): “I went back to the office after giving birth, there is nothing more than
'Moms don't have more than half of their minds, the best profession is actually motherhood, work motherhood.
You can't run it at the same time, other women leave their 40-day-old child and start working', I don't know
what. Without questioning anyone's living conditions, he constantly says that you are half-witted, no sir, your 1Q
is low, no, we give you this job, but you don't sleep at night. I can't sleep, what's wrong with you? The next day
comes, he says, did you not sleep? What's it to you. I did not sleep and came and can do my job. If I can't come,
I'll ask permission anyway. No, sir, we can't send you on a trip. Yes you can't, | have a small child, let's see. I
listen to these words of God every day about motherhood, about the fact that mothers should work less and take
care of their children."

3.2.4. Findings on mobbing methods related to communication and social environment

From the answers given by the participants, the findings regarding the forms of communication and the
situations in which the social environment is used as a mobbing method were compiled. Accordingly, it is seen
that the methods such as ignoring, ignoring or ignoring, hiding information, exclusion and manipulation, which
are prominent in the answers given, can also be used by the perpetrators in the mobbing process.

K2, on the other hand, conveyed his experiences with these words: “My colleagues who competed with me
often tried to deny my words. He constantly questions my knowledge of English and Turkish grammar, then
realizes that he is wrong and breaks down. I say that my mother's side is Pakistani, I am talking about some
information about Pakistan, it is said, 'come on, don't throw yourself away'. Open Google? Or I need to
understand the logic of a business design, I question why, instead of telling me why, he goes and complains to
the manager. Or, for example, when I asked a question, I couldn't get an answer, as if I didn't exist.”

K12 expressed his experiences in this context with the following words: “For example, there are rumors to the
senior management, I am trying to produce work, I can't talk to the general secretary, he has built a wall. There
are rumors from other places that my team is unhappy, I am trying to catch up with them, and that was
something else entirely. It was a point where it was said that the upper management built a wall, and allusions
and gossip on the horizontal were the best form of communication. Communication was also my job there and
such talk. At my last job, the boss ignores me when he feels like it.”

K8 expressed his experience in this framework as follows: “He doesn't tell you to do something, he already
expects you to do it. I'm new to work, I don't know how the procedure should work. The person above me
comes and gets angry that you haven't done this yet. No giving me information, no instructions, no teaching me
directions.”

K19 shared her experience in this regard: “Not only did she belittle my work, she also did things that prevented
her team from communicating with me, that is, she tried to exclude me."

3.2.5. Findings on gender-based mobbing methods

Findings in this direction were compiled from the answers given by the participants to the questions asked in
order to determine how much of the mobbing experiences of the female employees participating in the research
were directly related to their gender.
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K20 described the mobbing incidents related to her gender with the following words: “He often said that the
man they banned me from was manipulating women in particular. He was justifying it. It implied that women
were more easily manipulated.”

K21 stated that she was mobbed over her gender as follows: “It was a workplace where I worked with my wife
and had one-on-one contact with the boss. Some disturbing things happened, I felt that my limits were exceeded,
and after that, when I tried to set my limit, mobbing started. For example, this boss was a very conservative
person, he doesn't go to places where there is no harem or selamlik or something with his wife. Despite this, he
tells me to work alone and takes me to a cafe outside the office so that we can work. These made me and my
wife very uncomfortable and I drew a border. After that, extreme mobbing. The insults and scoldings are both
about my work and about my personality. That's why I consider the feminine part of this job, because before
that, my wife and I had no problems. In the meantime, mobbing began to be applied to my wife at the same time
as me. | encountered such a situation in my first work experience and much later we realized that it was
mobbing.”

K5 expressed her views on this subject as follows: “Unfortunately, being a woman and moreover, being an
extroverted woman has a huge impact. If you are a little extroverted, cheerful, have high energy, drink alcohol,
can exist in the environment, if your intellectual capacity is high, what we call attraction is a very abstract thing,
but if you are high in their eyes, your professional identity disappears in front of them in 30 seconds. But I can't
say if I wasn't a woman because I am whole and femininity is fundamentally related to my character, my
perspective on life and everything. Therefore, I can't say if [ wasn't a woman, but frankly, I would say if I wasn't
me. When I think about the processes I've been through so much, I wish I could handle it more easily and keep it
at a more business level. I think I could deal with mobbing more easily, but it was very, very difficult to deal
with the harassment part. In this process, I saw the effect of being a woman much more. I guess it would be
easier if we weren't women. To be honest, I think I would prefer not to be a woman in this geography anyway.
In particular, I notice that female employees either do not realize that what they experience around them is
mobbing or they have normalized it so much that someone had to come out and say the king is naked. This was
very sad in every sense. It really came to the point of saying that what you are experiencing is not normal, you
cannot normalize it. Everyone realizes this, but no one can express it that much, I understood it.”

Conclusion and Recommendation

In the literature review, it has been seen that both qualitative and quantitative research techniques are preferred
in researches on this subject around the world. Both of these have distinct benefits. Quantitative research allows
to interpret statistical data and turn it into information by standardizing a large number of data. However,
qualitative research is also considered more useful in revealing and analyzing the nuances of social situations
that may not be reflected in statistics. In this study, it is aimed to investigate the mobbing experiences of female
employees in the workplace, the feelings and events they experience, the consequences of mobbing for them and
their perceptions about mobbing as people who have experienced all these. In this context, it has been decided
that qualitative research is the more appropriate technique to measure the mobbing experiences and perceptions
of female employees in the Nicosia district.

In the literature research, it has been revealed that the methods used as a method of mobbing are mostly used in
Nicosia and many negative effects seen worldwide as a result of mobbing are clearly experienced by the women
working in the district of Nicosia. All but one of the participants witnessed that other employees in their place
were also victims of mobbing. During the research process, it was a matter of curiosity whether the employees
abused the employers by accusing them of mobbing in non-mobbing situations. However, at the end of the
study, it can be thought that this is not a very common situation, at least at this stage, especially considering that
none of the interviewed employees took any action other than resignation. However, it is thought that this can be
the subject of future research, and if mobbing prevention mechanisms can be developed on an institutional and
national scale in the future, it will be beneficial when it comes to that point. Finally, the comments of some
participants that mobbing themselves and others may not be aware of the mobbing they do sometimes seem
interesting. Since mobbing is defined as a behavior with the intention of intimidation in the current literature and
laws, it is thought that not evaluating the negative behaviors of people who are not aware that they are doing
mobbing within the scope of mobbing may create a deficit. In this context, it is thought that it may be necessary
to update the definitions of mobbing by doing more research on the perpetrators.
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ABSTRACT

Organizational loneliness is an undesirable situation that occurs due to the lack of satisfactory social relationships
between individuals at work. Loneliness at work prevents communication between employees and leads to
undesirable results for the individual and the organization. Job satisfaction is the positive evaluations made by the
individual towards his/her job and he/she enjoys his/her job. The importance of high job satisfaction for
organizations is due to the fact that it strengthens the competitiveness of the organization by increasing
organizational success. The aim of this research is to determine the effect of employees' organizational loneliness
perceptions on their job satisfaction levels. The population of the study consists of employees working in public
and private sector organizations throughout Turkey. According to the findings obtained as a result of the research,
organizational loneliness has a significant and negative effect on job satisfaction. In other words, as employees'
perceptions of loneliness increase, their job satisfaction decreases. In addition, in this study, when the concept
organizational loneliness and job satisfaction, which are extremely important for businesses, are examined in terms
of demographic variables, differences were found between the averages.

Keywords: Organizational Loneliness, Job Satisfaction, Social Friendship.

1. Introduction

Organisational loneliness is an employee's feeling of lack of social support or loneliness at work. Job satisfaction
is the level of satisfaction with the job. The relationship between organisational loneliness and job satisfaction for
private sector employees can be affected by many factors (Kili¢, 2021). First of all, a sense of social support and
connectedness in the workplace can reduce organisational loneliness and increase job satisfaction. This can help
employees feel important at work and build a strong relationship with their colleagues at work. Moreover, social
support at the workplace can help employees cope with stress, which can positively affect their job satisfaction
and performance.

On the other hand, workload, job demands and workplace conflicts may have negative effects on organisational
loneliness and job satisfaction. High workload and job demands can increase employees' stress levels and reduce
job satisfaction. Conflicts in the workplace may also cause employees to feel organisational loneliness and
negatively affect job satisfaction. The relationship between organisational loneliness and job satisfaction is
complex and can be affected by many factors. For private sector employees, social support and a sense of
connectedness in the workplace may increase job satisfaction, while high workload and workplace conflicts may
increase the feeling of organisational loneliness and decrease job satisfaction. Therefore, it is important to adopt
strategies that will reduce employees' sense of organisational loneliness and increase their job satisfaction. For
example, organising activities that encourage employees to communicate with each other and increase social
interaction can reduce organisational loneliness and increase job satisfaction. Moreover, respecting employees'
views and involving and involving them can increase the feeling of commitment at work and reduce the feeling of
organisational loneliness. Keeping workload at a reasonable level and practices that help employees maintain
work-life balance can also reduce employees' stress levels and increase job satisfaction.

In addition, keeping communication channels open at work and having a support system to help employees solve
their problems can also reduce organisational loneliness and increase job satisfaction. These support systems can
help employees cope with difficulties and reduce stress factors in the workplace (Kilig, 2021).

In conclusion, the relationship between organisational loneliness and job satisfaction of private sector employees

is complex and can be affected by many factors. However, it is known that factors such as social support, sense of
commitment, low workload, good communication and having a support system at workplaces can reduce
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employees' sense of organisational loneliness and increase job satisfaction. Prioritising these factors in workplaces
can help employees have a good working experience and be happier and more productive at work.

1.1. Problem Status

In general, organisational loneliness, which emerges as a communication problem, damages employees' feelings
of commitment, belonging and integration with the organisation and causes a decrease in organisational efficiency
by negatively affecting the performance of individuals. In this context, the efforts of senior management are
important in determining the factors that cause organisational loneliness and finding solutions for them. Job
satisfaction refers to an individual's reaction to the environment in which he/she works or a positive attitude
towards his/her job and colleagues (Yinal, Kalkan, & Cakici, 2022).

The importance of job satisfaction in organisational terms stems from its relationship with concepts such as
productivity, turnover, alienation from work, absenteeism, intra-organisational conflict, etc. High job satisfaction
motivates employees intrinsically and increases work performance and productivity accordingly. In addition, an
individual who experiences job dissatisfaction may become alienated from his/her job over time since he/she
cannot see himself/herself as a part of the organisation. Another factor that increases the importance of job
satisfaction for organisations is absenteeism and turnover (Kocak & Tunc, 2022). The rate of absenteeism of an
employee with low job satisfaction increases. Continuous absenteeism results in quitting behaviour. In addition to
these, an employee who is dissatisfied with his/her job often experiences restlessness, stress and uneasiness, and
health problems arise. Since such employees exhibit aggressive behaviours, conflicts within the organisation arise
(Sisman & Turan, 2004).

1.2. The Concept of Organisational Loneliness

Organisational loneliness is a situation where employees feel lonely or experience a sense of loneliness at work.
This situation can be caused by many factors. For example, workload that may cause employees to feel isolated at
work, monotony of tasks, poor friendship relations at work, lack of social interaction, lack of cooperation and
support from managers, changes in the workplace or changes in the organisational structure (Erdirencelebi &
Ertiirk, 2018). Organisational loneliness can negatively affect employees' job performance and job satisfaction.
When employees feel lonely, they may have difficulty in being motivated at work and their work performance
may decrease. In addition, less social interaction of employees with friends or colleagues at work means a decrease
in social support networks at work. Therefore, strengthening employees' social support networks at work can help
reduce organisational loneliness (Kogak & Yener, 2019).

Loneliness is synonymous with perceived social isolation, not objective social isolation. People can live relatively
lonely lives and not feel lonely, and conversely they can live a seemingly rich social life and still feel lonely.
Loneliness is defined as a distressing feeling that accompanies the perception that one's social needs are not being
met by the quantity or especially the quality of one's social relationships. To date, the widely accepted typology of
loneliness has been proposed by Weiss (1973).

Emotional loneliness is caused by the absence of a close emotional bond, an attachment figure, and is associated
with a sense of emptiness and anxiety. Social loneliness results from the absence of a network of relationships. It
is associated with a sense of lack of belonging, aimlessness and boredom (Mete, 2021).

To reduce organisational loneliness in the workplace, activities and organisations can be organised where
employees can interact with each other. For example, employees can be encouraged to meet and interact with each
other through social events or training programmes. In addition, managers' providing more support and cooperation
to their employees can reduce employees' feeling of organisational loneliness. Keeping the workload at a
reasonable level and providing work-life balance for employees can also reduce organisational loneliness.
Organisational loneliness is a situation in which employees feel lonely or experience a sense of loneliness at work.
This situation may negatively affect job performance and job satisfaction. Strengthening social support networks
in the workplace can help reduce employees' feeling of organisational loneliness.

1.3 Factors Affecting Organisational Loneliness

Factors affecting organisational loneliness may include:

e Workplace culture: Workplace culture can determine how employees feel at work. For example, if a workplace
has a hierarchical structure and employees only communicate with their boss, other employees may feel isolated.
o Workload: Intense workload may make it difficult for employees to interact socially with other colleagues. In
addition, working under constant work stress may cause employees to feel lonely at work (Erdil & Ertosun, 2011).
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e Relationships with colleagues: Social relationships at the workplace can influence employees' feelings of
organisational loneliness. For example, employees interacting less with each other or not having social relations
with each other may increase the feeling of organisational loneliness.

e Changes in the workplace: Changes in the workplace, especially changes in the organisational structure, may
cause employees to feel lonely. For example, after working with the same team or department for many years,
employees may encounter a new management team, which may cause employees to feel lonely (Kilig, 2021).

e Management support: Management can play an important role in reducing employees' feelings of
organisational loneliness at work. Managers can support their employees, encourage cooperation and teamwork,
and organise activities that make it easier for employees to communicate with each other.

o Working conditions: Working conditions can affect how employees feel at work. For example, jobs where
employees have to work alone or long periods of office work can increase feelings of organisational loneliness.

These factors may cause employees to feel lonely at work and increase organisational loneliness. Therefore, it is
important for workplaces to pay attention to these factors and encourage employees' social interactions at work
(Ozyildirmm & Kayikei, 2019).

1.4. Definition and Importance of Job Satisfaction

Job satisfaction is an employee's evaluation and feeling about his/her job, work conditions, co-workers and
employers. Job satisfaction affects employees' commitment to their jobs, intentions to stay at work, productivity,
performance and overall workplace satisfaction.

The importance of job satisfaction is that it improves employees' performance and productivity at work by
increasing their commitment to their jobs. Satisfied employees tend to be happier, healthier and less stressed, which
contributes to morale and motivation at work. At the same time, satisfied employees may tend to stay at work
longer, which can help increase experience and knowledge in the workplace (Aktas, 2019).

Job satisfaction is also a more important factor than material incentives such as wages and benefits that employers
offer to their employees. Satisfied employees feel more satisfied with their salaries and have more positive views
about their jobs. Therefore, it is important for employers to continuously monitor job satisfaction levels in order
to increase employees' commitment to their jobs and improve productivity in the workplace.

As a result, job satisfaction is an important factor to increase performance, productivity and satisfaction in the
workplace. Employers' monitoring employees' job satisfaction levels and trying to strengthen social relations in
the workplace is an effective method to increase employees' commitment to their jobs and productivity (Deniz &
Unsal, 2010).

It is one of the most studied work attitudes especially by organisational behaviour researchers. More than 12,000
studies on job satisfaction were conducted in the 1990s and continue to be conducted today. The importance of
job satisfaction for managers and researchers stems from the fact that job satisfaction affects a wide range of
behaviours in organisations and contributes to the welfare of employees (Kilig, 2021).

1.5. Purpose and Importance of the Research

Organisational loneliness is an undesirable situation caused by the lack of satisfactory social relations between
people at work. Loneliness at work prevents communication between employees, which leads to undesirable
results for both the individual and the organisation. People who feel lonely at work have low organisational
commitment and job satisfaction. People who are not satisfied with their jobs may leave the organisation.

Job satisfaction is a person's positive evaluation of his/her job and he/she enjoys his/her job. The importance of
high job satisfaction for organisations stems from increasing organisational success and strengthening
organisational competitiveness. The aim of this research is to determine the effect of employees' perceptions of
organisational loneliness on their job satisfaction levels.

1.6. Hypotheses

The hypotheses of the research are as follows:

Hi: Organisational loneliness has a significant and negative effect on job satisfaction.

H,: Do organisational loneliness, sub-dimensions of organisational loneliness and job satisfaction levels differ
according to demographic characteristics of employees?

1.7. Assumptions / Assumptions
It was assumed that the research participants answered the scales sincerely.
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1.8. Limitations

Since the human element is at the centre of the research, the general limitations of social science research are
accepted as valid for this study, and the reliability of the numerical data collected is limited by the characteristics
of the scale used to collect data. In addition, this study is limited to the data obtained from individuals working in
the TRNC public and private sectors in 2022.

2. Research Methods and Findings

2.1. Research Methodology

In this study, survey technique, one of the quantitative research methods, was used. Data were obtained from the
participants through a scale. Relational and Screening Research Model was used in the data collection part of the
study with quantitative research method. Determining the research method is the determination of the general
research design and the steps of the research process. Method is the techniques and tools used in the research. The
techniques, measurements or tools used constitute the research method. Researchers explain the techniques and
tools (scale, interview, test, observation, etc.) they use in their research. The research explains the techniques
included in the research, all the tools used in data collection and analysis, and the reasons for using these tools
(Aslan, 2018). The method of this research is to determine the purpose of the research, to collect the data and to
analyse the data obtained. Therefore, this purpose will be carried out with the screening method and has a
descriptive nature. Scale technique was used to obtain the research data.

2.2. Population and Sample of the Study

The population of the research consists of 400 public and private sector employees actively working within the
borders of TRNC. The sample of the research consists of public and private sector employees in Nicosia, Kyrenia,
Famagusta, Iskele and Giizelyurt districts in the Turkish Republic of Northern Cyprus.

2.3. Data Collection Tools
The scale used in this study consists of two parts. The first part includes questions about the personal characteristics
of the respondents and the second part includes questions about loneliness in the organisation and job satisfaction.

2.3.1. Personal Information Form
In the personal information form created by the researcher; gender, marital status, educational status, sector of
employment, position and age information were asked.

2.3.2. Organisational Loneliness Scale

This scale was developed by Wright et al. (2006) and adapted into Turkish by Dogan et al. (2009). The scale
consists of two dimensions as "Emotional Deprivation" and "Social Friendship". The first 9 questions in the scale
are Emotional Deprivation and the other 7 questions are Social Friendship. Items 5, 6, 10, 11, 12, 14, 15 and 16 of
the scale are negative questions. These eight items were reverse coded after being transferred to the computer
environment. The questions try to determine how often employees experience loneliness in organisational life. The
answers to the questions were formed in 5-point Likert type (1- Strongly disagree, 2- Disagree, 3- Neutral, 4-
Agree, 5- Strongly agree). The scale with an acceptable Cronbach Alpha value of 0.81<0<1.00 was considered
highly reliable.

2.3.3 Job Satisfaction Scale

The Job Satisfaction Scale developed by Hackman and Oldham (1974) was used in the study. The validity and
reliability studies of the scale were conducted by Yakut and Certel (2016) in Turkey. The scale contains 14 items.
All of the scale items are positive. The questions question the level of satisfaction of the employees with their jobs.
The answers to the questions are formed in 5-point Likert type. The scale with an acceptable Cronbach's Alpha
value of 0,61<0<0,80 is considered to be moderately reliable and the scale with a value of 0,81<0<1,00 is
considered to be highly reliable.

2.4. Analysing the Data
SPSS 28.0 programme was used in the evaluation of the research data. Descriptive tests such as T-Test, Anova
Test and ANOVA Tukey test were applied.

3. Research Findings

3.1. Personal Information of the Participants
Personal information of the participants is shown in Table 1.
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Table 1. Demographic Information of the Participants

The Online Journal of New Horizons in Education - July 2023

Volume 13, Issue 3

Frequency (F)

Per cent (%)

Gender

Woman 250 54,9
Man 150 45,1
Marital Status

Married 200 50
Single 200 50
Education Status

High School 81 15,3
Associate degree 75 14,8
Licence 130 52,0
Postgraduate 114 17,9
Sector Worked in

Public 130 47,1
Special 270 52,9
Position

Administrator 116 22,1
Ast 284 77,9
Age

Between 18-25 years old 90 19,90
26-35 years old 100 244
36 + age 210 55,7
Total 400 100

According to the results of the analysis, 54% of the participants were female and 45% were male. The majority of
the participants are in the 36 + age range and 50% of them are married. When the education levels of the
participants are analysed, 52% of the participants are undergraduate graduates. When the positions of the
participants in the workplace are analysed, it is seen that 77% of them work as subordinates, and according to the

sector they work in, 52% of them are private sector employees.

The Relationship Between Organisational Loneliness and Job Satisfaction
The direction and degree of the relationship between the participants' perceptions of organisational loneliness and
job satisfaction levels were obtained through Pearson Correlation Coefficient and the findings are shown in Table

2.

Table 2. Relationship between Organisational Loneliness and Job Satisfaction

N=400 1 2 3 4
1 ,809%* ,770%%* -,469%*
Organisational Loneliness
p. (2-tailed) ,000 ,000, ,000
1 ,560%* -,379%*
Emotional Deprivation
p. (2-tailed) ,000 ,000
1 -,438%*
Social Friendship
p. (2-tailed) ,000

Job Satisfaction
p- (2-tailed)

According to the findings in the table, there is a significant and negative relationship between organisational
loneliness and job satisfaction (r = -469, p = .000). In other words, as employees' feelings of loneliness increase,
their job satisfaction levels decrease. Accordingly, there is a significant negative relationship between

organisational loneliness and job satisfaction.
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There is a significant and negative relationship between emotional deprivation, a sub-dimension of organisational
loneliness, and job satisfaction (r = -379, p = .000). In other words, situations such as not having a sincere
relationship with others in the organisation, feeling restless and anxious in the organisation, and thinking that they
are excluded cause employees to feel emotionally lonely and reduce their job satisfaction. Accordingly, a
significant negative relationship between emotional deprivation, a sub-dimension of organisational loneliness, and
job satisfaction was supported. There is a negative and significant relationship between social friendship, another
sub-dimension of organisational loneliness, and job satisfaction (r = -438, p = .000). Individuals who do not feel
belonging to a group in the organisation, who do not participate in the activities organised by the organisation,
who cannot find someone to spend their free time and spend time together feel lonely at the point of social
friendship and therefore their job satisfaction levels decrease. Therefore, there is a significant and negative
relationship between the sub-dimension of organisational loneliness, social friendship and job satisfaction.

The Effect of Organisational Loneliness on Job Satisfaction

Regression analysis provides a cause-effect relationship between variables. Under this heading, simple regression
analysis was performed to determine the effect of organisational loneliness on job satisfaction. The findings related
to the analysis are shown in Table 3.

Table 3. The Effect of Organisational Loneliness on Job Satisfaction

Dependent Independent

Variable Variable B sh t R2 F p
Fixed 4,566 0,072 63,569

Job satisfaction Organisational 0,220 210,425  ,000
Loneliness 0,460 0,032 14,506

The meaning of the values in the table is explained below.

F and p values indicate whether the regression model is significant or not. In other words, it questions whether the
model can explain the effect of organisational loneliness on job satisfaction. Since the significance level is (,000)
p<0.05, the regression model is significant. If p>0,05, it would be interpreted that the relationship was not
significant. However, since p<0.05, the model is significant and explains the effect of organisational loneliness on
job satisfaction.

B (constant value) expresses the value that the dependent variable (job satisfaction) will take if the independent
variable (organisational loneliness) is 0. Accordingly, if organisational loneliness is 0, job satisfaction will take
the value of 4,566.

B (independent variable) value shows the rate at which an increase of the independent variable by 1 unit will
change the dependent variable. Accordingly, an increase in organisational loneliness by 1 unit causes a decrease
in job satisfaction by -0,460.

B expresses the correlation between the two variables. Therefore, there is a negative and significant (-,469)
relationship between organisational loneliness and job satisfaction.

R? value is expressed as the explanatory power of the model. This value shows that 22% of the job satisfaction
variable (variance) is explained by the independent variable in the model, namely organisational loneliness. In
other words, employees' organisational loneliness has 22% effect on their job satisfaction. The remaining 78% is
related to other factors. Based on this information, it can be concluded that organisational loneliness has a low
level and negative effect on job satisfaction. Accordingly, hypothesis H1 (Organisational loneliness has a
significant and negative effect on job satisfaction) is supported.

Comparison of Means According to Demographic Variables

As a result of the analyses, since the data were found to be normally distributed, parametric tests were used to
compare the averages according to the demographic information of the participants. T-Test was used to compare
the mean of two groups (gender, marital status, sector of employment, position in the workplace), and One-Way
Analysis of Variance (ANOVA) was used to compare more than two groups (age, education level). In the
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comparison of more than two groups, the different group or groups were determined by Post-hoc (LSD) test. While
the participants' perceptions of organisational loneliness did not differ according to gender, sector of employment
and position in the workplace variables, the job satisfaction levels of the participants differed according to the
sector of employment and position.

In the comparisons made according to age, marital status and education level, differences were found between the
averages of both organisational loneliness and job satisfaction of the participants. When examined in terms of age
variable, differences were observed in employees' perceptions of organisational loneliness, job satisfaction levels
and social friendship dimension. Considering the marital status data, there were differences between married and
single individuals in the organisational loneliness and job satisfaction levels of the participants in the social
friendship dimension. According to the educational status, the emotional deprivation dimension and job
satisfaction of the employees differed. Therefore, H2 hypothesis (employees' perceptions of organisational
loneliness and job satisfaction levels differ according to their demographic characteristics) was partially supported.

According to the results of the analyses, only the cases showing differences are tabulated and shown below.

Comparison of Means According to Marital Status Variable
The averages of the scales were compared according to marital status and the findings are shown in Table 4.

N=400 Marital Status N X t p*
Married 200 2,00

Organisational Loneliness -2,505 0,012
Single 200 2,16
Married 200 1,74

Social Friendship -3,306 0,001
Single 200 1,95
Married 200 3,75

Job Satisfaction 1,152 0,002
Single 200 3,50

If *p < 0,05, there is a difference between the means of the groups.

Table 4. Comparison of Means According to Marital Status (t-Test)

According to the table, it was determined that the mean organisational loneliness of the employees showed a
significant difference especially in the social friendship dimension (p=0,001), and single employees experienced
more loneliness in the organisation than married individuals (p=0,012). Single individuals may have difficulty in
establishing close friendships if they do not find the friendship environment in the organisation sincere. When they
cannot find a friend to share their troubled moments and cannot create a relationship network, they may feel
loneliness in the social friendship dimension.

Comparison of Means According to Age Variable
The averages of the scales were compared according to the age variable and shown in Table 5.

What is different
N= 400 Age N X Ss. F p* groups
1818-25 years
old between 90 2,00 0,8463
Organisational 36 + age group
Loneliness 26-35 age 100 2,04 0,8897 3,428 0,033 is different from
others.
36 + age 210 2,22 0,8638

1818-25 years
old between 90 3,48 0, 7339
18 - 25 age group
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Job Satisfaction26-35 age 100 3,61 0,8718 3,216 0,041 is  different from
others.
36+ age 210 3,72 0, 9249

If *p<0,05, the mean ranks of the groups are statistically different from each other.
Table 5. Comparison of Means According to Age Variable (ANOVA)

According to the findings obtained, it was determined that employees in the 36 + year age group experienced
loneliness more than other age groups (X=2,22). This may be due to the fact that individuals have recently joined
the business life and are in the period of adaptation to this business life. Because individuals may have difficulty
in establishing relationships when they enter a new environment, and this may make the process of adaptation to
working life difficult. In addition to this, it can be concluded that individuals in the age group of 18-25 years feel
lonelier at work because they have not fully grasped the rules of business life and are more hesitant to participate
in various activities organised in the organisation.

Comparison of Means According to Education Level Variable
The averages of the scales were compared according to the level of education and shown in Table 6.

According to the findings obtained, it was determined that the organisational loneliness levels of employees with
postgraduate education level were higher in the dimension of emotional deprivation according to their own

perceptions. As the level of education increases, employees' feelings of loneliness increase.

Table 6. Comparison of Means According to Level of Education (ANOVA)

Education What is
N= 400 Status N X Ss. F p* different
groups
High School 81 2,13 0,9321
Associate 75 2,00 0,8994 The postgraduate
Emotional degree 3,917 0,009 is different from
Deprivation Licence 130 2,04 0,8621 the others.
Postgraduate 114 2,19 0,8538
High School 81 3,45 0,9199
Associate 75 3,79 0,8324 Theassociate
Job degree 3,118 0,026 degree is
Satisfaction Licence 130 3,61 0,8642 different  from
the others.
Postgraduate 114 3,55 0,8088

If p< 0,05, there is a difference between the means of the groups.

When the averages of job satisfaction according to educational status are compared, it is seen that associate degree
graduates have higher job satisfaction than the others (Ss. 0,9199). The reason for this situation may be that
associate degree graduates graduate with a certain professional qualification, they start their professional life earlier
thanks to these professional skills and in parallel with this, they are more senior than other employees.

Comparison of Means According to Sector of Employment Variable
In order to determine whether there is a significant difference in the job satisfaction levels of the participants

according to the sector they work in, t-test was applied. The findings related to this analysis are shown in Table
7.
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Table 7. Comparison of Means According to Sector of Employment (t-Test)

N=400 Sector worked in N X T p*
Public Sector 270 3,71

Job Satisfaction 3,444 ,001%*
Private Sector 130 3,50

If *p < 0,05, there is a difference between the means of the groups.

According to the results of the analysis, job satisfaction levels of individuals working in the public sector are higher
than those working in the private sector (X=3,71). This situation can be explained by the fact that employees in
the public sector are more intrinsically motivated due to reasons such as the fact that employee rights and job
security are clearly secured in the legal framework and working conditions are better structured in the public sector.

Comparison of Means According to Position Variable
In order to determine the job satisfaction levels of the participants according to the position in the workplace, t-

test analysis was performed and the results of the analysis are shown in Table 8.

Table 8. Comparison of Means According to Position at Workplace (t-Test)

N=400 Position N X t p
Administrator 284 3,86

Job Satisfaction -4,388 ,000*
Ast 116 3,53

If *p < 0,05, there is a difference between the means of the groups.

According to the result obtained, job satisfaction of individuals working in managerial positions is higher than
those working in subordinate positions (X=3,86). This finding can be explained by the fact that managers are
provided with more opportunities such as progress, development, promotion, participation in decisions and high
wages.

4. RESULTS AND DISCUSSION

4.1. Results

In this study, the relationship between organisational loneliness and job satisfaction was examined. Below are the
results obtained on the basis of the findings obtained from the research and various suggestions for these results.

While the averages for job satisfaction were high, the averages for organisational loneliness and its sub-dimensions
were low. It can be said that the participants have a low level of loneliness perception based on their answers to
the scale of loneliness in work life. In organisational life, it is important for employees to feel peaceful and happy
both for themselves and for the organisation they work for. As a result of the absence of such an environment in
the workplace, employees' job satisfaction, motivation and performance decreases. Likewise, employees who feel
lonely may be reluctant to communicate and share things with other employees. For this reason, it is a positive
result that employees working in public and private sector organisations have a low level of loneliness, and some
practices should be applied to reduce loneliness in general. Determining the cause of loneliness is the first step to
be taken in this way. For example, if the individual does not like to work alone, he/she can be included in a group.
Communication channels can be made more easily accessible so that employees can easily express their feelings
and thoughts. Such practices can reduce feelings of loneliness at both organisational and individual levels.

Significant and negative relationships were found between job satisfaction and organisational loneliness and its
sub-dimensions. In other words, as the feelings of loneliness in the organisation increase, employees' job
satisfaction level decreases. One of the main effects of loneliness in organisational life on employees is the
decrease in job satisfaction. While there is an increase in the sense of failure in employees with a feeling of
loneliness, there is also a decrease in job satisfaction. In fact, the increase in feelings of loneliness in the workplace
can even lead to quitting the job due to the continuous low level of job satisfaction.
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As a result of the analysis, a negative and significant relationship was found between social friendship, which is a
sub-dimension of organisational loneliness, and job satisfaction. Individuals who experience loneliness in terms
of social friendship have limited number of friends in the organisation and poor communication with their friends.

An employee who feels loneliness in the social friendship dimension feels excluded and cannot see himself/herself
as a member of a group. These individuals may engage in behaviours contrary to organisational rules. Therefore,
loneliness that may be experienced in the social friendship dimension in public and/or private sector workplaces
negatively affects employees' ability to communicate and leads to a decrease in job performance, job success and
ultimately job satisfaction.

As a result of the analyses conducted to compare the averages according to the demographic characteristics of the
employees, while the organisational loneliness perceptions of the employees did not differ according to gender,
sector of employment and position in the workplace, the job satisfaction levels of the participants differed
according to the sector of employment and position. In the comparisons made according to age, marital status and
educational status, differences were observed between the averages of both organisational loneliness perceptions
and job satisfaction of the participants.

4.2. Discussion

As a result of the research, situations such as not having a sincere relationship with others in the organisation,
individuals feeling restless and anxious in the organisation, and thinking that they are excluded cause employees
to feel emotionally lonely and reduce their job satisfaction. There is a negative and significant relationship between
social friendship, another sub-dimension of organisational loneliness, and job satisfaction. Individuals who do not
feel belonging to a group in the organisation, who do not participate in the activities organised by the organisation,
who cannot find someone to spend their free time and spend time together, feel lonely in terms of social friendship
and thus their job satisfaction levels decrease.

The findings obtained as a result of this research and the studies that reached similar results in the literature are
explained below. According to the results of the study conducted by Yelboga (2007), there is a negative
relationship between loneliness in work life and job satisfaction. In other words, an increase in loneliness in work
life decreases job satisfaction. According to the results of the analysis conducted by. Tabancali (2016) to determine
the relationship between job satisfaction and workplace loneliness, it was determined that there was a negative and
significant relationship between the sub-dimensions of loneliness at work and job satisfaction. In other words, the
increase in the feeling of loneliness at work decreases job satisfaction. As a result of the study conducted by Kocak
(2017) on administrative employees of Mersin University, there is an inverse relationship between job satisfaction
and loneliness in work life. Erdirencelebi, Ertiirk (2018) concluded that there is a negative relationship between
organisational loneliness and job satisfaction as a result of their study conducted in two different public banks.
Each sub-dimension of organisational loneliness has a negative relationship with job satisfaction. Accordingly,
employees' feeling of loneliness causes a decrease in job satisfaction. Kayaalp (2019) conducted a study on Hitit
University administrative staff to determine the effect of workplace loneliness on job and life satisfaction and
found that workplace loneliness negatively affects job and life satisfaction. According to the result of the research
conducted by Gafa, Dikmenli (2019) with teachers, there is a high level and significant negative relationship
between job satisfaction and loneliness in work life. According to the findings obtained as a result of the research
conducted by Gilimiis Donmez (2019), it was revealed that emotional loneliness negatively affects job satisfaction,
that is, employees' feeling emotionally lonely reduces their job satisfaction. Dénmez and Kili¢ (2021) conducted
a study with hotel employees to determine the relationship between perceived organisational support, workplace
loneliness and job satisfaction and found a negative and significant relationship between emotional loneliness,
which is a sub-dimension of loneliness in business life, and job satisfaction. Kocak, Tung¢ (2020) conducted a study
to determine the relationship between job satisfaction and loneliness in working life and determined that there is a
negative relationship between loneliness in working life and job satisfaction. As employees' feelings of loneliness
increase, their job satisfaction levels decrease.

As a result of this research, it was concluded that organisational loneliness has a low level and negative effect on
job satisfaction.

Erdirengelebi, Ertlirk (2018) found that organisational loneliness negatively affects job satisfaction as a result of
their study to determine the effect of employees' perceptions of organisational loneliness on job satisfaction.
Giimiis Donmez (2019) determined that the effect of emotional loneliness on job satisfaction is negative and at a
low level as a result of his study with hotel employees in order to determine the mediating role of workplace
loneliness in job satisfaction. The results obtained from these studies are similar to the findings of our research.
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As a result of the research, it was determined that the mean organisational loneliness of the employees showed a
significant difference especially in the social friendship dimension, and single employees experienced more
loneliness in the organisation than married individuals. Single individuals may have difficulty in establishing close
friendships if they do not find the friendship environment in the organisation sincere. When they cannot find a
friend to share their troubled moments and cannot create a relationship network, they may feel loneliness in the
dimension of social friendship. Many studies in the literature are in parallel with our research. Kaplan (2011)
determined in his study with teachers that the mean scores of loneliness at work of single teachers were
significantly higher than married teachers. According to the research findings of Yilmaz, Aslan (2019), a
significant difference was observed between marital status and loneliness at work in the social friendship
dimension. Accordingly, single employees feel more lonely in the organisation. Kogak (2020) concluded that
single employees have higher loneliness levels than married employees. According to Gilin's (2006) research
findings, divorced widows have higher feelings of loneliness. When job satisfaction averages according to marital
status are analysed, it is found that married employees have higher job satisfaction and are more satisfied with
their jobs than single employees. The reason for this may be that married employees are obliged to continue
working due to some responsibilities. In addition, positive family relationships of married employees may have a
positive effect on job satisfaction. Geyik (2016), in his thesis study to determine the job satisfaction levels of the
personnel working in the Directorate of Youth Services and Sports, found that the job satisfaction of married
employees was higher than single individuals.The current study is consistent with our study.

Different results were obtained in the studies on the differentiation of organisational loneliness according to age
variable. Cift¢i, Dikmenli (2015), Demirbas, Hasit (2015), Yakut, Sertel (2016) determined that the level of
loneliness increases with age and loneliness scores differ significantly in the 50-59 age range.

In the study conducted by. Kaplan (2011), it was determined that employees in the 20-25 age group experienced
more loneliness in business life and their feelings of loneliness increased as the age level decreased.

4.3. Recommendations

In the light of this information, the following suggestions can be made.

e It should be ensured that the new members of the organisation adopt the policy of the organisation and the rules
within the organisation thoroughly.

e Newly recruited employees should be provided with professional and technical support by managers and other
individuals who have been working in the organisation for a long time. Support from managers and colleagues is
an important issue in reducing employees' feelings of loneliness.

e Managers should give importance to the opinions of subordinates and allow them to take initiative and
participate in decision-making processes.

o The existence of ways of communication where employees can freely express their opinions without any fear,
the inclusion of timid individuals in a group by conducting group work frequently, and the organisation of various
training seminars for the development of communication skills can reduce feelings of loneliness.

e Managers should adopt a fair approach among employees. Being fair among the employees can reduce their
feelings of loneliness by increasing their trust in their organisations and managers.

e In order to establish close relations among the employees and to enable them to get to know each other better,
various social activities can be organised inside and outside the organisation and the participation of the employees
in these activities can be encouraged.

e Ensuring job satisfaction is a necessity for all organisations. Because ensuring job satisfaction brings
organisational success. In order to ensure job satisfaction, a rigid management style should be avoided.

e Employees should be paid in proportion to their work and wage payments should be made on time.

e Establishing support units in the organisation for the solution of problems that individuals may encounter in
both work and family life can reduce the dissatisfaction caused by these problems.

e Managers in the organisation should adopt a supportive approach for employees to fulfil their family
responsibilities. For example, providing créche services for employees with young children.

o Facilitative steps should be taken for career progression, especially for women employees.
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ABSTRACT

At the beginning of the pandemic, universities implemented a variety of learning modalities to offer learning
experiences. Many approaches attempted to help students who may have difficulties attending classes on-campus.
The university implemented a mixed-mode (MM) approach to teaching and learning. The aim of this research is
to operationalize, share outcomes and connect MM to the literature and practice. The research aims at providing a
better understanding of how the model impacts the academic experience in the perspective of the faculty and
students. A course using a MM of delivery is one that is delivered in a combination of online and on-campus
instruction. In MM, students who are in an on-campus class can communicate with students in an online class via
teleconferencing, allowing them to collaborate with each other and engage in the course material with each other.
Ultimately, most faculty did not use the sophisticated technology purchased to support the mixed-mode approach.
Through many conversations between colleagues, students and IT staff, it was clear that the majority of the faculty
ranked their preference for instruction as F2F as the most preferred; online teaching second; and at a distant third,
mixed-mode.

Keywords: Classroom Technology, Mixed-mode, Online Teaching, Course Design, Distance Learning

INTRODUCTION

The context for our study was a comprehensive liberal arts Sino-American University. Students spend up to two
semesters at study away campuses across the world, which is critical to the University's objective of developing
globally-minded individuals. The University has less than 1500 undergraduate and graduate students, half of whom
are from China and the other half from 70 other nations. The university is staffed by faculty members from 27
countries teaching mathematics, data science, neuroscience, and finance. The technology teams are structured into
two groups. The first group is called Research and Instructional Technology Services, who provide technology
assistance for teaching, learning, and scholarly pursuits. The second technology group is the IT Services unit whose
technology experts in Servers, Network, Cloud, Multimedia, Development and Service Design build and maintain
the datacenter, technological infrastructure and make sure the campus is integrated with other global campuses.

In the Fall 2020, restrictions over international flights were imposed globally, which impacted the ability of
students to attend classes on-campus. Therefore, a large number of the student body were not able to return
physically to the campus. Academic units along with technology departments discussed the potential of digitizing
the on-campus experience by implementing a digital teleconference technology into the classroom allowing two-
way communication. This mode of involves using a classroom digital camera to transmit activities to online
students, while the camera and audio of online students are broadcasted on a large monitor display in the classroom.
Technology departments created several iterations of design and training, in addition to offering several classroom
technologists on stand-by to support the faculty operating the technology in their classrooms.

For this study, we will discuss and connect the following methods for applying technology into higher education
classrooms. Each technology approach will be aligned with a theoretical framework and current literature, resulting
in specific instructional strategies deployed.

e How mixed methods of integrating various technology affect the quality of instruction

e Instructional Environment/Ecosystem,;
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e (Classroom management and dynamics for using each technology;
e Instructor prior/during/after beliefs, perceptions and motivations; and
e  What technology was the most and least effective.

In addition, we noted various attributes for exploring effective teaching and learning in various modalities
throughout the project, which included:
e Scenarios where some or all of the students are online and in-person influences factors that plays key
roles in the teaching quality;
e Context of the knowledge designed for face-to-face (F2F) may not translate efficiently for alternate modes
of instruction (especially without additional training on how to design courses for different settings);
e Classroom design and changes to adopt to classroom, and number of total students participated in the
design and implementation stage;
e Feedback received (from students, instructors and IT staff);
Course enrollment in mixed mode for each semester detailing the number of students (and instructors)
who were F2F or online (and if online, which timezone);
Student engagements (indicators used to judge level of engagement);
Misconceptions of classroom design as technology solutions without consideration of course design;
Student expectations for each of the proposed learning environments; and
Common misconceptions formed by stakeholders between mixed-mode and hybrid learning.

METHODS AND LITERATURE REVIEW

This study adopted a systematic review methodology to connect (I) research-based learning modes with the (II)
current literature; (III) applied technology and (IV) instructors' pedagogy. There are many ways we can create and
offer learning opportunities and in several different types of environments or modes. Numerous teaching
modalities have been developed over the years, some include (alphabetically) Blended, Computer-based,
Correspondence, Digital, Distance, Distributed, e-Learning, Flipped, Hybrid, m-Learning, Massive Open Online
Course (MOOC), Mixed-Mode (contemporary), Mixed-Mode (historical), Online, Virtual and Web-based. In
addition to connecting the literature, technology and pedagogy, in this project, we share operational definitions of
major learning modes; ideas for implementing mixed mode instruction; challenges for mixed mode instruction;
and corresponding outcomes.

SECTION I. INSTRUCTIONAL MODALITIES

The Spring term of 2020 witnessed a pivotal shift in educational methodologies across the globe. Faculties were
universally urged to quickly adapt their in-person courses to an online format, setting the stage for an
unprecedented era of remote learning. Discussions of how we might best interact with students during these times
were paramount and continue today. The follow represent options which are typically discussed when considering
alternate instructional modalities (Maloney & Kim, 2020):

o Face-to-face (F2F): This traditional form of education takes place when both the students and the
instructor are present simultaneously at a shared physical location. [note: research that has
been compiled on this approach has often shown a lecture, linear approach to be ineffective for sustained,
deep learning (Wiggins, 2017)].

e Start online and transition to F2F: If courses are delayed due to continued health challenges around the
world (which as we now know, returning to ‘normal’ was/is delayed).

e Start F2F and transition to Online: This approach is adopted in anticipation of a potential second wave
of COVID-19. Most universities chose not to plan for this occasion, instead incorporating temporary
plans and waiting for normal to return.

e Fully Online: In case the pandemic persists; or institutions do not have the resources to offer F2F
programs which would provide a safe environment for students - or that students perceive the conditions
did not meet their criteria for safety. Additional variables for potential online learning encompassed the
accelerated timeframe; the high volume of faculty and students affected; inadequate infrastructure; a
dearth of experience in online pedagogy; unexplored attitudes and perceptions towards virtual instruction
(encompassing elements like faculty self-efficacy and students' aptitude for autonomous learning); and
for some, significant time zone discrepancies among students.

e Blended (BL)/Hybrid: This teaching style is a fusion of face-to-face (F2F) and online methodologies.
Garrison and Kanuka (2004) interpret BL as a considered harmonization of in-person learning and online
experiences. Through an exhaustive 2015 meta-study named “Blended Learning Over Two Decades”,
Zhonggen evaluated 30 articles to examine the concept, merits, and issues of BL, concluding that an
innovative shift in pedagogy towards a blended model could be beneficial for institutions. The analysis
identified several key insights on BL, including:
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o BL allows for a varied emphasis on different instructional strategies, encouraging educators to
devise courses that incorporate diverse teaching methodologies (Carbonell, Dailey-Hebert &
Gijselaers, 2013);

o It underscores interaction as an engaged process that prompts learners to actively participate,
rather than merely receive information passively (Dias & Diniz, 2013);

o Improved BL methodologies can progressively refine pedagogy, effectuating significant shifts
in educational paradigms (Graham, 2006);

The extent of teachers' self-efficacy in internet usage and web-based learning plays a crucial role
in shaping their attitudes towards web-based instructional development (Kao & Tsai, 2009);

o The incorporation of interactive learning activities within a BL environment proves effective in
assisting students to attain their learning objectives (Kember, McNaught, Chong, Lam & Cheng,
2010).

e Lab Considerations: As much as possible F2F (e.g., lab courses, studios, discussion sections, etc.), and
offer the remainder of the course online. Virtual labs could include American Chemical Society, Labster,
Harvard’s LabXchange, and CSU’s MERLOT.

e Additional Sections: Hold multiple sections of the same class at the same day/time in smaller numbers
in different rooms to maintain social distancing (and/or teach the same class four times in a row to % of
the students enrolled).

e Large Classes: Move all large lecture classes to an online format; hold small enrollment classes F2F with
social distancing.

e Targeted Curriculum: By reducing the quantity of offered courses, campus density can be limited and
support resources can be focused primarily on essential courses or distinctive experience classes. This
strategy may involve postponing low-enrollment courses and giving preference to those that can be
flexibly adapted to various modalities.

e Divided Curriculum: Courses are deliberately architected as either in-person or online offerings.
Whenever feasible, each class is provided in two sections to cater to varying learner needs and
preferences.

e Block Module: This model has students concentrate on a single course at a time for a condensed duration
of 3-4 weeks. These intensive sessions or blocks are lined up back-to-back throughout the entire semester,
offering increased flexibility.

e Hybrid-Flexible (HyFlex) Module: Courses are delivered via face-to-face and online modes
simultaneously, steered by the same instructor either synchronously or asynchronously based on student
preference. This model generally leans towards synchronous learning and to execute it effectively, it often
necessitates real-time classroom assistance, a purposefully structured classroom environment, and a hefty
amount of patience.

e Adapted Tutorial Approach: This model involves students attending a shared online lecture, followed
by faculty-led tutorial sessions with smaller groups, thus facilitating social distancing. Unlike the HyFlex
model, this adapted tutorial approach doesn't necessitate additional in-class assistance. However, it might
require a significant investment of time from faculty members.

e Mixed-mode: This is a combination of various modes. Modules were developed at such a rapid speed
during the pandemic. As such there was no adequate research or evidence to assist the faculty in
developing an efficient course design.

o Mixed-mode (as per our IT department) uses a specially designed classroom that enables
students to engage both physically and remotely in the same course concurrently. The
technology allows two-way communication and aims to increase student engagement. The
faculty, in-person and remote participants can all communicate with each other simultaneously.
The class technology allows the classroom to be recorded for asynchronous, or note taking, while
the artificial intelligence (Al) technology allows auto-switch, track and zoom-in/out between the
lecturer and students to trace and broadcast it to the remote students and keep it focused on the
active participant(s).

SECTION II. CONNECT TO CURRENT LITERATURE
As a combination of different modes, mixed-mode modality adds an additional layer of complexity, since it
incorporates F2F and online modes, synchronous and asynchronous aspects. As a starting point for further
discussion of mixed-mode learning, we would like to borrow some insights from the literature on HyFlex regarding
challenges and design implications. Beatty (2020) identified four pillars of the HyFlex modality:
e Principle 1 - Learner Choice. Learners choose the mode of participation for each class based on their
preferences and their best suitability (Wang & Hargis, 2021).
e Principle 2 - Equivalency. No matter which modes learners choose, they all have learning activities
“leading to equivalent learning outcomes (Gourneau & Smart, 2022).”
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e Principle 3 - Reusability. The learning activities from different modes could be accessed and reused as
resources for learning.

e Principle 4 - Accessibility. Students have the technological competence to access learning activities in
each mode in order to facilitate students’ choice of learning, as well as to enhance the reusability of
learning resources.

A number of students faced barriers during the pandemic, including technological limitations and mental health
challenges resulting from housing and financial conditions, anxiety about the pandemic, difficulty adapting to
changes in the course, and lack of motivation and focus during online learning (Gillis & Krull, 2020). Specifically
related to the challenges faced by students with the teaching modality, according to Bubacz et al. (2021), online or
hybrid learning posed problems in facilitating teacher-student and peer-to-peer interactions, as well as encouraging
students' active participation and involvement. In the online learning mode, students experienced self-teaching as
they spent more time reviewing instructional materials and attempting to figure things out on their own.
Additionally, students' learning experiences were negatively impacted by audio-visual delays and video quality
(Bubacz et al., 2021).

Though moving to different learning modality is challenging, there is potential to bring in students’ engagements
and resolve technological issues if schools and educators draw attention to course design and classroom technology
(Gillis & Krull, 2020; Bubacz et.al., 2021). To implement HyFlex principles suggested by Beatty (2020), we
reviewed literature in classroom technology and course design to further investigate the role they play in mixed-
mode learning.

Mixed-Mode and Classroom Technology: Due to the pandemic, the widespread rapid transition to distance
learning presents challenges for the di Numerous pre-pandemic studies explore the use of information and
communication technologies (ICTs) due to their adaptability, accessibility, convenience, and practicality. (Shen &
Ho, 2020; Hue & Jalil, 2013; Marcelo-Garcia et al., 2015). The initial rise of classroom integrating technology is
to enhance the learning experience by designing and presenting content knowledge and the execution of
instructional methodologies (Marcelo-Garcia et al., 2015). The types of technology include materials delivery
platforms such as PowerPoint, communication software platforms such as Zoom, Google Meet and Microsoft
Team. Other collaborative sharing and organizing platforms were also used such as Google Classroom, Google
Suite, social media platforms, blog posts and podcasts. The implementation of cloud services were integrated to
encourage active engagement by collecting feedback, as well as e-learning platforms that support personalized
learning, and augmented reality that enables students to immerse in novel learning experiences (Shelton, 2013;
Marcelo-Garcia et al., 2015; Dudar et.al, 2021; Lyakhova, 2020).

The pandemic's worldwide impact requires technology to be utilized more effectively across all industries. The
challenges of incorporating technologies into course design lie in the use of appropriate and relevant technology
that can support the course and be acceptable to students, the instructors' varied attitudes towards technology, the
high expectation of both students and teachers to master technology, and the provision of comprehensive
technology training (Popova, 2020; Rasheed et.al, 2020; Hue & Jalil, 2013). In addition, Makarenya et al. noted
that communication technologies such as Zoom and Microsoft Team are insufficient to facilitate long-term
distance learning (Makarenya et.al, 2020). The objective of classroom technology should be so revolutionary that
it not only serves as a replacement for traditional in-person learning, but also facilitates the creation of new
activities (Makarenya et.al, 2020; Puentedurau, 2006).

Mixed-mode learning requires a more selective deployment of technology that needs to support the online students,
and also the interaction between classroom participants and online students. This would demand a greater level of
technical proficiency from both students and instructors. In Addition, the pandemic constraints and logistic
challenges the technology blueprint was designed as general as possible to accommodate different course needs.

Course Design under Mixed-Mode: Under normal circumstances and with an abundance of resources, an
effective course design supports the creation of engaging learning environments and the improvements of students’
performances regardless of the teaching modality (Black et.al, 2014; Swan, 2010; Moon et.al, 2021; Yuan et.al,
2022). As a result of instructors' reflections, Yuan et.al (2022) suggests that while shifting from F2F to online
learning, it is important to maintain the academic objectives and follow the backward design concept which
identifies the expected learning outcomes first, and then designs the assessments and instructions with the
outcomes in mind (Wiggins & McTighe, 2005). There is, however, a need to modify assessments and instructional
design so that students can interact with teachers and their peers in time and that mental stress due to the pandemic
and teaching modality change can be reduced (Yuan et al., 2022).
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According to Gillis and Krull (2020), a comparative study of two online course designs identified three design
implications relating to the theme of; “Balanced Interaction, Enjoyment, and Accessibility”. Based on students’
responses to a survey regarding their perceptions of instructional techniques:

e To achieve a successful online teaching experience, autonomy needs to be given to students for
determining their schedules and learning activities, along with flexibility on deadlines, but at the same
time, an organized course structure should encourage them to complete learning events and keep on track.

e Increase the engagement between students, as the instructors facilitate peer interaction in class, so that
they could help each other if they have some questions or need clarification during class.

e Students should have timely communication with faculty members. A supportive online learning
environment and communication platform would help students ask questions without fear and maintain
motivation.

Calafiore and Giudici's study (2021) compared and evaluated students' performance in hybrid and Hyflex mode
introductory finance classes. Most participants were "non-traditional students," meaning that some were from the
industry and have been out of school for some time. The only difference between the two groups is the delivery
mode. Both groups were provided with the same learning outcomes, activities, assessments, instructors, and
content. The results of the study showed that the mode of delivery had no effect on the performance of the students.
However, the researchers noted that students in the Hyflex group prepared for tests by reviewing recorded lectures.
Landin and Pacenka (2021) noted that, despite the fact that some online student response platforms (such as Padlet
and Kahoot) made it easier for instructors to relocate traditional formative evaluations online, summative exams
have become difficult since instructors cannot guarantee academic integrity. Therefore, the authors suggested that
educators could add more formative assessments. As an example, instructors could incorporate “on-camera
engagement” to increase student engagement in lectures and discussions (Landin & Pacenka, 2021). In reference
to Fuller et.al (2020), as well as Titarenko and Little (2021), Landin and Pacenka (2021) also emphasized the
importance of personalized learning and student-centered learning environments (Beatty, 2019) especially in the
online settings.

SECTION III. APPLIED TECHNOLOGY

Ideally, Mixed Mode teaching should require instructors to attend at least one training session and adjust the course
design as required. In this approach, students either participate remotely (synchronously or asynchronously) or in
person at the institution. It is crucial to be familiar with the various tools the institution provides to help ensure
that remote and on-site students receive quality education. Faculty should also be able to teach effectively and
comfortably in this setting. Our Mixed-mode classroom design has three main elements, comprised of three to six
items each:

e Multimedia, which includes the 1) Al Cameras, 2) speakers, 3) ceiling and handheld microphones, 4)
computer, 5) tablet which acts as a shared whiteboard, and 6) monitor(s) that display the remote
participants and allow them to interact with the on-site group;

e Controller, which plays a role of 1) integrating and controlling multimedia components, 2) managing the
digital videos layout and quality, and 3) resizing the different video feeds to make them more transferable
for the conferencing tool; and

e Conferencing Platform, a popular third party conferencing tool such as Zoom video conferencing, the
platform contains a solid infrastructure with datacenter distributed across the globe, and has the ability to
broadcast video and audio in two-ways communication with a very low latency.

Classroom Design: The classrooms were physically re-designed to fulfill different academic needs. There are
several designs for the mixed-mode classroom, which are focused on a principle that allows two-way
communication between in-person and remote students. Faculty, in-person and remote students will be able to see
one another via two cameras (one facing the faculty, one facing the in-person students) set up on a classroom
computer running Zoom teleconferencing. Remote students' cameras are displayed on a 70” monitor located on
the wall facing the in-person students. In some scenarios, the student in the classroom may join the same
teleconference session to form a working group with the remote student. The faculty has two monitors mounted
on the desk, one displaying the remote students with no need to turn around, while the other displaying the content
presented to the students. With the Al campera enabled, the camera will track the faculty and auto-focus into the
whiteboard while the faculty is writing on it. The camera will continue to focus leveraging the space where the
remote-student can observe the faculty body language, and the text written on the whiteboard. The faculty may
also choose to add an extra tablet with a smart pen as a whiteboard which will be presented for remote students
and projected in the classroom. The faculty may add an extra laptop to display other materials where in-person
and remote students are viewing the same materials.

For cases where the faculty will use the classroom with a presentation, without whiteboard, the same presentation
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will be broadcasted for in-person and remove students. While the Al camera will track the faculty movement and
capture body language, the ceiling microphone will broadcast the instructor's voice in a high quality to the remote-
students. Faculty are expected to make minor adjustments to the course design to incorporate technology, without
making any core changes to the course materials or learning objectives.

Operating the Classroom: Faculty received demonstrations and training on the mixed-mode technology. A
dedicated technical team helped to set up the room in advance. The IT group tested the technology to ensure its
functionality. Each classroom is equipped with an emergency landline telephone that can be used to call support
in case of an unexpected event. The technician troubleshoots the classroom remotely, or in-person within three to
five minutes. Each classroom received a daily check to make sure all equipment is functioning.

The integration between ceiling microphone, speakers and the Al cameras, provides the online students can enjoy
a more immersive classroom experience. Faculty and students (in-classroom and online) can maintain visual
contact with each other with several new technology additions. These include digital correction of the ceiling
microphone arrays, digital handheld and lapel microphones to improve classroom sound while avoiding sound
echos, and extra monitors to improve user experience for both online and in-person students.

SECTION IV. INSTRUCTION

In this section, we will connect theory, literature and available technology to the application and challenges of
instruction. Categories of Learning Environment, Course Design and Student Engagement will be used to organize
the ideas.

Learning Environment: The years 2020 and 2021 impacted teaching and learning conditions worldwide,
nevertheless China kept most of their institutions open with Covid-19 policy and restrictions applied. During 2022
the same strict policies created unmatched circumstances for students and instructors. In higher education course
planning typically requires at least 12 months in advance and for a new course. A submission for review to the
curriculum committee is required about six months in advance. However, during the COVID-19 emergency stage,
in early 2020, education institutes in China were one of the first to transition to remote learning, the pandemic
restrictions added time stress where in many occasions the instructors had as little as ten day notice of course
policy changes and less than 24 hours notice of whether we will have access to the campus.

In March 2022, the Omicron variant arrived in the part of China where our university is located, which renewed
the emergency status and forced a lockdown to the city where logistics was suspended. The pandemic developed
rapidly, challenging the healthcare system and bringing a level of uncertainty. Public health took the highest
priority of daily life, where social volunteers perform Polymerase Chain Reaction (PCR) testing on a daily basis
for a city of over 25 million population. Every resident was required to take a daily PCR test, where volunteers
will knock on the door to notify people. In addition, the residents members worked consistently leveraging the
resources provided by their companies and local communities to secure their basic needs from food, water and
medicals.

The academic community focus was divided between the academic obligation and their personal safety. On a daily
basis, the instructor and students will answer the volunteers' calls for the PCR tests. Regularly, at least one student
(or instructor) is called for the PCR test. Taking the PCR is efficient, however the whole process, including waiting
in a queue can take 20 minutes or longer.

The university staff and students received support from the school, colleagues and the community personnel. We
realized that an individuals' health (physical, mental and cognitive) is crucial for their ability to function and engage
at a high quality manner. On several occasions, the instructor had no option but to rely on instructor-generated
materials only as educational vendors were not allowed to ship, and private cars were not allowed to operate in the
city. Attempts were made to digitize the co-curricular events of the classes such as field trips and other community
engaged learning. There is ample research that demonstrates the effectiveness of virtual learning (Lee, et al., 2022).

Examples of how these conditions affected students' ability to engage and focus for a sustained amount of time
differed greatly. Students from one course reported some of their challenges including being able to procure basic
hygiene products. Some students needed mental health support, or access to critical medicine. Despite all these
challenges, in addition to external factors such as internet stability, students in the centralized quarantine, the
instructors were highly resilient to continue with the academia journey teaching their classes.

Course Design: Faculty were required to teach using mixed-mode methods, with a training focus on the
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technology. With the pandemic and logistics challenges, it was difficult for the training to address pedagogy and
course design. For lab skill-based learning outcomes, advanced experimentation with electronics was substituted
for basic experiences that were performed remotely or simply viewed online. Classes that typically integrate
physical robotics, alternative methods using simulations were offered instead. Classes that included learning
outcomes such as interpersonal skills and working in groups were asked to perform similar activities online.
Courses that were aiming to have students apply knowledge in design frameworks such as Inclusive Design or Co-
Design Methodologies used online tools to engage students with other community members.

A significant modification in the Assessment Tools was implemented in the oral presentations for the Project-
Based Learning (PBL). Classes originally planned to present physical materials were modified into highly edited
videos presenting ideas about what they could have built physically. Instead of presenting functional prototypes,
the students were evaluated based on their ability to express how a hypothetical solution could work for their PBL.
In terms of the teaching methods adopted by faculty, the pandemic elevated the uncertainty of modality, in some
cases instructors were not informed until two hours prior to the class. In addition, different areas may receive
different messages from their neighborhood community.

Additional methods that instructors experimented with included flipped classrooms; using physical manipulatives
remotely; video threaded conversations; and online collaborative tools for drawing, coding, brainstorming,
researching and discussions. What is noteworthy is that faculty consistently indicated that they did NOT use
sophisticated technology such as Al-powered cameras, or specially dedicated computers. Many reported that the
most used tools were ones that involved low threshold technology such as an extra webcam, illumination, or extra
screens, together with a stable internet connection and sufficient time to design their classes. Student response
systems such as Kahoot and Poll Everywhere were reported to improve student engagement, the same as video-
games, classes held in VR, and co-working virtual digital spaces.

DISCUSSION AND CONCLUSION
A major outcome of this research is the reaffirmation that successful online teaching does not rely on sophisticated
technology. Technology plays an important role while the circle element for successful online teaching is related
to how the course has been designed, then integrated with the technology factors and skills the instructors and
students have. There is substantial research that indicates effective teaching in any mode has common elements
(Angelo & Cross, 1993; Davis, 2009; Uttl, White, & Gonzalez, 2016). The research finds that learning-centered
teaching “can be” similar for an online format as for traditional F2F settings. The methods on how we attend,
connect, process and apply conceptual frameworks are different. The authors of this research recommend effective
instruction typically occurs when we focus on foundational learning theories, whether the context for teaching is
F2F, experiential, service, internships, informal settings (museums, aquaria, zoological parks, etc.) online. Often
course design will need modifications to capitalize on a different learning ecosystem. Ideally, we might aim to
integrate as many of the essential, research-based learning-centered teaching approaches into our online course
design:

e Using backwards design to create active, measurable student learning outcomes;

e Implementing learning outcomes to guide student assessment, measurement and evaluation that aligns

with active learning experiences;

e Intentional course planning involving far more than deciding on the content that “instructors” cover
(instead of the learner “uncovering” or “discovering”);
Being explicit about how and why you organize the content;
The instructor's primary role is to facilitate learning, rather than disseminate knowledge;
Engaging students actively in their learning through interactions with each other and with the instructor;
The instructor needs to create a supportive environment for success including building rapport (which is
even more essential in online learning); and
e Provide timely, helpful formative feedback on student performance.

We will discuss our findings as they relate to the configuration of this project (mode, literature, technology,
instruction). In the introduction, we identified various attributes that impact effective teaching and learning. This
section focuses on the attributes that were most influenced by our adoption of a Mixed-Mode style of instruction,
as implemented by our institution. However, the type of teaching we provided in the beginning and continued for
several years was, in fact, emergency remote teaching (ERT). ERT is a temporary switch to remote teaching
methods during a crisis. It involves using fully remote teaching solutions for courses that are typically delivered
face-to-face or as a blend of online and in-person learning. The goal is not to recreate a complete educational
ecosystem but instead to provide temporary access to instruction that is quick to implement and reliably available
during an emergency (Hodges, et al., 2020). In this section, we will focus on how the technology was adapted and
implemented to address the highly dynamic circumstances at the university where often students and instructors

www.tojned.net Copyright © The Online Journal of New Horizons in Education 255


https://valenciacollege.edu/faculty/development/documents/ClassroomAssessmentTechniquesPrimerandWebsite.pdf
https://www.elon.edu/docs/e-web/academics/teaching/Tools%20For%20Teaching.pdf
https://www.chrisstucchio.com/blog_media/2016/assorted_links_nov_3_2016/Meta_analysis_of_faculty's_teaching_effectiveness_Student_evaluation_of_teaching_ratings_and_student_learning_are_not_related__student_evaluations_meta_analysis.pdf

T ':QJ N E D The Online Journal of New Horizons in Education - July 2023 Volume 13, Issue 3

THE ONLINE JOURMAL
OF NEW HORIZONS IN EDUCATION

were not aware of the conditions for instruction until the day prior to class.

The context of the knowledge, skills and dispositions originally designed for F2F learner interactions does not
translate across alternate modes of instruction (i.e, mixed-mode); and classroom design and changes to adapt to
the classroom. This is especially true in the absence of well-aligned experiences on how to design courses for
different settings. In our case, where mixed-mode was quickly adopted, without enough time to properly design
and align with the academic course that would use effective practices of teaching. It requires a joint effort between
different units including Center of Teaching and Learning Department, and IT experts with solid background in
the area of pedagogy/andragogy (in any modality) (Lockard & Hargis, 2017). Evidence to support these
assumptions can be found within specific courses and instructor summaries of learner interactions.

Freeman (2015) found that on average, faculty members spend over 70 hours developing an online
course. Although faculty were not developing fully online courses, they were significantly modifying their course
designs to be more flexible in order to adapt to the mixed-mode requirements and limitations. Standard course
design includes at least three components, i.e, Learning Outcomes; Assessment (measurement and evaluation);
and Teaching Methods. Data for this study found that for the learning outcomes in a course with lab components
found that when working in groups, students needed to support each other online when not in F2F settings; a co-
design methodology was implemented to identify ways to engage students online with potential users. Assessment
tools were modified substantially as well. Oral presentations were shifted to ask students to create video recording
and editing (these required serious editing); presenting a functional prototype where students needed to describe
how a hypothetical solution could work; and extenuating circumstances as the new rule.

Teaching Methods were also modified. There was continual uncertainty whether the class will be online or F2F
until two hours prior to each class. This meant that the instructor had to prepare multiple representations of how
they would engage students in conceptual activities. Suggestions of implementing a “flipped classroom” model
were made. The time factor, in addition to the logistics challenges, made it almost impossible to provide any
associate training on how to create, deploy or assess the outcomes of this relatively new teaching method.

Course enrollment in mixed-mode for each semester varied significantly. The number of students (and instructors)
who interacted F2F or online (and if online, which time zones since there were many international students unable
to travel to campus physically). To adopt the mixed-mode teaching, the university spent the summer of 2020 to
upgrade and enhance the classroom technologies, installing nearly 300 new devices in 60 classrooms in the main
Academic Building. After the pandemic began, students were distributed across 61 nations while waiting for the
fall of 2021, when the university began offering 383 out of a total of 556 courses in a “mixed-mode” semester.

As our literature review suggests, the student engagement varied widely, mostly dependent upon their situation
(i.e., F2F, online, quarantined, in transit; waiting to travel; home conditions, etc.). Some of the indicators used to
judge level of engagement included:

- Video games as a way for students to connect (Classes held in VR, co-working digital spaces, etc.);

- Student response systems (Kahoot and Poll Everywhere); and

- Discussion of student health (mental, physical, emotional health, etc.).

The pandemic's aforementioned circumstances introduced a gap between the technology and the course designer,
which resulted in misconceptions throughout the terms about classroom dynamics as a technology solution missing
consideration of research-based course design. Data was collected from public-facing university websites:
- “Faculty members shared that it was very important for them to be able to write on a whiteboard, so
tracking cameras were added to the mixed-mode classroom.”
- “IT installed new ceiling microphone arrays and digital handheld and lapel microphones to improve
classroom sound, and extra monitors and TVs to improve user experience.”

Ultimately, many faculty expressed a similar notion that they did not use the sophisticated technology to support
the mixed-mode approach, or to deliver a successful online teaching experience. Through many conversations
between colleagues, students and IT staff, it was clear that the majority of the faculty ranked their preference for
instruction as F2F as the most preferred; online teaching second; and at a distant third, mixed-mode.

Challenges to Mixed Mode Instruction

Beatty (2019) identified four challenges including: 1) manage a multi-modal learning environment, 2) manage
resources and workload, 3) enhance the student interaction, and 4) assess learning progression. We will incorporate
these into additional ideas below:
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1.

Pedagogy, Teaching Methods, Course Design. If there are no better options, mixed-mode instruction
should be more intentional about how can we create an inclusive and accessible environment for ALL
students, most of the time. This will require a complete course redesign with the following considerations:

o The course design takes in consideration the participants' common environment, educational
atmosphere and human body language.

o How we teach will need substantial redesign as we will need to create opportunities for
differentiated instruction based on how students are connecting. Active learning in a face-to-
face setting can also be applied to online synchronous students through live webcasts. Students
receive a clear structure on how to interact individually and then share their work with the group
through Google Doc, Jamboard, or other student response systems. They can also collaborate
with others in breakout rooms. Whereas creating similar active learning opportunities for
students learning online asynchronous will need another approach that offers similar interaction
and connections to the concepts as well as community building with other students online and
F2F.

o Timely, critical assessment needs to align with outcomes and methods, measurement and
evaluation. Assessment in an online mode is one approach, however, if there are students
studying in three different modes, attention to consistent, reliable, valid measurement
instruments will need extra attention, most likely assistance from an instructional specialist.

o We need to maintain the original learning outcomes from those approved by curriculum
committees, which for some may be a challenge.

Student Informed Choice. Some students may be unable to select (or may have no choice due to
location, family, cost, etc.) the most effective alternate form of instruction (i.e., students who believe they
can learn online, asynchronously, although have low ability to self-regulate their learning). How can we
support and inform students (perhaps offering diagnostics on how to learn, self-regulated learning, self-
efficacy, technology skills, etc.) as well as advising on study skills, time management, etc.?

Identifying Student Selection. How do we decide which students (and instructors) are able to select
and/or engage with which mode? If this is open, there may be significant challenges with scheduling; if
closed, how do we make the decision for allocating students into each mode, plus what happens if students
are not able to function in that mode?

Equity, Equity, Equity. Technology access, instructional resources, interaction, assistance from
instructors, formative assessments, response time for answering questions, logistics of hearing/seeing
material, participation/attendance (if graded, how will this be equal), instructor presence and approach
(how will they not forget the students online while attending to F2F students).

Time. Mixed-mode will require more of stakeholders' time including an increased workload for
instructors (before, during and after term) as well as IT, Academic Affairs, Registrar and Facilities, The
reason mixed-mode demands more time;

o Administering both F2F and online students simultaneously is a formidable task.

o Maintaining out-of-class interactions with students expecting in-person support, and with
students requiring online assistance, might entail a reshuffling of engagement hours.

o Beatty (2019) work emphasizes that the creation of the course plan and its accompanying
materials is a time-intensive process. In fully online courses, there exists a potential disparity in
the treatment of online and F2F students, with the former potentially receiving less interaction,
relationship-building opportunities, and a sense of community. Therefore, strategic planning
should prioritize the establishment of a vibrant learning community that caters to all students,
regardless of their mode of learning.

Universities perceive a need for mixed-mode instruction as emergency or temporary measures, recommendations
from a grant (TPHE, 2020) suggest to focus on student learning by letting go of:

1
2
3.
4
5

Everyone having to do the same thing at the same time;
Classical instructors “covering” the content;

The traditional “policing” syllabus;

Assignments that invite cheating; and

Normal order contact hours.

Instead, the authors suggest:

1.
2.
3.
4.
5.

Successful online teaching is beyond technology;

Start from academic design and user experience and backwards to technology integration
Collaborating with students on their learning;

Fostering community and connections that facilitate learning;

Embracing care for students as whole people;
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6. Responding with flexibility; and
7. De-emphasize grading and emphasizing interaction, feedback, and learning (TPHE, 2020).
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ABSTRACT:

Purpose — This paper theorises how international PhD student community of certain language group in the UK use
self-organised activity as a way of horizontalized pedagogy to enhance their study and well-being during and after
the COVID-19 Pandemic. It introduces the “Chinese Translation and Interpreting PhD Forum” as one such activity
and explores its impact on participants.

Methodology — The paper is a case study of the Forum. The case is analysed by two major ways: The former
theoretically constructs the case in concern, which not only highlights the importance of peer-learning as a
pedagogy in PhD learning experience, but compares and signifies how the practice concerned in this paper is
different from other activities, especially peer-mentor schemes and reading groups. The latter part of the paper is
a qualitative analysis based on the feedback from participants. It reveals how participants actually think peer-
learning, mental support, and community-building functions of the activity.

Findings — The result shows that while the effort in community building and online organisation is a success, PhD
students are not necessarily interested in involving in a broad range of topics, especially those different from their
area of expertise, even within the same discipline. Meanwhile, despite the initial intention of mental support,
participants seem to be less impressed by this particular function. Finally, the use of their native language is
considered to be less significant, compared with the original hypothesis.

Originality — The paper provides an alternative model for PhD training, especially on top of the traditional
supervisor-PhD power hiarachy. The model also provides solutions for low-quality and less-motivated peer-
learning activities like peer-mentor scheme and too-demanding activities like reading group.

Keywords: community building; mental health; peer learning; horizontalized pedagogy; translation and
interpreting studies

1. Introduction

In early 2020, the COVID-19 pandemic broke out. Among those who are influenced are PhD students. Efforts are
seen where universities carry out a range of policies catering for their students’ pedagogical and mental needs.
Against this backdrop, I reformed and reorganised the long-abandoned Chinese Translation and Interpretation
Forum at Queen’s University Belfast (referred to as “the Forum” hereinafter). The Forum was established in 2018
when some PhD candidates at the Centre of Translation and Interpreting of Queen’s University Belfast (“The
Centre”) decided they would want to gather to practice interpreting. The interpreting practice had not lasted long
before the gathering turned to more academic discussion, exploring topics in translation studies and beyond. It was
that time that I joined the Centre and learned a lot from the gathering. However, the gathering ceased after the
senior candidates started writing their thesis and eventually graduated. I always felt pity about the “sudden death”
of the gathering and wanted to restart the scheme. COVID-19 gave me a good excuse. Reflecting on the failure of
the previous gathering, when I restarted the scheme, I decided to reduce the used-to-be frequency to once every
week. I held the gathering, now rebranded as Forum, monthly. In the meantime, as I advertise the Forum on social
media (e.g. Twitter, WeChat, and Weibo) every time it runs, some PhD candidates outside the Centre’s community
contact me and ask if they can participate. Their participation enlarged the range of topics that the Forum covers.

In short, there used to be a range of problems for PhD candidates. For example, they lack peer learning support
and chances to reach the broader research area in translation studies. The Centre provides us with the Monday
Seminars, inviting renowned scholars for a one-hour presentation each week. However, from personal contacts,
many PhDs would like a more open discussion rather than lectures. After COVID-19 broke out, the more
disconnected environment may lead to mental issues. By restarting the Forum, I wish to address these problems
by allowing peer candidates to meet each other every month, have formal and informal discussions over various
topics, and open the Forum to a broader community. After more than two years of running, I hope to systematically
explore what is achieved by holding such a Forum as a peer-learning practice.

The topics of the Forum are not solely academic. As it is a PhD forum, in most cases, the discussions are academic

and about translation studies. However, there is a vast space to explore under the tag of translation studies: the
discipline is, as argued by Gabriela Saldanha and Sharon O’Brien (2014, 1), “interdisciplinary in nature.” This is
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one of the reasons the Forum opens to the broader community: there is a lack of variety in topics researched at our
Centre alone. However, academic topics cannot address every problem COVID-19 has brought and those that PhD
candidates have been dealing with in a larger context. The Forum, therefore, is also a space for PhD candidates to
either share their experience in career development or ask questions whenever in doubt.

Now that the Forum has run for 3 years, the rather longevity nature of it requires close examination, as its success
may have potential implications for an overall PhD pedagogy. As I am the organiser of this Forum, the paper is,
on the one hand, self-reflective; but on the other hand, it relies on theories developed in studies of higher education
pedagogy and beyond to formulate its own theoretical foundation. Meanwhile, the paper reflects on the feedback
collected from participants. Due to the number of respondents, the paper approaches the feedback qualitatively
rather than quantitatively.

2. Theoretical discussion: Forum Compared with other Pedagogical Practices

Reviewing the literature on different forms of pedagogy for PhD candidates helps formulate the theoretical
foundations for this Forum. The literature review also points out how the Forum differs from other pedagogical
practices and the similarities. The paper mainly reviews three practices: supervisor-PhD candidate teaching and
learning, peer-mentor scheme, and reading groups. On top of comparing the Forum to these practices, the review
section discusses another distinctive feature of the Forum: it uses Chinese in an English-teaching and researching
environment.

2.1 Forum and vertical pedagogy from supervisory

Study to the success of a PhD research is seen as primarily an individual effort that aims at training fellow PhD
candidates to be researchers of “independence and autonomy” (Johnson, Lee and Green 2000, 136). In the making
of a successful researcher, supervisors play a considerable teaching role that is different from all other teaching
roles in, for instance, undergraduate or high school. Scholars (for instance, Lee and McKenzie 2011, 69) identify
the difficulty in supervising PhD candidates where “supervision is neither simply ‘teaching’ nor ‘research’ but an
uneasy bridge between both”, asking for a balanced pedagogy that can enlighten supervisory relationship between
supervisors and their PhD candidates. Some principles are pointed out. For instance, Sara Cotterall (2011, 529—
531) argues that “good pedagogy” involves the practices of “respect and concern”, “structure and support”,
“engagement in scholarly practices”, and “reflection”. Other research focuses more on PhD candidates’ learning
under supervision. Mary-Helen Ward and Sandra Helen West (2008) follow the definition of pedagogy as “a
concept draws attention to the process through which knowledge is produced” (Lusted 1986, 3), and they focus on
how PhD candidates can use blogging as effective pedagogy practice. They argue that “blogging is a text-based
social practice that can be useful to both candidates and supervisors in the co-production of knowledge within PhD
candidacy” (Ward and West 2008, 61). While exploring supervisor-PhD candidate pedagogy from different
approaches, the above literature directly labels the teaching and learning relationship between the two parties as
“doctoral pedagogy”, demonstrating the dominant discourse of supervisory in PhD pedagogy research.

The most significant difference the PhD Forum in concern of this paper differs from the supervisory pedagogy is
that it lays more emphasis on peer learning instead of learning from supervisors. The efforts of the peers should
be no less important than supervisory. David Boud and Alison Lee (2005 502) argue that the supervisor-PhD
candidate relationship is only one kind of pedagogy, the “vertical pedagogy”, while peer learning should be
introduced to PhD pedagogy discourse. As they argue (ibid.), peers construct the invaluable environment for
“horizontalised” pedagogy. Reconceptualising pedagogy this way “allows a particular kind of investigation of the
research ‘environment’ as an explicitly pedagogical space” (ibid., 504). Building on this foundation, Elke Stracke
(2010, 6-7), even though engaging the PhD candidates as a supervisor, identifies peer learning as “a successful
and enjoyable PhD experience”. He argues that peer learning among PhD candidates facilitates “exchange”,
provides “insight into the PhD process”, “feedback™ from peers is appreciated, and “moral support in [...] a
friendly, supportive environment” is gained. These research outputs highlight the importance of the peer learning
nature of the Forum.

There are, however, some peer learning activities that are theorised as PhD pedagogy. The paper reviews these
activities in the following two sections, highlighting mainly two activities, namely the peer-mentor scheme and
reading groups. This review is to gain insights from these activities while distinguishing the Forum from them.

2.2 Forum and peer-mentor scheme as peer support

An increasing number of universities in the UK and worldwide take up the peer-mentor scheme to support the new
PhD students and candidates. Mentor scheme as peer support follows the emphasis on peer learning as
environmental construction (see Boud and Lee 2005 discussed above), and Amanda Mason and Jarmila Hickman
(2017) look into how the scheme benefits mentees and mentors, what are the expectations regarding the mentors’
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role, and how to make the scheme successful. They theorise the mentor scheme as a mutually beneficial
pedagogical practice where mentors and mentees identify problems like lack of training for mentors and ambiguity
in the role of mentors. Similarly, Justin Fam and Jessica C. Lee (2019) see peer mentor schemes as an opportunity
to address inequalities. They identify the different resources PhD students have access to in different programmes.
They argue that, while PhD programmes are “largely unstructured”, PhD students can benefit from having “access
to structured programs that are dedicated to creating opportunities for social support and mentoring.”

Therefore, the emphasis on peer support becomes the core for both groups of researchers talking about the peer
mentor schemes. Peer support is used widely beyond pedagogy discourse, highlighting a non-professional helper-
helpee relationship that features non-hierarchy and flexibility (Mead and MacNeil 2004). In researching PhD
candidates’ well-being, peer support is believed to address the “invisible” feelings and isolation of these candidates
(McAlpine and Norton 2006). Daniel Jolley et al. (2015) reflect on peer support in an autoethnographic manner,
demonstrating the importance of peer support during the writing-up phase of a PhD candidate, coping with a range
of pressures ranging from facing feedback from supervisors to the delay of data collection.

The Forum is similar to the peer-mentor scheme in many ways. First, the peer-mentor scheme is usually carried
out by the institutions or the departments. It is therefore structured not by PhD candidates themselves but rather
by another top-down, i.e. vertical, approach, although the approach is different from that of the supervisory. The
Forum, however, is even more horizontalised, as it is organised, participated in, and reformed by PhD candidates.
There is no, so to speak, authority ruling over the running and management of the Forum. More specifically, from
the feedback! I heard from Forum participants, we can have a glimpse into what the differences are. Some
participants complain about the effectiveness of their peer mentor scheme: “Our peer-mentor scheme is rubbish. ..
As for the Forum, I meet with many friends”, says one of the participants (P17). Some highlight the importance of
academic topics in the Forum and regard it not only as a supportive event: “There is a much larger amount of
knowledge” (P9). Others maintain that the Forum provides an opportunity for getting to know and communicate
with more peers: “I can communicate with more peers and expand my horizon” (P13). In short, the Forum mainly
differs from the traditional peer-mentor schemes in its focus on autonomy, effectiveness, knowledge transfer, and
a larger community of peers.

2.3 Forum and reading groups

Another similar pedagogical practice is reading groups. The practice of reading groups is not limited to PhD
candidates’ learning and researching careers. Reading groups are organised in different forms. Some of these
groups can be a teaching activity that aims at cultivating students for active learning (Railton and Watson 2005),
while others are (self-)organised outside higher educational settings, where the groups conflict and corroborate HE
(Hansen and prince2019). Claudia Firth (2021) comprehensively reviews history’s different reading groups. She
sees these groups on the peripheries of the institutions and organisations, emphasising the political significance of
these groups against the social and political context. The loose formations of these “mainly leisure-based friendship
groups” play “a valuable role in social movements as a form of informal organisation” (Firth 2021, 113). Others
reveal that reading is a social activity (for example, Allington and Swann 2009). David Peplow (2011) explores
how reading groups generate and negotiate their interpretations of texts as a social practice, revealing how a
reading group “talks about texts” (310, original emphasis).

The Forum differs from the reading groups in how activities are organised. The Forum does not see interpreting
texts as its primary responsibility. While, in reading groups, “all members (should) have read” the books before
discussion (Peplow 2011, 295), the Forum requires fewer reading tasks and preparation, at least for most
participants. This is due to the consideration of the motivations of the participants. As discussed in the introduction,
the Forum ceased for more than one year because those who constantly contributed to organising and presenting
on the Forum stopped for various reasons. Besides, while many reading groups, especially those online, are not
institutional-based, Forum started as primarily a practice within our institution community. It is only recently that
the Forum tried to expand more widely. On the one hand, this differs the Forum from the political-movement-
oriented reading groups and less emphasises the friend-making function. Most, if not all, Chinese PhD in
translation and interpreting got to know each other well before the Forum came into place.

2.4 Doing research in a second language

The Forum, therefore, is a distinctive, horizontalised pedagogical practice that shares some of the features of the
peer-mentor scheme and the reading groups. One more feature that distinguishes it from other peer support and
peer learning practices in the UK is the use of language. In UK institutions like ours, Chinese PhD candidates

! As will explain later, I collect 21 feedback questionnaires. When referring to answers from specific
participants, I will use P1-P21 respectively according to the sequence of them finishing the questionnaire.
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research in a second-language environment, and to do research in a non-native language is complex. Ana Ramirez-
Adrados et al. (2020) show how native language users perform better in dissertation writing and defence, even
though there is no significant difference between the pressures students are under either defending in the native or
non-native languages. Meanwhile, especially for early-stage PhD candidates, being situated in a second-language
environment may lead to a sense of periphery linguistically, culturally, and psychologically (Samimy, Kim, Ah
Lee, and Kasai, 2011). Further, Yu Ren Dong (1998) surveys non-native graduate students, reporting that a lack
of social networks leads to disadvantages for these students in writing scientific papers. However, the language —
in this case, English — these students research with tends to become their “working language or science language”,
which means that “they were either not aware of any differences at all or they considered it easier to do scientific
writing in English than in their native languages anyway” (385).

3. Research questions and hypothesis

Based on the existing pedagogical practices that emphasise peer learning, peer support, and community
construction, and considering the differences between the Forum and these practices, the research questions can
be categorised into three types, namely motivation, ways of support, and community construction.

3.1 Motivations

First, one should suppose that not everyone comes to the Forum every time. Instead, judging by the experience of
running the Forum, even without rigorous roll calling every time, my observation is that most participants come
once every two or three times. Due to the more loosely requirement for participation, there should be a number of
participants who participate in the Forum for an extended period. Second, there should be a high level of motivation
to meet face-to-face once the pandemic is over, as, like Jolley et al. (2015, 36) report, the online support can be
limited as “you are unable to be there physically and so unable to offer support in this way, such as a hug”.

3.2 Ways of support

According to the topics, the Forum mainly offers peer support in three aspects: academic research, mental health,
and career development. As the organiser, I hypothesise that participants may find it most useful as mental support,
followed by helping their research projects, and finally in career development. As the Forum was restarted at the
beginning of the pandemic, I got to know some peer PhD candidates complaining about the pressure and the sense
of isolation, especially when locking down. As for career development, students have different career plans and,
therefore, may not relate to each others’ experiences to a great extent. Meanwhile, I expect participants to find the
wide range of topics covered in the Forum more helpful than the topics of their own expertise. As PhDs can discuss
with supervisors who can even point to extra reading materials, I suppose that the chance to be exposed to topics
outside any of the research from the supervisors of our Centre is a good chance for PhD candidates to open up to
the interdisciplinarity of translation studies.

3.3 Community construction

Initially, the Forum was inclusive to PhD candidates of our Centre only. As it gradually opens up, I would expect
some reluctance in accepting the involvement of external members. For external participants, in turn, I suspect
they have only limited, if any, contact with participants from our Centre. Should the Forum work as a community
building practice, the link between internal and external participants are crucial? Another hypothesis in this
category points to the use of language. The hypothesis is that using Chinese instead of English is important to
participants, as language reinforces the identity of being a more extensive research community and could be easier
to convey specific ideas more clearly.

These hypothesises are not only proposed for the research purpose alone, but more importantly, they are the basis
on which I organise the Forum in the first place. Therefore, examining the validity of these hypotheses is essential
both in illuminating similar practices that other researchers wish to carry out, and in providing a more successful
Forum that is sustainable in the long run.

3.4 Research questions
To examine the hypothesises above, the paper investigates how participants reflect on the Forum in the following

questions:

1. How motivated are participants to participate in the Forum, online and offline?
2. What themes do participants find most useful for their PhD development?

3. How well are internal participants linked with external ones?

4. Is the discussion in the native language seen as helpful among the participants?
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4. The survey: Results and analysis

A questionnaire of 17 questions (Q1-Q17) is designed to examine the hypothesises and address these questions.
Q1 asks about the expertise of each participant; Q2—5 concern the motivations of participants; Q6—10 inquire about
the usefulness of different topics and themes; Q11, Q12, and Q17 compare the Forum with other PhD pedagogies
(peer-mentor scheme and supervisory), and Q13—16 are about community building. The questionnaire is designed
in Chinese, and the original questionnaire is attached as Appendix 1 after the paper with English translation
attached as Appendix 2. The questionnaire is sent via email to the mail list of all the participants of the Forum.
After one week, 21 responses are collected.

4.1 The background of the respondents

The respondents are asked about their backgrounds regarding their PhD research topics and if they are from our
Centre. 20 Participants responded to the first question. The answers demonstrate the variety of topics for PhDs in
translation and interpreting. At least ten different topics are seen in the response: 2 participants have expertise in
the interpreting process, 2 in the translation process, 2 in literature translation, 2 in audio-visual translation (AVT),
and 1 in translators’ training, contemporary translation theories, travel translation, opera translation, translation
and metaphor, and computer-aided interpreting each. Others respond with more general terms like translation
studies. Most noticeably, 1 participant identifies themself as doing research in “neurosurgery”, extending the
disciplinary boundary of the Forum even further. Despite the vast spread of interests, researchers in process
research, either in translation or interpreting, are the most in numbers (5 out of 20) among the participants
responding to this question. Regarding respondents’ institutions, 7 are from other institutions, and 14 are PhDs
from our Centre.

4.2 Motivations

Q2 asks how long since the first time the participant has participated in the Forum. The options range from “less
than one month” to “over one year” as the Q3 asks the frequency of them turning up. Respondents are expected to
choose from “never”, “occasionally”, “often”, and “every time”, but the question does not specify the detailed
definition of each option. The tables below show the number of responses, and the figures give an impression of

the percentage of each response.

Answers for Q2 (Table 1 and Figure 1) show that over 57.14% of the respondents (12 of them) have participated
in the Forum for over one year, while there is a newcomer who only participated in the Forum very recently, under
one month. The result shows consistency of participation while the Forum is constantly growing, slowly but surely.
Responds to Q3, on the other hand, show how often participants are motivated to participate in the event. Most
participants will not participate in the Forum every time, with scarce exceptions — only 1 person says they
participate every time). More respondents believe they come to the Forum occasionally than those who often come
— although, without description, the frequency difference between occasional showing up and often is unclear.

Options Response count
<1 month 1
1 month — 6 months 4
6 months — 1 year 4
>1 year 12

Table 1: Q2 Participation Period
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m <1 month = 1month—6months =6 months—1year =>1year

Figure 1: Q2 Participation period

Options Response count
Never 0
Occasionally 11
Often 9
Every time 1

Table 2: Q3 Participation Frequency

m Never = QOccasionally = Often = Every time

Figure 2: Q3 Participation Frequency
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The questionnaire also asks about respondents’ willingness to participate online and offline in Q4 and Q5. The
result shows that, as demonstrated in Table 3 and Figure 3, even long after the COVID-19 lockdown, there is a
clear contrast between the likelihood of online and offline participation. Respondents are generally more likely to
participate in the forum online, with most indicating they are likely or very likely to do so. On the other hand,
offline participation is less popular, with the majority of respondents saying they are unlikely or very unlikely to
participate offline. Specifically, most participants (12) say they are very unlikely to come to the face-to-face Forum,
and only 1 person is very likely to come to an offline event. By contrast, 9 out of all 21 people would love to
participate in an online Forum, and the other 10 are less definite but show a high likelihood of participating. Even
after considering external members who cannot meet face-to-face, among all 14 respondents from the Centre, 6
say they are very unlikely to show up at face-to-face events.

. 1 5
Options Very unlikely 2 3 4 Very likely
Online 0 0 2 10 9
participation
Offline 12 3 5 0 1
participation

Table 3: Q4 and Q5 Online and offline participation

25

20

15

10

wu

' ]

Online participation Offline participation
H1l m2 m3 m4 m5

Figure 3: Q4 and Q5 Online and offline participation

4.3 Importance of different ways of support and themes

The following section explores what kinds of support and themes participants feel are most useful. Q6—Q8 ask
how important the different ways of support are. Three types of support are identified: mental, academic, and
career planning. The first two ways of support come from the literature on other peer learning and support projects
(for mental support, see McAlpine and Norton 2006; for academic support, see Peplow 2011). The career planning
support comes from one of the reoccurring themes of the Forum, where PhD graduates share their experience of
job-hunting. Respondents are asked to select the importance of mental, academic, and career planning support by
giving scores 1-5. 1 point means the support is unimportant, while 5 points mean it is very important.

The result shows that the respondents see the Forum as most important for career planning, followed by academic
support, and then mental support. However, the differences are not stark and all three aspects hold some importance
to the respondents. To be more specific, most people believe career planning matters the most to them, with 8
people thinking it is very important. However, the importance of mental support seems very scattered among
respondents. 3 people believe it is not important, but 6 people think it is very important. Academic support occupies
the middle group. While no one thinks it is not important, the least people (5) see it as very important among all
the three types.
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. 1 5
Options Not important 2 3 4 Very important
Mental support 3 1 7 4 6
Academic 0 0 6 10 5
support
Care§r 0 4 4 5 8
planning

Table 4: Importance scores of different types of support
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Figure 4: Importance scores of different types of support

Besides, the respondents are asked to rank the themes of the Forum from the most important to the least according
to their experience and needs. The themes listed come from the topics of each Forum from the day it restarted until
the one most recently. Three themes of the Forum are identified: PhD experience sharing, discussion with scholars
within participants’ expertise and discussion with scholars outside participants’ expertise.

The results show that most people think discussing with scholars within their own expertise the most important,
listening to others’ experiences sharing the second, and opening up to more expansive disciplinary knowledge the
least. However, a similar number of people (6) choose to rank the latter two themes the first.

Options Ist 2nd 3rd Average rank
PhD experience sharing 6 10 5 1.95
discussion with schf)lars within my 9 7 5 181
expertise
discussion with sch(?lars outside my 6 4 1 204
expertise

Table 5: The Rank of the importance of different Forum themes

4.4 Community building and the Forum

Finally, the questionnaire reveals how effective a community is built with the carrying out of the Forum.
Participants from our Centre are asked about their willingness to accept external PhDs to participate. In contrast,
external PhDs are asked whether they keep in contact with students from our Centre after the Forum. Meanwhile,
they are also asked how they feel about using Chinese throughout the Forum.

In terms of the use of language, participants are asked to give scores on the importance of Chinese discussion. The
result, as shown in Table 6, is again scattered. Half of the respondents think it is rather important, giving it 4 points,
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but a similar number of respondents (6) think it is not important. Only 3 people think discussing in their native
language is very important.

1 5
Importance Not important 2 3 4 Very important
Response count 6 0 5 7 3

Table 6: Importance score of using Chinese

m]l m2 m3 u4d =5

Figure 5: Importance score of using Chinese

As for networking between PhDs from the Centre and those from other institutions, those from our Centre are
asked if they want external participants to join us. 13 out of 14 people say yes, and the one who does not respond
positively says they “do not care”. On the other hand, when asked if they keep in contact with students from the
Centre, 5 out of 7 external participants say they do.

Opinions Yes No Others
Response count 13 0 1
Table 7: Willingness to take external participants

Opinions Yes No
Response count 5 2
Table 8: Continual contact with PhDs from the Centre

4.5 Discussion: What works and what does not?

Some of the results come as expected, but others are surprising. They serve as significant evidence for revealing
what part of the Forum works so far and what does not work and needs further improvement in the following
organising of the event.

4.5.1 What works?

The questionnaire results reassure some of the hypotheses — simultaneously, the initial intentions of organising the
Forum. The Forum serves distinctive pedagogical functions compared with supervising and other peer-learning
activities. Participants are willing to participate in the Forum continuously, while the rather loose style of the
Forum gives them the freedom to choose to show up or not according to their own pace. Most participants find it
helpful to listen to senior candidates’ personal experiences living through the PhD and job hunting, demonstrating
that the Forum works as a peer support event. At the same time, many believe the Forum helps the most when the
theme is about their PhD topic, showcasing the peer learning function of the Forum. Meanwhile, the Forum
successfully perform a role in networking and community building among Chinese PhD candidates. Not only do
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internal participants content with connecting with more peers than peer-mentor schemes carried out by our
institution, but, more importantly, they are connected with external participants and the wider academia.

Besides, online Forum works surprisingly well. Initially as the only solution to coping with the pandemic and
lockdown, the online running of the Forum now becomes the “new normal” for both the organiser and the
participants. With the high motivation of participating online, it becomes possible to maintain the running of the
Forum even after core organisers graduate. Online Forum also makes it much easier, or possible at all, to expand
the number and variety of participants.

4.5.2 What does not work?

Other intentions when initiating the Forum do not work very well among participants. The most significant is the
lack of interest in topics outside participants’ expertise. Even with the efforts made by the organiser in increasing
the variety of topics in translation studies, especially in finding and inviting scholars on topics beyond participants’
PhD projects,? participants are keener on discussing what concerns their PhD projects the most.

Meanwhile, as PhD students are often believed to work in “solo study” (Johnson, Lee, Green 2000), the necessity
for mental support from their peers is often identified ((Pyhéltd, Stubb, and Lonka 2009, Fokkens-Bruinsma and
Jansen 2021). However, even if participants think highly of peer support in terms of exchanging experience during
and after their PhD career, many do not think it serves as mental support. Similarly, the use of the native language,
in this case, Chinese, does not seem to play a vital role in improving participants’ mental and academic
performance. Some participants even think using one language over another in the Forum is unimportant.

Finally, while the online Forum is a success, an attempt to recover the face-to-face Forum as a hybrid mode does
not work well. Participants, living near the campus or not, are more willing to join the Forum online. In personal
contact, some participants indicate they feel more comfortable hiding behind the camera than sitting next to each
other.

5. Conclusion

The article explores the Forum as a distinctive way of carrying out horizontalised pedagogy practice. The
participants’ feedback and relevant discussion may offer theoretical and practical implications to pedagogical
research for PhD students in translation and interpreting.

Theoretically, the Forum proves that it is possible and essential to emphasise PhD candidates’ peer learning
experience and explore different ways of doing so. While many peer learning practices, like peer mentor schemes,
are organised by the institution with a top-down approach, the self-organising events may cater better for
candidates’ needs. The growth of the Forum indicates the need for such events across the discipline of translation
and interpreting. However, most PhD candidates care more about their PhD research and career development than
extending their disciplinary knowledge. This proposes a challenge to theorise how self-organised peer-learning
groups help with individual academic progress. Finally, as the participants of the Forum do not see the importance
of discussing in their native language, it is necessary to investigate further how native language and second
language influence self-organised learning activities.

Practically, the experience from the Forum may enlighten the organisation of other similar events. Based on the
feedback illustrated above, future events may need to weigh more on catering for the expertise and specialities of
individual participants than expanding the topics. Meanwhile, there can be a more explicit agenda for mental
support besides experience sharing.

2 For example, the Forum hosted neuroscientists, machine translation experts from computer science, and
computer-aided tools developers.
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Appendix 1. Original Questionnaire in Chinese
Ql : {REIFAERAELZ ?

Q2 : RMABRZA T ?
<lI1t™AH

1 7™MHB-61HA

6 ™A-1%F

1FLE

Q3 : IR 5D RIMERZ ?
MTEm
B/REM
ZES
BREM

Q4 RBEZLARSEL LR ?
1 2 3 4 5

Q5 : fRESAIRERIERIBIESSL N IDE ?
1 2 3 4 5

Q6 : RN OIBEREZEER

1 2 3 4 5
FETEE FEER
Q7 : WENMNFEIZEER
1 2 3 4 5
FETEE FEER
Q8 : WHIRB LMY ZEER ?
1 2 3 4 5
FETEE FEER
Q9 : WHERFIINREEER
1 2 3 4 5
FETEE FEER

Q10 : WTFHRFWE - D EIRFEEANEDRZ ?

. BT AEFLHRR
. BOHARIERNNEEREN =
. BOHRIEIINFEEREN =

Qll : RRES 5T F KM peer-mentor TN E ?
=

o H

Q12 : i¥75 peer-mentor I B X {RAVFS BN B A A[E ?
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QI3 : RRBRXIXRFHFAE?
2
=

Ql4 : IRREFENRKRRES ML ?

=

&

Hith

Q15 : WHBRMEBESXTAFEMBLIRITESR ?

=

&

Qlé : IRRERBEADEPHITKS?

=

-

Q17 : (MEMBELAE) DWRNSIMZEALLR M L MLERINSE) ?

Appendix 2. English Translation of the Questionnaire
Q1: What is your area of expertise?

Q2: How long have you been participating in the Forum?
<1 month

1 month — 6 months

6 months — 1 year

>] year

Q3: How often do you participate in the Forum?
Never

Occasionally

Often

Every time

Q4: How likely will you participate in the Forum online?

3 4
Very unlikely
Q5: How likely will you participate in the Forum at the library (face-to-face)?
1 2 3 4
Very unlikely

Q6: How important is the Forum to your mental health?
1 2 3 4
Not important

Q7: How important is the Forum to your research?
1 2 3 4
Not important

Q8: How important is the Forum to your research career planning?
1 2 3 4
Not important

Q9: How important is using Chinese in the Forum to you?
1 2 3 4

Not important

Q10: Please rank the following themes according to how important they are to you:
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. Communicating PhD life experience
. Discussions with scholars of my expertise
. Discussions with scholars outside my expertise

Q11: Have you participated in any peer-mentor scheme?
Yes
No

Q12: What is the difference between the Forum and the peer-mentor scheme?

Q13: Are you a PhD candidate at Q University?
Yes
No

Q14: Do you want external PhDs to participate in the Forum?
Yes

No

Others

Q15: If you are not from Q University, do you keep in touch with Q University students after the Forum?
Yes

No

Q16: Are you willing to give a talk on the Forum?

Yes

No

Q17: (If you are a PhD candidate) How does the Forum help in addition to supervisory meetings?
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ABSTRACT

The purpose of this study is to examine the effects of social responsibility in human resource management. This
study was conducted with the relational survey model, which is one of the quantitative research methods. The
population of the study resources of 310 people working in human departments in various sectors of private
enterprises in TRNC and the sample of 108 participants. At the end of the research, it was determined that the
difference between the groups according to gender and marital status of the Social Responsibility in Human
Resources Scale sub-dimension scores was not significant.

It was determined that the difference between the groups according to the marital status of the Social Responsibility
in Human Resources Scale sub-dimension scores was not significant. In this case, it can be said that married and
single participants' perceptions of social responsibility in human resources are similar to each other. It was
determined that some sub-dimension scores of the Social Responsibility in Human Resources Scale differed
significantly between groups according to age. Participants aged 43 and above were found to have higher
perceptions of remuneration practices, harmonization of employees to the work environment, moral social
responsibility, economic social responsibility, and legal social responsibility than the others. In addition, it was
found that those with 1-5 years of professional seniority had higher perceptions of selection and placement; career
planning and harmonization of employees to the work environment than those with other professional seniority;
those with more than 15 years of professional seniority had higher perceptions of compensation performance
evaluation; employee and employer relations; moral social responsibility; economic social responsibility;
voluntary social responsibility; legal social responsibility than those with other professional seniority.
Keywords: Human resources, Social responsibility, Work environment.

1. Introduction

1.1. Problem status

Human resource management is a discipline that aims to effectively manage the human resources of enterprises
and to increase the job satisfaction and performance of employees. In this process, human resources management
should also attach importance to social responsibility principles while developing policies and practices that
support the strategic goals of the enterprise ( Bingdl, 2010) .

Social responsibility is the responsibility of businesses to carry out their activities by considering the needs and
expectations of the society, not only profit-oriented, but also taking into account the social and environmental
effects. In terms of human resource management, social responsibility includes protecting the rights of employees,
promoting fair labor relations, promoting diversity and inclusion, ensuring employee health and safety, and
contributing to society (Mariani et al., 2023 )

The perception of social responsibility in human resources management is an approach based on values such as
taking care of the needs of the employees of the enterprises, protecting human rights, promoting diversity and
inclusion, providing a fair and equitable environment in business life, and contributing to the general welfare of
the society. Human resource management policies and practices of businesses should be designed in a way that
reflects social responsibility principles ( Yavuz and Bodur, 2023) .

The HR department works to protect the rights of employees, ensure fairness in the workplace and promote equal
opportunity (Yinal and Banje, 2023). Ensuring that employees work in a safe working environment without
discrimination is one of the primary goals of HR. The HR department is concerned with the development,
implementation and monitoring of occupational health and safety policies. It takes measures to ensure that its
employees work in a healthy and safe environment at the workplace and takes the necessary measures to prevent
occupational accidents ( Tehci and Senbursa, 2023) .

The HR department supports the training and development of employees. Businesses offer training programs and

opportunities for employees to develop their skills and advance their careers. The HR department evaluates the
impact of the business on society and plans and implements social responsibility projects that will contribute to
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society. These projects may include voluntary work, donations and environmental sustainability activities ( Tufan,
2023).

The HR department's perception of social responsibility helps businesses operate in a socially responsible manner
by focusing on issues such as sustainability and sensitivity to social issues.

1.2. Purpose of the research
The aim of this study is to examine the effects of social responsibility in human resources management. In this
context, the sub-objectives of the research are as follows:
e Do the sub-dimension scores of the Social Responsibility Scale in Human Resources differ according to
gender?
e the Social Responsibility Scale in Human Resources differ according to marital status?
e Do the sub-dimension scores of the Social Responsibility Scale in Human Resources differ according to
age?
e Do the sub-dimension scores of the Social Responsibility Scale in Human Resources differ according to
professional seniority?

1.3. Importance of research

Social responsibility in human resources management means that businesses continue their activities by
considering the interests of employees and society. It is important for businesses to take into account their social
and environmental impacts and contribute to sustainability and social values, instead of acting only profit-oriented.
For this reason, it is thought that this study will contribute to the literature and will guide both the researchers
working on the subject and the company officials.

1.4. Limitations
Study;
e Resources used in the research;
o The scale questions used in the research;
e Participating in the research is limited to the volunteer participants.

1.5. Definitions

Human resource management: It is a process that includes the creation, implementation and management of
policies related to employees in enterprises ( Oge, 2011) .

Social responsibility: It is the responsibility of businesses to contribute to the goals of sustainability and social
welfare by considering the needs of society and the environment, as well as their economic activities ( Orhaner,
2023).

2. Theoretical Framework

2.1. Human Resources Management

Human resources management (HRM) is an interdisciplinary function that enables the effective and efficient
management of human resources, which is the most valuable asset of an organization ( Cift¢ioglu et al., 2019) .
HRM includes a series of processes such as human resources planning, recruitment, training and development,
performance management, remuneration, employee relations, occupational health and safety ( Bayat, 2008) .

The main purpose of HRM is to enable businesses to gain competitive advantage by using their human resources
in the best way ( Karacan and Erdogan, 2011) . HRM aims to place the employees in the right position, to support
their development, and to increase their job satisfaction and commitment ( Dogan, 2011) . At the same time, it
aims to increase the motivation of employees, increase productivity and improve work performance in order for
businesses to reach their goals ( Can et al., 2005; Atmaca, 2010) .

Selection and Placement Practices: It includes the processes and practices that businesses use to recruit
candidates with suitable talents and place them in the right positions. The HR selection and placement process
aims to find compatible and successful employees who will meet the needs of the business ( Liu et al., 2016; Doyle
and Locke, 2014) .

Pricing practices: HR remuneration practices include the processes and policies that businesses use to ensure that
employees are paid appropriately and competitively ( Develioglu et al., 2006) . HR remuneration practices are
used to define the values of the employees, to reward their performance and to increase the motivation of the
employees. Pricing practices of businesses are based on factors such as market data, operating budget, performance
management and internal balance ( Uzuner and Englander, 2015).
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Performance appraisal practices: These are the processes and methods that businesses use to measure the
performance of their employees, provide feedback, support their development and make rewarding decisions. HR
performance appraisal is the process of reaching the goals of the employees, demonstrating their competencies,
evaluating their contributions and determining the areas of development ( Keating, 1997; Evanko et al., 2017) .

Training and development practices: Includes the processes and programs that businesses use to develop
employees' skills, increase their knowledge and skills, improve their performance, and advance their careers . HR
training and development practices enable businesses to reveal the potential of their employees, achieve business
goals and gain competitive advantage ( Bek, 2007) .

Career planning practices: It includes the processes and policies that businesses use to support their employees'
career development, set their goals, direct their talents, and create career paths that are compatible with business
needs. HR career planning practices increase the motivation of employees, strengthen their commitment to the
business and help improve the performance of employees ( Sirbu et al., 2014) .

Occupational health and safety practices: It includes the processes and policies that businesses use to protect
the health and safety of employees, prevent occupational accidents, manage workplace risks and ensure
compliance with legal regulations ( Aytac et al., 2016) . HR worker health and safety practices aim to ensure that
businesses organize the working environment in a safe and healthy way and ensure that employees have a good
workplace experience ( Tozkoparan and Tasoglu, 2011) .

Adaptation of employees to the work environment: It performs various applications to adapt it to the business
environment. These practices aim to enable newly hired employees to quickly adapt to the culture, values and
working environment of the enterprise ( Sigr1, 2011) .

Worker-employee relations : It includes the processes and policies that businesses use to manage their relations
with employees, protect workers' rights, fulfill employer's legal and ethical responsibilities, and achieve business
goals ( Bilgin, 2001) . HR employee-employer relations cover subjects such as communicating with employees,
resolving conflicts, evaluating performance and regulating working conditions ( Eraslan and Balci, 2022) .

2.2. Social responsibility

Social responsibility is the responsibility of businesses to contribute to the goals of sustainability and social welfare
by considering the needs of the society and the environment, as well as their economic activities. Social
responsibility is an understanding that requires businesses to add value to society and the environment, rather than
just aiming to make a profit ( Tehci and Senbursa, 2023) .

Among the social responsibilities of enterprises are the following ( Orhaner, 2023) :

Moral social responsibility means that businesses operate based on ethical values, considering the interests of
society and its stakeholders, and contribute to the general welfare of society. It is the basis of the understanding of
moral social responsibility that businesses show sensitivity to environmental, social and economic problems and
carry out activities to solve these problems, rather than just seeking profit ( Yu et al., 2023) .

Economic social responsibility is an approach where businesses take responsibility in environmental, social and
governance areas rather than just targeting financial success. Economic social responsibility aims to strengthen the
sustainability of businesses, their contribution to society and their relations with stakeholders ( Kong and Liu,
2023).

Voluntary social responsibility is when businesses contribute to society by participating in socially-oriented
activities such as non-profit organizations, community groups, or environmental projects. Such activities are
usually carried out independently of the businesses' own fields of activity, and the employees of the businesses
often participate voluntarily. Voluntary social responsibility strengthens the relations of businesses with society
and aims to create a positive impact in society ( Uba et al., 2023) .

Legal social responsibility refers to businesses operating in accordance with laws and regulations, protecting the
rights of employees and fulfilling their legal responsibilities ( Yao, 2023) .
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3. METHOD

3.1. Research Model

This study was conducted with the relational survey model, which is one of the quantitative research methods. The
relational survey model is one of the quantitative research methods and focuses on the researcher's analysis of the
relationships between one or more independent variables and one or more dependent variables.

3.2. Universe and Sample

The universe of the study consisted of 310 people working in the human resources department of private enterprises
in the TRNC in various sectors. The sample of the study was selected by purposive sampling method. Purposeful
sampling method is a quantitative research method that provides sampling in accordance with the purpose of a
research. In this method, the researcher uses sampling strategies that will serve a specific purpose and takes care
in the selection of the sampling unit. Accordingly, 108 participants were included in the study.

3.3. Data Collection Tools

In the research, scale application was used for data collection. The scale used in the research consists of two parts.
In the first part, there are two separate scales in which the employees evaluate the social responsibility practices
in human resources practices in the institution they work in and the level of corporate social responsibility in the
institution they work in general; In the second part, there is information about the democratic characteristics of the
employees.

The scale was developed by Alkan (2004) in order to evaluate the level of social responsibility in the human
resources practices of the institution where the employees work; It contains a total of 29 expressions consisting of
8 parts. The second scale used in the research was created by Alkan (2004) and consists of 15 statements developed
for the employees to evaluate the social responsibility levels of the institutions in general. The scale measures four
more dimensions of social responsibility. The expressions on the scale are in the five-point liquid meat scale, and
the evaluations were made for the option of my son, one point for the five negative options. In addition, both scales
were evaluated over 44 statements under a single scale. Therefore, the reliability analysis of the scale was made
on 44 items.

Table 1. Reliability analysis of the scale

Cronbach's Alpha Number of Items

Social Responsibility Scale in Human Resources 0.947 44
In Table 1, the Cronbach's Alpha value of the Social Responsibility Scale in Human Resources was found to be
0.947.

3.4. Analysis of Data

In this study, in which the effect of social responsibility perception in human resources management was examined,
the data obtained as a result of the application of measurement tools for the quantitative dimension were analyzed
with the SPSS for Windows 28.0 package program.

4. Findings

4.1. Demographic Information

Demographic information of the participants is included in Table 2.
Table 2. Frequency and percentage distributions of the participants

N %
Woman 22 20.4
Gender Male 86 79.6
. Married 43 39.8
marital status Single 65 60.2
20-30 age range 54 50.0
Age range 31-42 age range 30 27.8
age 43 and over 24 222

less than 1 year 6 5.6
professional seniority Between 1-5 Years 43 39.8
Between 6-10 Years 27 25.0
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11-15 Years 12 11.1
more than 15 years 20 18.5
total 108 100.0

When Table 2 is examined, 79.6% of the participants were male; It is seen that 60.2% of them are single, 50% of
them are in the age range of 20-30 and 39.5% of them have a professional seniority of 1-5 years.

4.2. Comparison of Social Responsibility Scale Sub-Dimension Scores in Human Resources by Demographic
Variables

Table 3. Comparison of Social Responsibility Scale Sub-Dimension Scores in Human Resources by Gender

Scale Dimensions Gender n Median (IQR) Group Comparison
. W 22 15.72 (1.69
Selection and Placement oman (1.69) 7=039; p=0.531
Applications Male 86 14.95 (1.72)
o Woman 22 13.86 (2.25)
Pricing apps Male 36 13.89 (2.08) 7= 0.006; p=0.938
Performance evaluation Woman 22 11.13 (1.45) 7= 0.66: p=0.416
applications Male 86 10.91 (1.21) 005 P
Training and development Woman 22 14.04 (1.29) 7= 0.000: p=0.981
applications Male 86 13.70 (1.25) DO P
Woman 22 14.81 (1.56)
Career planning applications Male 86 14.58 (1.52) Z=0.007; p=0.937
Occupational health and Woman 22 12.77 (1.23) 7= 0.139: 5=0.709
safety practices Male 86 12.63 (1.22) 9% P
Adaptation of employees to Y oman 22 16.68 (1.49) 7= 0.036: =848
the work environment Male 86 16.38 (1.41) W0 P
Woman 22 13.00 (1.51)
worker-employee relations Male 86 12.81(1.49) Z=0.41; p=0.518
Woman 22 15.50(2,26)
moral social responsibility Z=0.008; p=0.928
Male 86 15.24 (2.13)
) ) Woman 22 16.09 (3.00)
Economic social 7=0.784; p=328
responsibility Male 86 16.11 (2.48) ’
) Woman 22 10.40 (1.56)
Voluntary social 7=022; p=639
responsibility Male 86 10.26 (1.38) ’
Woman 22 11.77 (1.50)
Legal social responsibility 7= 0.370; p=544
Male 86 11.63 (1.26)

p>0.005

In Table 3, it was determined that the sub-dimension scores of the Social Responsibility Scale in Human Resources
did not differ between the groups according to gender (p>0.05). In this case, it can be said that the social
responsibility perceptions of male and female participants in human resources are similar to each other.
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Table 4. Comparison of Social Responsibility Scale Sub-Dimension Scores in Human Resources by Marital Status

Scale Dimensions marital status n Median (IQR) Group Comparison
; Married 43 15.32 (1.67
Seleqtloq and Placement ' (1.67) 7=0.33; p=0.562
Applications Single 65 14.96 (1.77)
o Married 43 13.55 (1.79)
Pricing apps . 2.21; p=0.139
Single 65 14.10 (2.27)
i Married 43 10.88 (1.15
Perfgrmgnce evaluation ' (1.15) 7-0.823: p=0.366
applications Single 65 11.01 (1.34)
ini Married 43 13.88 (1.29
Tranpng and development . ( ) 0.166:p=0.684
applications Single 65 13.70 (1.24)
) o Married 43 14.86 (1.52)
Career planning applications . 0.704; p=0.403
Single 65 14.47 (1.52)
i Married 43 12.60 (1.31
Occupatlonal health and safety ' (1.31) 1,882: p=0.403
practices Single 65 12.70 (1.16)
i Married 43 16.55 (1.40
Adaptation of employees to . (1.40) 0.064; p=0.801
the work environment Single 65 16.36 (1.45)
) Married 43 12.65 (1.41)
worker -employee relations ) 0.098; p=0.754
Single 65 12.98 (1.53)
) o Married 43 15,046 (2.09)
moral social responsibility ) 0.730; p=0.395
Single 65 15.46 (2.18)
) ) ~ Married 43 15,674 (2.35)
Economic social responsibility 1,544; p=0.395
Single 65 16.40 (2.70)
] ~ Married 43 10.16 (1.30)
Voluntary social responsibility 1,594; p=0.210
Single 65 10.38 (1.48)
) o Married 43 11.44 (1.14)
Legal social responsibility . 0.740; p=0.309
Single 65 11.81 (1.40)

p>0.005

In Table 4, it was determined that the sub-dimension scores of the Social Responsibility Scale in Human Resources
did not differ between the groups according to marital status (p>0.05). In this case, it can be said that the social
responsibility perceptions of married and single participants in human resources are similar to each other.

Table 5. Comparison of Social Responsibility Scale Sub-Dimension Scores in Human Resources by Age

Scale Dimensions Age n Median (IQR)  Group Comparison
20-30 age range 54 15.59 (1.80)
Selection and Placement 9_ _
Applications 31-42 age range 30 14.46 (1.63) [1+=4.76,p=0.010
age 43 and over 24 14.83 (1.40)
20-30 age range 54 13.22 (1.70)
Pricing apps 31-42 age range 30 13.96 (2.07) 0 2=9.29; p=0.000
age 43 and over 24 15.29 (2.33)
) 20-30 age range 54 10.72 (1.07)
Performance evaluation 37 4> 500 range 30 10.90 (1.24)  [12=4.11; p=0.019
applications
age 43 and over 24 11.58 (1.52)
20-30 age range 54 13.88 (1.31)
Training and 2 o
development applications 31-42 age range 30 13.73 (1.31) 1 +=0.507; p=0.603
age 43 and over 24 13.58 (1.10)
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' 20-30 age range 54 14.64 (1.54)
Carcer planning 31-42 age range 30 1433 (1.62)  [12=1.12;p=0.327
applications
age 43 and over 24 14.95 (1.33)
. 20-30 age range 54 12.72 (1.23)
Occupational health and 3} 4> ;0 range 30 1236 (1.12) [ 2=1.47; p=0.234
safety practices
age 43 and over 24 12.91 (1.28)
20-30 age range 54 16.48 (1.37)
Adaptation of employees 2 D
to the work environment 31-42 age range 30 15.86 (1.22) [1°=15.25; p=0.007
age 43 and over 24 17.08 (1.55)
20-30 age range 54 12.42 (1.28)
Employee and employer 31 45 506 range 30 13.00(1.31)  [12=6.11; p=0.003
relations
age 43 and over 24 13.62 (1.81)
20-30 age range 54 14.68 (1.75)
moral social 2_ =
responsibility 31-42 age range 30 15.63 (2.09) [J = 5.30; p=0.006
age 43 and over 24 16.25 (2.62)
20-30 age range 54 15.37 (2.04)
Economic social ’_ .
responsibility 31-42 age range 30 15.93(2.75) [1°=10.19; p=0.000
age 43 and over 24 18.00 (2.60)
20-30 age range 54 9.94 (1.15)
Voluntary social 2 L
responsibility 31-42 age range 30 10.46 (1.59) [1°=4.11, p=0.019
age 43 and over 24 10.87 (1.54)
20-30 age range 54 11.40 (1.03)
Legal social ) o
responsibility 31-42 age range 30 11.26 (1.25) O 13.03; p=0.000
age 43 and over 24 12.75 (1.39)
p<0.005

In Table 5, it was determined that some sub-dimension scores of the Social Responsibility in Human Resources
Scale differed between the groups according to age (p<0.05). According to the other participants who are 43 years
old and over; apply a fee ( [1 2= 9.29; p=0.000), adaptation of employees to the work environment ( [1 2= 5.25;
p=0.007) , moral social responsibility ( £ 2= 5.30; p=0.006) ; economic social responsibility ( [ 2= 10.19;
p=0.000); It was determined that the perceptions of legal social responsibility ( [ 2= 13.03 ; p=0.000) were higher.

Table 6. Comparison of Social Responsibility Scale Sub-Dimension Scores in Human Resources by Professional

Seniority
Scale Dimensions professional seniority n Median (IQR) Group Comparison
less than 1 year 6 12.50 (0.54)
Between 1-5 Years 43 16.18 (1.41)
Selection and Placement  paween 6-10 Years 27 15.03 (1.72) (1 2= 14.50; p=0.000
Applications
11-15 Years 12 14.25 (0.86)
more than 15 years 20 14.20 (1.36)
less than 1 year 6 10.50 (0.54)
Between 1-5 Years 43 12.93 (1.12)
Pricing apps Between 6-10 Years 27 13.62 (1.62) [12=139.95; p=0.000
11-15 Years 12 14.75 (1.35)
more than 15 years 20 16.80 (1.50)
less than 1 year 6 8.50(0.54) [12=18.64 ; p=0.000
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Between 1-5 Years 43 10.65 (0.84)
Performance evaluation Between 6-10 Years 27 10.96 (0.97)
applications 11-15 Years 12 11.25 (0.86)
more than 15 years 20 12.20 (1.36)
less than 1 year 6 15.00 (0.00)
Between 1-5 Years 43 13.88 (1.29)
Training and development  geyween 6-10 Years 27 13.96 (1.15)  [12=3.51; p=0.010
applications
11-15 Years 12 13.00 (1.47)
more than 15 years 20 13.40 (1.04)
less than 1 year 6 12.00 (0.00)
Between 1-5 Years 43 14.88 (1.43)
Career planning applications ~ Between 6-10 Years 27 14.85 (1.37)  [12=6.12; p=0.000
11-15 Years 12 14.25 (1.86)
more than 15 years 20 14.80 (1.19)
less than 1 year 6 11.50 (0.54)
Between 1-5 Years 43 12.81 (1.34)
Occupationljrla}éfiilélsl and safety  petween 6-10 Years 27 12.51(1.22)  [12=2.13; p=0.082
11-15 Years 12 12.50 (1.16)
more than 15 years 20 13.00 (0.91)
less than 1 year 6 15.50 (0.54)
Between 1-5 Years 43 16.79 (1.33)
Adaptation of employees to the  Between 6-10 Years 27 15.96(0.64) (] 2=5 56 ; p=0.000
work environment
11-15 Years 12 15.50(1.73)
more than 15 years 20 17.20(1.76)
less than 1 year 6 11.50 (0.54)
Between 1-5 Years 43 12.06 (0.98)
Employee and employer relations Between 6-10 Years 27 13.14 (1.16)  [12=18.99 ; p=0.000
11-15 Years 12 12.75 (1.38)
more than 15 years 20 14.60(1.53)
less than 1 year 6 12.00 (0.00)
Between 1-5 Years 43 14.23(1.10)
moral social responsibility Between 6-10 Years 27 15.77(1.86) 11 2=19,00; p=0.000
11-15 Years 12 16.50(1.56)
more than 15 years 20 17.20(2.46)
less than 1 year 6 10.50(0.54)
Between 1-5 Years 43 15.39(1.07)
Economic social responsibility ~Between 6-10 Years 27 15.48(2.04) [12=42.41; p=0.000
11-15 Years 12 17.75(1.35)
more than 15 years 20 19.20(2.19)
less than 1 year 6 7.50(0.54)
Between 1-5 Years 43 9.79(0.59)
Voluntary social responsibility ~ Between 6-10 Years 27 10.37(1.30) [12=22.40 ; p=0.000
11-15 Years 12 11.50(0.90)
more than 15 years 20 11.40(1.53)
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less than 1 year 6 9.00(0.00)
Between 1-5 Years 43 11.60(0.65)
Legal social responsibility Between 6-10 Years 27 11.14(0.94) 1 2=38.72 ; p=0.000
11-15 Years 12 11.50(0.52)
more than 15 years 20 13.40(1.23)

p<0.005

Table 6 shows that some sub-dimension scores of the Social Responsibility in Human Resources Scale according
to professional seniority. The difference between groups was found to be significant (p<<0.05). According to this;

Selection and placement of those with a professional seniority of 1-5 years ( [ 2= 14.50; p=0.000); career planning
(0 2=6.12; p=0.000) and adaptation of employees to the work environment ( [J 2= 5.56 ; p=0.000) compared to
those with other professional seniority ;

Remuneration of those with more than 15 years of professional experience ( [ 2= 39.95; p=0.000) performance
evaluation ( 0 2= 18.64; p=0.000); employee and employer relations ( 0 2= 18.99; p=0.000); moral social
responsibility ( [1 2= 19.00; p=0.000); economic social responsibility ( [ 2= 42.41; p=0.000); voluntary social
responsibility ( [1 2= 22.40; p=0.000); It was found that the perceptions of legal social responsibility ( [ 2= 38.72;
p=0.000) were higher than those with other professional seniority.

Conclusion And Recommendations

In this study, the effects of social responsibility in human resource management were examined. At the end of the
research, it was determined that the sub-dimension scores of the Social Responsibility Scale in Human Resources
did not differ between the groups according to gender and marital status. It was determined that the sub-dimension
scores of the Social Responsibility Scale in Human Resources did not differ significantly according to marital
status (p>0.05). In this case, it can be said that the social responsibility perceptions of married and single
participants in human resources are similar to each other.

It was determined that some sub-dimension scores of the Social Responsibility in Human Resources Scale differ
between groups according to age. According to the other participants who are 43 years old and over; remuneration,
adaptation of employees to the work environment, moral social responsibility; economic social responsibility; It
was determined that the perceptions of legal social responsibility were higher.

Selection and placement of those with a professional seniority of 1-5 years; career planning and adaptation of
employees to the work environment perceptions of practice compared to those with other professional seniority;
Remuneration performance evaluation of those with more than 15 years of professional experience; employee and
employer relations; moral social responsibility; economic social responsibility; voluntary social responsibility; It
was found that the perceptions of legal social responsibility were higher than those with other professional seniority

Here are some suggested steps to increase the effects of social responsibility in the field of human resource
management (HR) and to achieve positive results for businesses:

o Ethical Business Practices: Businesses should base their HR policies and practices on ethical values. It is
important to promote behavior that complies with ethical standards in order to protect the rights of
employees, ensure fairness and prevent discrimination in the workplace.

e Occupational Health and Safety: The HR department should play an active role in occupational health
and safety. Businesses should take appropriate measures to protect worker health and safety, and take
necessary measures to prevent work accidents and ensure the safety of the working environment.

e Training and Development Opportunities: The HR department should provide employees with access to
training and development opportunities. Businesses should offer support such as training programs,
mentoring and coaching so that employees can develop their skills and advance their careers.

e Employee Engagement and Communication: Businesses should value employee opinions. The HR
department should encourage employee engagement, effectively manage feedback processes, and provide
open communication channels.

e  Community Projects and Volunteering: The HR department can organize social projects and volunteering
activities to increase the business's contribution to society. These projects increase the sensitivity of the
employees to the society and enable the business to establish a stronger bond with the society.

e Environmental Sustainability: The HR department should take the lead in reducing the environmental
impact of the business and achieving its sustainability goals. It is important to encourage environmentally
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friendly practices, to ensure efficient use of energy and resources, and to conduct studies on waste
management.
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INTRODUCTION

Organizations are structures formed as a result of the joining forces of two or more individuals in order to
achieve common goals. However, it is not enough to create an organizational structure alone in order to achieve
the goals. In order to achieve these goals, the individuals forming the organizations should be willing to reach
this goal and should proceed within the framework necessary to reach the goal. In this context, the necessity of
high organizational commitment levels of the members of the organization emerges in order to have such
willingness. The idea of working with more effective and qualified individuals in order to maintain their
organizational existence in today's competitive environment emphasizes the fact of increasing the organizational
commitment levels of the employees. Although the concept of organizational commitment has been examined by
many researchers, it is seen that there is no common definition on it. It is known that there are many different
definitions regarding the concept of organizational commitment.

According to a definition, organizational commitment is the whole of internalized normative pressures in order
to behave in accordance with the goals determined by the organization (Wiener, 1982). According to Meyer and
Allen (1991), organizational commitment is an attitude that shapes the relationship that the employee develops
with the organization and makes them decide to be a permanent member of the organization. On the other hand,
Mathews and Shepherd (2002) define the concept of organizational commitment as the process of shaping the
attitudes and behaviors of the individual towards the job he/she works in and the organization he/she is involved
in, and making sense of these behaviors.

O'Reilly states that this concept is a concept that qualifies the psychological dependence of the employee against
the organization and includes the beliefs developed against the work participation, commitment and
organizational goals and values (Cetin, 2004).

Ince and Giil (2005) define this concept as the employee's belief in the goals and values of the organization, their
acceptance of these values and goals, their effort for the benefit of the organization and their desire to ensure
continuity in the organization. Morrow (1983) defines the concept of commitment as the desire of the personnel
to stay in the institution and to work for the institution, and the internalization of the goals and values of the
nstitution.

According to Rowden (2000), organizational commitment is the desire of the employee to be included in an
organization and to adopt the goals of the organization. Balay (2000) reports that although the employee has the
opportunity to reach better opportunities in another institution, continuing in the institution he is involved in is
related to organizational commitment. Boylu, Pelit, and Giiclii (2007) mention that the existence of
organizational commitment is an important managerial dynamic that reduces absenteeism, being late for work,
and intention to quit. There are a number of elements that affect organizational commitment. Some of these
elements are in the figure mentioned below.

Individual factors are very important in order to adopt organizational goals and objectives and to exist in the
institution for a long time (Cetin, 2004). Organizational commitment, which characterizes the individual's
commitment to his organization and his effort to increase the performance of the organization he is involved in,
is shaped by organizational elements such as age, seniority, and leadership characteristics of managers (Yalgin &
Iplik, 2005). The concept of organizational commitment is handled in two sub-categories as demographic
elements and elements related to business life.

Factors such as gender, age, professional seniority, education level, psychological and social dynamics of the
person, motivation, success motive and work habits and the value it places on business life are demographic
factors. The elements related to business life are ranked as success motives, participatory and interest values
(Glimiistekin and Emet, 2009).

www.tojned.net Copyright © The Online Journal of New Horizons in Education 287


mailto:huseyin.hudaoglulari@gmail.com

T ':QJ N E D The Online Journal of New Horizons in Education - July 2023 Volume 13, Issue 3

THE ONLINE JOURMAL
OF NEW HORIZONS IN EDUCATION

Northeraft and Neale state that elements related to working life qualify organizational factors. In this context, it
is possible to say that organizational commitment is associated with organizational elements. Organizational
elements are elements such as work groups, the nature of the job, the importance and value attributed to the job,
role conflict organizational culture elements, the skill capacities of the employees, work concentration, task
awareness and identity, and internal rewards. Another factor affecting the level of organizational commitment of
the individual is external factors. These factors are the opportunity to find a job in other organizations, the
current conditions of the sector, the socio-economic characteristics of the society, professionalism and the
unemployment level of the country (ince and Giil, 2005).

Many innovations and developments in today's world have led to changes in administrative processes. As a
result of the changes in this field, different types of management styles have emerged in institutions. As a result
of the changes in the management understanding of institutions, the need for leaders has gained importance. As
the need for leaders has become so evident, different leadership characteristics have emerged. Transformational
leadership characteristics emerge as a result of all these developments and innovations. The attitudes and
behaviors of the employees in the institutions have moved to an even more important position as a result of the
changes in the administrative processes. The increasing competition in today's business life requires institutions
to continue their activities in a sustainable way in order to gain a competitive advantage over their competitors.
This requirement also reveals the importance of the concept of organizational commitment for institutions. The
importance of leadership for institutions has also made the need for leadership in institutions to be felt more
deeply. In this context, it can be said that leadership characteristics, especially transformational leadership
characteristics, have a critical importance in determining the direction of institutions. Changes in the leadership
and organizational field caused by the changes in managerial organizations have been effective in the
development of the relationship between managerial process, transformational leadership characteristics and
organizational commitment.

When the studies on the concept of leadership are evaluated, it is seen that there is a very rich leadership
literature. Considering the leadership styles that have been examined and developed so far, it is also stated that
creating a mutually accepted approach and model for the concept of leadership depends on a perspective and
evaluation of the transformational leadership characteristics by determining the moral characteristics and
transformational aspect of the leadership concept. This new role assigns leaders the task of managing and
directing organizational efforts and actions within the framework of the transformational characteristics they
characterize their organizations. While the leader directs the employees and the organization around him in line
with the goals, he/she should manage the individual, situation and facts by evaluating them within the scope of
transformational dimensions and moral values.

Managers with transformational leadership are the people who instantly notice an error or mistake in the
organization and make an effort to eliminate the mistake. The goal of transformational leadership is to determine
the limits of the transformational dimensions that exist in the decisions taken in every administrative process, to
reveal them and to create transformational principles that shape the decision-making process in organizations.
The aim of creating a transformational work environment within the framework of transformational features and
codes within the institution adds new dimensions to the leadership approach. In line with these emerging
transformative goals and codes, it will contribute to the equal and fair evaluation of work and work-related
processes, which is one of the necessary elements in order to reveal both the individual satisfaction and
happiness of the employees and the effectiveness they should display within the organization.

Organizations are environments where various events that affect and shape both employees, organizations and
society as a result of intra-organizational dynamics occur and different attitudes and behaviors emerge. When
they consider the level of commitment of individuals, workplaces where they spend most of their daily lives
come first in these environments. Considering this issue within the scope of the concept of organizational
commitment, employees agree that perceived commitment shapes the thoughts and behaviors of employees and
that this situation has significant effects on productivity and effectiveness, emphasizing that it is an important
phenomenon for understanding and evaluating organizational dynamics, intra-organizational behavior.

As a result of recorded technological developments, social and cultural innovations and increased competition,
there is a need for transformation in order for institutions to keep up with these innovations. It is clear that
leaders, especially those who exhibit transformational characteristics, can be successful in an intense competitive
environment at the point of adapting to these innovations.

According to Bruns, transformational leadership is a type of leadership in which one or more individuals interact
with each other and increase their efficiency and motivation. In other words, the focus is on mutual support of
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organizational goals (Stewart, 2006). Burns also states that transformational leadership is the process of
following and implementing collaborative goals within the framework of mutual interactions of internal
processes and motives based on the desired efficiency and change of leaders and employees. Employees are
made more efficient and prominent by transformational leaders, and they feel important and exalted for the
organization (Celep, 2004).

According to Bass and Steidlmayer (1999), the main point of these leadership characteristics is personal
acceptance and understanding, charisma and intellectual stimulation and inspiration principles (as cited in
Ozaralli, 2002). Based on all this information, the effect of leadership characteristics exhibited in today's
business world on managerial dynamics such as organizational commitment is clear. In this study, it is aimed to
examine the effect of perceived interactionist and transformational leadership characteristics of bank employees
on organizational commitment.

2.CONCEPTUAL FRAMEWORK

2.1 Organization

Since the existence of humanity, individuals have understood the necessity of acting in unity and solidarity in
order to meet their own needs, and in this direction, needs have begun to be met through mutual cooperation.
The cooperation arising from this unity, which emerged depending on the basic needs, laid the groundwork for
the formation of the first organizations. Organizations that go back as far as human history are structures that
were consciously formed by two or more people in a planned way in order to achieve certain goals (Olgungiil,
2017).

Unions, corporate companies, government institutions, schools, hospitals, clubs, political organizations State
institutions, schools, hospitals, clubs, political organizations are structures that can be counted among the
organizations. Organizations; it ensures that the activities of a group of people proceed in harmony, within the
framework of certain rules, in order to fulfill a clear and common purpose in responsibility, authority and
hierarchy by distribution of tasks and division of labor (Evans, 2001). The most basic structures of organizations
are human beings. They are structures that emerge as a result of conscious action to realize the goals that have
been framed. Every organization is also a social unit and exhibits its actions in a social environment. The main
functions of organizations are to integrate the acquired knowledge within the framework of a common purpose.
However, organizations are reported to increase effectiveness and efficiency. They effectively address
individuals' requirements and meet individuals' requirements for belonging. Another purpose of organization is
material requirements. Individuals realize some goals that they cannot meet alone through organizations (Tutar,
2009). Organizations that act within the framework of a goal must be compatible with the members of the
organization in order to achieve these determined goals. The concept that represents the process of ensuring this
harmony is the management process. Organization and management are two concepts that cannot be considered
separately (Blau and Peter, 1962). Management is the process of using the existing human and material resources
and power in the most effective and efficient way to reach the goal (Bozkus and Giindiiz, 2016).

2.2 Organizational Commitment Concept

The extent to which the effort and talent of the personnel are demonstrated shows their commitment to the
organization. Ensuring efficiency and effectiveness is very related to the commitment of the personnel to the
organization (Aydin, 2018). Organizational commitment depends on the ability of the personnel to be directed
positively by the organization and to develop their skills. It is necessary to draw attention to organizational
commitment in order to develop organizations and achieve organizational success. It is necessary to draw
attention to organizational commitment in order to develop organizations and achieve organizational success.
The effort and desire of the personnel for the organization, the sense of commitment they feel to the
organization, are important elements required for the realization of the organization's goals. Organizational
effectiveness can be achieved with personnel who have a sense of commitment (Olgungiil, 2017). In order to
ensure the continuity of the organization and to adapt to changes, the bond and harmony of the personnel with
the organization is of great importance. Positive effects such as decrease in absenteeism and increase in job
performance show that organizational dependence increases. It ensures the correct orientation of personnel,
increased organizational commitment and continuity of the organization. Organizational commitment is the
desire of the personnel to make more effort to achieve the organizational goals, to adopt the organizational goals
and to continue in the organization (Karakulle, 2020).The separate treatment of teachings such as psychology,
communication, sociology and management leads to the inability to obtain a generally accepted full definition of
organizational commitment (Maslow, 1954).

According to Allen and Meyer (1990), organizational commitment consists of the following three sub-
dimensions: continuance commitment, affective commitment, and normative commitment.
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Emotional Commitment: Here, the personnel stay in the organization because they "want". The personnel knows
the organization well, establishes an emotional relationship with the organization and becomes a whole with the
organization and becomes identical. Personnel who have a high level of emotional commitment to their
organization are in the organization because they want to. Employees are committed to the interests, goals and
values of the organization.

Continuance Commitment: In continuance commitment, the personnel are attached to the organization because
they "need". Continuance commitment occurs if the personnel prioritizes values such as career, benefits, and
seniority. In this case, the personnel will continue to stay in the organization even if they don't want it (Giil,
2002). Continuance commitment is the preference of the personnel to stay in the organization due to perceptions
such as scarcity of job options and the costs of leaving the organization.

Normative Commitment Here, the employee continues to the organization because they "feel obliged". The
employee prioritizes values such as loyalty and faithfulness. The employee believes in the correctness of the
commitment to the organization, considers it a task. The employee is connected to the organization with a sense
of obligation.

2.3 Leadership

One of the concepts that has the most interest in the social sciences is leadership. The concept of leader, which is
the result of this situation, is one of the most studies on it. The reason why this concept has been emphasized so
much has led to a large-scale analysis of leadership, as well as being an area where the disagreement that we
encounter on all issues related to human beings is more intensely examined (Gedik, 2020). According to Ozkan
(2016), he said that he has as many definitions as people trying to define the concept of leader. The most
important difficulty experienced in the definition of leadership is that it is confused with a concept such as
management and manager. Aksarayli (2015) is of the opinion that the functions of leaders and management
activities are different. According to Akyiiz (2018), the most important task of the management is to overcome
the complexities within the organization and not to ensure harmony. On the other hand, leadership is overcoming
change on the condition of producing action in line with the vision of the future. Similarly, according to Ardahan
and Konal (2017), while managing is defined as being able to accomplish daily tasks and dominating routine life,
they define the concept of leadership as influencing others and producing vision.

Managers and leadership are defined as individuals who do their duties correctly, and leaders as people who do
the right job. Although there is no reconciliated definition of the concept of leadership, it can be said that there is
a compromise on the fundamental factors of leadership. If we talk about the basic elements that have been agreed
on; It can be said that leadership is a process, an influential concept, leadership can only be in a group, and
includes common goals (Altinkurt, 2015). In the light of these factors, Yangil (2016) defined the concept of
leadership as a process that affects the group in order to realize the common goals of the individual. Defining the
concept of leadership as a process emphasized the interaction between the leader and the followers rather than
the character trait of this situation. According to Alga (2017), he defined leadership as overcoming change.
According to Yal¢in and ili¢ (2017), vision and goals are defined as the ability to influence the group or groups
in order to be successful. According to Yesil (2016), leadership is defined as the sum of the knowledge and
ability to gather a group of individuals in line with the determined goals and to mobilize the people in the group
to make these goals a reality. According to Korkut (2019), leadership is defined as a role behavior that drags the
individuals in the group towards certain goals in certain environments and succeeds in mobilizing people on the
plane of these goals. If we summarize the definitions, it can be defined as mobilizing a certain group towards the
goal in line with determining and achieving goals (Dagli and Agalday, 2018).

According to Basar and Basim (2018), the concept of leadership has been defined in different ways with
different approaches in the process. In the first studies on the concept of leadership, the concept of leadership
was examined in terms of the characteristics that a leader should have. With these studies, it has been tried to
determine the universal characteristics in effective leadership and it has been seen that the trait theory has been
developed. Those who think that this theory is not sufficient to define the concept of leadership have developed
the skills approach by emphasizing the importance of leaders' skills in the concept of leadership, as well as the
characteristics of leaders. With the emergence of this approach, the view that leadership is not an innate feature
has begun to dominate. Researchers trying to reveal the behaviors that make leadership effective have revealed
the theory of behavior (Alga, 2017). Studies have continued in the form of an effort to find a valid way under all
conditions in the universal qualities, skills and behavioral approaches that the traits approach is the subject of.
Later on, it was understood that it was not possible to determine effective leadership characteristics or behaviors
under all conditions with the effect of relativist thinking, and research on the concept of leadership evolved from
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the universal dimension to the situational dimension. This change in the view of the concept of leadership has
reached its conclusion with the emergence of situational approaches (Ozmen, Eris, & Ozer., 2020).

2.4 Transformative and Interactive Leadership

Leadership studies started in the 1900s and developed in the 1950s. Developing leadership studies In the 1980s,
classical leadership theories lost their currency and were replaced by innovative approaches that involve more
change (Edizler, 2013). Researchers named Bass and Burns underlined the need for innovation and
differentiation in definitions of leadership in 1978. They divided this differentiation into two as “Transactional”
(processor, interactionist) and “Transformational” (transformational). Transactional leadership approach
consisted of old and conservative, Transformational approach consisted of innovation and future-oriented
leadership approaches. This theorem was put forward against Kurt Lewin's autocratic, democratic and liberating
leadership style (Eren, 2001).

Considering the phenomenon of transformational leadership, leadership models are determined by looking at the
traditions and past experiences of transactional leadership, while in transformational leadership, the leader
indicates a model that thinks optimistically about the future and wants a radical change (Bakan and Biiyiikbese,
2010). To put it differently, approaches that combine yesterday and today are called processors, and approaches
that combine today and tomorrow are called transformational leadership approaches (Sénmez, 2010). In his
research, Burns concluded that the leader can show the characteristics of either transactional leadership or
transformational leadership, but that he cannot exhibit the behaviors of both trends at the same time. Because,
according to Burns, these two approaches are completely separate from each other. Bass, on the other hand, sees
these two approaches not as opposites, but as parts of a whole, and argues that a leader can demonstrate the
behaviors of both approaches. Many subsequent studies have also confirmed Bass' view, and it has been
observed that many of the transformational leaders also display strong transactional leadership characteristics.
The comparison of these two approaches was first made by Mc Gregoer Burns, based on Weber's (1973) studies
on charismatic leadership (Korkmaz, 2006). As the age of technology and knowledge evolves, it is now
insufficient to express leadership behaviors solely with concepts of development and change. For this reason,
change and development must be replaced by the concept of transformation. The society, institutions,
companies, social structures have started to make great researches on how they will accelerate the development
and changes they will reveal. These interactions will be followers of the transformations of the century we have
left behind. When intense and dominant developments and changes occur, traditional leadership approaches are
insufficient and it is predicted that transformational leaders can better adapt to these changes (Aslan, 2013).

3. METHOD

In this study, descriptive screening model was used from quantitative research methods. The population of the
study consists of Turkish speaking individuals between the ages of 18-65 working in private and public banks in
the TRNC. 500 bank employees, determined by unselected sampling method, were included in the study. In the
questionnaire of this research, there are questions about three variables: organizational commitment,
transactional leadership and transformational leadership. In this study, before the data were collected, the
participants were informed about the purpose, scope and way of answering the questions. After the information,
questionnaires were given to individuals who agreed to participate voluntarily. Data were collected both face-to-
face and online between 2022-2023 October-January. Ethical Approval was obtained from Cyprus University of
Health and Social Sciences before data collection began. Questions were asked to the participants using 3 scales
prepared depending on the research problem, and the analysis of the study was made in the light of the given
data. The data obtained in the study were collected through Personal Information Form, Transactional
Leadership Scale, Transformational Leadership Scale and Organizational Commitment Scale.

Personal Information Form: In this form prepared by the researcher, there are a total of 7 questions aiming to
determine the demographic characteristics of bank employees such as gender, age, total working time and
position.

Organizational Commitment Scale: In order to determine the organizational commitment levels of bank
employees, the scale developed by Allen and Meyer (1990) and revised by Meyer, Allen and Smith (1993) was
used. This 18-point scale is a scale used in many studies in domestic and foreign fields. In related studies, it has
been reported that this scale is a measurement tool with high validity and reliability that will fully determine the
level of organizational commitment. The scale was used as translated into Turkish by Giirkan (2006). The
Organizational Commitment Scale includes 18 determinative statements consisting of three sub-dimensions:
affective commitment, continuance commitment and normative commitment. The scale is in the form of a 5-
point likert, and “1= Strongly Disagree”, “2= Disagree”, “3= No Opinion”, “4=Agree” and “5= Totally Agree”
indicates different answers.
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Interactive and Transformative Leadership Styles Scale: In this study, the perception of interactionist and
transformational leadership styles, which are considered as independent variables, was examined with a
measurement tool consisting of 26 questions developed by Bass (1985) and evaluating 2 sub-leadership styles,
interactionist and transformational. When both domestic and foreign literature are examined, it is seen that this
scale is used in many studies where the leadership phenomenon is studied, the reliability of the questions and
sub-dimensions in the scale is at a high level, and the scale has sub-dimension contents that can measure the
variables to be measured. In this study, Bass's (1985) Multi-Factor Leadership Scale was used to determine the
perceived leadership characteristics of bank employees. The purpose of this scale is to examine the interactional
and transformational leadership styles, which are sub-leadership styles. The abbreviated form of the scale, which
was also used by Ceri-Booms (2009) in Turkey, was preferred. In the research, the transformational leadership
characteristics perceived by the bank employees were evaluated with 20 questions and the interactionist
leadership characteristics with 6 questions. According to the findings of the study conducted by Ceri Booms
(2009), Cronbach's alpha reliability value for the transactional leadership scale was found to be 0.94, while the
Cronbach's alpha reliability value for transformational leadership was 0.93.

The data of the research were analyzed in the Statistical Package for Social Sciences (SPSS) 26.0 software. The
reliability of the participants' responses to the Transactional Leadership Scale, Transformational Leadership
Scale, and Organizational Commitment Scale were tested with Cronbach's Alpha, and the alpha coefficients
were found to be 0.733 for the Transactional Leadership Scale, 0.826 for the Transformational Leadership Scale,
and 0.715 for the Organizational Commitment Scale. The distribution of the participants according to their socio-
demographic characteristics was determined by frequency analysis, and descriptive statistics were given for the
Transactional Leadership Scale, the Transformational Leadership Scale and the Organizational Commitment
Scale.

4.FINDINGS AND COMMENTS
Table 1. Distribution of the participants according to their socio-demographic characteristics

Number (n) Percentage (%)

Gender

Female 281 56,31
Male 218 43,69
Marital Status

Single 175 35,07
Married 241 48,30
Widowed/Divorced 83 16,63
Age

18-25 69 13,83
26-34 261 52,30
35-41 83 16,63
42 and above 86 17,23
Educational Status

High School 77 15,43
University 339 67,94
Postgraduate 83 16,63
Professional Experience

Less than 1 year 91 18,24
1-5 years 249 49,90
6-10 years 81 16,23
11-15 years 78 15,63
Working Time in the Institution

Less than 1 year 69 13,83
1-2 years 261 52,30
3-6 years 83 16,63
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7-14 years 86 17,23
Working Time With the Manager

Less than 1 year 148 29,66
1-2 years 159 31,86
3-6 years 162 32,46
7-14 years 30 6,01

Table 1 shows the distribution of the participants included in the study according to socio-demographic
characteristics, 56.31% of the participants were female and 43.69% were male, 535.07% were single, 48.30%
were married and 16.63% were widowed/divorced, 13.83% were 18-25 years old, 52.30% were 26-34 years old,
16.63% were 335-41 years old and 17.23% were 42 years old and above, it was found that 15.43% of them are
high school graduates, 67.94% are university graduates, 16.63% are postgraduate graduates. 18.24% of the
participants had less than 1 year, 49.90% had 1-5 years, 16.23% had 6-10 years and 15.63% had 11-15 years of
professional experience, 13%, 83 of them have been in the institution for less than 1 year. 52.30% of them have
been working for 1-2 years, 16.63% of them for 3-6 years and 17.23% of them for 7-14 years, 29.66% of them
with their manager less than 1 year, 31%, It was determined that 86 of them worked for 1-2 years and 32.46% of
them worked for 3-6 years.

Table 2. Participants' Interactive Leadership Scale, Transformational Leadership Scale, and Organizational
Commitment Scale Scores

n S Min Max
Interactive Leadership Scale 499 2,45 0,37 1,50 3,50
Transformational Leadership Scale 499 2,34 0,16 1,90 2,80
Emotional Commitment 499 2,45 0,30 1,67 3,33
Continuance Commitment: 499 3,03 0,40 2,00 425
Normative Commitment 499 2,89 0,37 1,80 4,00
Organizational Commitment Scale 499 2,79 0,23 2,17 3,61

In Table 2, the descriptive statistics of the participants' Interactive Leadership Scale, Transformational
Leadership Scale and Organizational Commitment Scale scores are given. When Table 2. is examined, the
average of the participants is 2.454+0.37 points from the Transactional Leadership Scale, 2.34+0.16 points from
the Transformational Leadership Scale, and 2.79+0.23 points from the Organizational Commitment Scale in
general. It was observed that they got an average of 2.454+0.30 points, an average of 3.03+0.40 points from
continuance commitment and an average of 2.89+0.37 points from normative commitment.

Table 3. Comparison of Participants' Organizational Commitment Scale Scores by Gender

Gender n s t p
i Femal 281 2,46 0,30
Emotional cmale 0,227 0,821
Commitment Male 218 2,45 0,31
; Femal 281 3,05 0,40
Continuance cmale 1,196 0,232
Commitment: Male 218 3,01 0,39
i Femal 281 2,89 0,37
Normative cmale 0,033 0,974
Commitment Male 218 2,89 0,37
izati i Female 281 2,80 0,23
Organizational Commitment 0,800 0,424
Scale Male 218 2,78 0,23

In Table 3, the comparison of the Organizational Commitment Scale scores of the participants by gender was
made with the independent sample t-test. According to Table 3, it was determined that there was no statistically
significant difference between the scores of the participants in the Organizational Commitment Scale in general
and the emotional commitment, continuance commitment and normative commitment sub-dimensions in the
scale according to their gender (p>0,05). The scores of female and male participants in the Organizational
Commitment Scale in general and in the sub-dimensions of affective commitment, continuance commitment and
normative commitment were similar.
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Table 4. Comparison of Participants' Organizational Commitment Scale Scores by Marital Status

Marital Status n s Min Max F p
. Single 175 246 029 1,83 333 0078 0925
Emotional Married 241 245 031 1,67 333
Commitment
Widowed/Divorced 83 2,46 0,30 1,67 3,33
. Single 175 3,04 040 200 400 0,155 0,857
Continuance Married 241 3,03 038 225 4,00
Commitment:
Widowed/Divorced 83 3,01 0,41 2,00 425
. Single 175 2,88 034 200 3.8 0419 0,658
Normative Married 241 290 039 2,00 4,00
Commitment
Widowed/Divorced 83 2,87 0,37 1,80 3,60
o Single 175 2,79 022 221 336 01123 0,884
Organizational Married 241 2,79 024 2,17 3.6l

Commitment Scale
Widowed/Divorced 83 2,78 0,23 2,27 3,32

Table 4 presents the ANOVA results for the comparison of the Organizational Commitment Scale scores of the
participants included in the study according to their marital status. According to Table 4, it was determined that
there was no statistically significant difference between the scores of the participants in the Organizational
Commitment Scale in general and the emotional commitment, continuance commitment and normative
commitment sub-dimensions in the scale according to their marital status (p>0,05). It was observed that the
scores of the single, married and widowed/divorced participants in the Organizational Commitment Scale in
general and in the emotional commitment, continuance commitment and normative commitment sub-dimensions
in the scale were similar.

Table 5. Comparison of Participants' Organizational Commitment Scale Scores by Age Group

Age Group n s Min Max F p
18-25 69 2,42 0,32 1,67 3,17 0,388 0,761
. . 26-34 261 2,46 0,30 1,83 3,33
Emotional Commitment
35-41 83 2,46 0,35 1,67 3,33
42 and above 86 2,46 0,26 1,83 3,17
18-25 69 3,08 0,39 2,25 425 0,705 0,550
. . 26-34 261 3,04 0,39 2,00 4,00
Continuance Commitment:
35-41 83 3,00 0,39 2,00 3,75
42 and above 86 3,01 0,42 2,25 4,00
18-25 69 2,91 0,35 2,20 3,80 0,345 0,793
. ) 26-34 261 2,89 0,38 1,80 4,00
Normative Commitment
35-41 83 2,86 0,40 2,00 3,80
42 and above 86 2,88 0,35 2,00 3,80
18-25 69 2,80 0,25 2,23 3,34 0,399 0,754
Organizational 26-34 261 2,80 022 2,17 361
Commitment
Scale 35-41 83 2,77 0,26 2,27 3,46

42 and above 86 2,78 0,22 2,21 3,27

The ANOVA results for the comparison of the participants' Organizational Commitment Scale scores according
to their ages are shown in Table 5. When Table 5 is examined, it has been determined that there is no statistically
significant difference between the scores of the participants included in the study from the Organizational
Commitment Scale in general and the emotional commitment, continuance commitment and normative
commitment sub-dimensions in the scale (p>0.05). The scores of the participants aged 18-25, 26-34, 35-41 and
over the age of 42 in the Organizational Commitment Scale in general and in the sub-dimensions of affective
commitment, continuance commitment and normative commitment were similar.
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Table 6. Comparison of Participants' Organizational Commitment Scale Scores According to Professional

Experience

Professional Experience n s Min Max F p

Less than 1 year 91 2,44 0,32 1,67 3,17 0,410 0,746
Emotional 1-5 years 249 247 030 1,83 3,33
Commitment 6-10 years 81 2,43 0,33 1,67 3,33

11-15 years 78 2,46 0,27 1,83 3,17

Less than 1 year 91 3,08 0,39 225 425 1,070 0,361
Continuance 1-5 years 249 3,04 039 2,00 4,00
Commitment: 6-10 years 81 2,99 041 2,00 4,00

11-15 years 78 299 041 225 3,75

Less than 1 year 91 2,94 0,34 2,20 3,80 0,986 0,399
Normative 1-5 years 249 288 0,38 1,80 4,00
Commitment 6-10 years 81 2,85 0,40 2,00 3,80

11-15 years 78 288 036 2,00 3,80

Less than 1 year 91 2,82 0,24 2,23 3,34 1,171 0,320
Organizational 1-5 years 249 280 022 2,17 3,61
Commitment Scale  6-10 years 81 276 025 227 346

11-15 years 78 2,78 0,22 221 3,27

In Table 6, the comparison of the Organizational Commitment Scale scores of the participants according to their
professional experience was made with ANOVA. According to Table 6, it was determined that there was no
statistically significant difference between the scores of the participants in the Organizational Commitment Scale
in general and the emotional commitment, continuance commitment and normative commitment sub-dimensions
in the scale according to their professional experience (p>0,05). Participants with less than 1 year of professional
experience, 1-5 years, 6-10 years, and 11-15 years have similar scores in the Organizational Commitment Scale
and in the sub-dimensions of affective commitment, continuance commitment and normative commitment.

Table 7. Comparison of Participants' Organizational Commitment Scale Scores by Working Time in the

Institution

;Z;’;i:ltli%:lme in the n S Min Max F P

Less than 1 year 69 2,42 0,32 1,67 3,17 0,388 0,761
Emotional 1-2 years 261 2,46 0,30 1,83 3,33
Commitment 3-6 years 83 2,46 0,35 1,67 3,33

7-14 years 86 2,46 0,26 1,83 3,17

Less than 1 year 69 3,08 0,39 2,25 425 0,705 0,550
Continuance 1-2 years 261 3,04 0,39 2,00 4,00
Commitment: 3-6 years 83 3,00 0,39 2,00 3,75

7-14 years 86 3,01 0,42 2,25 4,00

Less than 1 year 69 291 0,35 2,20 3,80 0,345 0,793
Normative 1-2 years 261 2,89 0,38 1,80 4,00
Commitment 3-6 years 83 2,86 0,40 2,00 3,80

7-14 years 86 2,88 0,35 2,00 3,80

Less than 1 year 69 2,80 0,25 2,23 3,34 0,399 0,754
Organizational 1-2 years 261 2,80 0,22 2,17 3,61
Commitment Scale 3.6 years 83 2,77 026 227 346

7-14 years 86 2,78 0,22 2,21 3,27
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In Table 7, the comparison of the Organizational Commitment Scale scores of the participants within the scope
of the research according to the length of time they worked in the institution was tested with ANOVA. When
Table 7 is examined, no statistically significant difference was found between the scores of the participants in the
Organizational Commitment Scale in general and the emotional commitment, continuance commitment and
normative commitment sub-dimensions in the scale according to the length of time they worked in the institution
(p>0.05). It was determined that the scores of the participants with less than 1 year, 1-2 years, 3-6 years and 7-14
years of service in the institution were similar in the Organizational Commitment Scale and in the sub-
dimensions of affective commitment, continuance commitment and normative commitment.

Table 8. Comparison of Participants' Organizational Commitment Scale Scores by Working Time with the

Manager
Working Time .
With the Manager S Min ~ Max  F P
Less than 1 year 148 2,47 0,31 1,67 3,17 0,323 0,809
. . 1-2 years 159 2,44 0,33 1,83 3,33
Emotional Commitment
3-6 years 162 2,46 028 1,67 3,33
7-14 years 30 248 0,30 2,00 3,17
Less than 1 year 148 3,05 040 2,25 425 0,421 0,738
. . 1-2 years 159 3,04 0,39 225 4,00
Continuance Commitment:
3-6 years 162 3,03 040 2,00 3,75
7-14 years 30 296 0,38 225 4,00
Less than 1 year 148 2,89 0,37 1,80 4,00 0,821 0,483
. . 1-2 years 159 291 0,36 2,00 3,80
Normative Commitment
3-6 years 162 2,86 0,38 1,80 3,80
7-14 years 30 295 041 220 3,80
Less than 1 year 148 2,80 024 221 3,61 0,157 0925
Organizational 1-2 years 159 2,79 023 2,17 3,46
Commitment
Scale 3-6 years 162 2,78 0,23 227 3,31
7-14 years 30 2,80 0,21 2,23 3,18

The comparison of the Organizational Commitment Scale scores of the participants according to the duration of
working with the manager was made with ANOVA and the findings are shown in Table 8. When analyzed
according to Table 8, it was determined that there was no statistically significant difference between the scores
of the participants from the Organizational Commitment Scale in general and the emotional commitment,
continuance commitment and normative commitment sub-dimensions in the scale according to the duration of
working with the manager (p>0.05). The scores of the participants with less than 1 year, 1-2 years, 3-6 years and
7-14 years of working with the manager were similar in the Organizational Commitment Scale and in the sub-
dimensions of affective commitment, continuance commitment and normative commitment in the scale.

Table 9. Correlations Between Participants' Interactive Leadership Scale, Transformational Leadership Scale,
and Organizational Commitment Scale Scores
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. .t 0303 1
g::ll;sformatlve Leadership p 0,000*
N 499 499
r 0,361 0,124 1
Emotional Commitment p 0,000%* 0,005*
N 499 499 499
r 0,409 0,161 0,160 1
Continuance Commitment: p 0,000* 0,000* 0,000%*
N 499 499 499 499
r 0,441 0,233 0,095 0,113 1
Normative Commitment p 0,000* 0,000%* 0,034* 0,012*
N 499 499 499 499 499
Organizational r 0,629 0,271 0,581 0,702 0,642 1
Commitment p 0,000* 0,000* 0,000* 0,000* 0,000%*
Scale N 499 499 499 499 499 499
*0<0,05

In Table 9, the correlations between the Interactive Leadership Scale, Transformational Leadership Scale and
Organizational Commitment Scale scores of the participants in the study were examined with the Pearson test.
According to Table 9, there were statistically significant and positive correlations between the scores of the
participants from the Interactive Leadership Scale and the scores they got from the Organizational Commitment
Scale in general and from the emotional commitment, continuance commitment and normative commitment in
the scale (p<<0.05). As the scores of the participants from the Interactive Leadership Scale increase, the scores
they get from the Organizational Commitment Scale in general and from the emotional commitment,
continuance commitment and normative commitment in the scale increase. It was determined that there were
statistically significant and positive correlations between the scores of the participants included in the study from
the Transformational Leadership Scale and the scores they got from the Organizational Commitment Scale in
general and from the emotional commitment, continuance commitment and normative commitment in the scale
(p<0.05). As the scores of the participants from the Transformational Leadership Scale increase, the scores they
get from the Organizational Commitment Scale in general and from the emotional commitment, continuance
commitment and normative commitment in the scale increase.

Table 10. The Prediction Status of the Participants' Interactive Leadership Scale and Transformational
Leadership Scale Scores and Organizational Commitment Scale Scores

Non-Std. Std. F R?

B S.H. Beta t p p DiizR?
(Fixed) 1,587 0,116 13,712 0,000* 166,928 0,402
Interactive Leadership 0,372 0,023 0,602 16,515 0,000*  0,000* 0,400
Transformative Leadership 0,124 0,051 0,089 2,437 0,015*

<0,05

In Table 10, the predictive status of the Organizational Commi