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ABSTRACT

The aim of this study is to investigate the perception of organizational stress and anger and
whether there is a significant relationship between the organizational stress and anger
experienced by the white-collar workers working in the plaza. The study group consists of 294
white-collar workers working in the plazas in Levent, Istanbul. In this study, Short Version
Organizational Stress Scale and Multidimensional Anger Scale were used.In the analysis of
data; Descriptive statistics are presented with frequency, percentage, average and standard
deviation values. In order to compare the anger dimensions and sub-dimensions within
themselves, the repeated Anova test and Sidak test were performed to examine the different
dimensions. Correlation analyzes were performed to determine the relationship between anger
dimensions and organizational stress levels. In the study, p values less than 0.05 were
considered statistically significant. SPSS (Statistical Package for Social Sciences) 22.0 package
program was used for analysis. It was found that there was a positive, strong and significant
relationship between the organizational stress levels of the participants and the anger they
experienced.

Key Words: White collar worker, plaza, stress, organizational stress, anger.



OZET

Bu arastirmanin amaci, plazada ¢alisan beyaz yakalilarin yasadig1 orgiitsel stres ile ofkeleri
arasinda anlamli bir iligski olup olmadiginin, Grgiitsel stres algilar1 ve 6fke algilarinin detayl
olarak incelenmesidir. Calisma grubu, Istanbul ilinin Levent semtindeki plazalarda calisan
beyaz yakal1 294 is géreni kapsamaktadir. Bu ¢alismada Kisa Versiyon Orgiitsel Stres Olgegi
ve Cok Boyutlu Ofke Olgegi kullanilmistir. Verilerin analizi konusunda; tanimlayici
istatistikler frekans, yiizde, ortalama, standart sapma degerleri ile sunulmustur. Ofke boyutlari
ve alt boyutlarinin kendi i¢indeki kiyaslamasi i¢in tekrarli Anova testi ve farkli olan boyutlarin
incelenmesi amaci ile Sidak testi yapilmustir. Ofke boyutlar1 ile orgiitsel stres diizeyleri
arasindaki iliskinin tespit edilmesi amaci ile korelasyon analizleri uygulanmistir. Caligmada
0,05'den kiiciik p degerleri istatistiksel olarak anlamli kabul edilmistir. Analizler SPSS
(Statistical Package for the Social Sciences) 22.0 paket programui ile yapilmistir. Katilimcilarin
orgiitsel stres diizeyleri ile yasadiklar1 6fke arasinda pozitif, giiclii ve anlaml diizeyde iliski
oldugu tespit edilmistir.

Anahtar Kelimeler: Beyaz yakali ¢alisan, plaza, stres, orgiitsel stres, 6fke.
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CHAPTERI I

INTRODUCTION

In today's conditions, it has become a general situation for all employees to perform at
a high level and hope that employees will work with increasing their capacity. The tough
competition conditions increase day by day with the changes in technology and working
conditions. Therefore, employees have to prove their performance at an extremely intense pace
compared to previous years. In such an environment, the stress of the employee has become
normal. This has been valid for all employees in every sector regardless of private or public
(Ozer, 2011, cited in Gokgdz, 2013).

Stress is accepted as one of the inevitable problems of today's business life. Stress both
damages the private life, physiological and mental health of employees. Moreover, it causes
material losses, poor performance, capacity problems and poor quality work results for
employers. Briefly, stress causing time and labor loss, has negative consequences for both
employees and employers. For this reason, employers and employees must fulfill their
responsibilities precisely in order to experience stress at healthy levels (Aytiirk, 2010, cited in
Has, 2015).

Organizational stress, which is a type of stress, involves all troubled situations
encountered by employees in the workplace related to his / her duty. It can be expressed that
organizational stress corresponds to concepts such as pressure and restlessness causing
employees to experience psychological and physiological discomfort, more inefficient job

results, and negative impact on productivity (Beehr, 1998, cited in Oztiirk, 2018) .

In case of organizational stress, employers should take action to investigate the
orgazinational sources of stress and to minimize problems such as inefficient job results, and
employees dissatisfaction. With proper and correct interventions, it is ensured that
organizational stress can be experienced at healthy levels. Thus, organizational stress will not

be a predestination for empolyees (DeFrank and Ivancevich, 1998, cited in Oztiirk, 2018).

One of the feelings living with stress is anger. In the normal daily life, individuals
experience many emotions and one of them is anger. Anger is a healthy emotional state that has
influences on the behavior and communication of the individual. Anger reactions and levels
can be experienced in different ways from person to person. There are a variety of reasons

causing anger. A situation that angers an individual, may not create the same feeling for another
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one. Inhibition, negative attitudes towards the personality, lack of acceptance and approval,
dangerous conditions, intense and uninterrupted stress may raise to angry reactions in the
individual (Sahin, 2005, cited in Portakal, 2018).

This research was applied on the white collars working in the plazas. Along with the
rapidly developing technology and construction sector, plazas far from daylight, natural habitats
and intimate social relations, are thought that have negative results in terms of physiological
and psychological health. Since the people working in the plazas are white collars, it is assumed
that those who suffer due to such problems, are white collars. Moreover, it may also assumed
that the lack of union organizations to defend white collar rights, the tough competition and
increasing unemployment rates causing hard working conditions worsen their socioeconomic
levels. Due to the insufficient studies and researches on plaza and white collar in the area, this

study is significant to draw attention to problems of white collars working in the plazas.

This study, which examines the impacts of organizational stress on anger experienced
by white-collars working in the plazas, consists of four main sections. In the first section, the
concepts of plaza and white collar employee are explained, in the second section stress and
organizational stress concepts are literaturelly investigated. In the third section, the researches
related with anger and organizational stress are discussed. Lastly, in the fourth section the
findings obtained as a result of the scale evaluations are indicated. In the conclusion part,

evaluations, suggestions, discussions about the research are included.

CONCEPTUAL FRAMEWORK AND RELATED RESEARCHES

In this section, the concepts of plaza, white collar employee, stress, organizational

stress and anger are discussed regarding previous literature.

1.1.Plaza and White Collar Employee Concept

With the modernization, cities have changed. During this period, the number of plazas
increased rapidly and they formed the new urbanization trend (Sahin and Anik, 2016, cited in
Giirsoy Ulusoy, 2018 ). The change period of cities is in parallel with the historical change
periods. Plazas symbolizing the transition period from smaller buildings to technologically
advanced and comfortable buildings, are almost like the main signs of the change (Firat, 2008,



cited in Giirsoy Ulusoy, 2018). These structures seen all over the world, are so similar that they
cannot be distinguished from each other (Giirsoy Ulusoy, 2018, p. 252).

The main feature of plazas is timelessness. Since the highest technology is used in
plazas, it is not possible for employees to distinguish between the day and night time. In this
context, it can be assumed that the plazas are places independent of time and location. White-
collars working there have opportunities to work at the same pace without time and location
limitations, i.e. regardless of day and night (Giirsoy Ulusoy, 2018, p. 253).

It is assumed that people working in the plazas are mostly white collars.The term white-
collar employee is not used regarding jobs requiring physical strength, but rather to define
people who work with brain power in offices. Both officers at the lowest level and top
executives working at the highest level are included in the white collars group ( Calik, 2016).

White-collar people are those who generally work at desk, in flexible working hours,
and receive monthly wages. They mostly work in jobs requiring mental labor such as
supervision, financial affairs, finance, or strategy (Buzluk, 2017).

The main feature of white collars is that they generally use high technological devices
while working. Many jobs such as manufacturing, planning, managerial jobs, research and
development, sales and marketing, logistics, product management are in the areas where white
collar are mostly perform (“What is White”, 2018).

As aresult of capital development and increase of urbanization, the industry in the center
of the cities has begun to move out of the city. Thus, plazas were built in places left by these
industries. In plazas, there are generally finance, media, insurance, accounting, real estate,
advertising, communication and IT fields. It can be expressed that the increase in the quantity
of plazas actually symbolizes the high trend in these sectors. Therefore, it is assumed that white
collar employees work mostly in the service sectors, spend most of their time in plazas and
shopping centers. Furthermore, it is observed that the working conditions of white collar
employees are not similar. Being a white collar employee is no longer as privileged as before.
The reason for this situation is the increase in the quantity of more qualified graduates. High
unemployment rate has also caused the decrease in wages. As a result, however the white collar
employees work very intensely for a long time, they can not receive overtime payment. Long
working hours and harsh competition create deterioration in the mental health of the employees
(Kizilok, 2011).



1.2. Stress

In this section, stress definition, stress stages and types of stress are examined.

1.2.1. Stress Concept

It can be expressed that the concept of stress does not have a clear and precise definition
in general since each researcher tries to explain it in different ways. For the first time in history,
Hans Selye stated that stress is the reaction of the organism to what is happening around it
(Y1lmaz, 2006, cited in Karadag, 2017).

The word stress derives from the Latin words "estrica” and the old French words
"estrece”. While it had some negative meanings in the 17th century (distress, disaster, problem,
etc.), it was started to be used for different meanings in the 19th century. It began to express
force, violence and pressure. When objects and people are exposed to violence and coercion by
external factors, they resist to protect their integrity. Stress is exactly used to define this
resistance (Baltas and Baltas, 1999, cited in Tosbiyik Duran, 2012).

In other words, stress is the resistance against an external stimulus that negatively affects
the general mental health of the individual. The individual is psychologically aroused.
Therefore, the body balance is disturbed and the level of tension increases (Simsek, 2005, cited
in Karadag, 2017).

The individual reacts physically to every change in his environment, and the first
reaction of the body is stress (Cakir, 2006, cited in Karadag, 2017). Hence, a stress-free life is
unpossible. There are many stress factors throughout life and almost in everywhere. For this
reason, the probability of encountering stress factor is so high (Gdget 2006, cited in Karadag,
2017).

Stress can also be defined as complex, emotional, behavioral responses and
physiological connections of these responses arising with the organism's efforts to adapt to new
conditions (Baltas and Baltas, 2016, cited in Karadag, 2017). These reactions influence
individuals' behavior, work efficiency and relationships (Tutar, 2000, cited in Karadag,
2017).The physical, mental and chemical reactions of the body can be described as stress when
the individual is afraid, excited, confused, threatened, or disturbed. An accident, an operation
or a disease disrupts the balance in the body and these can be given as examples of stressful
situations (Oner, 1989, cited in Karadag, 2017).



Individuals can perceive and evaluate both the events and people around them as a
source of stress. In a such situation, whether the individual does not consider the people around
him as a source of stress, he does not experience stress (Cakir, 2006 cited in Karadag, 2017).
The individual can also experience stress in case of feeling insufficient related with requests
from the environment (Alanyali, 2006). In general, stress can be used to describe the reaction
of the body to defend or adapt to a stimulus from the environment. While some definitions state
that stress is an event or an external phenomenon caused by environmental factors, others argue
that stress is a condition that occurs as a result of subjective reactions of an individual to a

situation (Istengel, 2006).

In Turkish, stress is used to express violence, hardness, tolerance and tension. However,
these words are not exactly equivalent to stress (Baltas and Baltas, 2004). Stress is not just a
worry or a simple nervous tension. Stress is not harmful, bad or anything else to be avoided
(Yilmaz, 2006). The concept of stress is generally used when expressing different experiences
that individuals feel discomfort. Since stress is inevitable for all livings, individual should prefer
to focus on positive aspects of it. Recognizing stress factors may reduce its impact and harm
(Baltas, 2015). Stress does not always lead to bad and unrequired consequences. When it is
exprienced at healthy levels, positive impacts such as contribuiton to the alertness, competition
and new learnings generate. (Isikhan, Comez, Danis, 2004).

In the earliest studies on stress, stress was considered as a dimension of human behavior
and it was concluded that it had deep destructive effects. On the other hand, further studies have
indicated that reasonable stress is a factor contributing to increase the performance. Thus, stress
should not always be considered a negative condition. In some cases, the appropriate level of
stress can be evaluated as a motivation factor increasing the productivity especially in working
life (Soysal, 2009).

The individual can keep himself away from experiencing stress by using his abilities to
cope with stress. When the situations become severe and persistent, excessive stress occurs and
then diseases arise (Giilbeyaz, 2006). To summarize, all researches examine stress that ; it is
inevitable, occurs as a result of interactions of people and environment, there is usually a danger
where stress is experienced, and in order to cope with stress the danger must be predicted in
advance, stress affects the whole organism, it is not just a harmful situation but it also provides
benefits (Soysal, 2009).

Stress is a disease of modern societies. Everyone generally uses the term “stress” in their

daily life. It is not only a term, but also a psychological condition that many people experience



frequently. According to the studies, the definition of stress and causes, symptoms and positive
stress levels observed in humans are different. As the speed of change has increased
surprisingly, the fact that people have to move faster with fear and suspicion as if they
constantly miss something, has made stress a part of everyday life (Tutar, 2007, cited in Has,
2015).

The concept of stress is mostly used in medicine, biology, psychology, management and
behavioral sciences. Since stress is a multi-faceted concept and several branches of science
focuses on stress, this conduce to a variety of stress definitions (Eroglu, 2009, cited in Has,
2015).

Despite stress is an inevitable part of life, a high level or uncontrolled stress affects
health negatively (Yavuz, 2010, cited in Tosbiyik Duran, 2012). Hans Selye is the first expert
to examine stress and health problems regarding stress. He divided stress into three stages; these
are alarm response, resistance and exhaustion phases ( Arnold, 2005; Sabuncuoglu and Tiiz,
1998, cited in Tosbiyik Duran, 2012).

Alarm response: The general symptoms seen at this phase, are enlargement of the
pupils, an increase in heart rate, in blood sugar and in gastric acid secretion. The individual will
either move away from the stress or try to cope with stressful conditions. If stressful conditions
disappear, the body relaxes. However, if the stress continues, it is passed from the alarm
response stage to the second stage which is the resistance stage ( Arnold, 2005; Sabuncuoglu
and Tiiz, 1998, cited in Tosbiyik Duran, 2012).

Resistance: At this phase, the body adapts to stress. Resistance phase starts in paralel
with conditions facilitating compliance are established. There are also symptoms similar to
those in the alarm response phase. The resistance of the organism is above the general course
at this phase. In case the individual is successful in the resistance phase, he experiences stress
at healthy levels and passes this phase without any problems ( Arnold, 2005; Sabuncuoglu and
Tiiz, 1998, cited in Tosbiyik Duran, 2012).

Exhaustion: At this phase, the organism can not adapt to stressful conditions, thereby
it reaches to exhaustion phase. In other words, when the stress does not end in short time or the
individual does not adapt to the stress, the body of the individual weakens and health problems
begin to occur. Intense and constant stress shortens life time ( Arnold, 2005; Sabuncuoglu and
Tiiz, 1998, cited in Tosbiyik Duran, 2012).



Stress is evaluated in two parts as positive and negative. Whereas positive stress
increases the energy of the individual and contributes to his life, the negative one may cause
the individual to experience physical and mental problems (Selye, 1997). Positive stress
encourages the individual to evaluate opportunities. Thus, he will be more willing and
determined to resist negative conditions. Under the negative stress conditions, the individual
loses his enthusiasm, the spirit of struggle, and can no longer move actively. This may continues
with a lazy attitude (Walls, 2012). Since stress at a low or medium level is functionally
beneficial and increases the motivation of the individual, it is stated that there is no need to keep
stress under control in those who experience it at low and medium levels. On the other hand, in
case the stress is intense and severe or low level of stress goes on for a long time, more negative

results can arise (Robbins, 1998).

1.2.2. Types of Stress

Stress arising from physical, professional and psycho-social characteristics are

summarized as follows.
Stress Caused by Physical Conditions

It covers all conditions that are not dependent on the individual and can include all
physical and environmental factors generating stress. Many issues such as seasonal conditions,
material conditions, traffic, crowd and security difficulties can cause stress (“Diseases Caused”,
2017).

Stress Caused by Profession and Responsibilities

Occupational stress defined as a disease in the literature is influenced by personal
characteristics and environmental conditions as well. Electronic devices and their negative
energy spread to working places, economic problems, management issues, heavy working
conditions, long working hours, rapid transitions and changes can be evaluated in this context.
These listed problems reducing employee’s motivation can be considered as the main reason
for work accidents, disrupt social communication. It may lead to some mental and biological
diseases (“Stress at Work”, 2007).

Stress Caused by Psycho-social Features

It can be described as a type of daily and developmental stress that arises due to
monotonous work, anxiety, warning, harassment, frustration, strain and social relationship
problems (ilhan, 2016).



1.3. Organizational Stress

The definition, sources and results of organizational stress are examined in this section,.

1.3.1. Definition of Organizational Stress

Organizational stress can be summarized as the stress lived by employees when the
performance and business target expectations exceed the capacity of employees. Organizational
stress can be summarized as the stress experienced between the employee and the job conditions
if expectations related to job exceed the capacity of the employee (Ross and Altmaier, 1994,
cited in Tirker and Yamug, 2015). In summary, organizational stress is a reaction that causes
physical, mental and behavioral disorders in organizational workers and occurs when there is a
conflict between work conditions and the employee's capacity, expectation, or needs (Cam,
2004, cited in Tirker and Yamug, 2015).

Employees have been exposed to rapid changes due to the necessities of globalization.
These changes include occupations, job conditions, workplaces and social economic features.
The fact that all these changes are very fast, increases the pressure and stress on the employees.
Employees are constantly facing compliance or threats of lagging behind. Social relations have
started to transform due to the rapidly developing social media and changing communication
tools. As real and sincere communication is limited, employees have become unhappy and
lonely in their social lives. All these changes increase the level of employees’ anxiety (Ekinci
and Ekici, 2003, p.109).

Business life not only impacts workplaces and working times, but it also affects all areas
of life due to socio-economic conditions and opportunities provided by itself as well. For this
reason, organizational stress can not be limited only to the work place or working time, it may
demonstrate influences that impact all areas of life as a result of changes independent of the
employees (Pehlivan, 1995, p.11).

A stress-free business life is unthinkable; it is necessary to accept that stress is natural
in business life. Accepting and learning to manage stress as a natural cycle and a real
phenomenon may be a rational way for emloyees (Pehlivan, 1991, p.792; Yilmaz and Murat,
2008, p.204).

Though some employees live constantly and less anxiety, they have difficulties in both
their work and private lives due to their unwillingness to receive a professional help or to learn

managing stress at healthy level. Some of the employees are able to cope with their
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organizational stress since they are more sufficient to deal with their stress or they can reach to
a professional consultant. Very few employees have occupations that they love and work in
good conditions, thereby they do not have such problems in this regard (Aslan, 2007, p.68).

To explain the root causes of organizational stress with only organizational concepts
would be an incomplete and inadequate effort. Employees are influenced by opportunities
provided by the organizations during working hours and in their private lives. It is unthinkable
for the employee to leave behind all the negative experiences after goint out of the workplace,
like a machine (Kirel, 1999). In addition, organizational stress can arise due to the gap between
the effort and time spent, and the benefits, interests, and opportunities in return (Seigrist, 1996).

Factors that trigger organizational stress such as putting too much pressure on the
employee, uncertainties in the job definition and responbilities, poor colleague or executive
relations, lack of team work continue to affect the individual in both his private and work life.
It can cause to family problems or psychological and physiological health problems (Cooper &
Marshall, 1976).

1.3.2. Organizational Stress Resources

Chronic stress experienced in working life negatively affects both employees and the
employers in many respects. Employees may either perform poorly at work or do not go to
work due to the organizational stress. This results in economic loss for employers. In addition,
the problems experienced by an employee also impact the work place and colleagues, so other
employees may also be negatively affected by these problems. For this reason, keeping stress
at low level is so significant. When stress is reduced, both job satisfaction and productivity
increases (Balci, 2000, p.89). The concept of organizational stress includes individual
experiences and characteristics as well as individual psychological features (Aktas and Aktas,
1992, p.26). However the structure of each organization is different, it is assumed that each
organization have its own unique sources of organizational stress and some generalization
regarding organizational source of stress can be done. These are dissatisfactions or
inconsistencies regarding the job description, the technology used in the organization, the
physical environment, capacities and abilities of the employees (Ertekin, 2006, p.9).

In this study, organizational stress sources will be examined under five headings, which
are; sources of stress related to the structure of the work, sources of stress arising from the

organizational structure, sources of stress arising from organizational policy, sources of stress



arising from physical conditions in work place, sources of stress arising from interpersonal

relations in the organization.

1.3.2.1. Stress Sources Related to the Structure of the Work
This section examines the workload, time pressure, lower skill requirements than
employees' capacity and abilities, and monotonous work which are the stress sources related to
the structure of the work.

Workload

Having more or less workload can create some stress symptoms. As a result of over and
long hours of work, some psychological and biological disorders may occur. It is an expected
situation that the quality of life worsens due to the stress caused by excessive workload. On the
other hand, less workload can cause some physical and mental problems. These are lack of
emotion, feeling under pressure, increased errors, dissatisfaction, chronic pain, fatigue
complaints, sleep and nutritional problems, drug addiction, and decision making difficulties
(Pehlivan, 1991, p.798). The most common source of organizational stress is excessive
workload. Excessive workload includes tough business targets, unfair and heavy workload and
competence conditions, inadequent ability and capacity of the employee (Tiirkgiingér, 2009,
p.37).

Time pressure

Time is extremely important in business life as in other areas of life. Since it is the only
source that can not be recovered, it is so significant not to waste time. Employees who have a
serious time constraint at work should prepare a priority list and make plans in order to use time
efficiently (“Eight Ways”, n.d.).

Time has a vital importance for both employers and employees. Long approval
procedures and paperwork, unplanned programs, meetings or visits, unnecessary and inefficient
use of phone-email-fax cause time loss. Due to this reason, urgent and important tasks may be
delayed or postponed. Therefore, the employee begins to experience organizational stress and
anxiety (Aytag, 2006, p.4).

In the workplace there are many factors that negatively affect time management and
cause time loss. These are the obstacles against obtaining efficient business results, As these
obstacles pose a risk of delaying work, employees may face with organizational stress. The

factors that prevent the efficient use of time are long and aimless meetings and interviews,
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difficulties in communication, unqualified employees, inefficient work plans, incompatibilities
in authority and responsibilities, undetermination of the priorities, unnecessary business trips,
unnecessary e-mails, chaotic workplace, lack of supervision (Uysal, 1999, p.16).

With a prioritized work list, urgent and important jobs can be managed in a healthy way.
Employer's work requests should be based on the list. Thus, being resut-oriented and soluion-
oriented, and realistic business targets increase the control over the efficient use of time (Scoot,
1997, p.18; Ciiceloglu, 1999, p.293).

Lower skill requirements than employees' capacity and abilities

It is assumed that the incompatibilities between job requirements and the qualification
of employees are causes of organizational stress. An employee experiencing such a problem
may not reach the targeted results and this would lead to mental and physical health problems.

The workload can be explained under two headings qualitatively and quantitatively.
Quantitatively low workload refers that the expected work requests is less during the working
hours (Rout, 2002, cited in Ay, 2015). Qualitatively low workload is defined as the expected
work requests are less compared to the skills, competence and knowledge of the employee
(Dubrin, 1974, cited in Ay, 2015).

Monotonous Work

When the employees work at the same pace and for a long period, there arises monotony
which worsens employees’ peformance. In such cases, employees can not focus their full
attention on the work, and furthermore, they begin to be worried about their concentration

problems.

This is the reason for stress and tiredness (Eren, 1993, p.157). A study conducted abroad shows
that working in such conditions harms psychological and physical health, thereby the tendency
to change or quit jobs has increased (Donald, 1989, p.72). It is also known that very comfortable
and free workplaces increase such boredoom. Due to this reason, it is thought that stress at a
reasonably level contributes to increas morale, motivation and tempo of employees (Giilten,
Giimiistekin, Oztemiz, 2005, p.286).
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1.3.2.2. Stress Sources Resulting from Organizational Structure
Problems related to job loss, promotion opportunities, organizational culture and
management styles create stress sources resulting from the organizational structure. This

section examines these kind of stress sources.
The Risks of Job Loss

Fear of losing job or working with this rear is a source of organizational stress for the
employee (Rout 2002, cited in Ay, 2015).

Promotion Opportunities

Weak promotion possibilities, anxiety for the future, unfair working conditions creates
a source of stress (Eren, 2001, p.298). In addition, economic or political uncertainties, financial
difficulties due to country conditions cause the employer to fall below its targets. These
conditions limit the promotion opportunities which create despair and stress (Eren, 2001, p.
283).

Organization Culture

Organizational structures consist of people with various socioeconomic and traditional
characteristics. These individuals form a whole with defined roles and form a relatively
common culture. They create a culture different from other organizations but partly harmonious
in their own organizations. On a macro scale, organizational culture is an example of a
subculture (Eren, 2001, p.135).

The employee may have some requests regarding the work conditions and working
place. Organizational climate is related to how much the demands are met. With a transparent
organizational climate, a less stressful environment can be provided. Encouraging or supportive
working environment can not be improved in the lack of such conditions. As a result, more

inefficiency and related stress factors may generate (Karadavut, 2005).

Organizational climate and culture are important factors in determining the management
approach of the administrative staff of organizations. According to Cartwright and Cooper
(1997), organizational traditions and rules affecting organizational culture are considered as
stressors (Ekinci and Ekici, 2003, cited in Arican, 2011).
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Management Style

Negative features in the management style form a source of organizational stress. It can
be resulted in inefficiencies and unproductivities in the organizations where employees can not
express their thoughts. Empoyees are identified as workers who only perform the defined jobs.
In these organizations, decisions are taken by top executives, and incentives are insufficient for
lower-level employees to participate in making decisions. In such models, cold wars can start
between the executives. Due to this reason, it is probable to take improper decisions. At the
same time, pressure and coercion practices and penal sanctions negatively influence the
individuality of employees and hinder their creativity. As a result, employees usually
experience frustration and stress (Gtiney, 2011, p. 414-415).

1.3.2.3. Sources of Stress Arising from Organizational Policy

This section examines role conflict and uncertainty, the opportunity to take decisions

and initiatives, low wages, and performance assessment.

1.3.2.4. Sources of Stress Arising from Organizational Policy

In cases such as role ambiguity, there is no detailed and written description of the job
and employee are not informed sufficiently. Ambiguity in expectations, goals, and network
constitutes roots of the organizational stress. This can also include performance measurement
problems. In case employees do not know the criteria regarding performance measurement,

there may occurs role uncertainty (Cam, 2004, p. 3-4).

Role conflict is the discrepancy between the defined task and employees’ competence,
ability and capacity. The employer expects the employee to do more than the current job in such
situations. In addition, when the moral understanding or personal values of the employee do not
match the requirements of the job description, there occurs job dissatisfaction causing role
conflicts. Continuous changes in decisions or goals or making different and incompatible
decisions by various executives on the same issue may be a fundamental problem regarding
role conflict (Tutar, 2000, p.249).
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Opportunity to Take Decision and Initiative

The acceptance of employees only as the person performing the current task causes an
unmotivation for the employees. Employees should be encouraged to involve to the
responsibilities and decision making process (Karaman, 2010, p.135). Thus, a probable
organizational stress source can be eliminated. There should be an inclusive working model for
the employee to express his ideas. Thereby, more effective business models are formed and
probable communication and management problems can be reduced In addition, this model is

beneficial for achieving more successful business results (Eren, 2001, p.281).
Low Salary

Low salary means that employees experience difficulties with their fundamental needs
such as nutrition, dressing and shelter. The employee who wants to earn additional wage, waive
himself, his family and private life, so this naturally stresses both the employee and the family.
The perception of motivating factors only as financial gain increases competition in the offices

and deteriorates of employee relations with their colleagues (Baltas and Baltas, 1998, p.81).

Employees who start to do additional work due to low salary increases and limited
economic opportunities, suffer from psychological and physical damages (Eren, 2000, p.280-
281). In order to implement equitable salary policy, the employers should focus on the criteria
such as determining wage equvalent to labor, giving similar salaries to similar work, and

making salaries comparable to their counterparts in the sector (Canman, 1995, p.38).
Performance Evaluation

Performance is the full and successful execution of the duties and responsibilities

determined for the employee (Cakir, 2016).

Performance evaluation is the examination and scoring of the business results that come
out at the end of the targeted period within a framework of the job description (Erdogan, 1991,
p.155).

This evaluation can be a troublesome process for both the employee and the manager.
When negative situations are scored and sanctions are required, the manager may experience
stress (Rout, 2002, cited in Ay, 2015). Due to this reason, it is crucial that the performance
evaluation system or methods can be measured and complied with objective criteria (Tutar,
2000, cited in Ay, 2015).

14



1.3.2.5. Job-Specific Factors

Noise and crowd, insufficient light, weather conditions, hazard factors, radiation and

risk factors of chemical and biological sources are examined in the section below.

Providing physically comfortable and good conditions for employees is significant for
both getting better work results and increasing their personal satisfaction. In this section, noise,
crowd, lack of lighting, weather conditions and danger factors will be explained. Unless the
stress caused by the business environment is controlled and the worse conditions are considered
as problem, the stress or restlessness experienced cannot be determined healthy. Therefore, the
organizational stress caused by physical conditions is mentioned as medium level stress in the
literature. However, the ailments of the physical environment are quite diverse. With the
technical improvements regarding sound, lighting and ventilation, the working environment
may have better conditions and thus, the effects of physical negativities can be minimized
(Erdem, 1992, p.141).

Noise and Crowd

Loud and strange voices are called noise. Too high noice can generate some hearing
problems. In addition, noisy work conditions may increase irritability, intolerance and some

communication problems among the employees (Ureten, 2002, p.479).

There may be some accidents at the work due to reasons such as communication failures,
concentration disorders, inability to hear, and to concentrate. In addition, noise causes the
workers to get tired more than usual. It may also gives rise to sleep disorders (Eroglu, 2009, p.
478). The noise problems are shaped according to the expectations. When it is proper for the
environment and conditions, it may not always results in negativity. Noise in an entertainment
center is anticipated situation. Therefore, while this noise does not disturb individuals, the noise
in the organization is disturbing. In addition, while employees are not impacted by the sound
made by their own, the loud sound made by others is distressful for them (Sabuncuoglu, 2005,
p. 235).
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Insufficient Light

Adequate light is very important for both safety and operation conditions. While less
light prevents healthy vision, excess light restricts the ability to see and reduces visual
perception. Studies demonstrate that work and traffic accidents are mostly probable in cold
season conditions and darkness (Fremont and Valentin, 1970, p. 27). It is thought that proper
light is necessary to complete tasks rapidly and mitigate accidents. It is assumed that

environments without healthy lighting generate headache and eye pain problems.

Weather Conditions

Human reacts to temperatures out of normal conditions, heat or cold. The human body,
which has adapted to a certain level of temperature, experiences physical and mental problems
in heat conditions over normal level. Under suck conditions work efficiency decreases and other

negative results are obtained (Isikhan, 2004, p.130).

While this may have consequences such as fatigue for blue-collar employees, it can give
rise to perception problems and attention disorders for white-collar workers (Ureten, 2002,
p.480).

The temperature values may vary 3-4 degrees according to the seasonal conditions
(Eroglu, 2009, p.474). Apart from temperature, another important factor is ventilation or clean
air. It has main effects on employees’ health and performance. During the day, the office air
becomes polluted due to the odor occured with the sweating of employees in the office, the
increase of carbon dioxide as a result of breathing and humidity. Since polluted air increases
performance loss, employees are psychologically disturbed. All these factors put workplace
safety at risky situation (Camkurt, 2007, p.101). Apart from poisonous gases, various bad odors
and exposure to dust or smoke of the processed substances also generate negative conditions

for employees (Ureten, 2002, p.480).
Hazard Factors

Hazard factors have great importance in terms of danger in the workplace, safety and
organizational stress. Especially in some professional fields, accidents more frequently happen.
As danger poses a threat, it puts pressure on the employee as a source of organizational stress
(Cam, 2004, p.3-4).
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Radiation

Radiation have dangerous effects on the employees’ health such as physiological
disorders and cancer. Exposure of radiation to pregnant women may generates serious health
problems for their babies. In addition, exposure to electronic devices (computers, etc.) from a
very close distance deteriorates eye health (Kuzu Yolsal, n.d.). Due to such health risks, there

arises organizational stress.
Chemical and Biological Sources of Risk

Hazardous chemical and biological factors in the workplace contain substances in all
forms (solid, liquid, gas). Those in gas form are the most important danger factors. Since it can

cause serious illnesses, it impairs comfort of employees in the workplace (Oncer, 2000, p.147).

1.3.2.6. Interpersonal Relations in the Workplace

Relationship patterns based on interpersonal ambition and workplace culture may give
rise to organizational stress among emloyees. Honest relationships are important for teams.
When a genuine relationship or communication cannot be established, psychological and
physical discomfort may occur, job performance may be adversely affected. While good
communication encourages and motivates employees to receive more positive results, on the
contrary poor or unhealthy communication is the main reason for organizational stress
(Cartwright and Cooper, 1997, p.19).

In this section, competition, intergroup and intra-group conflict, lack of trust and

subordinate relationships are examined.
Competition

It can be extremely difficult to establish healthy communication with some employees
in the business environment since they are cause of stress on their own. They generally ignore
the impact of social sharing, emotions and sensitivity related to communication. These career-
oriented, hard-to-communicate people are also unable to devote time and effort to social
relationships, create a source of stress for other employees in the business environment
(Cartwright and Cooper, 1997, p.19).

Lack of healthy and sincere communication in the workplace causes the employee to

experience constant anxiety. Constant anxiety also weakens employees’ motivation to
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communicate intimately with others. It is proved whereas healthy communication contributes
to employees’ stress control, under the circumstances of unhealthy communication this skill
can not develop, so employees experience stress. Such an environment disrupts the spirit of
teamwork. Since the team members do not help to each other, competition is heated and reaches
tough levels (Altuntas, 2003, p.33). Cosequently, ambition and competition are the most
important sources of stress in the workplace. The reasons are the target pressure, team spirit
and unity (Stora, 1992, p.25). Aggressive communication results in loss of insensitive,

insincere relationship patterns and sense of belonging (Can, Asan and Aydin, 2006, p. 253).
Intergroup Conflict

Healthy communication at workplaces supports better business results and improved
work performance. Furthermore, it facilitates to reduce the problems experienced at work
(Ozkalp and Kirel, 2003, p.192). Social relations established in the business environment can
be a potential stress factor. While good conditions contribute to employees’ well being, under
adverse conditions employees may experience serious health problems, such as diarrhea, body

aches, anxiety and sleep problems (Yates, 1989, p.64).

Moreover, employees are influenced by their colleagues' mood. In other words, human
is a social entity, to think that the employee is a physical work force alone would be a inaccurate
assumption (Tutar, 2000, cited in Ay, 2015). Collaborating with subordinates, chefs and
colleagues by keeping teamwork and spirit alive reduce stress level (Rout, 2002, cited in Ay,
2015).

Naturally, it is not possible to avoid conflict and controversy. Conflict is part of life as
well as part of business life. Tension begins when employees or teams start competing for
limited opportunities. In unpredictable and uncertain situations work tension rises, thus
employees may have some negative experiences (Dubrin, 1974, cited in Ay, 2015). There are
several methods to alleviate this situation. In order to get the job out of the boring routine, it
would be beneficial to organize various social activities, to create a work program based on
employees’ abilities, to avoid strict working hours, and to expand the democratic business and

decision making policies (Tutar 2000, cited in Ay, 2015).
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Trust Deprivation

Communication is an inevitable phenomenon including verbal communication, gestures
and facial expressions, written messages. It is very important for social environment and
relationship patterns. It contributes to learn and experience. Healthy communication involves
both telling and listening phases. Once open communication is established, goals and
expectation are clarified, there will not be uncertainty in mind. With qualified communication,
a sense of dignity is reinforced among employers and employees. Due to this fact, a clear,
sincere and complete communication model is essential and prerequisite of healthy
organizations. Under such conditions, employees’ anxiety and stress are reduced, better

business result can be succeeded (Geng and Halis, 2006, p.145).

Trust is the prerequisite for healthy communication, and healthy relationships can not
develop in deprived environments. Organizations should definitely base trust issues on values
and principles (Ersen, 2003, p.121). Justice and honesty form the basis of trust. Due to reason,
it is important for institutions to prioritize these values (Cetin, Akin and Erol, 2001, p.81). In
order create a trust-based environment, it is necessary to pay attention to accuracy, honesty,
objective attitude, open communication, freedom of thought and expression, and keeping
promises (Juran, 1998, cited in Has, 2015).

Trust should be based on a mutual relationship between subordinate and superior, that
means the employee should trust the manager and the manager should trust the employee. To
sustain this kind of communication, the employee should know that communicating openly and
honestly will not have negative consequences for him/her. Otherwise, the employee does not
communicate at all or does not communicate honestly. As a result, an reliable relationship

network can not be formed (Cetin et al., 2001, p.80).
Relationship Between Subordinates and Supervisors

Management of organizations should create a peaceful and trusting social relationship
for more successful business results and better performance. When the employee establishes
healthy relationships with his supervisors, his organizational stress decreases. Healthy
communication, stabilizing a democratic environment, expressing ideas without hesitation and
pressure, and trustful relationship with subordinates and supervisors ensures the peace of the
organizational environment. Social activities ensure that relationships are riveted and healthier
relationship patterns are formed (Eroglu, 2009, p.513). Understanding the needs of subordinates

and empathizing with them are crucial to reduce organizational stress. Under such conditions,
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as the subordinates and the supervisors get along better, conflict between the colleagues lessens,

too. Thus, the sense of belonging is improved (Can et al., 2006, p.262).

1.3.3. Results of Organizational Stress

The consequences of organizational stress are low performance, absenteeism, work
accidents, alienation and employee turnover. Employees experiencing organizational stress
may face with problems such as physical and mental discomfort. Due to this fact, there arises
some negative effects and censequences for employers or the business environment (Tutar,
2007, p.243).

1.3.3.1. Low Performance

Yerkes and Dadson were the first experts to examine the relationship between
performance and stress. In the research conducted in 1908, it is remarkable that there is a direct
proportional relationship between stress and performance (Robbins,1998, p.583). As can be
seen in the graph in Figure 2, the performance increases as stress increases, but it is remarkable
that after a level the negative effect of increased stress on performance occurs. This finding
obtained as a result of this research is called Y-D Law. Employees work more efficently and
receive better results under short term and healthy level of stress conditions. On the otherhand,
in case the stress is intense and takes a long time, the performance is affected in the opposite
direction (Sabuncuoglu and Tuz, 1998, p.197; Robbins, 1998 , p.583).

Performans

Yitksek
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Disiik
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Diigiik Makul Yiiksek

Figure 1: The Relationship Between Stress and Performance

Robbins & Judge, 2012: 613.
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One of the most important goals of the organizations is to keep the motivation and
performance at high level. Under given conditions such as character diversity, unique
conditions, and support of supervisors, it seems to be reasonable that the relationship between
stress and performance can be very complex. Employees who experience moderate stress,
increase their determination to work and work more enthusiastically and eagerly to achieve
their goals. However, as stress rises from mid to upper levels, employees feel more pressure,
thus the performance decreases due to tension and anxiety. It is quite difficult to predict exactly
which level of stress is functional. While some of workers are more resistant to stress, some of
workers may have a lower level of resistance. Therefore, as can be seen in Figure 1, it can be
assumed that there is a relationship between stress and performance (lvancevich, Donnelly and
Gibson, 1983, p.583).

It is assumed that people who experience intense stress underperform due to
concentration problems and prioritization problems. It can be said that employees become
physically and psychologically damaged and can not work efficiently in the workplace.

1.3.3.2. Absenteeism

Absenteeism is that the employee does not go to work occasionally for various reasons.
This situation affects other employees at wrok and creates a stress factor for other team mates.
It is a reactive behavior that the employee exhibits towards his job and the company (Eroglu,
2009, p.500).

In other words, absenteeism is the employee's absence in the workplace within the
specified period. In different sources, absenteeism is defined as not going to work even if there
is a valid reason. However, in general absenteeism can be considered as not going to work

except due to annual leave or all other formal leave (Sokmen, 2005, p.6).

In addition, although the employee goes to work, low performance in the workplace can
be evaluated in this context. For example, attitudes such as working slower, destroying
equipment, spending a long time in the toilet (Can et al., 2006, p.255). This situation is
attributed to the stress experienced by the employee due to the work environment or work itself.
Although escaping from the source of stress seems to be a method of combating stress, it can
be said that there is no permanent and logical method of struggle for such situations (Yates,
1989, p.92).
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This situation is related to the stress experienced by the employee due to the work
environment or work. Although moving away from the source of stress seems to be a method
of combating stress, it is not a permanent and logical method of struggle (Yates, 1989, p.92).
The causes of absenteeism may be physical diseases, individual neglect, insufficient care for
the defined task and substance abuse. Researches about the reasons demonstrate that stress-
borne diseases are 40%. For a permanent solution, the oragnization should investigate the root
causes of these stressful factors and develop improvement methods (Sabuncuoglu & Tuz, 1998,
p.498). It is important to find a permanent execution plan since this problem is of great
importance in terms of employee motivation, physical and mental well-being, social

environment of the organization and business results (Eren, 2001, p.267).

1.3.3.3. Accidents at Work

Accidents that occur during work hours due to various personal or physical reasons, and
problems related to the technological tools used are called work accidents. It causes serious
damage for employees and the organization in terms of material, psychological and physical
aspects (Eroglu, 2009, p.497). The root reason is pressure and anxiety on employees. As a result
of the mental troubles such as the lack of attention, illegal behavior, being too hasty or standing
very close to technical equipment causes work accidents. Unforeseen accidents occur when the
personal causes and physical shortcomings or flaws of the business environment are combined
(Eroglu, 2009, p.498). In addition, it is thought that reasons such as various social problems
experienced in the organization, role ambuiguity and thwarted ambitions increase the level of

anxiety of employees and may cause a work accident, consequently.

1.3.3.4. Alienation to Work

Alienation to work is a careless and uninterested attitude that employees hold against
the goals, basic principles and regulations, or the team. The main reasons are facts that the
organization has not made any improvement regarding bad physical and social work conditions,
or improvements are not sufficient or improvement needs are completely neglected. As a result,
the employee becomes alien to the target, job or institution. Instead the employee enhance
his/her performance, it is more likely that the emploee will do only what he has to do during
work time and spend his remaining energy to find a new job (Eroglu, 2009, p.501).
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1.3.3.5. Employee Turnover

It is the ratio of employee who leave their current jobs and start a new job in a defined
period, It also includes criteria such as working time, frequency of quitting, how long it takes
to fill a vacant position. This rate is 50% for small enterprises in Turkey and it is between 5% -
10% for corporate companies (Soysal, 2019).

This expected rate is as close to zero as possible. Harmonizing needs of employees with
goals of employers will contribute to reduce this rate. Employees have both psychological and
emotional needs as well as financial needs. Their needs such as reputation, rewarding
achievements, approval, opportunities for training, and making future plans need to be satisfied.
Again, a healthy dialogue between subordinates and supervisors is a way to reduce the turnover.
As a result of healthy social communication, the productive pace increases and a sense of
belonging strengthens. Organizing fun activities outside the workplace creates opportunities for
personal development of employees. At this point, social skills of supervisors are important.
The more adequate and skilled supervisors are, the less turn over can be sustained (Soysal,
2019).

1.4. Anger

Anger is an emotion that begins with birth of individuals. This feeling continues to
take shape in the early years of life. It generally occurs in cases where demands, desires and
needs can not be met satisfactorily. It is a universal and essential psychological response related
to creation. It has two dimensions. These are cognitive and physical dimensions. Anger is an
emotion experienced in every social group and in every stage of individuals’ lives. (Albayrak
and Kutlu, 2009; Giindiiz, Tun¢ and Inand1, 2013, cited in Trabzon, 2016).

When an individual is angry, he can not think logically. His autocontrol weakens. He
does not care about social pressure and insists on the root reasons for his anger. He does not
care about warnings of others and can not distinguish between right and wrong options
(Cuvillier, 2003, cited in Baydilli, 2015).

Looking at its history, there are various explanations dating back to the 19th century.
One of them is physical reactions such as acceleration of respiratory functions and increased
heart rhythm. According to this approach, reactions occur before anger. Anger arises after these
physical reactions (Ozmen, 2006, cited in Karadag, 2017).
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Novaco (1975) conducted detailed researches on anger. According to Novaco, anger
and aggressive attitudes are intertwined so much that anger has not been given enough

importance in the psychology literature for a long time (Ozmen, Ozmen, Cetinkaya and Akil

2006, cited in Karadag, 2017).

Spielberg (1988) is one of the significant theorists claiming that anger, aggressive
attitude and hostility are same feelings. However, anger is a feeling seperate from these
reactions, which may include uneasiness, anxiety, hatred and hate. After a while, its impact
decreases or disappears completely. Hostility also comprises anger, but it takes relatively
longer. Hostility is a negative feeling aiming to cause deliberate and pre-designed harm with
aggression (Turhan Erden 2009, cited in Baydilli, 2015).

In another research, Spielberg (1991) evaluated anger in two different categories which
are temporary anger and chronic anger. The first occurs in the case of inhibition. An individual
experiencing temporary anger consides that he faces with injustice. Chronic anger contains
situations in which individuals feel situational anger constantly and intensely (cited in.,
Trabzon, 2016).

Dobson and Craig (1996) bring different perspectives and state that the individual
experiences mental and physical processes together during anger. Anger begins with an external
factor outside. Moreover, Soykan (2003) adds anger is essential for nature and human life
(Ozmen and Ozmen, 2012; Soykan, 2003, cited in Trabzon, 2016).

Another theoretician Schuerger (1979) puts anger into two categories as beneficial and
harmful. Whereas beneficial anger does not last long and is not too severe, harmful anger is
long lasting and have destructive features. When anger is displayed in public, it is defined as a
socially negative emotion, as it affects the surrounding individuals in a bad way (Baklaya and
Sahin, 2003, cited in Baydilli, 2015).

Although theorists have different interpretations at some points, they have made similar
findings in the general framework. These findings include that anger is a natural and innate
feeling, not behavior. and harmful when it takes a long-term. It is also claimed that the
individual can develop the ability to control anger feeling. Being detained from the target
creates a reactive action which can be expressed positively or negatively. Anger reflected
positively or negatively can have harmful or beneficial effects on both the individual and his
environment (Baltas and Baltas, 2004, cited in, Baydilli, 2015).
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1.4.1. Features of Anger

Anger is a natural feeling, just like happiness, sadness, pain, etc. Although it is a natural,
experiencing and reflecting anger varies from person to person. Individuals live and reflect their
anger in different types due to their education, families, social environment, customs and
traditions, and socioeconomic conditions. The effect of learning on expression of anger is also
undeniable. Anger is a sudden and unplanned emotional state. In case of constant and intense
anger, it impacts physiological and psychological health negatively. For this reason, anger
should not be rejected, but conditions and its intensity are important. As in many emotional
states, awareness is crucial in anger moments. With awareness, the individual can sustain a
healthy feeling. Thus, the individual can stay optimistic and move result-oriented. The
individual usually experiences an insult, humiliation, disagreement, despair, clumsiness,
inability to achieve desired results or to get what he wants, deep sadness and unhappiness, anger
as a result of resentments. In other words, anger is a reaction right after the primary feeling. If
anger is so intense, it can have harmful consequences in terms of physical and mental health
and for both the individual and his environment. Unlimited anger can reach aggressive attitudes
and even madness. In this way, intense, constant and harmful anger is thought to be the main
reason for many mental illnesses (Bayalan, 2019).

The negative emotions experienced with anger are generally grief, discomfort, malaise,
grudge, etc. If anger is expressed and experienced in a controlled and healthy way, it is also
possible to obtain efficient and positive outputs (Ozyiirek and Ozkan 2015, cited in Karadag,
2017). On the positive side, the individual's motivation is increased, thereby controling stress
factors is more easier than ever before (Ozmen et al., 2006, cited in Karadag, 2017). It can be
claimed with enough inspiration the individual feels ambitious to find different solutions. When
anger evolves to positive, the individual realizes his current potential and contributes to his
personal development. In addition, such kind of anger has an important role in terms of self-

esteem and self-confidence (Bayri, 2007, cited in Karadag, 2017).
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1.4.2. Functions of Anger

Anger has five main functions affecting human life. These are motivation, preventing
intense feelings, creating an opportunity to express negative feelings, being more determined

and willing to achieve targets (Balkaya, 2001, cited in Karadag, 2017).

Anger energizes individuals and efficient results are obtained by directing this energy
towards positive. The angry individual can evaluate events from different aspects and try the
ways has not been tried before, thus this can be an inspiration for new ideas. Anger increases
determination regarding the solution of current problems and encouragement to have a more
positive perspective. Another function of anger is to strengthen social communication. When
the individual is faced with victimization, anger can create an opportunity to share his problems,
feelings and ideas. However, anger is generally viewed negatively within the framework of
social values, and individuals try to misrepresent and suppress anger, this is not a logical

solution to combat anger (“Ofkenin Olumlu”, 2016).

When the individual is faced with anger, he should move away from his negative aspects
and take a more positive attitude. In order to realize this, the individual must know why he is
angry and how he reflects his anger. Thereby, he can define the reasonable and unreasonable
assumptions, and understand the norms and ethical values of the social environment in which
he lives (Kisag, 1997, cited in Karadag, 2017).

Sharing and feeling anger at reasonable levels has significant importance for healthy
relationships. In case an individual experiences his anger with a controlled manner, he has an
opportunity to discover about his current potential and personality since he understands how he
reflects his anger, how he reacts, and what he can do about the root causes (“Ofkenin Olumlu”,
2016).

Anger initiates awareness of individuals to protect their personalities, self-esteem and
trust and personal rights. By this way, abusing of self-perception can be precluded. In case the
individual thinks that he is treated unfairly, he can maintain his self-esteem by keeping his

positive attitude towards anger (Ciiceloglu, 2000, cited in Baydilli, 2015).

In addition, anger encourages the individual to understand better and realize their
responsibilities, thereby he detects new techniques to save his personal principles (Yilmaz,
2004, cited in Karadag, 2017). The duration and intensity of anger alter results. While mild and
prolonged anger has some benefit, negative anger generates various harmful results for both the

26



individual and his environment. The impulsive expression of anger provides a psychological
well-being, but soon it appears that the results are unreasonable and harm the environment. In
such cases, the self-esteem of the individual is damaged and it aggravates problems regarding
relationships and business life (Yeni, 2010, cited in. Karadag, 2017).

1.4.3. Factors Revealing Anger

The factors bringing out anger are various for each individual The reason for this
difference is characters, inheritance, education level and experiences gained through social
relations. While external factors are generated by factors around the individual, the internal ones
include the individual's own mental processes and problems. However, it can be said that such
a sharp grouping can not be done since individual respond to external factors with their specific
characteristics. An external factor that makes some people very nervous, may not have huge
effects on others (Bayalan, 2019).

There are basically four different factors arising anger. These are losses, threats and

fears, prevention and rejection (Ozmen, 2006, p.50-51).

Loss: The individual feels anger after a death or a separation from a loved person. He
/she gets angry with events, people and things responsible for a seperation or a death. The
individual may have such negative feelings towards himself, the dead person, or against God.
The main reason for this anger is the inability to accept losses and to cope with this painful

situation (Bayalan, 2019).

Threats and Fears: Individuals having health problems without a treatment, face with
a death fear which may be a cause of anger. In case of a threat, individuals get angry when

security needs are not be met (Bayalan, 2019).

Inhibition: When an individual is prevented from reaching his/her goals or meeting his

needs, the individual is naturally angered (Bayalan, 2019).

Rejection: Anger arises when individuals are ignored by a person with whom they are
in contact. Moreover in case there is an obstacle against their communication, individuals may
get angry (Ozmen, 2006, p.50-51).

Apart from this, factors precipitating anger can be listed such as being frustrated,

hopelessness, drug addiction, circumstances threatening body integrity (harassment, assault,
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etc.), deceiving or cheating, not being approved or appreciated, being victimized, and being

compared with someone else (Bayalan, 2019).

Cognitive behavioral theory divides factors causing anger into two categories; these are
direct and indirect factors. The direct ones are physical violence, criticism, situations such as
not meeting the individual's needs, objection or opposition. In case of indirect factors, negative
goals are not targeted directly, but individual perceive indirect factors as threats, and therefore
anger arises (Aydinoglu Avci, 2009, p.14-15).

1.4.4. The Dimensions of Anger

It can be claimed that anger has five dimensions in general, the severity and intensity
of anger may vary when these dimensions affect each other.

Cognitive and Emotional Dimension

Cognitive dimension involving mental processes and shaping the person's attitude is an
important factor affecting the way of expressing anger (Kokdemir, 2004, cited in Trabzon,
2016). This dimension derives from the assumption that every reaction to anger is a cognitive
and emotional source (Solms and Turnbull, 2015, p.170). Emotions affect attitudes of the
individual towards anger. Furthermore, it has impacts on physical and cognitive dimensions
(Feldman 1996, cited in Eroglu and Irdem, 2016). In cognitive behavioral research, it is
assumed that anger is not based on external factors and the main reason of anger is the cognitive
characteristics of individuals (Robins and Novaco, 1999, cited in Eroglu and Irdem, 2016). In
other words, the reason for anger is not events but perceptions. The perception of victimization
constitutes the cognitive basis of anger. Spielberg studied this issue in the 1980s. The fact that
the individual has a low tolerance for mistakes and have constant ideas regarding classifications
such as good - bad, beautiful - ugly, real — lie, plays an important role for the cognitive
dimension of anger (Ozer 1994, cited in Eroglu and Irdem, 2016).

Communicative Dimension
It contains all the factors regarding how the individual reflects his anger around him.

Communicative Dimension is important in terms of maintaining a healthy relationship, as anger

mostly arises by reflecting to the people in contact (Kékdemir, 2004, cited in Trabzon, 2016).
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Interactive Dimension

Individuals experiencing anger mosty can not comprehend objects or events in a logical
and objective manner. The interaction dimension is about the individual's understanding and
comprehension and in order to live anger at healthy levels. Individuals ought to perceive issues

with a logical and realistic approach (Kokdemir, 2004, cited in Trabzon, 2016).

Behavioral and Response Dimension

It includes attitudes and behaviors of the individuals feeling anger. Individuals reflect
anger with their behaviors and may have devastating consequences when their control ability
in motor movements is weak (Kokdemir, 2004, cited in Trabzon, 2016). Individuals understand
and realize events that cause stress with his neurological structure, but reactions of each person
to anger are different. The root reason for this is the fact that each individual has a different
childhood history, superstitions or unrealistic assumptions. Our families, education, homeland,
ethnic groups we belong, our ethical and moral teachings constitute the belief, structures and
foundations of thoughts. For this reason, anger reactions vary from person to person (Ozer,
1994, cited in Eroglu and Irdem, 2016).

Physical and Physiological Dimension

These are the differences caused by all chemical and physical reactions occuring in an
individual’s body. When the individual experiences anger, the signal goes to the hypothalamus
and the hypothalamus is activated. The role of the hypothalamus at the moment of anger is
important (Stearns, 1972, Morgan, 1989, cited in Eroglu and Irdem, 2016). According to Selye,
the physiological reactions experienced by the individual are palpitations, dry mouth and throat,
exhaustion, tremors, sudden laughter, inability to speak, teeth grinding, nail eating, going to the
toilet frequently, digestive and intestinal problems, pain complaints, gynecological ailments,
nutritional problems and thoughtfulness (Selye, 1978, cited in Eroglu and irdem, 2016). Apart
from these, physical symptoms that can be easily noticed are head up, eyes and eyebrows
hardened, flickering in the lips, discoloration of the skin, teeth grinding, breathing problems,
punching of hands, tears, trembling of the voice and uncomfortable posture of limbs such as
hands, arms and legs, etc. (Stearns, 1972, Reitzinger, 1991, cited in Eroglu and Irdem, 2016).
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1.4.5. Types of Anger

It is thought to have three basic expressions of anger. These are external, internal and

controlled anger.
External Anger

It is expressed physically and usually agressive. This type of anger often has bad
consequences such as psychological and physical damages. In the studies conducted, it has been
observed that parents of people experiencing external anger, are generally either negligent or

using unreasonable punishment methods (Baltas and Baltas, 2004, cited in Baydilli, 2015).

If individuals reflect their anger on another person or object, instead of directly
transferring his anger to the root cause, this is called reflection of anger. For example; An

employee who argues with the manager at work, yells at his wife (Eroglu, 2007, p.68).
Internal Anger

Internal anger is a type of anger when an individual does not reflect his anger outward
and directs his attention to different things. Even though this type of anger seems more
harmless, the individual's constant anger may cause some difficulties such as various

psychological diseases and digestive problems etc. (Bayhan, 1999, cited in Baydilli, 2015).

These individuals do not face with their anger honestly and can not accept their
aggressive feelings Altough, they react more passively (interrupting communication, sulking,
etc.) compared to those who experience external anger, they engage their minds with anger and
the person or object causing anger more than the ones feeling external anger. They expect the
person causing anger to understand the situation spontaneously and apologize to him. Whether

their expectations are not met, they will be more offended and upset (Ozmen, 2004, p.38).
Controlled Anger

It is the situation where individuals experiencing anger, reflects their feeling without
harming people or things around them and convey their anger or express their problems. This
is a learned skill (Kokdemir, 2008, cited in Baydilli, 2015).
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1.4.6. Methods of Anger Management

Anger control methods are generally classified as cognitive, affective and behavioral.
The cognitive method involves reevaluating anger with an objective perspective, investigating
superstitions or unrealistic assumptions. Behavioral methods include individuals’
understanding of anger by analyzing themselves and focusing their attention to different things
at the moment of anger. By comprehending this, they can change their behaviors. Sensational
methods are an important way to realize the changes in the body at the moment of anger
(Cenkseven, 2003; Kokdemir, 2004; Sahin, Basim, Akkoyun, 2011, cited in Trabzon, 2016).

The beginning of anger management is acceptance. If individuals firstly accept their
feelings, they will have the determination and energy to make changes about themselves (Baltas
and Baltas, 2008, cited in Karadag, 2017). Relaxation exercises and use of i language instead
of blaming sentences like “you did” have positive effects on anger control (Kokdemir, 2004,
cited in Karadag, 2017). When individuals use i language, they are able to express his anger
and tension and stress do not increase since there is no accusation in communication (Navaro
2016, cited in Karadag, 2017). With 20 minutes head and neck relaxation exercises body
functions return to normal and anger is relieved (Soykan, 2003, cited in Karadag, 2017).

Some tips on anger control methods are provided on the e-psychiatry site: individuals
may have experienced resentment and attribute unreal meanings to events or troubles due to
their perceptions. One of the effective way of experiencing anger at healthy level is to improve
awareness about anger situations and moments. Premisive emotions, behaviors, anger-post
emotions, behaviors following anger should be observed. . Pessimistic points of view and
negative communication should be avoided, so the intense of anger will be relatively reduced.
Individuals should change their focus as soon as they notice their anger. After inhaling deeply,
cases or problems can be evaluated and results can be generated. Breath therapy and meditation

give positive results in anger control (“Anger Management”, 2019).

1.4.7. Research on Anger and Stress

Since anger and stress are often experienced together, they are mostly used together in
research. Stressed individuals experience anger control problems, angry individuals have high

stress levels at the moment of anger (Uguz Toros, Inang and Colakkadioglu, 2004, cited in
Karadag, 2017).
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1.4.7.1. Research Results on Anger

Karadal (2009), applied Constant Anger and Anger Expression Style Scale to 112
academic and administrative staff managers at Nigde University. This study is the first research
on anger conducted at a university in Turkey. In this study, it was observed that anger levels
are generally low whereas anger control levels are high. Substances where anger level is
relatively high are time constraint and criticism in crowded places. A difference between
genders is while constant anger level of female managers is high, external anger levels of male
managers is high. While anger suppression behavior is higher in administrative staff managers,

it is lower in academic staff managers.

Cartill1 (2016), has implemented an 8-weeks anger coping training program for 42
students at secondary school in Afyon. According to the pre-test and post-test evaluations at the
end of the training, the anger control levels of the experimental group increased significantly,
and there is a significant decrease in the level of constant, external and internal anger levels.

When tests of the control group are examined, there is no significant difference among them.

Portakal (2018), applied the Constant Anger and Anger Expression Style Scale to 319
nurses. The results are as follows; nurses experiencing moderate level of stress prefer to
suppress anger and seem to be successful in anger control. Constant anger levels of nurses
received undergraduate education are higher than others. Constant anger levels of nurses who
are married, have children and good financial status, are significantly low whereas their anger
control levels are high. The most important factors creating anger among nurses are over
workload and poor appreciation, the relatives of the patients who do not follow the rules at

hospitals.

Erdevir (2018), applied the Constant Anger and Anger Expression Style Scale to 211
patients. Constant anger level of men is significantly higher than women. Anger levels of those
considering that they can not get information about their inpatients, are significantly higher.

Sook Lee ( 2003), investigated the relationships of constant anger, anger expressions,
and perceived stress to mental health status in middle aged women. In this research there were
157 middle aged (40-60 years old) women living in Seul. The scales were Spielberger's constant
anger scale and anger expression scale, Cohen, Kamarck, and Mermelstein's perceived stress
and Derogatis's SCL-90-R. In the result, there found a a significantly positive correlation

between constant anger and perceived stress. Moreover , the research proved that there is a
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significantly positive correlation between mental health status and perceived stress. In
conclusion, Sook Lee claims that mental health is directly effected by constant anger and
perceived stress.

Hee Lee and Ja Kim ( 2006) deducted a survey on among clinical nurses to find out the
relationship between depression, perceived stress, fatigue and anger. Radloff's CES-D for
depression, Cohen, Kamarck & Mermelstein's Perceived Stress Scale, VAS for Fatigue, and
Spielberger's STAXI for anger were used. There found a significantly positive correlation
between perceived stress, mental fatigue, physical fatigue, constant anger, anger-in expression,

and anger-control expression.

1.4.7.2. Research Results on Organizational Stress

In 2013, Hakan Gokgoz studied the Effect of Stress on Employee Performance at Trakya
University. 340 people among lecturers from Trakya and Kirikkale Universities participated to
the research. According to findings obtained as a result of the survey, the most important stress
factor for employees is stated as excessive workload. Subsequent stressors are low salaries and
unfairness in wages and work-private life balancing difficulties. Those who have completed 21
years in the same profession and have been in the same institution for 1-5 years, demonstrates
a significant difference in stress level originated from employees’ characters. It is observed that
the work-related stress is mostly effective on specialist employees. Employees completed 21
years in the same workplace, emloyees working for 1-5 years in the same workplace, employees
working for 11 years are more affected by the stress caused by organizational order and policy
(Gokgoz, 2013).

In 2015, Vesila Ay¢a Yamug and Duygu Tiirker conducted a research titled Analysis of
Organizational Stress Sources: A Study on Female and Male Employees in a Production
Company. It was applied to white-collar employees working in different departments in a
production enterprise located at IAOSB. Semi-structured interview technique was used. As a
result, it is observed that there is no sharp distinction between the genders in terms of
organizational stress. Moreover, it is stated that the most prominent stress factors are stress
factors related to nature of the job and management styles. It can be said that the main item
among requests of employees is the clarification of their job definitions and the subsequent

communication problems arising thereafter (Yamug and Tiirker, 2015).
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In 2015, Tuna Demiray conducted a research called the Effect of Organizational Stress
on Organizational Silence at Afyon Kocatepe University. He applied this research on five star
hotels. As a result of this survey, which was applied to 316 people through a survey, items such
as excessive workload, not including employees into decisions making process, insufficient
appreciation, insufficient salary increase and excessive formal social relations in the workplace

are the most stressful factors (Demiray, 2015 ).

In 2012, Cansev Tosbiyik Duran examined the Effect of Organizational Stress on
Employee Motivation at Dokuz Eyliil University. The results of this research conducted on 426
engineers are as follows; data have been reached that women experience more stress than men
(due to self-interpretation), as experience increases in the current profession, stress decreases,
employees working more than 45 hours a week are more stressed and shift work increases stress
(Tosbiyik Duran, 2012).

In 2015, a research called Effects of Organizational Stress Sources on Employees and
Stress Management was carried out by Gokhan Giiney at Siileyman Demirel University. Some
of the results determined in this research applied on Isparta courthouse employees are as
follows: factors causing the most stress are low salaries and unfairness in wages, unfairness in
workload, seniority and promotion opportunities, poor physical conditions, unnecessary
bureaucracy, intense work tempo, hierarchical confusion. Items standing out as stress-fighting
techniques are chatting with someone about problems, getting away from problems by dealing

with different things, trying to consider positively and facing with problems (Giiney, 2015).

In 2020, Mutambudzi and Henkens carried out a study called Chronic Health Conditions
and Work-related Stress in older Adults Participating in the Dutch Workforce. Authors
investigated the relation between Chronic Health Conditions and three types of work stress
(general work stress, emotional, and physical demands) among Dutch workers. They found out
that sleep disorders, and arthritis are related with general stress, respiratory disorders, sleep
disorders, and arthritis are related with physical demands. Moreover, there is a positive
corelation between diabetes, sleep disorders, arthritis and emotional demands ( Mutambudzi
and Henkens, 2020).

In 2020 Wang, Sakata, Komiya and Li investigated the relationships of managerial
ethical leadership, mutual monitoring, and mutual support among 307 white collar employees’
work stress levels in Japan. There is a negative correlation between ethical leadership and

mutual support and work stress levels. Moreover they found out that mutual support effects the
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relation between ethical leadership and work stress. Additionally, mutual monitoring have
improving impact on the association between ethical leadership and work stress. At high level
of mutual monitoring, White collar employees’ stress did not decrease with more ethical
leadership.Thus, it can be claimed that ethical leadership can lessen the intense of work stress

both directly and indirectly with mutual support.

1.4.7.3. Researches on the Relationship between Stress and Anger

In 2017, Serpil Ayta¢ conducted a research called Stress Sources and the Relationship
between Stress Psychological Symptoms and Anger Control. According to the results of this
survey conducted by 5725 police officers via a survey, there is a significant relationship
between stress factors, mental symptoms and anger styles. It has been observed that factors
such as gender, age, education, professional position make a difference in the relationship
between stress and anger. Police officers experienced stress due to personal and organizational
reasons are angry and aggressive in their work place and private life. Furthermore, it is stated
that the experienced stress symptoms are effective in anger styles. It is seen that the most
triggering of anger is not source of stress, but the mental symptoms of stress. In addition, it is
stated that the level of stress and anger experienced by male police officers is higher than that
of women. It is mentioned that the reason for this result is female police officers do not perform

very critical tasks (Aytag, 2017).

In 2011 Psychologist Aysegiil D. Batigiin, Psychologist Nesrin H. Sahin, Psychologist
Esra K. Demirel conducted a research called Stress, Self Perception, Interpersonal Style and
Anger Relationship in Individuals with Physical Diseases. The results of this research applied
on 124 people with physical illness and 209 who are healthy are as follows; patients have
negative communication skills and more angry attitudes compared to the healthy people. It is
stated when patients experience anger, they are more inclined to express it. Patients' stress
symptoms are intense compared to those who are healthy. In parallel, it was observed that they

experienced anger intensely (Batigiin, Sahin and Demirel, 2011).

In 2011, Nesrin H. Sahin, Nejat Basim, Necip Akkoyun A-Type Personality and Three
Important Components in Stress Relationship. They conducted a research called Anger, Coping
and Job Obsession. According to the results of this research applied on 454 men working in

public security; it is seen that the type A personality workers experience more stress and anger,
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and their methods of struggle are weaker. Moreover they prefer to get professional help less

compared to others (Sahin, Basim and Akkoyun, 2011).

CHAPTER II

METHOD

2.1. Research Assumption and Hypothesis

It is assumed that the white-collar employees participating in the research answered the
scales honestly and sincerely, these responses are valid and reliable, and the methods used for
data analysis are selected appropriately. The hypothesis of this research, which analyzes the

relationship between organizational stress and anger, is as follows:

H1: The organizational stress experienced by white-collar employees working in the

plaza has a significant effect on their anger.
Research question and Sub-Questions

Research Question: Is there a significant relationship between the organizational stress

and anger experienced by the white collar employees working in the plaza?
Sub Questions

1) What are the organizational stress perceptions of white-collar employees working in
the plaza?

2) What is the anger perception of the white collar employees working in the plaza?

With the answers given to these questions, it is considered that this research will
contribute to the literature and a meaningful awareness will be generated for the plaza

employees as there is a very limited studies on plaza employees.
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2.2. The Importance and Purpose of the Research

Job and vocations are of great importance in terms meaningful life and existence of
human (Yesilyaprak, 2019, p.89).

Vocation and job choices, which are of great importance in the life of the individual,
shape their career life. Trainings and education about job, vocation are generally expected to be
completed in school life. However, during a long career journey the employee may face
unemployment, need to change a profession, request to experience new opportunities, or prefer
to acquire new skills and pursue a new profession after retirement. In this context, vocational
guidance and career counseling are needed not only at school, but also for the continuous
development of the employee for a lifetime (Akkok and Zelloth, 2010, cited in Yesilyaprak,
2019).

Rapid technological changes, globalization, direct reflection of positive science results
on daily life have created serious changes in the business life. These are the global
unemployment situation and the globalization of the workforce (Herr, Cramer, and Niles, 2004,
cited in Yesilyaprak, 2019). As a result of these developments, it has become an important need
for companies to evaluate the needs of the employee and develop a policy for vocational
guidance and career psychology consultancy in order to realize their commercial and structural
goals (Athanasou & Esbroeck, 2008; Erday1, 2009, cited in Yesilyaprak, 2019). When evaluated
in this context, it can be claimed since the sectors where white-collar workers work, as well as
plazas that are most affected by rapid technological changes ,are the areas mostly needed for

vocational guidance and career counseling .

The main purpose of Psychological Counseling and Guidance services in our country is
to raise productive individuals, and to support the choice of profession appropriate to the
individual's ability and interest to ensure this productivity (Dogan, 1998; Kuzgun, 1993,
Ozgiiven, 1990; Stockton and Giineri, 2011; cited in Yesilyaprak, 2019). Global and social
changes transform career and career choices unpredictably. Reshaping the needs arising at this

point and the service are generally late and difficult in Turkey ( Yesilyaprak, 2019, p.75).

Although there have been important developments in vocational guidance and career
counseling recently, it is important to evaluate the situations hindering the developments in
order to develop the right strategies. Considering that the services in of vocational guidance and

career counseling have reached a certain level of awareness and development momentum, it
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can be thought that appropriate conditions have been created for determining a vision sensitive
to social needs in line with new paradigms. The development of this service area as a
professional vocation is a key function in meeting social and individual needs at an adequate
level. ( Yesilyaprak, 2019, p.89).

The need for vocational guidance and career counseling by white-collar employees
cannot be denied, too. One of the aims of this research is to contribute to the vocational guidance
and career counseling service area for white-collar employees.

With the rapidly developing technology and urban transformation, classical buildings
have started to leave their places to plazas. Altough these buildings have some disadvantages,
they are thought to propose various advantages regarding technological comfort, heat and
lighting. It can be assumed that in the plazas which always provide a bright and a certain heat
environment, are isolated from the city life, away from weather conditions and day and night
restrictions, white-collar people experience organizational stress and are angry accordingly.
While rapidly changing technology reshapes industries, it also requires new studies in the field
of industrial psychology.The other aim of this research is to contribute to industrial and
organizational psychology, which theoretically examine the causes and consequences of human
behavior in the work environment, about the anger and stress experienced by white-collar
employees. On this occasion, it is hoped that more suitable work environments will be created
for white-collar employees, essential initiatives will be taken to reduce the stress and anger
experienced by White colar workers, and thus job satisfaction will be increased. It has been
noticed that research on this field is extremely inadequate, therefore, it is expected that this
research will have a positive effect both to contribute to the literature in this field, to draw
attention to the problems of white-collar workers working in plazas and to create an awareness

for improvements that can be made in this regard.

The purpose of this study is to analyze the relationship between organizational stress
and anger experienced by white-collar employees working in the plaza and to examine the state

of anger and organizational stress in detail.
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2.3. Limitations

This research is limited to data collected from 294 white collar workers working in
plazas in the Levent district of Istanbul. Anger analysis of the employees is limited to the data
obtained from the Multidimensional Anger Scale, and organizational stress analysis is limited
to the data obtained from the Short VVersion Organizational Stress Scale.

2.4. The Universe and the Sample of the Research

The universe of the research consists of white-collar employees working in plazas in the
Levent district of Istanbul. The application was done by random sampling. The scale results of
the responses from 294 people were analyzed.

2.5. Data Collection Tools

In this study, a literature research was conducted on organizational stress and anger.
This research has also practical techniques. Multidimensional Anger Scale and Short Version
Organizational Stress Scale were applied to white-collar employees working in plazas in the
Levent district of Istanbul on 01.06.2019-30.06.2019. Scales were applied via Survey Monkey.

Multidimensional Anger Scale developed by Feza Balkaya and Dr Nesrin H. Sahin is a
tool suitable for Turkish culture and can measure anger in various dimensions. This scale has
been prepared in a five-likert type. In the first part, the age, profession, gender and education
level are asked. In the second part 14 items for determining the physical dimension of anger, in
the third part 42 items for the determination of the factors causing anger, in the fourth part 30
items for the determination of anger-related ideas, in the fifth part 47 items for the determination
of anger outward projection and in the last part there are 26 items for detection of anger

management ways. Reliability and validity tests of the scale were conducted.

The Short Version Organizational Stress Scale was developed by Yunus Yildirim, M.
Yalgin Tasiistiipligil and Hanifi Uziim. In 1988 they adapted the Organizational Stress Scale
developed by Theorell et al into Turkish and made a factor analysis, again. In the first part of
the scale, personal information is asked. The scale is prepared according to the five-point Likert
type. There are 17 questions and three sub-dimensions. Workload size (1st, 2nd, 3rd, 4th and
5th), control dimension (6., 7., 8., 9., 10. and 11.) and Social Support dimension is 6 (12th. ,
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13., 14., 15., 16., and 17.). The answer options given to the questions are evaluated by coding

between 1 and 5 points.

2.6. Data Analysis

On the analysis of the data descriptive statistics are presented with frequency,

percentage, mean and standard deviation values. For the comparison of anger dimensions and

sub-dimensions within itself, repeated Anova test and Sidak test were performed to examine

different dimensions. Correlation analyzes were used to determine the relationship between

anger dimensions and organizational stress levels. In the study, p values less than 0.05 were

considered statistically significant. Analyzes were made with SPSS (Statistical Package for the

Social Sciences) 22.0 package program.

CHAPTER 11

FINDINGS

In this section, findings obtained as a result of statistical analyzes are included. The

findings are given below in tables and explanations.

3.1. Findings Related to the Demographic Structure of the Participants

Table 1: Gender, Education and Income Status of Participants

Gender N %
Men 118 40,2
Women 176 59,8
Education N %
High School 8 2,7
University 181 61,6
Master Degree 105 35,7
Income Level N %
Low 22 7,5
Medium 244 83,0
High 28 9,5
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In the study, it is seen that 40% of the participants are male and 60% are female. It is
determined that 3% of the participants have education at high school, 61% at university and
36% at master degree. It is observed that the income levels of the participants are lower with
7%, medium level with 83% and high with 10%.

Table 2: Age of the Participants, Service Time and Weekly Working Hours

Measurements N X S.S. Min Max
Age 294 33,87 7,39 22 63
Working time in the

294 6,52 5,95 0 27
company
Working hours per week 294 44,37 8,75 8 90

The average age of the participants is determined to be 33.87 + 7.39. The average service
years of the participants are found to be 6.52 + 5.95. On average it is calculated that the

participants work 44.37 + 8.75 hours a week.

3.2. Organizational Stress, Anger Dimensions and Sub Dimensions

Table 3: Organizational Stress and Anger Symptoms

Scales N X S.S.
Organizational Stress

294 3,83 0,38
Scale
Anger Symptoms 294 2,48 0,58

The organizational stress levels of the participants are determined to be 3.83 = 0.38 on
average. It is determined that the average scores of the anger symptoms dimension of the
participants are 2.48 = 0.58.

3.3. Findings Regarding the Anger Perception of the White Collar Employees Working
at the Plaza

One of the sub-problems of the research is “What is the Anger Perception of the White
Collar Employees Working in the Plaza?” Multidimensional Anger Scale is used to test the
problem. The results obtained are given in Tables 4, 5, 6, 7, 8, 9, 10, 11, 12.
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Table 4:Anger Causes: Sub-dimensions

Scales N X S.S.

Anger Causes-Not being taken seriously 294 3,19 0,34
Anger Causes-Being Unfair 294 3,76 0,63
Anger Causes-Criticism 294 3,58 0,65

It is determined that the average size scores of the participants not being taken seriously
are 3.19 + 0.34. It is determined that the average dimension scores of being subjected to
unfairness are 3.76 + 0.63. The criticism sub-dimension mean dimension scores are found to be
3.58 £0.65.

It is determined that the mean dimension scores of the thoughts about Participants'
Anger sub-dimension is 3.10 £ 0.35. Looking at the average values, it is seen that the

participants are most angry in case of injustice.

Table 5: Anger- Related Thoughts: Sub-Dimensions

Scales N X S.S.
Anger-Related Thoughts-Thoughts about anger 294 3,10 0,35
Anger-Related Thoughts-Anger thoughts towards 294

2,10 0,67
others

294

Anger-Related Thoughts-Self-Anger thoughts 2,09 0,67
Anger-Related Thoughts-Anger thoughts towards 294

2,09 0,78

the world

It is found that the average dimension scores of the participants' anger thoughts sub-
dimension is 2.10 + 0.67. It is determined that the average size scores of the participants' anger
thoughts sub-dimension are 2.09 = 0.67. It is determined that the average dimension scores of
the participants' anger thoughts sub-dimension towards the world are 2.09 + 0.78. It is
determined that the mean dimension scores of the thoughts about the anger of the participants
are 3.10 = 0.35. Looking at the average values, it is seen that the participants have the most

anger-related thoughts.
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Table 6: Anger-Related Behaviors:Sub-dimensions

Scales N X S.S.

Anger-Related Behaviors - Offensive 29 2,57 0,38
Anger-Related Behaviors - Calm 294 2,64 0,63
Anger-Related Behavior-Anxious 294 2,37 0,69

The aggressive sub-dimension of the participants is calculated as the average size scores
of 2.57 + 0.38. The Calm sub-dimension of the participants is calculated as average size scores
of 2.64 + 0.63. The Anxious sub-dimension of the participants is calculated as average size
scores of 2.37 + 0.69. Looking at the average values, it can be seen that the participants mostly

remain calm when they are angry.

Table 7: Interpersonal Anger Subscales

Scales N X S.S.

Interpersonal Anger-Revenge responses 294 2,26 0,68
Interpersonal Anger-Passive-aggressive responses 294 3,03 0,55
Interpersonal Anger-Introverted reactions 294 3,10 0,35
Interpersonal Anger-Careless reactions 294 2,54 0,74

It is calculated that the average size scores of the participants' Revenge responses sub-
dimension is 2.26 + 0.68. The Anger-Passive-Aggressive responses sub-dimension mean
dimension scores of the participants are calculated as 3.03 + 0.55. The Anger-Introverted
reactions sub-dimension of the participants is calculated as 3.10 + 0.35 in average dimension
scores. The Anger-Introverted responses sub-dimension mean dimension scores of the
participants are calculated as 3.10 + 0.35. The Anger-Careless reactions sub-dimension of the
participants is calculated as 2.54 = 0.74 in average dimension scores. Looking at the average

values, it can be said that the participants experience an inward anger.
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Table 8: Comparison of Participants’ Anger- Sub-dimensions

Scales N X S.S.

Anger Symptoms 294 2,28 0,69
Anger Causes 294 3,05 0,55
Anger-Related Thoughts 294 3,11 0,34
Anger-Related Behavior 294 2,56 0,73
Interpersonal Anger 294 2,28 0,69

Average Anger Symptoms dimension of the participants is calculated as 2.28 + 0.69.
Average size scores of participants' Anger Causes Status dimension is calculated as 3.05 £ 0.55.
Average size scores of participants' Anger-Related Thoughts dimension are calculated as 3.11
+ 0.34. The Anger-Related Behaviors dimension of the participants is calculated as 2.56 + 0.73.
The average Interpersonal Anger size scores of the participants are calculated as 2.28 + 0.69.
Looking at the average values, it is seen that the participants have the most anger-related
thoughts among the sub-dimensions.

3.3.1. Examining the Difference Between Anger Dimensions and Sub-dimensions

Table 9: Examining the Difference Between Anger Dimensions

Size n X S.S. P Difference
Anger Symptoms (1) 294 2,28 0,69

Anger Causes (2) 294 3,05 0,55

Anger-Related Thoughts (3) 204 311 034 0017 222145
Anger-Related Behaviors (4) 294 256 0,73

Interpersonal Anger (5) 294 2,28 0,69

** Repeated variance analysis is applied. Sidak test is performed for the difference test. * It demonstrates

significant difference.

In the study, it is determined that there are significant differences between anger
symptoms, anger-causing situations, anger-related thoughts, anger-related behaviors, and
interpersonal anger levels in order to determine the anger levels of the participants. It is found
that the levels of anger and thoughts related to anger are higher than the anger symptoms, anger-
related behaviors, and interpersonal anger levels (p = 0.01, p <0.05).
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Table 10: Examining the Difference Between Sub-Dimensions of Anger Causes

Size N X S.S p Difference
Anger Causes-Not being taken

. 3,19 0,34
seriously (1)
Anger Causes-Being Unfair (2) 294 3,76 0,63 0,01* 2>3>1
Anger Causes-Criticism (3) 294 3,58 0,65

** Repeated variance analysis is applied. Sidak test is performed for the difference test. * It demonstrates

significant difference.

It was determined that the average score levels of the Anger Causes sub-dimensions
were at different levels. It is observed that the difference is the level of anger caused by being
treated unfairly is higher than the level of anger caused by being criticized and not being taken
seriously. In addition, it is observed that the level of anger caused by criticism is higher than
the level of anger in response to not being taken seriously (p = 0.01, p <0.05).

Table 11: Examining tne Difference Between Anger-Related Behaviors Among Sub-
Dimensions

Size N X S.S. P Difference
Anger-Related Behaviors - Offensive 294 2,57 0,38

Anger-Related Behaviors - Calm 294 2,64 0,63 0,01* 1,2>3
Anger-Related Behavior-Anxious 294 2,37 0,69

** Repeated variance analysis is applied. Sidak test is performed for the difference test. * It demonstrates

significant difference.

It is determined that the average score levels of the Anger-Related Behavior sub-
dimensions are at different levels. The difference is found to be due to the higher levels of
Aggressive and Calmness of the participants compared to the Anxious anger levels (p = 0.01,
p <0.05).
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Table 12: Investigation of the Differences Between Anger-Related Behaviors

Size N X S.S. p Difference
Interpersonal Anger-Revenge
294 2,26 0,68
responses
Interpersonal Anger-Passive-
) 294 3,03 0,55
aggressive responses
0,01* 1,4<3,2
Interpersonal Anger-Introverted
) 294 3,10 0,35
reactions
Interpersonal anger-careless
) 294 2,54 0,74
reactions

** Repeated variance analysis is applied. Sidak test is performed for the difference test. * It demonstrates

significant difference.

It is determined that the average score levels of the Anger-Related Behavior sub-
dimensions are at different levels. The difference is found to be due to the higher levels of anger
of the participants compared to Passive-aggressive reactions and Insightful responses (p = 0.01,
p <0.05).

3.4. Findings Regarding Organizational Stress Perceptions of White-Collar Employees
Working in Plazas

One of the sub-problems of the research is “What is the organizational stress perception
of the white-collar employees working in plazas?” Short Version Organizational Stress Scale
was used to test the problem. The results obtained are given in Tables 13 and 14.

Table 13: Relationship Between Organizational Stress Scale and Age, Service Year, and
Weekly Working Hours

Weekly Working

Scales Age Sevice Year

Hours
Organizational R 0,10 0,12* 0,02
Stress Scale P 0,09 0,04 0,71

It is determined that there is no significant relationship between the organizational stress
levels of the participants, their ages and weekly working hours. It is observed that the age and
weekly working time of the participants do not change organizational stress levels (p> 0.05).
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It is determined that there is a weak, linear and significant relationship between the

organizational stress levels of the participants and the years of service. The high service years

of the participants causes the organizational stress levels to increase (r =0.12, p =0.04, p <0.05).

Table 14: Examining Job Stress Expressions

Expression N X s.S min Max
Do you have to work too
294 3,84 0,73 2,00 5,00
hard?
Does your job require a lot of
294 3,82 0,79 2,00 5,00
effort?
Does your job require a high
] ) 294 3,89 0,83 1,00 5,00
level of skill and expertise?
Does your job require you to
- 294 4,03 0,73 2,00 5,00
take action first?
Does your job allow you to
) 294 3,66 0,80 1,00 5,00
learn new things?
Can you decide by yourself
294 3,72 0,80 1,00 5,00
how to work?
Can you decide what to do
) ] 294 3,59 0,82 1,00 5,00
regarding your job?
My business environment is
294 3,32 0,98 1,00 5,00
calm and pleasant.
I get along well with other
294 4,23 0,69 1,00 5,00
employees at my workplace.
My colleagues support me. 294 3,99 0,74 1,00 5,00
If I have a bad day, my
colleagues will understand 294 3,75 0,80 1,00 5,00
me.
I get along well with my
) 294 4,05 0,73 2,00 5,00
supervisors.
I enjoy working with m
1o J Y 294 3,91 0,81 1,00 5,00

colleagues.

The participants’ "Do you have to work very hard?" expression scores are found as 3.84

+ 0.73 on average. The participants’ "Does your job require a lot of effort?" expression scores

are scored on average 3.82 + 0.79 level. The participants’ "Does your job require a