OZET

MO 336 yilinda dogan biiyiik Iskender’in, hocasi Aristo
ile yasadiklary; Sezar'n Roma’da yasadiklar1 ve Napolyon'un
Fransa’da yasadiklar: tarihsel olarak incelendiginde farkliliklar
gostermektedir. Fakat hepsinin altinda, fikir farkliliklar1 ve kendi
fikrinin daha 6nemli olduguna iliskin 6nem ¢atismas: yatmak-
tadir. Degisim ve gelisim, yasadigimiz diinyada kaginilmaz bir
gercektir. Bu gergeklik, beraber kaginilmaz olarak ¢atismay1 da
getirmektedir. Bireylerin kisisel olarak farkli deneyimlere sahip
olmalar1 ve sonucunda farkli kaliplarla toplumda yer almalary;
onlarin bagka bireylerle anlasamama, bagka bir ifade ile ¢atiyma-
larina sebep olmaktadir. Bu ¢atisma sadece bireyden de kaynak-
lanmayabilir. Bunun bir¢ok nedeni olabilir. Bunlar; bireyin gorev
bagimlilig1, gorev tanimlarini farkli anlamalari, gérev kaynaginin
yeterli olmamasi, iletisimde yeterli seviyenin yakalanamamasi ile
iletisim bozuklugu, isin olma sekli ve statii farklilig: gibi bircok
sebepten kaynaklanabilir.

Kurumlarda yasanan bu ¢atismalarin, bir¢ok kez kurumun
verimliligi ve islevselligine zarar verdigi goriilmiistiir. Bu ve buna
benzer sebeplerden dolayi, orgiitlerde yagsanan ¢atigmalar dog-
ru degerlendirilip dogru yonetilmelidir. Kaynaginin dogru tes-
pit edilerek ¢atigmanin ¢oziilmesi i¢in dogru adimlar atilmalidir.
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Catigmalar kendi iginde farkli ¢oztimleri de beraberinde getirir.
Catigmanin orgiitsel boyutu ile ilgili cok farkli ve oldukg¢a genis
bir alanda taranacak literatiir bulunmaktadir (Eren, 2012).

Bilim insanlari, 20. ylizyihn ikinci ¢eyreginde yonetim bilimi
tizerinde yapmis olduklari ¢alismalarda, orgiitsel catiyma kavrami-
na dikkat ¢ekmislerdir. Bu alanda ilk isim olarak karsimiza Mary
P. Follett ¢ikmaktadir. 1960’]1 yillar1 baginda ise Blake ve Mouton,
catigmanin bagka bir boyutu olan kisiler arasi ¢atigmayz ele almuis-
lardir. Bu ¢aliymadan sonra karsimiza bes farkli boyutta ¢atigma,
yonetim ve argiiman stili ile karsi karstya kalinmistir. Bunlar:
Kaginma, zorlama, uzlasma, yumusama ve problem ¢6zme olarak
karsimiza ¢tkmaktadir. Kisiler arasi catigma ile ilgili olarak Rahim
ve Bonana (1979) da iki farkli pencereden bu goriisii agiklamaya
calismistir. Bu pencerelerden onlar da farkli yonetim stilleri ile
goriislerini belirtmiglerdir. Bunlar: Biitiinlesme (problem ¢6zme),
uyma, kaginma, uzlasma ile hitkmetme ve rekabettir.

Orgiite olan giiven de 6rgiit igindeki catigmalar kadar neme
sahiptir. Orgiitlerin siirekliligi igin ¢ok biiyiik bir kilometre tast
olan orgiitsel giiveni ti¢ farkli boyutta incelemek gerekir. Bunlar:
Calisilan ortamda calisan ekibe giivenmek, kurumun yoneticisi-
ne giivenmek ve birlikte galisilan 6rgiite giivenmektir. Whitener
ve digerleri (1998), yapmis olduklar: bir ¢aligmada sadece 6rgiite
gtiven degil bunun diizeyini belirlemek i¢in bir model gelistir-
mislerdir. Mayer ve digerleri (1995), orgiite giivenden ziyade ¢a-
lisma arkadaslarina giiven ile ilgili bir caligma yapmuslardir. Ttim
bu ¢alismalarinda McAllister'in (1995) tizerinde ¢alistig1 ve gelis-
tirmis oldugu kisilerin birbirleri arasindaki iligkiyi anlamlandi-
ran modelden yararlanmislardir (Tokgoz, 2012).

21. ylizyihn ikinci geyregine girmis olan diinyamiz, hizli ve
dinamik bir sekilde degismekte ve gelismektedir. Bu degisim ve
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gelisim, yasadigimiz sosyal ¢evrenin dinamiklerini de etkilemek-
tedir. s yasaminda ve sosyal hayatta yaptigimiz veya katildigimiz
her organizasyon bir adim geride kalan organizasyondan daha
iyi ve daha farkli olmak zorunda kalmaktadir. I yagaminda ¢a-
tisma ile birlikte motivasyon ve stres odakli problemler de her
daim kendini gostermektedir. Calisanin kendini gelistirmesi ile
birlikte orgiit bagliig1 saglanmalidir. Esit ve tutarli davraniglar
calisan tizerinde olumlu etki yaparken tutarsiz davranislar mo-
tivasyonu eksiltmekte ve strese neden olmaktadir. Bu ¢aligmada,
tiim bunlar 15181nda orgiitlerde catigma olgusu, ¢atismalarin ¢o-
ziim yollar1 tizerindeki ¢aligmalar ve isgoren tizerindeki etkileri
ile birlikte motivasyon ve stres iizerinde yogunluk ele alinacaktir.

Anahtar sozciikler: Orgiitsel Catisma, Catismanin Céziimii,

Motivasyon, Stres, Uyum.






ABSTRACT

B.C. When Alexander the Great was born in 336, he lived with
his teacher Aristotle.

Caesar lived in Rome, and Napoleon lived in France, there
are differences when historically examined. But underlying all of
them is the difference of opinion of the subject and the conflict of
importance that his own opinion is more important. Change and
development is an inevitable reality in the world we live in. With
this reality, it inevitably brings conflict. In fact, individuals have
different personal experiences and take part in society with dif-
ferent patterns causes them not to get along with other individ-
uals, in other words, to conflict. This conflict may not arise only
from the individual. There could be many reasons for this. These
can be due to many reasons such as job dependence, different
understanding of job definitions, insufficient job resource, insuf-
ficient level of communication and communication disorder, the
way the job is done, and status difference.

It has been seen that these conflicts in institutions have dam-
aged the efficiency and functionality of the institution many
times. Due to these and similar reasons, conflicts in organiza-

tions should be evaluated correctly. must be managed properly.
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Correct steps should be taken to resolve the conflict by identify-
ing its source correctly.

Conflicts bring different solutions in themselves. There is a
wide range of literature on the organizational dimension of con-
flict to be scanned. (Eren 2012). In the second quarter of the 20th
century, scientists drew attention to the concept of organizational
conflict in their studies on management science. Mary P.Follett is
the first name in this field. In the early 1960s, Blake and Mouton
discussed another dimension of conflict, interpersonal conflict.
After this study, we were faced with conflict management argu-
ment styles in five different dimensions. These are; It appears as
“avoidance”, “forcing”, “compromise”, “softening” and problem
solving. Rahim and Bonana (1979) also tried to explain this view
from two different perspectives regarding interpersonal conflict.
These are “integration (problem solving)”, “compliance”, “avoid-
ance”, “conciliation” and domination and competition”.

Trust in the organization is as important as conflicts within
the organization. Organizational trust, which is a great touch-
stone for the continuity of organizations, should be examined
in three different dimensions. These; Trusting the team working
in the working environment means trusting the manager of the
institution and trusting the organization. Whitener et al. (1998)
developed a model to determine not only the level of trust in the
organization but also the level of trust in the organization. In
all these studies, they benefited from the model that Mc Allister
(1995) worked on and developed, which makes sense of the rela-
tionship between among people (Tokgoz, 2012).

Our world, which will enter the second quarter of the 21st
century, is changing and developing rapidly and dynamically.
This change and development also affects the dynamics of the
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social environment in which we live. Every organization we do or
participate in business and social life has to be better and more dif-
ferent from the organization one step behind. It always shows itself
in motivation and stress-oriented problems along with conflict in
business life. Organizational commitment should be ensured with
the self-development of the employee. While equal and consistent
behaviors have a positive effect on the employee, inconsistent be-
haviors reduce motivation and cause stress. In this study, in the
light of all these the phenomenon of conflict in organizations,
studies on the ways of conflict resolution and its effects on the em-
ployee will be concentrated on motivation and stress.

Keywords: Organizational Conflict, Conflict Resolution, Motivation,
Stress, Adaptation
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