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ABSTRACT ÖZET  
This study aims to explore the effects of 
collaborative climate and its sub-dimensions on 
psychological empowerment. The sample of the 
research is consisting of public and private sector 
employees in different cities and job groups from 
Turkey. Data were collected from the 121 
employees through convenience sampling method 
and online survey technique. The obtained data 
were analyzed via statistical package programs. The 
sub-dimensions of collaborative climate in the 
research are organizational culture, immediate 
supervisor, employee attitude, and work group 
support. Besides, psychological empowerment was 
considered as a single dimension. According to the 
results of the correlation analysis, there are 
significant and positive relationships among 
collaborative climate and its all sub-dimensions 
with psychological empowerment. On the other 
hand, according to the results of the regression 
analysis, while the collaborative climate overall 
structure and work group support dimension 
contributed positively to the prediction of 
psychological empowerment, the predictive effects 
of organizational culture, immediate supervisor, and 
employee attitude sub-dimensions weren't 
significant. Another outcome of the study is the 
validation of the collaborative climate and 
psychological empowerment scales used in the 
research into Turkish. 

Bu çalışmanın amacı işbirlikçi iklim ve alt 
boyutlarının psikolojik güçlendirme üzerindeki 
etkisini keşfetmektir. Araştırmanın örneklemini 
Türkiye’deki farklı illerde ve iş gruplarında görev 
yapmakta olan kamu ve özel sektör çalışanları 
oluşturmaktadır. Kolayda örnekleme yöntemi ve 
çevrimiçi anket tekniği aracılığıyla 121 çalışandan 
veri toplanmıştır. Elde edilen veriler istatistik paket 
programları aracılığıyla analiz edilmiştir. 
Araştırmada işbirlikçi iklimin boyutları; örgütsel 
kültür, yakın yönetici, işgören tutumu ve çalışma 
grubu desteği şeklindedir. Bunun yanısıra 
psikolojik güçlendirme tek boyut olarak ele 
alınmıştır. Korelasyon analizi sonuçlarına göre, 
işbirlikçi iklim ve tüm alt boyutları ile psikolojik 
güçlendirme arasında anlamlı ve pozitif yönlü 
ilişkiler vardır. Diğer yandan regresyon analizi 
sonuçlarına göre, işbirlikçi iklim genel yapısı ve 
çalışma grubu desteği boyutu psikolojik 
güçlendirmenin yordanmasına olumlu yönde katkı 
sağlamakta iken; örgütsel kültür, yakın yönetici ve 
işgören tutumu boyutlarına ait yordayıcı etkilerin 
anlamsız olduğu bulgulanmıştır. Çalışmanın başka 
bir çıktısı ise araştırma kapsamında kullanılan 
işbirlikçi iklim ve psikolojik güçlendirme 
ölçeklerinin Türkçeye geçerlenmesidir.  

Keywords: Collaborative climate, psychological 
empowerment, organizational climate, 
empowerment. 

Anahtar Kelimeler: İşbirlikçi iklim, psikolojik 
güçlendirme, örgütsel iklim, personel güçlendirme. 

                                                           
1   This study is the revised and enlarged version of the proceeding (Gokcen Kapusuz et al., 2018) published in the proceeding book of the 
International Conference on Contemporary Issues in Business & Economics (ICCIBE) on July 14-15, 2018 in Tokat, Turkey. 
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1. Introduction 

There are different perspectives, value judgments, beliefs and perception systems, and 
business approaches that differentiate each organization from the others. All these features 
bring about different personality traits for each organization and generate the identity of 
organizations. Today, organizational climate is a phenomenon that is perceived and adopted 
by all the members of organizations that are regarded as social entities, and this adoption 
becomes a more important issue for the future of organizations (Katz & Kahn, 1978). 

Cooperation and trust are extremely important and indispensable elements for an 
organization and organizational culture (Le et al., 2020; Petrov et al., 2020). However, it 
should not be forgotten that the depth and breadth of the concept of culture cannot be defined 
by cooperation alone. Values, beliefs, and assumptions influence individuals’ behaviors and 
willingness to share information. The collaborative climate, defined by the observable 
behavior of people, is geared towards making inferences about what people are doing around 
(Sveiby & Simons, 2002). One of the main characteristics of highly effective teams is that 
they operate in the context of a collaborative climate (Larson & LaFasto, 1989). When 
examined the relevant literature; it is seen that collaborative climate is formed by four basic 
dimensions which are organizational culture, immediate supervisor, employee attitude, and 
work group support (Sveiby & Simons, 2002). 

Besides, psychological empowerment represents motivational strength and motivational 
resources which are necessary for employee work engagement (Spreitzer, 1995; Ugwu et al., 
2014). Efforts exhibited in an organization and desired goals and performance will lead to 
desired results. Thus, it is true that empowerment affects individuals' initiation and 
maintenance of task behaviors (Bal Taştan, 2013; Bandura, 1977).  

In addition to knowing that empowerment is one of the good management practices, but 
it is a fact that it is not preferred by everyone and every organization. First, from the 
manager's perspective, managers are afraid of losing the power, control, and authority they 
have over the employees through empowerment. Confidence and trust emerge as other points 
of concern at the point of empowering the employee. Although often not true, many 
managers argue that trusting and empowering employees mean leaking information, ideas, 
and plans to competitors. Second, when the issue of empowerment is viewed from the 
employee's side, employees may be reluctant to take responsibility and be empowered 
because they do not want to be held accountable for any crime, blame, or mistake by gaining 
more authority (Ambad & Bahron, 2012). 

Hence, this study is trying to evaluate whether the collaborative climate in the 
organizations will have an impact on promoting empowerment. Reasons for maintaining 
mutual relations are; to feel the sense of success, to have the desired stimulant, and the effort 
to maintain satisfaction with the present situation. According to the Social Exchange Theory, 
which defines organizations as an exchange zone between employees and employers, the 
existence of an intense exchanges zone between the organization and the employee will 
ensure that positive effects are observed on the employee due to the reciprocity principle 
(Ateş, 2017; Blau, 1964). Grounded in the Social Exchange Theory and also the 
collaborative climate and psychological empowerment literature, the research question of 
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this study is on “whether the collaborative climate is influential on psychological 
empowerment of employees or not”.  

2. Theoretical Framework 

2.1. Collaborative Climate 

Collaboration is the ability to come together and work closely and comfortably together 
to complete an interconnected and related task, pursue a common interest, or pursue a jointly 
interesting idea (Nemiro, 2000; Younis, 2019). Collaboration and collaborative climate 
reflect the common perception of interpersonal collaborations in the organizational 
environment. It is known and emphasized that this climate is positively related to the 
creativity of team members (Zhu et al., 2016). The collaborative climate is among the most 
important factors that enable the disclosure of confidential information among team 
members and increase the efficiency of the information process. It is emphasized that this 
climate can reduce the negative aspects of the conflict process that affects the relationship 
between cognitive diversity and team effectiveness (Parayitam & Papenhausen, 2016). The 
collaborative climate is also characterized by individual efforts to achieve common goals, as 
well as sharing knowledge and resources with other colleagues (Sveiby & Simons, 2002). 

Organizational climate, which defines the relationship between the employee-
organization and environment and is defined as the personality of the organization is affected 
by several variables such as the manner of administration, the way of perception, the value 
judgments, individual characteristics, organizational structure, goals, and targets (Dickson 
et al., 2006). In this regard, collaborative climate can be defined and expressed as an 
organizational climate that is formed as a result of efforts and volunteerism about 
individuals’ beliefs, values, and assumptions on knowledge sharing (Sveiby & Simons, 
2002). It will only be possible to create and transfer the human resources which have the 
potential to meet competitive and today’s changing business world conditions if the 
organizational climate is perceived properly, interpreted correctly, and finally adopted 
within the framework of cooperation. 

In organizations that have a collaborative climate, ideas and solutions are put together by 
the employees and they reach the end by acting in a sense of sensitivity and empathy during 
the resolution of conflicts (Wiener, 1988). As a result, they will be contributing to the 
development of more positive and encouraging results with superior-subordinate 
cooperation. Cooperation and creating collaborative clime are important for the 
organizations since they allow sharing important resources, enabling knowledge transfer, 
providing new knowledge in terms of creating solutions to organizational problems, and 
providing a competitive advantage to the organization (Hardy et al., 2003). Last but not least, 
it is true to say that a collaborative climate can be defined as the common elements of an 
organizational culture that inspires employees to share information (Sveiby et al., 2002). 

It is argued and emphasized in related literature that collaborative climate has four 
fundamental dimensions named as organizational culture, immediate supervisor, employee 
attitude, and work group support (Ahmed et al., 2016; Sveiby & Simons, 2002; Wu & Lin, 
2013).  

The immediate supervisor is defined as the degree to which supervisors value their 
employees and well-being and their contribution to the organization. In most cases, provided 
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support by the supervisors to their employees who have undertaken various responsibilities 
constitutes the main aspect of supervisory work (Penning de Vries et al., 2020; Rhoades & 
Eisenberger, 2002). 

The organizational culture as a second sub-dimension of collaborative climate refers to 
the regulations and procedures of what employees should do in the organization, the rigidity 
of the rules, and the bureaucratic pressures (Gray, 2007). 

The employee attitude reflects the attitudes of employees towards collaborative climate 
and information sharing, and also reflects the positive or negative thoughts and perspectives 
on information sharing and the sum of their views (Bock & Kim, 2002). 

The work group support as the last sub-dimension of collaborative climate provides an 
efficient knowledge-sharing environment by connecting and combining knowledge donors 
and recipient teams (Kim & Lee, 2006). Some individuals share their knowledge because 
they are excited to do this, and the workgroup provides excellent conditions and interactions 
to fulfill this excitement (Avnet & Weigel, 2013). 

2.2. Psychological Empowerment 

Empowerment, which gained meaning in the 1980s and frequently used concept in 
today’s business literature, has been addressed by many researchers with different 
perspectives (Develi et al., 2018; Doğan, 2003). The importance of development and 
adoption of employee empowerment has been emphasized by many thoughts and 
applications from the Hawthorne Research to Maslow’ Hierarchy of Needs; from the quality 
circles to the idea of ensuring employee involvement in management and the need to care 
about the concept of the customer (Gürbüz et al., 2013).  

The concept of empowerment is divided into two parts as psychological and structural 
empowerment. With regard to empowerment; psychological empowerment which is focused 
on the perceptions of employees is defined as the perceptions of the feeling of being 
empowered (Steward et al., 2010). According to Spreitzer (1995), psychological 
empowerment can be defined as an internal task motivation that affects the employees’ job-
oriented motivation. The psychological perspective on empowerment focuses on how 
employees experience their jobs rather than focusing on managerial power-sharing. From 
this point of view, psychological empowerment refers to the beliefs of employees about their 
roles related to the organization (Spreitzer, 2007). 

The concept of psychological empowerment expresses motivating and encouraging 
employees about understanding, adopting, and achieving the vision of the company (Tekin 
& Köksal, 2012), distributing control instead of collecting in one's hand (Doğan, 2003), 
distributing the authority among employees about the structure of tasks, encouraging them 
to make decisions and produce solutions (Yukl, 2002). Besides, empowerment is also 
defined as a psychological state that comes to light in perceived control, competence, and 
target by Menon (2001). Different factors such as relationships with employees (Greasley et 
al., 2005), organizational culture, participation in decisions, employee’s self-confidence, and 
reliance on the organization (Chiang & Jang, 2008) has an influence on psychological 
empowerment practices as well as managers’ and leaders' perspectives (Greasley et al., 
2005). 
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Psychological empowerment practices, it is aimed to create a motivating working 
environment for employees such as provide employee participation in making a decision and 
to feel free while expressing their views and thoughts, have the right to use their personal 
power freely (Lashley, 1995); to understand the meaning and importance of what they are 
doing, to make a decision about how to do their work; to be less governed and to trust their 
own ability and to feel that they are being considered by others (Quinn & Spreitzer, 1997). 
Besides increasing commitment, decreasing stress, increasing in morale and motivation, and 
so on; it is also emphasized that feeling of empowerment and the perception of being 
empowered are also associated with a decrease in turnover intention (Ambad & Bahron, 
2012; Cunningham & Hyman, 1996; Koberg et al., 1999). 

2.3. Relationships among Variables 

In the literature, it is known that the collaborative climate is related to some organizational 
variables. For example, the positive and significant relationship between collaborative 
climate and team members’ creativity found and argued by Zhu and co-workers (2016). 
Additionally, it is concluded by Cirella et al. (2014) that collaboration overall is also 
essential for developing team creativity and managers should create a culture emphasizing 
coordination and cooperation in the organizational environment and develop a climate that 
facilitates creativity. Also, another study investigating the collaboration built into team 
members by Nemiro (2000) revealed key dimensions of virtual teams necessary for a climate 
of creativity. It mentioned and emphasized in this study that collaboration and collaborators 
play an important role in joint creative endeavors and efforts, and the greater the dependency 
and commitment among team members, the greater the need for collaboration and with it 
higher creative experiences.  

When it comes to this study the starting point is the Social Exchange Theory (Blau, 1964) 
which defines organizations as an exchange zone between employees and employers as 
mentioned before. This theory, proposed by Homans (1958) and given the final form by Blau 
(1964), is a series of activities that produce interdependent mutual social responsibilities and 
its interpersonal interactions are based on volunteerism and trust (Karagonlar et al., 2015). 
Social Exchange Theory emphasizes that employees exhibit behaviors that are best in his/her 
own way for maximum benefit and minimum cost by expecting a certain reward (Wang & 
Noe, 2010).  

When taken into account that organizational climate is the perception of the employees 
towards the mechanism of the organization and shared values, it is envisaged that the 
collaborative climate will steer the perceptions, attitudes, and behaviors of employees in the 
scope of Social Exchange Theory. On the basis of these reasons from the literature, we 
propose that collaborative climate and psychological empowerment will be in relation. 

Based on the above reasoning, the followings were assumed and hypothesized: 
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Figure 1 

Research Model 

H1: Collaborative climate positively predicts psychological empowerment. 
H1a: Organizational culture positively predicts psychological empowerment. 

H1b: Immediate supervisor positively predicts psychological empowerment. 

H1c: Employee attitude positively predicts psychological empowerment. 

H1d: Work group support positively predicts psychological empowerment. 

3. Method 

3.1. Sample 

The sample of the research is consists of public and private sector employees in different 
cities and job groups from Turkey. Data were collected from 121 employees through 
convenience sampling method and online survey technique (n = 121). The majorities of the 
respondents were male (71.1%), 26-35 years old (58.7%), and educated at bachelor’s degree 
(%61.2). In addition, 57.9% of the employees were affiliated with the public sector and 
42.1% were affiliated with the private sector. 

The online survey was delivered to each participant with a detailed explanation message 
expressing the purpose and importance of the research. Since all questions included in the 
online survey are required to be marked, no missing value has been detected (missing value 
= 0%). Since the highest skewness value was -1.88 and the highest kurtosis value was 5.45 
for each scale item, it was seen that the data showed a normal distribution according to the 
threshold values suggested by Kline (2011). 

3.2. Measures 

3.2.1. Collaborative Climate Scale  

The scale developed by Sveiby and Simons (2002) has been translated and validated into 
Turkish. It consists of 20 items and 4 dimensions which are organizational culture, 
immediate supervisor, employee attitude, and work group support. The scale responded by 
a five-point Likert scale ranging from 1 (strongly disagree) to 5 (strongly agree). The high 
mean of the scale indicates high participation. In the validation process, since the criterion 
of 0.40 and above was taken into account for the validity of factor loadings (Stevens, 2009) 
two items belong to the work group support dimension (item 17, 18) were removed from the 
model. The second-order confirmatory factor analysis results of the scale were at satisfactory 
level [(x2/df = 1.681, n = 121, CFI = .953, TLI = .944, RMR = .071, SRMR = .0521) (Hair 
et al., 2014)]. Besides, the first-order confirmatory factor analysis results of the scale were 
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also at satisfactory level [x2/df = 1.686, n = 121, CFI = .953, TLI = .944, RMR = .066, SRMR 
= .0490]. In order to assess the corrected item-total correlation coefficients the criterion of 
higher than 0.30 was taken into account (Field, 2009). Consequently, the Cronbach’s alpha 
coefficients (Cronbach, 1951) of the collaborative climate scale’ overall constructs (α = .958) 
and its sub-dimensions named organizational culture (α = .861), immediate supervisor (α = 
.952), employee attitude (α = .901), work group support (α = .786) were at satisfactory level 
(Nunnally, 1978).  

3.2.2. Psychological Empowerment Scale  

The scale developed by Spreitzer (1995) and adapted by Çavuş and Demir (2010) has 
been translated and validated into Turkish. It consists of 4 items and one dimension. The 
scale also responded by the five-point Likert scale ranging from 1 (strongly disagree) to 5 
(strongly agree). The high mean of the scale indicates high participation. The first-order 
confirmatory factor analysis results of the scale were at satisfactory level [(x2/df = 2.316, n 
= 121, CFI = .979, TLI = .938, RMR = .028, SRMR = .0351) (Hair et al., 2014)]. In order to 
assess the corrected item-total correlation coefficients the criterion of higher than 0.30 was 
taken into account (Field, 2009). Consequently, the Cronbach’s alpha coefficients 
(Cronbach, 1951) of the scale (α = .731) were at satisfactory level (Nunnally, 1978).  

These two measurement tools used in the research were adapted to Turkish within the 
scope of this study. In order to avoid biases that may arise from a single person in the process 
of translating (Ægisdóttir et al., 2008; Hambleton, 1993), comparative translations were 
made by the author team and the final form of items were given by this way. The scale items 
adapted to Turkish are presented in Appendix 1 and 2. 

3.3. Correlation Analysis and Descriptive Statistics 

The correlation analysis which demonstrates relationships between collaborative climate 
and its sub-dimensions and psychological empowerment and also the descriptive statistics 
for these variables are shown in Table 1. 

Table 1 
Correlation Analysis and Descriptive Statistics 

Variables M SD 1 2 3 4 5 6 
1 Collaborative Climate 3.434 .887 1      
2 Organizational Culture 3.403 .888 .896** 1     
3 Immediate Supervisor 3.448 1.085 .900** .766** 1    
4 Employee Attitude 3.372 1.018 .911** .738** .703** 1   
5 Work Group Support 3.565 .953 .873** .694** .696** .835** 1  
6 Psychological Empowerment 4.127 .645 .374** .333** .342** .302** .390** 1 
 * p < .05, ** p < .01 

According to the results of the correlation analysis, significant and positive relationships 
have been determined among collaborative climate and its all sub-dimensions with 
psychological empowerment (p < .01). Based on this it can be said that if the perceptions of 
the employees towards the collaborative climate increase, the level of psychological 
empowerment will be increase as well. 
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3.4. Regression Analysis 

Regression analysis that demonstrates the prediction level of collaborative climate and its 
sub-dimensions on psychological empowerment is shown in Table 2. 

Table 2 
Regression Analysis 

Model 
Independent 

Variable 
Dependent 
Variable 

R2 Adj. R2 F β VIF 

1 (H1) Collaborative Climate 

Psychological 
Empowerment 

.140 .133 19.372*** .374*** 1.000 

2 (H1a, 
H1b, H1c, 
H1d) 

Organizational Culture 

.172 .143 6.009*** 

.111 3.007 
Immediate Supervisor .120 2.802 

Employee Attitude -.185 4.000 
Work Group Support .383* 3.606 

  * p < .05, ** p < .01, *** p < .001. 

According to the results of the first model, it is possible to predict the psychological 
empowerment by the overall collaborative climate [(F (1.119) = 19.372, p < .001)]. The 
collaborative climate explains the 14% of the model as a predictor of psychological 
empowerment (R2 = .140). Besides, the standardized beta coefficients show that the overall 
construct of collaborative climate has a positive effect on psychological empowerment (β = 
.374, p < .001). On the other hand, according to the results of the second model, it is possible 
to predict the psychological empowerment by the sub-dimensions of collaborative climate 
[(F (4.116) = 6.009, p < .001)]. The sub-dimensions of collaborative climate explain the 14% 
of the model as a predictor of psychological empowerment (Adj. R2 = .143). Besides, the 
only significant effect of independent variables influencing the dependent variable is 
belonging to the work group support (β = .383, p < .05). The work group support has a 
positive effect on psychological empowerment however, the other collaborative climate' 
sub-dimensions doesn't have an impact on psychological empowerment (p > .05). 
Additionally, the coefficients of variance inflation factor (VIF) show that there weren’t 
multicollinearity problems (VIF < 5) in the models (O’Brien, 2007).  

Based on these findings it can be said that H1 and H1d hypotheses were supported while 
H1a, H1b, and H1c hypotheses weren't supported. 

4. Discussion and Conclusion 

Based on the Social Exchange Theory (Blau, 1964), this study focus on determining the 
effects of collaborative climate and its sub-dimensions on the psychological empowerment 
of employees. An applied research performed with the data obtained from public and private 
sector employees in different cities and job groups from Turkey. As a result, explanatory 
findings were obtained. 

According to the results of the study significant and positive relationships have been 
determined among collaborative climate and its all sub-dimensions with psychological 
empowerment. Based on this it can be said that if the perceptions of the employees towards 
the collaborative climate increase, the level of psychological empowerment will be increase 
as well. On the other hand, while the collaborative climate overall structure and work group 
support dimension contributed positively to the prediction of psychological empowerment, 
the predictive effects of organizational culture, immediate supervisor, and employee attitude 
sub-dimensions weren't significant. Furthermore, another outcome of the study is the 
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validation of the collaborative climate and psychological empowerment scales used in the 
research into Turkish. 

It is known and accepted that effective knowledge sharing in the organizational 
environment is based on trust and cooperation. Research are being conducted to discuss 
whether cooperation or competition is more effective in creating value, and different 
implications take their place in the relevant literature. The relationship between collaborative 
climate and psychological empowerment is examined in this research within the framework 
of the background information and analyses in related literature. The workspace and the 
quality of the working environment pave the way for creativity to come to light (Amabile et 
al., 1996). At the institutional/organizational level, increased connections and collaborations 
between multiple partners, empowered employees are beneficial in terms of creating an 
environment of creativity and thus facilitating and disseminating innovation (Yström et al., 
2015). On the other hand, when the concept of creativity is evaluated at the group level, it 
emerges as a result of individual interactions and access to information (Soda et al., 2017; 
Younis, 2019). 

Various researches in related literature revealed that empowered employees are more 
likely to be satisfied with their job than less empowered employees (Amundsen & Martinsen, 
2015; Dewettinck & van Ameijde, 2011; Nikpour, 2018). Considering this point, managers 
should know the importance of team spirit and employee empowerment and should give 
them more value. In this regard, creating a collaborative working environment and 
empowering employees will help to bring the known and desired all positive effects to the 
organization. Managers have an active role in providing more productivity as individuals 
who affect their working environment. It is always emphasized that empowered and always 
supported employees are more committed and loyal to the organization, show more effort in 
coping with difficult situations, and integrate organizational goals with their individual 
goals. So, it should not be difficult to walk towards a successful future with loyal employees 
by improving team spirit and increasing productivity by creating a collaborative working 
environment. On the other hand, in the context presented above, leadership coaches have an 
important role in developing a culture of empowerment and diffusion of collaboration in 
organizations that are in the process of practicing leadership and management. 

This work has originality in terms of its contribution to scientific accumulation and 
business life since it is the first study that examines collaborative climate and psychological 
empowerment subject together. However, the study has some limitations. In future studies, 
different results may be obtained if the research is done on a specific region and 
organizational culture. In addition, this research can be carried out through a different 
sampling method and a wider sample size, so that the results can be generalized to the 
universe.  
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Appendix 1: Sveiby ve Simons (2002) tarafından geliştirilen ve bu çalışma kapsamında Türkçeye 

geçerlenen İşbirlikçi İklim Ölçeği’nin boyutları ve maddeleri. 

Örgütsel kültür 
1. Rapor verdiğim kişiler bana geri bildirimde bulunur. 
2. Çalıştığım kurumda bilgi paylaşımı sadece sözde değil pratik olarak da teşvik edilir. 
3. Çalıştığım kuruma yeni bilgi getirmek için sürekli teşvik ediliriz. 
4. Rapor verdiğimiz insanların düşüncelerine katılmadığımız anlamına gelse bile, düşündüklerimizi 

söylemeye teşvik ediliriz. 
5. Açık iletişim, çalıştığım kurumun bir bütün olarak karakteristik özelliğidir. 

Yakın yönetici 
6. Yöneticim işle ilgili sorunlara yenilikçi çözümler bulmamı önerir/teşvik eder. 
7. Yöneticim bilgi paylaşımı için düzenli toplantılar organize eder. 
8. Yöneticim beni bilgilendirir. 
9. Yöneticim çalışma grubumda, açık iletişim olmasını teşvik eder. 
10. Yöneticim sadece sözlü değil, eylemle de bilgi paylaşımını teşvik eder. 

İşgören tutumu 
11. Bu kurumdaki diğer çalışanlardan çok şey öğreniyorum. 
12. Çalıştığım kurumda bilgi paylaşımı bilgilerimi artırdı. 
13. Uzmanlığımın çoğu, bu kurumda iş arkadaşlarımla yaptığım çalışmalar sonucu gelişti. 
14. Bilgi paylaşımı, bu kurumda daha derin bilgiye dönüşür. 
15. İş görenlerin sahip oldukları bilgileri birleştirmeleri, kurumu yeni fikir ve çözümlere ulaştırdı.  

Çalışma grubu desteği 
16. Meslektaşlarımdan öğreneceğim çok şey var. 
17.a Burada, kendi başına/bireysel çalışmayı tercih eden insanlar var (ters kodlama). 
18.a Kurumumuzda iş deneyimlerimizi çoğunlukla gayri resmi olarak paylaşırız. 
19. İhtiyacımız olan yetenekleri/becerileri öğrenmek için birbirimize yardım ederiz. 
20. Tüm ekip üyelerini anlık olaylar (örneğin: haberler) ve iş trendleri konusunda güncel tutuyoruz. 
a. Geçerlilik analizlerinde çıkarılan maddeler. 

 

Appendix 2: Spreitzer (1995) tarafından geliştirilen, Çavuş ve Demir (2010) tarafından uyarlanan ve bu 
çalışma kapsamında Türkçeye geçerlenen Psikolojik Güçlendirme Ölçeği maddeleri. 

1. Yaptığım iş benim için anlamlı ve önemlidir. 
2. Kendi işimi/çalışmamı yapabilmek için gerekli olan beceri, yetenek ve kapasiteye sahibim. 
3. Kendi işimi nasıl yapacağıma kendim karar verebilirim. 
4. Çalıştığım kurumda olanlar üzerinde büyük kontrol ve etkim var. 



 


