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The Mediating Role of Organizational Dissent and Organizational Inertia in the
Relationship Between Fear Culture and Organizational Blindness: Evidence from Schools

Korku Kiiltiirii ile Orgiitsel Kérliik Arasindaki Iliskide Orgiitsel Muhalefet ve Orgiitsel
Ataletin Aracilik Rolii: Okullardan Bulgular

ABSTRACT

This study investigates the mediating effects of organizational dissent and organizational inertia on the relationship between fear
culture and organizational blindness in schools. In contemporary educational institutions, which must adapt to rapid societal and
technological changes, fear-based organizational climates can hinder teachers’ willingness to express opinions and engage in
constructive criticism, thereby fostering organizational blindness. Organizational dissent, defined as employees’ expression of
disagreements regarding organizational policies or practices, may serve as a counterbalance by enhancing awareness and preventing
strategic errors. Conversely, organizational inertia, characterized by resistance to change and adherence to routines, can exacerbate
organizational blindness. The study employed a correlational research design and collected data from 288 teachers working in state
schools across various educational levels in Kilis, Turkey. Standardized scales were used to measure fear culture, organizational
blindness, dissent, and inertia. Data analysis involved descriptive statistics, correlation analyses, and mediation testing using Hayes’
PROCESS Macro (Model 4) with bootstrapping. Findings indicate that fear culture positively affects organizational blindness both
directly and indirectly through increased inertia and decreased dissent. Specifically, organizational dissent partially mitigates, while
organizational inertia reinforces, the impact of fear culture on organizational blindness. These results highlight the critical role of
psychological safety, participatory management, and supportive school climates in fostering teacher engagement, promoting
innovation, and reducing organizational blindness in educational settings. The study contributes to understanding the mechanisms
through which fear culture influences school effectiveness and offers practical implications for educational leadership and policy.
Keywords: Organizational Dissent, Organizational Inertia, Fear Culture, Organizational Blindness, School

OZET

Bu ¢aligma, okullarda korku kiiltiirii ile orgiitsel korliik arasindaki iligkide orgiitsel muhalefet ve orgiitsel ataletin aracilik etkilerini
incelemektedir. Hizli toplumsal ve teknolojik degisimlere uyum saglamak zorunda olan ¢agdas egitim kurumlarinda, korkuya dayali
orgiitsel iklimler 6gretmenlerin goriislerini ifade etme ve yapici elestiriye katilma istegini engelleyerek orgiitsel korligiin ortaya
cikmasina zemin hazirlayabilmektedir. Orgiitsel muhalefet, galisanlarm 6rgiitsel politika veya uygulamalara iliskin goriis ayriliklarmi
ifade etmeleri olarak tanimlanmakta olup, farkindalig1 artirarak ve stratejik hatalar1 6nleyerek dengeleyici bir rol iistlenebilmektedir.
Buna karsilik, degisime direng ve rutinlere baglilikla karakterize edilen Orgiitsel atalet, oOrgiitsel korliigli daha da
derinlestirebilmektedir. Arastirmada iliskisel arastirma modeli kullanilmis ve Tiirkiye’nin Kilis ilinde farkli egitim kademelerinde
gorev yapan devlet okullarindaki 288 dgretmenden veri toplanmigtir. Korku kiiltiirii, orgiitsel korliik, orgiitsel muhalefet ve drgltsel
atalet degiskenlerini 6lgmek amaciyla standartlagtirilmig Olgekler kullanilmistir. Verilerin analizinde betimsel istatistikler,
korelasyon analizleri ve Hayes’in PROCESS Makrosu (Model 4) kullanilarak bootstrap yontemiyle aracilik analizleri
gergeklestirilmistir. Bulgular, korku kiiltiiriintin 6rgiitsel korligii hem dogrudan hem de artan orgiitsel atalet ve azalan orgiitsel
muhalefet yoluyla dolayli olarak olumlu ydnde etkiledigini gdstermektedir. Ozellikle orgiitsel muhalefetin, korku kiiltiiriin{in
orgiitsel korliik tizerindeki etkisini kismen azalttig1, orgiitsel ataletin ise bu etkiyi giiglendirdigi belirlenmistir. Elde edilen sonuglar,
Ogretmen katilimmi artirmada, yeniligi tesvik etmede ve orgiitsel korligii azaltmada psikolojik gilivenin, katilmei y8netim
anlayiginin ve destekleyici okul iklimlerinin kritik 6nemini vurgulamaktadir. Calisma, korku kiiltiiriiniin okul etkililigini hangi
mekanizmalar aracilifiyla etkiledigine iliskin anlayiga katki sunmakta ve egitim liderligi ile politika yapicilar i¢in onemli
uygulamaya doniik ¢ikarimlar saglamaktadir.

Anahtar Kelimeler: Orgitsel Muhalefet, Orgiitsel Atalet, Korku Kiiltiirii, Orgiitsel Kérliik, Okul
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1. INTRODUCTION

In today’s rapidly changing and transforming conditions, the sustainability of organizations depends on their
ability to accurately perceive environmental changes and adapt to them in a timely manner (Cinar & Toker,
2019; Uckan et al., 2013). However, organizations that adhere strictly to routine, remain excessively attached
to existing ways of working, and resist change gradually struggle to recognize environmental signals, a
phenomenon referred to in the literature as organizational blindness or organizational myopia (Aydin, 2019;
Seymen et al., 2016). Organizational blindness is defined as the inability of organizations to adequately
detect opportunities, threats, risks, and long-term changes in both internal and external environments, to
identify errors in current methods and practices, and to develop sound forecasts for the future (Altinay et al.,
2012; Dos, 2013). This condition is primarily driven by factors such as an excessive focus on short-term
goals, overconfidence stemming from past successes, habits and routines, resistance to change, weak external
relationships, non-participatory and autocratic management approaches, strict adherence to rules and the
status quo, and a disengagement from learning and innovation at individual, organizational, and sectoral
levels (Golembiewski & Munzenrider, 1988; Giizel & Sigirc1, 2021; Levitt, 1960; Levinthal & March, 1993;
Seymen et al., 2016). In organizations dominated by organizational blindness, employees tend to experience
monotony, desensitization, and burnout; innovative ideas are suppressed, and organizational silence
increases (Akar, 2025a; Czakon et al., 2023). Consequently, critical issues such as communication
breakdowns, inefficiency, conflicts, loss of motivation, missed opportunities, and the weakening of
sustainable competitive advantage emerge, rendering organizations ineffective and vulnerable in the face of
environmental changes (Gilizel & Sigirci, 2021; Kartal, 2018; Tushman & O’Reilly, 1996). In this context,
organizational blindness represents a critical phenomenon that poses a significant threat to both current
performance and long-term organizational survival (Kilig, 2024).

As in other types of organizations, organizational blindness in educational institutions can weaken the ability
to adapt to environmental changes and create significant obstacles. In this context, a comprehensive
examination of organizational blindness is necessary to counteract it and mitigate or eliminate its negative
effects. ldentifying the factors that influence or contribute to the emergence of organizational blindness will
enable more effective management of this issue. In particular, examining the impacts of elements such as a
culture of fear, organizational dissent, and organizational inertia, as well as revealing their interactions,
constitutes a critical step toward minimizing the adverse consequences of organizational blindness.

A culture of fear refers to an organizational and social climate in which individuals are unable to express
their thoughts openly due to concerns about punishment, exclusion, or making mistakes, and where
unconditional compliance with authority is emphasized (Ciiceloglu, 2008). The formation of this culture is
largely influenced by managerial approaches that are authoritarian and punitive, often based on negative
assumptions about human nature (Asunakutlu & Avci, 2010; Kagsmer, 2009). The use of authority as a tool
of pressure and low tolerance for errors are among the primary organizational factors that reinforce a culture
of fear (Orhun & Merig, 2019; Sahin, 2015). At the individual level, past experiences, personality traits, and
fear of failure further strengthen this process (Oestreich, 1995; Oran & Akan, 2017). In organizations
dominated by a culture of fear, criticism and questioning are suppressed, and employees tend to remain silent
(Eren, 2005; Kish Gephart et al.,, 2009). This environment undermines employees’ perceptions of
psychological safety and increases organizational silence behaviors (Akar, 2025b). Employees who conceal
their opinions experience decreased motivation and organizational commitment, and their creativity is
limited (Ersu & Akar, 2023; Kavak, 2015). Moreover, levels of stress and burnout rise, while job satisfaction
and organizational trust are adversely affected (Erdem, 2007; Topaloglu & Ergan, 2014). Consequently, a
culture of fear constitutes a structure that weakens individual development and organizational productivity,
ultimately hindering sustainable success.

Another significant variable potentially related to organizational blindness is organizational dissent.
Organizational dissent is defined as the expression of employees’ disagreements regarding organizational
decisions, policies, or practices (Kassing, 1997; Ozdemir, 2010). The main factors that trigger dissent
behaviors include how employees are treated, organizational change processes, the implementation of
decisions, roles and responsibilities, resource allocation, unethical practices, and performance evaluations
(Kassing & Armstrong, 2002; Otken & Cenkci, 2013). Additionally, employees’ personality traits and intra-
organizational interactions also influence dissent (Kassing & Armstrong, 2002). Organizational dissent can
occur not only toward managers but also among employees themselves (Garner, 2013; Graham, 1986).
Repressive and autocratic environments hinder the expression of dissenting views and negatively affect
communication (Hegstrom, 1990; Naktiyok, 2019). Suppression of dissent can strengthen authoritarian
structures and reduce innovation capacity (Pianesi, 2017; Shahinpoor & Matt, 2007). Conversely, when
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dissent is constructively addressed, it enhances employee engagement, motivation, and performance while
contributing to the resolution of intra-organizational issues (Bakan et al., 2019; Kogoglu Sazkaya & Tugrul,
2022; Naktiyok, 2019). Employees who cannot express their opinions may resort to covert or external
dissent, which can increase the risk of conflict (Garner, 2013; Nalbantoglu & Ulufer Kansoy, 2023).
Furthermore, supporting organizational dissent strengthens an organization’s learning and innovation
capacities from its environment and helps prevent strategic errors (Pianesi, 2017; Stanley, 1981). Therefore,
organizational dissent is considered a critical tool for both individual and organizational development (Zhan
& Hample, 2016).

Another important concept to consider in the context of organizational blindness is inertia. From a
psychological perspective, inertia is defined as individuals exhibiting behaviors such as passivity, reluctance,
indecisiveness, laziness, and lack of purpose (Sekman, 2007). While this phenomenon begins at the
individual level, it gradually spreads throughout the organization, preventing employees from fully realizing
their potential, creating idle capacity, and resulting in productivity losses (Cankaya & Demirtas, 2010; Kaya
et al., 2018). Organizational inertia, on the other hand, refers to an organization’s inability to adapt to
changing environmental conditions, its rigid adherence to existing strategies, structures, and practices,
resistance to innovation and change, and its failure to respond in a timely manner (Huff et al., 1992; Larsen
& Lomi, 2002). Key drivers of organizational inertia include individual and organizational factors such as
habits, routines, traditions, reluctance to learn, knowledge inertia, avoidance of uncertainty, and risk
aversion, as well as bureaucratic and rigid organizational structures, organizational age and size, and
overconfidence resulting from past successes (Atalay, 2013; Courtney et al., 1999; Hannan & Freeman,
1984; Kinnear & Roodt, 1998; Nelson & Winter, 1982; Sekman & Utku, 2009; Soysal, 2010). In
organizations dominated by inertia, the capacity for innovation diminishes, environmental opportunities are
inadequately leveraged, and competitive strength gradually declines (Atalay, 2013; Turkan & Esmer, 2019).
During this process, weakened internal communication and reduced democratic participation lead to
employee alienation, increased reluctance, and organizational cynicism, ultimately causing losses in
productivity and performance, decreased job satisfaction, and higher turnover intentions, thereby seriously
threatening the long-term sustainability of organizations (Ozen Kutanis & Dikili, 2012; Sahlan, 1979;
Sekman & Utku, 2009; Soysal, 2010).

Educational institutions are dynamic entities that must adapt to societal and technological changes. In this
process, issues such as organizational blindness may emerge. Organizational blindness can lead to
insensitivity to changes and opportunities in both internal and external environments, resulting in overlooked
problems within schools and losses in productivity. This phenomenon may be particularly pronounced in
environments dominated by a culture of fear. In such settings, employees may struggle to express their ideas
freely and may avoid criticism or making mistakes. This type of psychological climate can create fertile
ground for the deepening of organizational blindness. Additionally, the suppression of organizational dissent
and the increase of organizational inertia can hinder innovative approaches and foster resistance to change.
Therefore, understanding the effects of a culture of fear on organizational blindness, as well as the mediating
roles of organizational dissent and inertia in this interaction, is critical for the sustainable success of
educational institutions. The findings may guide educational administrators in creating healthier
organizational climates, enhancing teacher motivation, promoting innovative work behaviors, and
strengthening schools’ adaptive capacity. Moreover, these insights can facilitate the development of strategic
approaches to prevent organizational blindness, contributing to more effective and efficient functioning of
educational institutions. The research hypotheses are as follows:

H1: A culture of fear has a significant and positive effect on organizational blindness.

H2: A culture of fear has a significant and negative effect on organizational dissent.

H3: A culture of fear has a significant and positive effect on organizational inertia.

H4: Organizational dissent has a significant and negative effect on organizational blindness.
H5: Organizational inertia has a significant and positive effect on organizational blindness.

H6: Organizational dissent and organizational inertia mediate the effect of a culture of fear on
organizational blindness.
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2. METHOD

In this study, the mediating roles of organizational dissent and organizational inertia were examined in
explaining the relationship between a culture of fear and organizational blindness. The research was
conducted within the framework of a relational (correlational) research design. The correlational design is
an approach aimed at revealing the mutual relationships between two or more variables and how these
variables change together. In this context, this design focuses on determining the direction and strength of
the relationships among the variables (Buyukozturk et al., 2018).

2.1. Population and Sample

The population of the study consists of teachers working at different educational levels in public schools
located in the central district of Kilis during the 2025-2026 academic year. The sample comprises 288
teachers who were selected using convenience sampling and voluntarily agreed to participate in the research.
This sampling method allows the researcher to determine the most appropriate sample by taking into account
limitations related to time, cost, and available resources (Balci, 2015). The demographic data of the 288
teachers who participated in the study are presented in Table 1.

Table 1. Demographic Characteristics of the Teachers Participating in the Study

Variable Category f %
Gender Male 135 46,9
Female 153 53,1
Age Group 20-30 years 84 29,2
31-40 years 93 32,3
41-50 years 67 23,3
51 years and above 44 15,3
School Level Primary School 110 38,2
Secondary school 104 36,1
High school 74 25,7

Table 1 presents the demographic characteristics of the teachers who participated in the study. Regarding
gender distribution, 46.9% of the teachers are male, while 53.1% are female. In terms of age groups, 29.2%
of the teachers are between 20 and 30 years old, and 32.3% fall within the 31-40 age range. Teachers in the
41-50 age group constitute 23.3%, and those aged 51 and above account for 15.3%. Regarding school level
distribution, 38.2% of the participants work in primary schools, 36.1% in secondary schools, and 25.7% in
high schools.

2.2. Data Collection Instruments

In the study, the Culture of Fear Scale was used to determine teachers’ perceptions of a culture of fear, the
Organizational Blindness Scale was employed to measure perceptions of organizational blindness, the
Organizational Dissent Scale was utilized to assess perceptions of organizational dissent, and the
Organizational Inertia Scale was applied to evaluate perceptions of organizational inertia.

2.2.1. Culture of Fear Scale: Developed by Celik and Kahraman (2019), the Culture of Fear Scale consists
of 18 items across three main sub-dimensions. The scale is designed to measure participants’ perceptions
using a 5-point Likert-type rating. Celik and Kahraman (2019) reported a Cronbach’s Alpha coefficient of
0.92 for the overall scale, indicating high internal consistency. In the present study, the reliability of the
Culture of Fear Scale was re-evaluated, yielding a Cronbach’s Alpha of 0.88, which demonstrates that the
scale remains a highly reliable measurement tool in this context.

2.2.2. Organizational Blindness Scale: Developed by Seymen, Kili¢, and Kinter (2016), this scale was
further tested for validity and reliability using data collected from educational institutions by Sezen-Giiltekin
(2019). The analyses confirmed the scale’s structure, comprising 18 items and three sub-dimensions.
Reliability analyses indicated an overall Cronbach’s Alpha of 0.82. In the present study, the Cronbach’s
Alpha for the entire scale was calculated as 0.85, supporting the scale’s robustness and consistency as a
measurement instrument.

2.2.3. Organizational Dissent Scale: Developed by Kassing (1998) and adapted into Turkish by Dagli
(2015), the Organizational Dissent Scale contains 15 items across two main dimensions: vertical dissent and
horizontal dissent. Participants’ perceptions are assessed using a 5-point Likert-type scale. Reliability
analyses conducted by Dagli (2015) indicated an overall Cronbach’s Alpha of 0.85, demonstrating high
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internal consistency. In this study, the scale’s reliability was re-tested, and a Cronbach’s Alpha of 0.84 was
obtained, confirming that the scale is a reliable measurement tool.

2.2.4. Organizational Inertia Scale: Developed by Liao, Fei, and Liu (2008) and adapted into Turkish by
Cankaya (2010), the Organizational Inertia Scale comprises 14 items and two main sub-dimensions:
“Knowledge Inertia” and “Experience Inertia.” Participants’ responses are measured using a 5-point Likert
scale. In this study, the overall Cronbach’s Alpha of the scale was found to be 0.72, indicating that it is a
reliable and consistent measurement instrument.

2.3. Data Collection and Analysis

For data collection, the measurement instruments were uploaded to Google Drive, and the links to these
instruments were sent to the teachers via email. Participants were asked to complete and return the surveys
within a two-week period. At the end of this period, a total of 288 teachers had responded, and the collected
data were subjected to statistical analyses. The data analysis was conducted using the SPSS software
package. In the first stage, descriptive statistics (mean, standard deviation, frequency, and percentages) were
calculated for the research variables, and correlation analysis was performed to examine the relationships
between the variables. Subsequently, to determine the mediating roles of organizational dissent and
organizational inertia in the relationship between a culture of fear and organizational blindness, the Process
Macro developed by Andrew Hayes was employed. This tool allows analyses using various structural models
suitable for the requirements of the study. For the purpose of testing the specified relationship, Model 4 was
selected, which enables the simultaneous assessment of multiple mediation effects, thereby serving the
objectives of the research. To examine the significance of indirect effects, 5,000 bootstrap samples were
generated, and results were evaluated based on a 95% confidence interval. This procedure aimed to test the
mediating roles of organizational dissent and organizational inertia in the relationship between a culture of
fear and organizational blindness.

3.FINDINGS

Descriptive statistics and correlation coefficients regarding teachers’ perceptions of culture of fear,
organizational blindness, organizational dissent, and organizational inertia are presented in Table 2.

Table 2. Descriptive Statistics and Correlation Values of Teachers’ Perceptions of Culture of Fear, Organizational
Blindness, Organizational Dissent, and Organizational Inertia

Variable N M SD 1. 2. 3. 4.
1.Fear Culture 288 3.06 0.66 1

2.0rganizational Blindness 288 2.86 0.54 0.758** 1

3.0rganizational Dissent 288 2.93 0.70 -0.439** -0.611** 1
4.0rganizational Inertia 288 2.73 0.84 0.329** 0.511** -0.203** 1
p<0.01

As shown in Table 2, considering the 5-point Likert scale, teachers’ perceptions of all variables were
evaluated at a moderate level based on mean scores. In terms of mean scores, teachers exhibited the highest
mean perception in culture of fear (M = 3.06), followed by organizational dissent (M = 2.93) and
organizational blindness (M = 2.86). The lowest mean perception was observed for organizational inertia (M
= 2.73). These findings indicate that these factors have a certain impact within schools, although the effects
are neither very strong nor weak. The results emphasize the importance of taking steps to improve school
culture and structures. According to the correlation analysis, there was a strong positive relationship between
teachers’ perceived culture of fear and organizational blindness (r = 0.758, p < .01). This suggests that
environments with higher levels of a culture of fear are likely to experience increased organizational
blindness. A moderate negative relationship was observed between culture of fear and organizational dissent
(r=-0.439, p<.01), indicating that in environments where a culture of fear is prevalent, dissent may decrease
as employees are inhibited from expressing criticism or opposing views. Additionally, a low-to-moderate
positive relationship was found between culture of fear and organizational inertia (r = 0.329, p < .01),
suggesting that higher levels of fear may lead to increased inertia, with employees becoming more passive
due to fear and uncertainty. Furthermore, a negative relationship was observed between organizational
dissent and organizational blindness (r = -0.611, p < .01), indicating that higher levels of dissent reduce
blindness and increase employee awareness. A positive relationship was also found between organizational
inertia and organizational blindness (r = 0.511, p <.01), suggesting that in environments with higher inertia,
organizational blindness may increase, as resistance to change can result in overlooked problems.
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The model and analysis results regarding the mediating effects of organizational dissent and organizational
inertia in the relationship between a culture of fear and organizational blindness are presented in Figure 1.

Organizational
Dissent

Be=0.758"

R2=0.19

Organizational
Blindness

Fear Culture

Yy

pe=0.525"

R?=0.74

Organizational
Inertia

RI=0.11

Figure 1. Model of the Mediating Effects of Organizational Dissent and Organizational Inertia in the Relationship
Between Culture of Fear and Organizational Blindness and Standardized B Values

As shown in Figure 1, the total effect of a culture of fear on organizational blindness is significant (B¢ =
0.758; p <.001). The culture of fear has a significant negative effect on the mediating variable organizational
dissent (f =-0.439; p <.001) and a significant positive effect on organizational inertia (f = 0.329; p <.001).
The effects of the mediating variables on organizational blindness are also significant, with organizational
dissent showing a negative effect (f =-0.325; p <.001) and organizational inertia a positive effect (B =0.272;
p <.001). When the mediating variables are included in the model, the direct effect of a culture of fear on
organizational blindness decreases but remains significant (B = 0.525; p < .001), indicating that
organizational dissent and organizational inertia play a partial mediating role. In other words, a culture of
fear influences organizational blindness both directly and indirectly. Examining the R2 values, a culture of
fear explains 57% of the variance in organizational blindness (R2 = 0.57). Its effect on organizational dissent
accounts for 19% of the variance (R2 = 0.19), and its effect on organizational inertia explains 11% of the
variance (R2 = 0.11). Moreover, when organizational dissent, organizational inertia, and a culture of fear are
considered together, they account for 74% of the variance in organizational blindness (R? = 0.74). The total,
direct, and indirect effects of a culture of fear on organizational blindness are presented in Table 3.

Table 3.Total, Direct, and Indirect Effects of a Culture of Fear on Organizational Blindness

Effects / Paths B t p 95% ClI R?
Total Effect

FC — OB 0.758 19.63 <.001 [0.661, 0.808] 0.57
Direct Effects

FC — OD -0.439 -8.26 <.001 [-0.571, -0.351] 0.19
FC — OI 0.329 5.89 <.001 [0.213, 0.427] 0.11
FC — OB 0.525 14.89 <.001 [0.442, 0.576]

OD — OB -0.325 -9.57 <.001 [-0.362, -0.239]

Ol - OB 0.272 8.40 <.001 [0.207, 0.334]

Indirect Effects

FC — OD — OB 0.143 — — [0.104, 0.183]

FC — Ol - OB 0.089 — — [0.056, 0.127]

Note: FC = Fear Culture, OD = Organizational Dissent, Ol = Organizational Inertia, OB = Organizational Blindness; 95% CI = 95% Confidence
Interval

Table 3 summarizes the total, direct, and indirect effects of a culture of fear on organizational blindness. The
direct effect of a culture of fear on organizational blindness is significant and strong (f = 0.525; p <.001),
while the indirect effects occur through organizational dissent (FC — OD — OB; B = 0.143) and
organizational inertia (FC — OI — OB; 3 = 0.089), both of which are significant. The total indirect effect is
0.232, which is smaller in magnitude compared to the direct effect. Notably, the indirect effect through
organizational dissent contributes to the broader dissemination of the influence of a culture of fear on
organizational blindness. These findings indicate that all proposed hypotheses (H1, H2, H3, H4, H5, and H6)
are supported, demonstrating that a culture of fear affects organizational blindness both directly and partially
indirectly through organizational dissent and organizational inertia.



Premium Sosyal Bilimler E-Dergisi (Pejoss)

4. DISCUSSION AND CONCLUSION

This study examined the effects of a culture of fear on organizational blindness from the perspective of
teachers’ perceptions, as well as the mediating roles of organizational dissent and organizational inertia in
this relationship.

The findings indicate that teachers’ perceptions of culture of fear, organizational blindness, organizational
dissent, and organizational inertia are generally at a moderate level. In relative comparison among the
variables, the highest perception was observed for culture of fear, while the lowest was for organizational
inertia. This may be considered positive in the sense that a culture of fear has not become a dominant feature
throughout the organization. However, the relatively higher perception of culture of fear compared to other
variables suggests that teachers may occasionally experience concerns about punishment, exclusion, or
negative evaluation in administrative processes. This perception may limit open communication and
voluntary participation within the organization, leading teachers to be cautious in expressing problems or
engaging in innovative behaviors. When the literature on the culture of fear is examined, the current findings
show partial consistency with previous research findings. While some studies report low levels of perceived
culture of fear among teachers (Ersii & Akar, 2023; Kahraman, 2019), similar low perception levels have
also been reported among academics (Sincer, 2016). Conversely, other studies conducted with teacher
samples have reported moderate levels of perceived culture of fear (Akar, 2025b). Similarly, regarding
organizational blindness, the literature shows no consistent trend in teachers’ perceptions, with some studies
reporting low levels (Avci, 2024; Soydan, 2022) and others reporting moderate levels (Akar, 2025a; Ozates,
2023). While many studies indicate high levels of perceived organizational dissent (Arayit, 2020; Arslan &
Arslan, 2024; Dogan & Gokyer, 2025; ipek, 2020; Korucuoglu, 2016; Yol & Zincirli, 2022), other research
has reported moderate perceptions (Dagli & Agalday, 2015; Piiskiillioglu & Altinkurt, 2018; Teski, 2017;
Yasa, 2018; Yalcin & Saygi, 2021). Regarding organizational inertia, studies indicate that teachers’
perceptions of this phenomenon are generally reported at moderate to low levels. Some studies found
moderate perceptions of organizational inertia among teachers (Dogru, 2024; Karayel, 2014; Ozcan, 2023;
Pusmaz, 2020; Yalgier, 2015), whereas others reported low perception levels (Karapimar Tiirkmenoglu,
2023; Sastim, 2019). Overall, these findings suggest that teachers’ perceptions of organizational fear,
blindness, dissent, and inertia may vary depending on organizational context, administrative practices, and
individual characteristics of participants.

Correlation analyses indicated a strong and positive relationship between a culture of fear and organizational
blindness, a moderate and negative relationship between a culture of fear and organizational dissent, and a
low-to-moderate positive relationship between a culture of fear and organizational inertia. Additionally, a
high-level negative relationship was observed between organizational dissent and organizational blindness,
whereas organizational inertia exhibited a moderate and positive relationship with organizational blindness.
These findings suggest that a fear-based organizational climate can weaken employees’ tendencies to identify
and question problems, limit the expression of critical opinions, and indirectly reinforce organizational
inertia. Conversely, organizational dissent may serve a balancing function by enhancing organizational
awareness through alternative perspectives and feedback. The results largely align with existing theoretical
and empirical literature. In fear-based organizational climates characterized by low psychological safety and
high concern for punishment, employees tend to avoid risk-taking, and the limitation of knowledge sharing
and feedback behaviors can render errors, threats, and environmental signals invisible (Detert & Edmondson,
2011; Edmondson, 1999; Morrison & Milliken, 2000). This process may contribute to an increase in
organizational blindness. Furthermore, the suppression of critical voice behavior and the weakening of
organizational dissent by a culture of fear correspond with findings in the organizational silence literature,
which emphasize that fear-based climates strengthen silent behavior (Akar, 2025b; Guo, Decoster, Babalola,
De Schutter, Garba, & Riisla, 2018; Liang, Zhang, Feng, Huang, & Zhang, 2024; Morrison, 2014; Pinder &
Harlos, 2001; Rashid & Rizvi, 2020). Moreover, in organizations dominated by fear and uncertainty,
employees’ tendencies to avoid risk and maintain existing practices may be reinforced (Gilbert, 2005;
Hannan & Freeman, 1984; Levinthal & March, 1993). This can provide a psychological and structural basis
for organizational inertia. Conversely, organizational dissent can reduce organizational blindness by
supporting awareness, error detection, and learning processes. Organizational inertia, on the other hand, can
reinforce organizational blindness through excessive adherence to routines and resistance to change (Atalay,
2013; Bakan et al., 2019; Kogoglu Sazkaya & Tugrul, 2022; Nemeth & Staw, 1989; Tiirkan & Esmer, 2019;
Van Dyne & LePine, 1998).
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The findings regarding the model testing indicate that a culture of fear has a strong and significant total effect
on organizational blindness. When the mediating variables were included in the model, it was observed that
a culture of fear exerts a negative and significant effect on organizational dissent and a positive and
significant effect on organizational inertia. Furthermore, the effects of organizational dissent and
organizational inertia on organizational blindness were also found to be significant. Mediation analysis
results reveal that a culture of fear influences organizational blindness both directly and indirectly through
organizational dissent and organizational inertia. The total indirect effect (0.232) being smaller than the direct
effect indicates that these mediation relationships are partial. These findings confirm that all the hypotheses
tested in the study are supported. Examination of R? values shows that a culture of fear explains
organizational blindness most strongly, organizational dissent at a moderate level, and organizational inertia
to a limited extent. Additionally, when organizational dissent and organizational inertia are considered
together with a culture of fear, a substantial portion of organizational blindness can be explained. Overall,
the study results highlight that a culture of fear plays a decisive role in increasing organizational blindness.
This suggests that fear-based approaches in school management negatively affect organizational awareness
and adaptability to change. Moreover, when the mediating variables are considered together with a culture
of fear, a significant portion of organizational blindness can be accounted for. These results indicate that in
fear-based organizational climates, employees’ willingness to take risks and express critical opinions is
weakened, organizational silence is reinforced, and organizational awareness and learning capacity may be
limited (Akar, 2025b; Atalay, 2013; Detert & Edmondson, 2011; Durak, 2012; Edmondson, 1999; Kogoglu
Sazkaya & Tugrul, 2022; Morrison & Milliken, 2000; Tirkan & Esmer, 2019). Therefore, a culture of fear
contributes to reduced organizational awareness and the reinforcement of rigid structures both directly and
through mediation mechanisms, negatively affecting organizations’ capacity to adapt to change and learn.

Based on the research findings, the following recommendations are proposed:

e A school climate should be established where teachers can freely express their opinions and are not
afraid to take risks.

e Mechanisms should be developed in decision-making processes that consider teachers’ suggestions
and criticisms.

e To reduce organizational inertia, innovative and flexible processes should be adopted instead of
adherence to old practices.

o Fear-inducing management practices, such as punishment or exclusion, should be limited, and
supportive and participatory management models should be preferred.

REFERENCES

Akar, H. (2025a). The effect of psychological safety on organizational blindness among teachers: The
mediating roles of organizational silence and innovative work behavior. In $. Koca (Ed.),
International academic research and studies in educational sciences (1st ed., pp. 73-91). Seriiven
Yayinevi.

Akar, H. (2025b). The impact of fear culture on teacher silence: The role of psychological safety. In S.
S6nmez (Ed.), Education sciences: Theory, methodology and practice (pp. 79-97). Platanus
Publishing. https://doi.org/ISBN 978-625-6517-42-4

Altinay, A., Mercan, N., Aksanyar, Y., & Sert, S. (2012). Isletme korliigii, silo sendromu ve ¢6ziim dnerisi
olarak orgtitsel zeka. Organizasyon ve Yonetim Bilimleri Dergisi, 4(1), 13-19.

Arayit, E. (2020). Ogretmenlerin orgiitsel muhalefet davranislar: ve ise yabancilasma diizeyleri arasindaki
iligkinin bazi degiskenlere gére incelenmesi [Yayimlanmamis yiiksek lisans tezi]. Gazi Universitesi,
Egitim Bilimleri Enstitiisii.

Arslan, S., & Arslan, S. (2024). Ogretmenlerin drgiitsel muhalefet diizeyleri. Ulusal Egitim Toplum ve Diinya
Dergisi, 1(1), 20-42.

Asunakutlu, T., & Avci, U. (2010). Aile isletmelerinde nepotizm algisi ve is tatmini iliskisi: An investigation
of the relationship between nepotism and job satisfaction in family businesses. Stileyman Demirel
Universitesi Iktisadi ve Idari Bilimler Fakiiltesi Dergisi, 15(2), 93-109.

Atalay, M. (2013). Kurumsal ataletin yabancilasma ve isten ayrilma niyetine etkisi [YUksek lisans tezi].
Afyon Kocatepe Universitesi, Sosyal Bilimler Enstitusu.

8



Premium Sosyal Bilimler E-Dergisi (Pejoss)

Aver, T. (2024). Ogretmenlerin algilarina gore orgiitsel DNA, érgiitsel korliik ve orgiitsel dayamklilik
arasindaki iligkinin incelenmesi [Yayimlanmamus yiksek lisans tezi]. Recep Tayyip Erdogan
Universitesi, Lisansiistii Egitim Enstitiisii, Egitim Bilimleri Anabilim Dal..

Aydin, A. U. (2019). San kaynaklar: yonetiminde egitim ve gelistirmenin orgiitsel korliik ve orgiitsel
sessizlige etkilerinde orgiitsel ogrenmenin aracilik volii: Turizm sektoriinde bir uygulama
[Yayimlanmams yiiksek lisans tezi]. Selcuk Universitesi, Sosyal Bilimler Enstitiisii, Seyahat
Isletmeciligi ve Turist Rehberligi Ana Bilim Dalu.

Bakan, 1., Dogan, I.F., & Purlu, A. (2019). Orgﬁtlerde iletisim tarzinin calisanlarin muhalif davranislar
tzerindeki etkisi. BMIJ, 7(5), 2225-2247.

Balci, A. (2015). Bilimsel arastirma yontemleri (21.bs.). Pegem Akademi.

Biiyiikoztiirk, S., Kilig Cakmak, E., Akgiin, O.E., Karadeniz, S., & Demirel, F. (2018). Bilimsel arastirma
yontemleri (26. bs.). Pegem Akademi.

Courtney, H., Kirkland, J., & Viguerie, P. (1997). Strategy under uncertainty. Harvard Business Review,
75(6), 66—79. https://pubmed.ncbi.nlm.nih.gov/10174798/

Ciiceloglu, D. (2008). Korku kiiltiirii: Nigin ‘mus gibi’ yasiyoruz? Remzi Kitabevi.

Czakon, W., Klimas, P., Kawa, A., & Kraus, S. (2023). How myopic are managers? Development and
validation of a multidimensional strategic myopia scale. Journal of Business Research, 157, 113573.
https://doi.org/10.1016/j.jbusres.2022.113573

Cankaya, H. 1. (2010). ilkdgretim 9kul yoneticilerinin vicdan odakli yaklagim diizeyleri ile atalet algilari
arasindaki iliski. Ahi Evran Universitesi Egitim Fakiiltesi Dergisi, 11(2), 65-74.

Cankaya, 1., & Demirtas, Z. (2010). Ogretmen adaylarin gériislerine gore iiniversite iklimi ve atalet
arasindaki iliski. Pamukkale Universitesi Egitim Fakiiltesi Dergisi, 28(28), 1-9.

Celik, K., & Kahraman, U. (2019). Okullarda korku kiiltiirii dl¢egi: Gegerlik ve giivenirlik calismasi. Inonii
Universitesi Egitim Fakiiltesi Dergisi, 20(2), 319-333.

Cmnar, F., & Toker, K. (2019). Hastane yoneticilerinin stratejik yonetim araglarim1 bilme ve kullanim
duzeylerinin orgitsel inovasyona etkisi. Turkish Studies — Social Sciences, 14(5), 2117-2134.
https://doi.org/10.29228/TurkishStudies.36824

Dagli, A. (2015). Orgiitsel muhalefet Sl¢eginin Tiirkce 've uyarlanmasi: Gegerlik ve giivenirlik calismast.
Elektronik Sosyal Bilimler Dergisi, 14(53), 198-218. https://doi.org/10.17755/esosder.45359

Dagh, A., & Agalday, B. (2015). Ogretmenlerin 6rgiitsel muhalefetin nedenlerine iliskin goriisleri.
Ilkogretim Online, 14(3), 885-898. https://doi.org/10.17051/i0.2015.86261

Detert, J. R., & Edmondson, A. C. (2011). Implicit voice theories: Taken-for-granted rules of self-censorship
at work. Academy of Management Journal, 54(3), 461-488.
https://doi.org/10.5465/amj.2011.61967950

Dogan, C., & Gokyer, N. (2025). Ortaokullarda goérev yapan 6gretmenlerin pozitif psikolojik sermaye algilar
ile orgiitsel muhalefet algilar arasindaki iliski. Tiirk Egitim Bilimleri Dergisi, 23(2), 1499-1529.
https://doi.org/10.37217/tebd.1585992

Dogru, S. (2024). Okul yoneticilerinin ogretimsel liderlik davranmiglart ile ogretmenlerin orgiitsel ataletleri
arasindaki iliski [Yiiksek lisans tezi, Mersin Universitesi, Egitim Bilimleri Enstitiisii].

Dés, 1. (2013). Orgiitsel korliik ve okul. In 5. Uluslararas: Tiirkiye Egitim Arastirmalart Kongresi Tam Metin
Bildirileri Kitab: (ss. 150-157). Canakkale: Canakkale Onsekiz Mart Universitesi.

Durak, 1. (2014). Orgiitsel sessizligin demografik ve kurumsal faktorlerle iliskisi: Ogretim elemanlari iizerine
bir arastirma. Atatiirk Universitesi Iktisadi ve Idari Bilimler Dergisi, 28(2), 89-108.

Edmondson, A. C. (1999). Psychological safety and learning behavior in work teams. Administrative Science
Quarterly, 44(2), 350-383. https://doi.org/10.2307/2666999

Erdem, R. (2007). Korku kultlrii—degerler kiiltiirii: Kiilttirel ¢alismalarda yeni bir boyut olabilir mi? XV.
Ulusal Yonetim ve Organizasyon Kongresi Bildiriler Kitap¢igi, 245-250.

Eren, E. (2005). Orgiitsel davranis ve yonetim psikolojisi. Beta Yayinlari.
9


https://pubmed.ncbi.nlm.nih.gov/10174798/
https://doi.org/10.1016/j.jbusres.2022.113573
https://doi.org/10.29228/TurkishStudies.36824
https://doi.org/10.17755/esosder.45359
https://doi.org/10.17051/io.2015.86261
https://doi.org/10.5465/amj.2011.61967950
https://doi.org/10.37217/tebd.1585992
https://doi.org/10.2307/2666999

Premium Sosyal Bilimler E-Dergisi (Pejoss)

Ersii, A. A., & Akar, H. (2023). Ogretmenlerin korku kiiltiirii algilarinin duygusal baghliklarina ve igsel
motivasyonlarina etkisi. Muallim Rifat Egitim Fakiiltesi Dergisi, 5(2), 275-295.

Garner, J. T. (2013). Dissenters, managers, and coworkers: The process of co-constructing organizational
dissent and dissent effectiveness. Management Communication Quarterly, 27(3), 373-395.
https://doi.org/10.1177/0893318913486440

Gilbert, C. G. (2005). Unbundling the structure of inertia: Resource versus routine rigidity. Academy of
Management Journal, 48(5), 771-784.

Golembiewski, R. T., & Munzenrider, R. H. (1988). Stress in organizations: Toward a phase model of
burnout. Praeger.

Graham, J. W. (1986). Principled organizational dissent: A theoretical essay. In B. M. Staw & L. L.
Cummings (Eds.), Research in organizational behavior (Vol. 8, pp. 1-52). JAI Press.

Guo, L., Decoster, S., Babalola, M. T., De Schutter, L., Garba, O. A., & Riisla, K. (2018). Authoritarian
leadership and employee creativity: The moderating role of psychological capital and the mediating
role of fear and defensive silence. Journal of Business Research, 92, 219-230.
https://doi.org/10.1016/j.jbusres.2018.07.034

Giizel, S., & Sigirc, H. (2021). Orgiitsel korlikk kavraminin igerik analizi yontemiyle incelenmesi. 14.
Uluslararast Giincel Arastrmalarla Sosyal Bilimler Kongresi Tam Metinleri (SS. 1031-1046).
Dumlupinar Universitesi.

Hannan, M. T., & Freeman, J. (1984). Structural inertia and organizational change. American Sociological
Review, 49(2), 149-164. https://doi.org/10.2307/2095567

Hegstrom, T. G. (1990). Mimetic and dissent conditions in organizational rhetoric. Journal of Applied
Communication Research, 18(2), 141-152.

Huff, J. O., Huff, A. S., & Thomas, H. (1992). Strategic renewal and the interaction of cumulative stress
and inertia. Strategic Management Journal, 13(1), 55-75. https://doi.org/10.1002/smj.4250131006

Ipek, M. B. (2020). Ogretmenlerin érgiitsel muhalefet diizeyleri ile orgiitsel sessizlik algilart arasindaki iliski
[Yayinlanmamis yiiksek lisans tezi], Kahramanmaras Siit¢li Imam Universitesi, Sosyal Bilimler
Enstitlsu

Kahraman, U. (2019). Okul yéneticilerinin yénetim tarzi, 6rgiit DNA's1 ve orgiitsel degisimin okullardaki
korku kilturtne etkisi (Doktora tezi). Pamukkale Universitesi Egitim Bilimleri Enstitiisii.

Karapinar Tiirkmenoglu, G. (2023). Ogretmen ataleti ile okul yoneticilerinin liderlik stilinin 6retmen
performansina etkisi [Doktora tezi], Marmara Universitesi, Egitim Bilimleri Enstitiisii, Egitim
Yonetimi ve Denetimi Bilim Dalu.

Karayel, G. (2014). Ortacgretim ogretmenlerinin orgiitsel atalet diizeyleri: Bayrampasa ilgesi drnegi
[Yaymlanmamus yiiksek lisans tezi], Okan Universitesi, Sosyal Bilimler Enstitiisii, Egitim Y6netimi
ve Denetimi Anabilim Dalz.

Kartal, N. (2018). Orgiitsel miyopinin hizmetkar liderlik ekseninde tahlili: Egitim kurumlar: ¢alisanlar
tizerinde bir arastirma [Yayinlanmamis yiiksek lisans tezi]. Isik Universitesi, Sosyal Bilimler
Enstitiisii, Isletme Y&netimi Bilim Dals.

Kassing, J. W. (1997). Articulating, antagonizing, and displacing: A model of employee dissent.
Communication Studies, 48(4), 311-332. https://doi.org/10.1080/10510979709368510

Kassing, J. W. (1998). Development and validation of the organizational dissent scale. Management
Communication Quarterly, 12(2), 183-229. https://doi.org/10.1177/0893318998122002

Kassing, J. W., & Armstrong, T. A. (2002). Someone’s going to hear about this: Examining the association
between dissent-triggering events and employees’ dissent expressions. Management Communication
Quarterly, 16(1), 39-65. https://doi.org/10.1177/0893318902161002

Kasmer, T. (2009). Korku kiiltiiriiniin yonetim, c¢alisanlar ve isletme iizerindeki etkilerinin analizi
[Yayimlanmamus yiiksek lisans tezi]. Mugla Universitesi, Sosyal Bilimler Enstitiisii, Isletme Ana Bilim
Dalu.

10


https://doi.org/10.1002/smj.4250131006
https://doi.org/10.1177/0893318902161002

Premium Sosyal Bilimler E-Dergisi (Pejoss)

Kavak, H. (2015). Isletmelerde korku kiiltiirii ve yonetimi: Adiyaman ili ornegi [Yaymlanmamus yiiksek
lisans tezi]. Tiirk Hava Kurumu Universitesi, Sosyal Bilimler Enstitiisti, Isletme Ana Bilim Dal.

Kaya, S. D., Yiiceler, A., & Ozen, M. Y. (2018). Hemsirelerde atalet davranislar1 ve hasta giivenligi. Nobel
Medicus Journal, 14(2), 40-48.

Kilig, T. (2024). Development of organizational blindness scale. Uluslararast Akademik Birikim Dergisi,
7(3), 285-294. https://doi.org/10.5281/zen0d0.11401448

Kinnear, C., & Roodt, G. (1998). The development of an instrument for measuring organisational inertia. SA
Journal of Industrial Psychology, 24(2). https://doi.org/10.4102/sajip.v24i2.652

Kish-Gephart, J. J., Detert, J. R., Trevifio, L. K., & Edmondson, A. C. (2009). Silenced by fear: The nature,
sources, and consequences of fear at work. Research in Organizational Behavior, 29, 163-193.
https://doi.org/10.1016/j.riob.2009.07.002

Kogoglu Sazkaya, M., & Tugrul, E. (2022). The moderating role of perceived supervisor support on the
relationship between organizational dissent and intention to leave. Istanbul Management Journal(93),
21-37. https://doi.org/10.26650/im;j.2022.93.002

Korucuoglu, T. (2016). Orgiitsel giic oyunlari ve orgiitsel muhalefet arasindaki iliski [Yaymlanmamis
yiiksek lisans tezi], Eskisehir Osmangazi Universitesi, Egitim Bilimleri Enstitiisii.

Larsen, E., & Lomi, A. (2002). Representing change: A system model of organizational inertia and
capabilities as dynamic accumulation processes. Simulation Modelling Practice and Theory, 10(5-7),
271-296. https://doi.org/10.1016/S1569-190X(02)00085-0

Levinthal, D. A., & March, J. G. (1993). The myopia of learning. Strategic Management Journal, 14(S2),
95-112. https://doi.org/10.1002/smj.4250141009

Levitt, T. (1960). Marketing myopia. Harvard Business Review, 38(4), 45-56.

Liang, Y., Zhang, Y., Feng, Y., Huang, Y., & Zhang, C. (2024). The impact of abusive supervision on nurses’
organizational silence: The multiple linear mediation of psychological capital and fear. Journal of
Multidisciplinary Healthcare, 17, 4769-4779. https://doi.org/10.2147/JMDH.S475793

Liao, S., Fei, W., & Liu, C. (2008). Relationships between knowledge inertia, organizational learning and
organizational innovation. Technovation, 28(4), 183-195.
https://doi.org/10.1016/j.technovation.2007.11.005

Morrison, E. W. (2014). Employee voice and silence. Annual Review of Organizational Psychology and
Organizational Behavior, 1, 173-197. https://doi.org/10.1146/annurev-orgpsych-031413-091328

Morrison, E. W., & Milliken, F. J. (2000). Organizational silence: A barrier to change and development in a
pluralistic world. Academy of Management Review, 25(4), 706-725.
https://doi.org/10.5465/amr.2000.3707697

Naktiyok, S. (2019). Orgutsel muhalefet. In C. N. Karabey & G. Kerse (Eds.), Orgiitsel davrams diizleminde
guncel kavramlar (ss. 167-193). Gazi Kitabevi.

Nalbantoglu, C. B., & Ulufer Kansoy, S. (2023). Measuring the perception of organizational dissent in
manufacturing and  service  sectors. Akademik  Hassasiyetler, 10(21), 260-278.
https://doi.org/10.58884/akademik-hassasiyetler.1223397

Nelson, R. R., & Winter, S. G. (1982). An evolutionary theory of economic change. Belknap Press of Harvard
University Press.

Nemeth, C. J., & Staw, B. M. (1989). The tradeoffs of social control and innovation within groups and
organizations. In L. Berkowitz (Ed.), Advances in experimental social psychology (Vol. 22, pp. 175~
210). Academic Press.

Oestreich, D. K. (1995). Driving fear out of the workplace: Creating the high-trust, high-performance
organization. Jossey-Bass.

Oran, C. F., & Akan, B. B. (2017). Akademisyenlerin orgiitsel sessizlik algilari: Konuya iligkin bir uygulama.
Kirklareli Universitesi Iktisadi ve Idari Bilimler Fakiiltesi Dergisi, 6(5), 117-134.

11


https://doi.org/10.4102/sajip.v24i2.652
https://doi.org/10.2147/JMDH.S475793
https://doi.org/10.1146/annurev-orgpsych-031413-091328

Premium Sosyal Bilimler E-Dergisi (Pejoss)

Orhun, B. N., & Merig, S. (2019). Turizm isletmelerinde korku kiiltiirii ve yonetimi. In F. Alaeddinoglu, S.
Ozer, S. Sahin & H. Arslan Kalay (Eds.), Turizm arastirmalar: (ss. 45-70). Paradigma Akademi.

Otken, A. B., & Cenkci, T. (2013). Bes faktor kisilik modeli ve drgiitsel muhalefet arasindaki iliski {izerine
bir arastirma. Oneri Dergisi, 10(39), 41-51.

Ozates, B. (2023). Ortaégretimde gorev yapmakta olan 6gretmen goriislerine gére orgiitsel korliik iizerine
karma bir aragtirma [Yayimlanmamis Yiiksek Lisans Tezi], Recep Tayyip Erdogan Universitesi,
Lisansiisti Egitim Enstitiisii, Egitim Bilimleri Anabilim Dali.

Ozcan, B. (2023). Beden egitimi 6gretmenlerinde ataletin yordayicilart olarak algilanan orgiitsel destek, ise
yabancilagsma, veli yaklagimi ve tiikenmiglik [Yaymlanmamis doktora tezi]. Mersin Universitesi,
Egitim Bilimleri Enstitiisii, Beden Egitimi ve Spor Anabilim Dali.

Ozdemir, M. (2010). Ankara ili kamu genel lise yonetici ve dgretmenlerinin érgiitsel muhalefete iliskin
goriigleri [Yayinlanmams doktora tezi]. Ankara Universitesi, Egitim Bilimleri Enstitiisii, Egitim
Yonetimi ve Teftisi Bilim Dali.

Ozen Kutanis, R., & Dikili, A. (2012). Degisim boyutuyla 6rgiitlerde sinizm. D. E. Ozler (Ed.), Orgiitsel
davranista giincel konular (ss. 269-285). Ekin Yaymevi.

Pianesi, A. (2017, December 14). Is organizational dissent important? The consequences of speaking up
when you disagree at work. Smart Brief Corporate Web Page.
https://www.smartbrief.com/original/2017/12/organizational-dissent-important-consequences-
speaking-when-you-disagree

Pinder, C.C., & Harlos, K. P. (2001). Employee silence: Quiescence and acquiescence as responses to
perceived injustice. Research in Personnel and Human Resources Management, 20, 331-369.
https://doi.org/10.1016/S0742-7301(01)20008-2

Pusmaz, H. Y. (2020). Ogretmenlerin orgiitsel atalet diizeylerinin yordayicisi olarak orgiitsel adalet algisi
[Yiiksek lisans tezi], Istanbul Sabahattin Zaim Universitesi, Lisansiistii Egitim Enstitiisii, Egitim
Yonetimi ve Denetimi Anabilim Dali.

Piskilliioglu, E. I., & Altinkurt, Y. (2018). Ogretmgnlerin elestirel diisiinme egilimleri ile 6rgiitsel muhalefet
davranislar1 arasindaki iliski. Hacettepe Universitesi Egitim Fakiiltesi Dergisi, 33(4), 897-914.
https://doi.org/10.16986/HUJE.2018037422

Rashid, M., & Rizvi, S.T.H. (2020). Impact of workplace bullying on employee creativity: Role of
workplace fear, employee silence, and psychological capital. RADS Journal of Business Management,
2(2), 59-78.

Sekman, M. (2007). Kisisel ataleti yenmek (12. basim). Alfa Basim Yayimm Dagitim.
Sekman, M., & Utku, A. (2009). Cevik sirketler: Kurumsal ataleti yenmek. Istanbul: Alfa Yayinlar1.

Seymen, O. A., Kilig, T., & Kinter, O. (2016). Orgiitsel kérliigiin (6rgiit miyopisi) ayrintili kavramsal analizi
ve Olglimii: Gelistirilen bir 6lgek yardimiyla degerlendirme. Eurasian Academy of Sciences Social
Sciences Journal, 1, 212-222. https://doi.org/10.17740/eas.soc.2016.MSEMP-18

Sezen-Gultekin, G. (2019). Yiiksekogretimde orgiitsel korliik ve orgiitsel stirdiiriilebilirlik arasindaki iliskide
orgitsel dayamikliligin aract rolii [Yayimlanmamis doktora tezi]. Bolu Abant Izzet Baysal
Universitesi, Bolu, Tiirkiye.

Shahinpoor, N., & Matt, B. F. (2007). The power of one: Dissent and organizational life. Journal of Business
Ethics, 74(1), 37-48. https://doi.org/10.1007/s10551-006-9218-y

Sincer, S. (2016). Ogretim elemanlarinin algilarina gére korku kiiltiirii ile tiikenmislik arasindaki iliskinin
incelenmesi [Yiiksek lisans tezi], (Hacettepe Universitesi, Hacettepe Universitesi Egitim Bilimleri
Enstitusu.

Soydan, B. (2022). Okullarda érgiitsel yenilesmenin bir yordayicisi olarak érgiitsel korliik [Y ayimlanmamis
Yiiksek Lisans Tezi], Yildiz Teknik Universitesi, Sosyal Bilimler Enstitiisii, Egitim Bilimleri
Anabilim Dali

Soysal, A. (2010). Atalet: Etkin yonetim igin kisisel ve orgiitsel diizeyde bir analiz. Cimento Isveren
Sendikast Dergisi, 24(3), 16-26.

12


https://doi.org/10.17740/eas.soc.2016.MSEMP%E2%80%9118

Premium Sosyal Bilimler E-Dergisi (Pejoss)

Stanley, J. D. (1981). Dissent in organizations. Academy of Management Review, 6(1), 13-19.
https://doi.org/10.2307/257136

Sahin, D. (2015). Presenteeism (Iste var olamama) ile algilanan orgiitsel destek, korku iklimi ve calismaya
tutkunluk arasindaki iliski: Hemsgirelere yonelik bir arastirma [Yaymlanmamis doktora tezi]. Trakya
Universitesi, Sosyal Bilimler Enstitts.

Sahlan, G. (1979). Biirokratik sistemlerde yonetime katilma olgusu ve yapisal simrliliklar. Amme Idaresi
Dergisi, 12(2), 19-32.

Sastim, Z. (2019). Ogre{menlerin algilarina gore atalet ve titkenmislik diizeyleri arasindaki iligki [YUuksek
lisans tezi], Usak Universitesi, Sosyal Bilimler Enstitiisii.

Teski, A. (2017). Okul yéneticilerinin liderlik tarzlari ile 6gretmenlerin orgiitsel muhalefet algilart
arasindaki iliski [Yiksek lisans tezi], Usak Universitesi, Sosyal Bilimler Enstitiisii, Egitim Bilimleri
Anabilim Dali.

Topaloglu, C., & Ergan, S. (2014). Turizm isletmelerinde korku kiiltiirli ve yonetimi. In . A. Tiikeltiirk, N.
A. Percin, & B. Guzel (Eds.), Turizm isletmelerinde ¢alisan iligkileri yonetimi (pp. 223-239). Detay
Yayincilik.

Tushman, M. L., & O’Reilly, C. A. (1996). Ambidextrous organizations: Managing evolutionary and
revolutionary change. California Management Review, 38(4), 8-30. https://doi.org/10.2307/41165852

Tiirkan, A., & Esmer, Y. (2019). Orgiitsel atalet kavramina teorik bir bakis. Stratejik ve Sosyal Arastirmalar
Dergisi, 3(3), 525-534. https://doi.org/10.30692/sisad.616334

Uckan, C. G., Latif, H., & Oztiirk, O. F. (2013). Isletmelerde yonetici aday1 havuzu yéntemiyle, ydnetici
adaylarinin belirlenmesi (THY uygulamasi). Ejovoc - Electronic Journal of Vocational Colleges, 3(3),
36-46.

Van Dyne, L., & LePine, J. A. (1998). Helping and voice extra-role behaviors: Evidence of construct and
predictive validity. Academy of Management Journal, 41(1), 108-119. https://doi.org/10.2307/256902

Yalgm, S., & Saygi, E. (2021). Ortaokullarda gorev yapan 6gretmenlerin psikolojik dayaniklilik, orgiitsel
mubhalefet ve Orgiitsel sessizlik algilar1 arasindaki iliskinin incelenmesi. Anadolu University Journal
of Education Faculty, 5(4), 402-426. https://doi.org/10.34056/aujef.928300

Yalcwer, S.A. (2015). The relationship between inertia and organizational change management: An
application in educational institutions. The Journal of Academic Social Science, 3(20), 260-270.

Yasa, R. (2018). Liselerde gorev yapan ogretmenlerin goriislerine gore orgiitsel ozdeslesme ile orgiitsel
muhalefet arasindaki iligki [ Yiksek lisans tezi], Y1ldiz Teknik Universitesi, Sosyal Bilimler Enstitiisti,
Egitim Bilimleri Anabilim Dali.

Yol, 0., & Zincirli, M. (2022). Ogretmen algilarina gore orgiitsel muhalefet ve orgiitsel dislanma arasindaki
iliski. Inonii Universitesi Egitim Fakiiltesi Dergisi, 23(3), 1898-1920.

Zhan, M., & Hample, D. (2016). Predicting employee dissent expression in organizations: A cost and benefit
approach. Management Communication Quarterly, 30(4), 441-471. https://doi.org/10.1177
/0893318916635752

13


https://doi.org/10.2307/41165852

