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Abstract

In the activities of the employees in an organization, trust, positive behavior, and dysfunctional behavior can be
investigated as a whole, in addition to the universal principles of the theory of values. In previous studies, the
concepts of trust among colleagues (TYC), dysfunctional behavior (EDB), and positive behavior of management
towards employees (PBM) in organizations were examined separately in different areas. Unlike in previous
studies, these concepts were, in this study, applied together to employees in different organizations. In this
research, employees’ trust in one another positively and significantly affected their dysfunctional behavior.
Employees’ trust in one another also positively and significantly affected their management’s positive behavior
towards employees. The positive behavior of the management towards their employees in turn affected the
dysfunctional behavior of the employees in a positive and meaningful way. In the study, the positive behavior of
the management towards their employees had a full mediator effect on the impact of employees’ trust one
another on employees' dysfunctional behaviors.

Keywords: Theory of values, trust, dysfunctional behavior, positive behavior of management, organization.
Jel Codes: M12, M14, M19.

Cite this article: Durmus, i. (2022). The effect of trust among employees on dysfunctional behavior and the
mediating role of management'’s positive behavior: A theory of values analysis. International Journal of Social
Inquiry 15(1), 1-20. https://doi.org/10.37093/ijsi.951910

* Lecturer PhD at the Vocational School of Social Sciences, Gimiishane University, Gimlshane/Turkiye.
E-mail: ibrahimdurmus@gumushane.edu.tr, ORCID: https://orcid.org/0000-0002-3872-2258.

Article Information
Received 13 June 2021; Revised 20 Nov 2021; Last Revised 04 April 2022; Accepted: 5 April 2022; Available online: 30 June 2022

This is an open access article under the Creative Commons Attribution-NonCommercial Licence.
© 2022 The Author. Published by Institute of Social Sciences on behalf of Bursa Uludag University o e



https://creativecommons.org/licenses/by-nc/4.0/
https://dergipark.org.tr/en/pub/ijsi
mailto:ibrahimdurmus@gumushane.edu.tr
https://orcid.org/0000-0002-3872-2258
https://orcid.org/0000-0002-3872-2258

ibrahim Durmus

Calisanlarin Giiven Davraniglarinin islevsiz Davranislari Uzerindeki Etkisinde

Yonetimin Olumlu Davranisinin Araci Rolii: Deger Kurami Analizi

Oz

Degerler kuraminin evrensel ilkelerinin yaninda calisanlarin organizasyon icerisindeki faaliyetlerinde; glven,
olumlu davranis ve islevsiz davranislar bir butlin olarak arastirlabilir. Daha evvel gergeklestirilen calismalarda
organizasyonlarda ¢alisma arkadaslarinin birbirlerine olan glivenleri (TYC), islevsiz davraniglari (EDB) ve yénetimin
calisanlara olumlu davranislari (PBM) kavramlari ayri ayri farkl alanlarda incelenmistir. Arastirmada &nceki
calismalardan farkli olarak bu kavramlar bir bltin halinde farkli organizasyonlarda calisanlara uygulanmistir.
Arastirma sonuglari calisanlarin birbirlerine olan gtivenlerinin islevsiz davranislarini pozitif ve anlamli olarak
etkiledigini gostermistir. Calisanlarin birbirlerine olan guvenleri ydnetimlerinin c¢alisanlara karsi olumlu
davranislarini pozitif ve anlamli olarak etkilemistir. Yonetimin calisanlarina karsi olumlu davranislari ise ¢alisanlarin
islevsiz davranislarini pozitif ve anlamli bir sekilde etkilemistir. Arastirmada ayrica ¢alisanlarin is yerlerinde
birbirlerine olan glvenlerinin islevsiz davranislar Uzerindeki etkisinde yonetimin ¢alisanlarina karsi olumlu
davranislari tam araci etkiye sahip olmustur.

Anahtar Kelimeler: Dederler kurami, gliven, islevsiz davranis, ydnetimin olumlu davranisi, organizasyon.
Jel Kodlan: M12, M14, M19.

1. Introduction

Values are structured similarly between different groups. This shows that there is a universal
organization of human motivations. However, although the nature and structure of values are
universal, individuals and groups may differ in the importance they attribute to values. This
situation reveals that individuals or groups have different value priorities or hierarchies
(Schwartz, 2012, p. 3). The structure of individual values affects the conceptual structure of
values based on similarities and differences. For example, pleasure and living comfortably are
part of the sphere of pleasure, while equality and charity are part of the social sphere. Values
as a structure also include the relations of compatibility and contradictions between value
fields. If simultaneously giving high priority to values (such as pleasure and prosociality) is
practically or logically contradictory, then the two different areas are conceptually distant. If
giving high priority to values in two fields is compatible (such as security and convenience),
these two fields are conceptually close (Schwartz & Bilsky, 1987, p. 550). This situation can be
evaluated in terms of the mutual relationship behavior of employees within the organization.
Since the trust of the employees in the organization and the positive behavior of the
management towards employees can be considered high priority, these two concepts are
compatible and close. This situation reveals that both the concepts of both trust and positive
behavior of the management towards the employee can be evaluated in a contradictory and
conceptually distant way with the dysfunctional behavior. In this research, the positive side of
the employees in the organization in terms of values is trust and the positive behavior of the
management, and the negative side is the behavior of dysfunction.

In the literature, it is emphasized that there is an important relationship between values and
behavior in terms of the theory of values (Bardi & Schwartz, 2003, p. 1218). Many types of
behavior that are considered valuable in organizations can shape how employees relate to one
another. Confidence and positive behavior in an organization can be characterized as desired
values, while dysfunctional behavior can be characterized as an undesirable value or a
worthless concept. In this respect, today's working environments consist of dynamic structures
in which employees can develop a sense of trust towards each other. Since the employees in
these structures are human, they can also exhibit dysfunctional behavior in the workplace in
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the face of certain situations. Such behavior may sometimes be continuous or not occur at all,
depending on the personal characteristics of the employees. In addition to the behavior of
their management towards them, employees' trust in one another may be effective in
influencing the display of such behavior.

The theory of values, which is expressed as 10 different values (power, achievement,
hedonism, stimulation, self-direction, universalism, benevolence, tradition, conformity, and
security) in the literature, reveals conflicts and harmonious relations between values. Close
values are considered as similar motivation, and distant values are considered opposite
motivation (Davidov et al., 2008, p. 424). From this point of view, trust, positive behavior of
management, and dysfunctional behavior that can be perceived positively and negatively
within the organization were examined as both similar and opposite motivational factors. In
terms of values, trust and positive behavior were evaluated as close, while dysfunctional
behavior was examined as opposite motivation values.

Schwartz, in his theory of values that emphasized moral universal values, stressed that trust
is an important human value, as he expresses the value structure at the individual level, and
that the behavior of trust includes mutual goodness (Schwartz, 2007, p. 715). He expressed
trust as a type of motivational value related to protection (Sagiv & Schwartz, 2000, p. 180). He
also evaluated the motivational purpose of trust or security as the security, harmony, and
stability of society, relationships, and self (Schwartz & Boehnke, 2004, p. 252). In his research,
he emphasized that there are security goals for a person themselves or the people with whom
they are identified (such as mutual favors and social order) (Schwartz, 2012, p. 6). In this respect,
it is evaluated as security (in the sense of being safe) and trust in terms of relationships in the
theory. In this research, the concept of trust was given priority in the mutual relations examined
within the concept of security, which is one of the evaluation theory factors. In other words,
trust behavior towards the employee was taken into account. Studies show that the positive
aspects of mutual goodness in these relations should be emphasized, and the positive behavior
of the management towards its employees should also be taken into account.

In terms of the theory of values, the complex motivation structure shapes the trust of
individuals in their organizations (Devos et al., 2002, p. 491). Trust is vital in organizations (Hyde,
1993, p. 741). Trust in organizations is the product of successful collective action. In other
words, working groups in organizations need to demonstrate trust to perform successful
activities. This situation enables complex cooperation efforts in organizations (Leana & Buren,
1999, p. 542-543). In organizations, the management may have increased the security to the
extent that they have increased the psychological safety of the employees, the necessity to feel
for constructive change, and the organization-based self-confidence of the employees by
displaying a formal or informal attitude to the ideas of the employees (Liang et al., 2012, p. 88-
89). This shows that trust is an important value for the success of employees' activities.

Personal value priorities are the product of individuals' unique social experiences and
distinctive inherited traits. In their daily organizational activities, individuals communicate their
important values and the goals that express them with their ideas, preferences, and choices.
With their values, individuals affect the goals, norms, practices, and institutional actions, shared
perceptions, and interpretations determined by the organization (Sagiv & Schwartz, 2007, p.
183). Roccas et al. (2002, p. 790) stated in their research that values are permanent goals;
people see what is important, and they want to reveal their goals by following the important
ones. They also stated that values are desirable by individuals and that values are effective in
making individuals' behavior, choices, or actions legitimate or valuable.
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Although environmental considerations are as important for individuals as well as for
organizations, the internal factors of organizations usually play a more important role
(Balthazard et al., 2006, p. 710). In organizations, it is often impossible to predict with certainty
whether the consequences of a particular action will be positive or negative. For this reason,
an action intended to bring about a functional change may have a dysfunctional effect in some
cases. Since organizations are characterized by more than one stakeholder and have more
goals, a result that is evaluated positively by one stakeholder may be evaluated negatively by
another stakeholder (Morrison & Phelps, 1999, p. 416). In this respect, creating organizational
structures that protect employees from undesirable behaviors can reduce the likelihood of
employees engaging in destructive behavior. In other words, creating a working environment
that emphasizes the respectful behavior and protection of employees in organizations can help
organizations to conduct studies in a constructive way rather than in interpersonal destructive
behavior (Mitchell & Ambrose, 2012, p. 1167). As a result, the interaction of employees' trust
in their colleagues, dysfunctional behavior of employees, and positive behavior of
management towards their employees can affect the entire organization.

2. Conceptual Framework

2.1 Employees' Trust in Colleagues

To date, no definition of trust has been universally accepted; however, despite differences of
opinion, definitions of trust have a common view on various issues (Costa, 2003, p. 606). Trust
is a dynamic structure that reflects an individual's beliefs about the relationship between the
individual and their environment (Mishra & Spreitzer, 1998, p. 575). In other words, trust creates
the dynamic aspect of human relations. In this respect, trust is a process that must be initiated,
maintained, repaired, and continually validated. Trust is not a social substance or a mysterious
entity. Trust is a social practice defined by preferences (Flores & Solomon, 1998, p. 206). Trust
has a significant effect on the risks shared among employees in the organization (Cruwys et al.,
2021, p. 76). This situation shows that trust is important for the continuity of organizational
activities for employees.

A moral understanding of trust is essential (Cohen & Dienhart, 2013, p. 12). In this respect,
an employee who trusts their manager may exhibit a more entrepreneurial attitude than other
employees. As a result of a trusting relationship, employees can take more initiative when
solving problems for their work. Also, employees can display more energetic and more intrinsic
motivation (Costigan et al., 2006, p. 275). Thus, violation of personal trust in organizations can
be considered betrayal (Elangovan & Shapiro, 1998, p. 549).

In their research on the theory of values, Schwartz and Sagie (2000, p. 472) found that
competition and scarce resources cause conflict in underdeveloped countries where poverty is
common, that basic insecurity about the livelihood of individuals is common, and this situation
creates a constant security concern for many people. They emphasized that anxiety can be
reduced with increasing welfare. This shows that the welfare of the country in which the
individuals working in the organization continue their activities can be effective. Schwartz et al.
(2012, p. 683) stated that in terms of basic human values, helpfulness, and reliability, individuals
should be reliable members of the group they are in.

In his research, Robinson (1996, p. 595) stated that trust can be established not only by
influencing not only the reassuring behavior of the parties but also the perceptions of each
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party regarding the behavior of the other. Podsakoff et al. (1996, p. 277) concluded that
encouraging employees to accept their goals as a group (by their leaders) positively affects
employees' trust. Thomas (1998, p. 172) stated that the environment of trust provided by a
public institution can contribute to the development of trust-based relationships among
individuals. Hopkins and Weathington (2006, p. 493) concluded that trust partially mediates
the relationship between fairness, organizational satisfaction, and emotional commitment.
They also stated that increasing trust in the workplace reduces the impact of negative decisions
made by businesses regarding employees. Colquitt et al. (2007, p. 919) revealed that there is a
high correlation between trust in the workplace and the dimension of talent, helpfulness, and
integrity. Chen and Ayoko (2012, p. 47) investigated the effects of conflict in the workplace on
the emerging emotions and perceptions of trust. They stated that the basis of enthusiasm,
excitement, and honesty was positively related to trust, and this contributed to a better
understanding of the link between emotions and trust.

2.2 Employee Dysfunction Behavior

The behavior of an employee is often reflected in their actions in the workplace (Burke & Witt,
2004, p. 350). In recent years, concepts such as aggression, anti-social behavior, dysfunctional
behavior, misconduct, and misbehavior have been examined in studies on bad behavior
(dysfunction) of employees. In addition, concepts such as incapacity for work, workplace abuse,
destructive work behavior, maladaptive behavior, wrong organizational behavior, and bullying
have also been included in the literature. However, there is no significant study area related to
any of these yet (Griffin & Lopez, 2005, p. 989). In this respect, future studies may focus on
dysfunctional behavior patterns of employees according to different evaluation situations. In
the literature, one type of dysfunctional behavior is expressed as social deprivation. Social
deprivation reflects the quality of relationships between superiors and subordinates. It has also
been emphasized in the literature that tension can replace dysfunctional behavior (Hirst, 1983,
p. 596-603). Therefore, this research aims to gain a perspective, albeit partially, on the
dysfunctional behavior of the employees.

Theory of values states that conformity behavior in individuals controls impulses and
prevents actions that may harm others (Schwartz & Sagiv, 1995, p. 94). This shows that, as
dysfunctional behavior in the organization is inappropriate, it may have been difficult to control
impulses and behaviors that may harm others. Schwartz et al. (2000) emphasized that the
desired values and desirability of individuals take shape according to the situation. They stated
that someone who values social justice will desire justice in the world, while someone who
gives little importance to it will not be very interested in injustice in the world. In their research,
they stated that an individual's worries can be evaluated as a function of his values (Schwartz
et al., 2000, p. 312). Therefore, dysfunctional behavior in research may be caused by different
situations that employees desire (like liking laziness). Schwartz (2014, p. 248) evaluated the
theory of functionality, stating that elements that functionalize asset values (health, stability,
and survival) contribute to personal security. He maintained that the closest element of this
theory to his theory can be equivalent to security. He further stated that this situation can
express both personal and social goals, such that the individual cannot feel safe when there is
an insecure environment, and that this situation is important for well-being, both biologically
and in the group. This explanation reveals that it can be evaluated in terms of dysfunctional
behavior in the organization and trust in colleagues.
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Ramaswami (1996) stated that the loss of flexibility and appreciation and the negative
perception of justice and trust are effective in dysfunctional behavior disorders of employees,
taking into account the process control (p. 116). According to Van Fleet and Griffin (2006), most
of the studies on dysfunctional behaviors employees focused on behavior at the individual
level (p. 706). They emphasized that organizational culture can contribute to or distract from
dysfunctional behavior. Appelbaum et al. (2007) further stated that for the long-term success
of organizations, negative behavior should be prevented in the workplace, and positive
behavior should be encouraged by the workplaces to achieve organizational goals (p. 596).

In other studies, Goldman (2008) concluded that mismanagement of bad behavior in the
organization increases the effect of dysfunctional behaviors on employees (p. 235). He stated
that managers should avoid bad behavior, and it would be more correct for them to act more
systematically and strategically in the organization. Cole et al. (2008) concluded that there is a
strong relationship between the dysfunctional behavior of employees and negative emotional
reactions in teams (p. 953). They stated that the low level of non-verbal negative expressions
of the employees caused a decrease in the negative emotional states and negative
performances of the employees. Sidle (2011) stated in his research that functional disorders in
the workplace may be caused by employee personality disorders (p. 77). Mackenzie et al. (2011)
stated that apart from unethical behavior such as theft and corruption, commitment, and
satisfaction, as well as the working environment and culture can affect (p. 354).

2.3 Management's Positive Behavior towards Employees

Attitude towards behavior reflects the motivation to engage in certain intentions and behavior.
An important factor in determining behavior is the individual's perceptions of the level of
control they have in the achievement of the behavior in question (McCarthy et al., 2010, p. 163).
Individual behavior in organizations (such as fulfilling responsibilities) may not have much
effect individually, but collectively, they can significantly increase the performance of the
organization (Podsakoff & MacKenzie, 1997, p. 138). Therefore, management's behavior
towards its employees is very important in achieving organizational goals and directing
employee activities.

In organizations, management needs to pay attention to the extent to which a task
performed contributes to the organizational goals, whatever it may be. They should be able to
focus on creating organizational value (Bysted, 2013, p. 280). Thus, management should create
an environment where employees can contribute to the production process by fulfilling their
assigned tasks (Brown & Myers, 1957, p. 158). For example, if the management in organizations
values their employees and encourages them to take care of each other, it may be more likely
that employees can act collectively, which would lead to the development of a sense of
belonging (Lee & Raschke, 2016, p. 165). In this respect, it is important to examine how the
behavior of the management towards the employees (from the perspective of trust) affects the
behavior of the employees. In addition, the factors that affect employees' perceptions of
reliability are among the issues to be considered (Nikandrou et al., 2000, p. 349-350).

Regarding how positive management behavior relates to the theory of values, Sagiv and
Schwartz (2000) stated in their research within the scope of the theory of human values that
individuals with positive emotions focus on personal development rather than protecting
themselves, and they have the emotional resources to pursue challenging goals (p. 192). This
indicates that when the dominance of the possibility of employees reciprocating the
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management'’s positive behavior towards them is taken into account, it can be reflected in the
activities of the employees.

Spencer (1986) concluded that the more the opportunities for employees in an organization
to express their dissatisfaction and change their unsatisfactory working conditions, the higher
the probability of employees remaining in the organization (p. 498). For Klaas (1989), when
employees feel that the complaint system is considered fair in their workplaces, their feelings
of inequality, which may cause negative results, can be reduced (p. 453). In his study, he
emphasized that the perception of justice in organizations can prevent disturbing reactions.
He also explained that managers who do not take employee complaints into account may
cause a low perception of justice among employees. According to McDaniel et al. (2001), when
investigating the moral environment of an organization, there should be consistency in that
environment (p. 255). In their studies, they stressed that similar moral behavior should be
created among employees for the positive return of personnel policies and employee behavior
and for the organizational management to have a consistent moral management model.
Weaver (2004) stated that organizations and management are interested in promoting moral
(ethical) behavior towards their employees (p. 125). To do this successfully, he proposes that
events should be viewed from the perspective of the employees and that it is imperative to
create an environment of fair treatment for the employee who takes moral concern seriously
in work-related activities.

Other studies such as Tepper et al. (2004) concluded that abusive relationships and
controlling subordinates increase the likelihood of distrust and suspicion in employees'
intentions (p. 463). They stated in their studies that this situation also interfered with the ability
of subordinates to receive support from each other. Cooper et al. (2006) stated that
management's commitments within the organization play a primary role in shaping employee
behavior (p. 7). Dalal et al. (2011) also concluded that employees' satisfaction with their
managers has a moderate relationship with employee satisfaction, and furthermore,
satisfaction with management is increasingly associated with global job satisfaction (p. 202-
203). Nafei (2014) stated that management can display different behavior to cope with
organizational changes (p. 215). He emphasized that a dominant culture in a particular
organization may not be as complex as weak cultures or subcultures. He also stated in his
research that due to rapid change, managers may have difficulties in the face of the changes
created by the changes.

Employees in today's organizations can develop feelings of trust towards each other at work.
It is observed that employees sometimes exhibit dysfunctional behavior in addition to these
trust behavior in the units in which they work. These behavior of employees in organizations
can be shaped by the behavior of organizational management towards the employees. In this
respect, this study attempted to measure the mediator effect of the positive behavior of the
management towards their employees on the relationship between employees' trust in their
colleagues and dysfunctional behavior in the workplace.

3. Method

Employees in today's organizations have certain feelings of trust towards each other. At the
same time, employees can sometimes show or be exposed to functional disorder behavior
(dysfunctional behaviors) in their work environment. There may be many factors that can cause
such dysfunctional behavior in organizations. For example, one of these may be the behavior
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of the management towards the employees. This study aimed to measure the mediating effect
of management's behavior towards employees on the impact of employees' trust in their
colleagues on dysfunctional behavior. The data utilized in the findings and analyses of the
study were obtained through an electronic questionnaire administered to a total of 423 people
working in different professions in the private and public sectors (firm employees, health
personnel, contracted personnel, academicians, civil servants, and others) in the province of
Erzurum in Turkey in 2021. The research, attempted to reveal what kinds of relationships there
are between the trust among the colleagues of the employees, the dysfunctional behavior of
the employees, and the behavior of the management towards the employees. SPSS 21
(general), GSCA (direct effects and general compliance), and AMOS 24 (improved compliance
with mediating effects and modification) package programs were used for the research
analysis.

During the research, previous studies on the subject were examined and the research scales
utilized in the relevant literature were applied to the employees. Feedback was received from
423 employees (80%) out of the 530 people determined as the main study sample, and the
research analysis was carried out. The data related to the population that will determine the
research universe, using the formula n = [(N p q) / d* (N-1) + £ p g], a = 0.05 margin of error,
and 95% confidence level was calculated as the critical value of the research application 2.02.
This result implies that the research sample has the power to represent the universe (Ozdamar,
2003, p. 40-74). The questionnaire form of the study consisted of two parts. The first part
contained six questions about the gender, institution, occupation, age, monthly income, and
educational status of the employees. In the second part of the questionnaire, the research
participants were asked five questions measuring the trust of the employees in their colleagues,
five questions measuring the dysfunctional behavior of the employees, and four questions
measuring the positive behavior of the management towards the employees were asked to the
research participants. A 5-point Likert scale was employed in the questionnaire.

While the research scales were put into practice, the scales of trust in colleagues of
employees contained five items from the studies of Tsui et al. (1997, p. 1107), the scale of
dysfunctional behavior of employees contained five items from the research of Ramaswami
(1996, p. 118), and the scale of positive behavior of the management towards employees was
developed by Thompson (1996, p. 192). These scales were adapted to the research by using
four of the scale questions in the research. Unlike the rational choice literature, most of the
research on organizational behavior includes empirical data (Robertson & Tang, 1995, p. 78).
In this respect, while carrying out the research analysis, previous studies on the subject were
examined and accessible sources were used. Unlike previous studies, this study tried to
measure the mediating effect of the positive behavior of the management towards their
employees (PBM) on the effect of the employees' trust in each other at the workplace (TYC) on
dysfunctional behavior (EDB).

The hypotheses about the research carried out are stated below:
H1. Employees' trust in their colleagues in the workplace affects dysfunctional
behavior negatively and significantly.

H1b. Employees' trust in their colleagues in the workplace affects the positive
behavior of the management towards the employees positively and significantly.

H1c. The positive behavior of the management towards the employees in the
workplace affect the dysfunctional behavior of the employees negatively and
significantly.
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H1a. The positive behavior of the management towards the employees has a
mediating effect on the effect of the trust of the employees in the workplace on
the dysfunctional behavior (see Figure 1).

Figure 1
Hypothesis Model
)
TYC »{ EDB
Hypothesis Model 1
H1a (Mediating)

Hypothesis Model 2

3.1 Findings

About 54.4% (230 people) of the employees who participated in the research were male
employees, and 45.6% (193 people) female employees. Research 71.2% (301 people) of the
participants in the study were active in the public sector. When the employees were evaluated
in terms of profession, 30.5% (129 people) belonged to other professions, 25.1% (106 people)
were civil servants, 16.5% (70 people) academicians, 11.6% (49 people) contracted personnel,
8.7% (37 people) health personnel, and 7.6% (32 people) participated in the practice as
company employees. When the age ranges of the employees were taken into consideration, it
was observed that those who were in the 26-30 age range were, 28.1% (119 people) of
employees, and 26.2% (111 people) who are in the 31-35 age range were in the majority. Other
age ranges of the participants were listed as 36—40 years (56 people), 25 or below (51 people),
41-45 years (48 people), and 46 and over (38 people). When the employees' monthly incomes
were evaluated, it was observed that 22.5% of the participants (95 people) earned in the range
of 4401-5600 TL per month, and 21.7% (92 people) were the majority of employees with an
income of 5601-6800 TL. In terms of monthly income, other participants 14.2% (60 people)
8001 TL and above, 13% (55 people) 3201-4400 TL, 10.9% (46 people) 2001-3200 TL, 9.7% (41
people) 6801-8000 TL and % 8 (34 people) are listed as 2000 TL and below. Upon evaluation
of their educational status, it was seen that 48.9% (207 people) had a master's degree
education, 42.1% (178 people) had received a bachelor’s degree education, 6.1% (26 people)
had an associate degree and 2.8% (12 people) had lycea education.
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3.2 Factor and Reliability Analysis

According to the results of factor and reliability analyses revealed by the application (SPSS),
the reliability of the entire study was calculated as Cronbach's alpha = .837 and validity as KMO
= .803 (see Table 1). In the study, the reliability of the individual scales was calculated as TYC =
.886, EDB = .710, and PBM = .795, and their validity was calculated as TYC = .808, EDB = .713
and PBM = .714. The cumulative contribution of all scales to the total variance was found to be
= 68,551. With these results, it is seen that the research reveals valid and reliable results (Liang
et al, 2012, p. 79; Nafei, 2014, p. 210).

Table 1
Reliability of the Study and Factor Analysis Data (SPSS)

Research Factors Factor load
Factor 1: Trust among colleagues ? (TYC)
CAGT | trust my colleagues at my workplace. .88
CAG2 In my workplace, there is an understanding of "team spirit" among my colleagues. .93
CAG3 At my workplace, | usually think about the feelings of other employees. .89
CAG4 In my workplace, we trust each other with our colleagues. .94
CAG5 In my workplace, my co-workers show great integrity. 93

Factor 2: Dysfunctional behavior b (EDB)

FBD1 I ignore some activities related to my job. .71
FBD2 | work on activities that are considered unimportant in my workplace. .62
FBD3 Even though my productivity isn't consistent at work, | try to make it look consistent. .80
FBD4 | try to emphasize my positive aspects at the workplace to the senior management. .61
FBD5 In my workplace, | avoid expressing my negative aspects to the senior management. .65

Factor 3: Positive behavior of management towards employees © (PBM)

YCD1 Mistakes made at my workplace are treated by management as a positive learning experience. .81

YCD2 In my workplace, management encourages employees to openly share their ideas. .89

YCD3 In my workplace, management pays more attention to overall results. .76

YCD4 The emphasis on completing the activities we will do in my workplace increases the quality of .68
our work.

Note. N=423. Kaiser-Meyer-Olkin value = .803; Bartlett's Test of Sphericity y? = 3161.213, p = .000; Cumulative variance = 68.551%;
Cronbach’'s o = .837.

@ Ppercent of variance = 36.376%, Eigenvalue = 3.737.

b Percent of variance = 19.468%, Eigenvalue = 3.007.

€ Percent of variance = 12.707%, Eigenvalue = 2.852.

When the results of the research were evaluated in terms of factor loads, the CAG4 option
provided the highest contribution to the employees' trust in their colleagues. In this option,
employees stated that they trusted one another with their colleagues at their workplaces. When
evaluated in terms of the dysfunctional behavior of the employees, the FBD3 option made the
greatest contribution to the scale. In this option, employees stated that they tried to appear
consistent even if they were not consistent at work. Considering the scale of management'’s
positive behavior towards employees, the YCD2 option provided the greatest contribution to
the scale. In this option, employees stated that their management in the workplace encourages
employees to openly share their ideas.
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In Table 2, where the direct effects are revealed, it is observed that the obtained results and
the model fit generally provide the construct validity and reliability of the research. FIT
(0.515>0.500 in the literature) and AFIT (0.512>0.500 in the literature) values can explain the
variance of the model. It is noted that the closer the GFI (0.977>0.90 in the literature) to 1, the
better, and the closer the SRMR (0.063<0.080 in the literature) value is to 0, the better (Khuzaini
& Zamrudi, 2019, p. 20; Marleno et al.,, 2018, p. 8). In the studies, AVE (>0.50), Alpha (>0.70)
(Marleno et al., 2018, p. 9), Rho (>0.70), HTMT coefficients (<0.90), Fornel Larcker discriminant
validity, R?, and f* values have value ranges accepted in the literature (Hair et al., 2017, p. 455-
456). The results obtained show that the research is applicable.

Table 2
Research Hypothesis Model 2 Validity and Reliability Direct Effects (GSCA-SEM)

Model fit measures

PEI Estimate  SE 95%Cl
FIT 0.515 0011 0486 054
AFIT 0.512 0.011 0492 0537
FITs 0.144 0.017 0114 019
FITm 0594 0011 05674 0617
GFI 0977 0005 0962 098
SRMR 00632 0006 0059 0.081
OPE 0.493

COPEs 0.866

OPEmM 0413

—  EDB

TYC

Construct quality measures

TYC EDB PBM HTMT

HVE 0704 0464 0519 TYC —EDB 0.194

Alpha 0.875 0.707 0792 TYC < PBM 0728

Rha 0.817 0811 0.866 EDB — PBM 0299
Dimensionality 1.0 1.0 1.0
Path coefficients Fornell-Larcker criterion values

Estimate SE 95%C| TYC EDB PBEM

TYC—EDB 00328 0052 -0.067 013 TYC 0.839
PBM—EDB 0.213 0.059 0102 0.339 EDE 0169 0621
TYC—PBM 0613 0034 0551 0697 PEM 0613 0.236 0787

\ F squared values
R squared values of components in structural model el ooe | Pow

TYC EDB PBM TYC 0.0 0.001 0.601
-0.0 0.057 0375 EDE 0.0 0.0 0.0
PEM 0.0 0.047 0.0
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3.3 Structural Equation Model Results of Research Model 1

Considering the values obtained from the Research Model 1 results and the acceptable ranges
in the literature (see Table 3) it is understood that the research is applicable (Holste & Fields,
2010, p. 134).

Table 3

Literature Indexes and Research Model Results of Model 1 (AMOS)

Literature Indexes Acceptable Values Research Model
RMSEA .05<RMSEA<.08 .068
CMIN/DF 0<x2/sd <5 2.967
IFI >.90 972
TLI >.90 .959
CFI >.90 972
RMR <1 .068

Considering the results of the research’s regression measurement model in Table 4, it is
observed that employees' trust in their colleagues had a positive (.115) and significant (p < .05,
p = .000) effect on the dysfunctional behavior of employees (H1 rejected). This result indicates
that the H1 hypothesis was rejected. The result of the analysis of the H1 hypothesis in the
research is presented in Figure 2.

Table 4

Results of the Research's Regression Measurement Model

Associations in the Model Standardize B S.E. p Hypothesis  Explanation
vC  -> EDB 115 032 ok H1 Reject
Figure 2

Model 1 Structural Equation Model Result

A2

Considering the results presented in Figure 2, it is evident that the employees' trust in their
colleagues positively and significantly affected their dysfunctional behavior. This result however
reveals that the high level of trust among employees may lead to an increase in dysfunctional
behavior. In the results obtained from Research Model 1, modifications were made within the
scales themselves.
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3.4 Research Model 2 Structural Equation Model Results Obtained

Considering the acceptable value ranges of the results obtained in Table 5 of the study and the
literature indices, it is clear that the study has acceptable value ranges. These results reveal that
the research is applicable (Rahimnia & Sharifirad, 2015, p. 370). To determine the mediating
effect in the research, previous studies were examined and the mediating effect model was
created accordingly. In previous studies, variables whose mediation effect was expressed in the
first model (Model 1 in the study; the effect of employees' trust in colleagues on employee
dysfunction by considering into account the standardized B values) were taken into account.
Then, the mediating effect model implemented in the second model (Model 2 the standardized
B value that expresses the mediating effect of the management's behavior towards the
employees in the effect of the employees on the dysfunctional behavior of their colleagues)
was also taken into account. In this case, however, if the standardized B value with mediating
effect becomes meaningless and the degree of the effect decreases, it can be mentioned that
there is a mediating effect in the research scale. When evaluated from another point of view in
the mediating model, if the effect of the independent variable on the dependent variable
decreases and the p-value becomes statistically insignificant (p > .05), then there is a full
mediation effect on the scale. If the p-value is between 0 and 0.05 (0 < p < .05), then there is
a partial mediation effect (Baron & Kenny, 1986, p. 1176; Hopkins & Weathington, 2006, p. 490;
Chen & Ayoko, 2012, p. 36-46; Sania et al., 2015, p. 16).

Table 5
Literature Indexes and Research Model Results
Literature Indexes Acceptable Values Research Model
RMSEA .05<RMSEA<.08 .080
RMR <.1 .093
CMIN/DF 0< x2/sd <5 3.711
CFl >.90 .940
IFI >.90 .940
TLI >.90 .921
Table 6
Results of the Research's Mediator Effected Regression Measurement Model
Associations in the Model Standardize B S.E. p Hypothesis Explanation
TYC -> PBM .537 .046 b H1b Acceptance
PBM -> EDB 144 .054 .007 H1c Reject
TYC -> EDB .038 .042 .359 Hla Acceptance

The results of the study in Table 6 illustrate that the trust of the employees in their
colleagues positively affected the behavior of the managers towards the employees (.537) and
significantly (p < .05, p = .000) (H1b accepted). Also, the positive behavior of the managers
towards the employees affected the dysfunctional behavior of the employees positively (.144)
and significantly (p < .05, p = .007) (H1c rejected). In addition, the positive behavior of the
managers towards the employees had a full mediator effect (p > .05, p = .359 and the
standardized B value decreased 'that is, it decreased from .114 to .038) on the effect of the
employees' trust in their colleagues on the dysfunctional behavior of the employees (H1a
accepted). These results reveal that the H1b and H1a hypotheses were accepted and the H1c
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hypothesis was rejected. The application results of Study Model 2 are expressed in Figure 3
and the relevant results are interpreted.

Figure 3
Model 2 Structural Equation Model Result

Based on the data obtained in Figure 3 and Table 6 the H1a and H1b hypotheses were
accepted, while the H1c hypothesis was rejected. That is, the employees' trust in their
colleagues positively and significantly affected the positive behavior of the management
towards the employees (H1b), the positive behaviors of the management towards the
employees positively and significantly affected the dysfunctional behavior of the employees
(H1c), and the management's behavior towards the employees had a full mediator effect on
the impact of the employees' trust in their colleagues on dysfunctional behavior (H1a). These
results show that there is a linear relationship between the trust of the employees in their
colleagues and the positive behavior of the management towards the employees, and an
inverse relationship between the positive behavior of the management towards the employees
and the dysfunctional behavior of the employees.

4. Conclusion and Discussion

Today, the trust of individuals working in different positions in their colleagues, dysfunctional
behavior, and positive behavior of management towards employees is of great importance for
organizations to continue their existence into the future. As mentioned above, upon evaluation
of this reseach’s results, two of the four hypotheses were accepted and the other two were
rejected. It was concluded that the employees' trust in their colleagues has positive and
significant effects on the dysfunctional behavior of the employees, employees' trust in their
colleagues has positive and significant effects on the management's positive behavior towards
the employees, and management's positive behavior towards employees have positive and
significant effects on dysfunctional behavior of the employees has been reached. In addition, it
was concluded that the positive behavior of the management towards their employees has a full
mediator effect on the impact of employees' trust in one another on dysfunctional behavior.

When examined in relation to the theory of universal values, the results show that trust
behavior can also have positive contributions to undesirable behavior (such as dysfunctional
behavior). In other words, trust in colleagues led to an increase in dysfunctional behavior. This
result can bring new perspectives to the theory. Nonetheless, in this research, the contribution
of trust behavior to the positive behavior of the management towards its employees creates a
result that supports the theory of values. Schwartz and Bilsky (1987) noted in their research
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that values can include harmony and contradictions. The trust in colleagues, dysfunctional
behavior, and positive behavior of management in the organization reveal both harmony and
conflict situations. Schwartz (2007) stated that the behavior of trust includes mutual
benevolence. The trust of the employees in each other contributed positively to the positive
behaviors of the management. This result also provides important contributions to the theory
of values by showing that trust produces mutually positive results. Schwartz (2014) however
provided important organizational criticisms and contributions to his research when he stated
that functionality and trust are related and equivalent to each other. Thus, in addition to the
significant relationship between trust and dysfunctional behavior, this research revealed that
trust in colleagues increases dysfunctional behavior. This indicates that the opposite of
functionality is also related to trust and may produce an opposite result.

Employees' trust in one another in the workplace affects dysfunctional behavior positively
and significantly. This may be because trust among employees can increase their ability to
move freely, thus, easily leading them to exhibit dysfunctional behavior. The ability of
employees to feel safe may also have resulted in the display of functional disorder behavior.
Ramaswami (1996) pointed out that when process control is taken into consideration, loss of
flexibility and appreciation and negative perception of justice and trust may be effective in
dysfunctional behavior disorders of employees. Contraririly, in this study the trust of the
employees towards one another positively affected their dysfunctional behavior. Hopkins and
Weathington (2006) stated that increasing trust in the workplace can reduce the impact of
negative decisions made by organizations on employees. In this study, although the negative
decisions of the organizations were not examined, the positive behavior of the management
towards its employees was considered and it was observed that this positively affected the
dysfunctional behavior of the employees. Also, it was concluded that trust among employees
positively affects dysfunctional behavior. In their study, Chen and Ayoko (2012) emphasized
that the basis of excitement, enthusiasm, and honesty was positively related to trust, and this
result contributed to a better understanding of the link between emotions and trust. In the
results obtained, in this research, honesty, excitement, and enthusiasm may have been effective
in the trust behavior of the employees to each other.

Employees' trust in one another positively and significantly affects the management's
positive behaviors. Individuals who are at the managerial level in their workplaces can positively
evaluate their employees' trust in one another from their perspective. This result reveals that
the environment of trust in the work environment causes superiors to exhibit positive
behaviors. Robinson (1996) explained that trust can be created by affecting the perceptions of
individuals towards the behavior of others as a result of his study. This result reveals that
employees' trust in each other may be shaped by their perceptions. McDaniel et al. (2001)
noted in their research that for the management to have a consistent moral management
model, similar moral behavior should be created among employees for the positive result of
personnel policies and employee behavior. This shows that the moral behavior of employees
can be as effective as their feelings of trust in their working environment.

The positive and meaningful effects of the management's positive behaviors towards
employees reveal that the positive behavior of management can be abused (used negatively)
functionally by the employees. This indicates that managers should consider the concept of
discipline in addition to their positive behavior, or that management behavior perceived
positively by employees may trigger functional disorder behavior. Weaver (2004) stated that
the management is interested in promoting moral behavior towards its employees and to do
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this successfully, they should be able to look at events from the perspective of the employees.
Although the research reveals that the management may have the ability to look from the
perspective of the employees when they display positive behavior towards the employees, the
fact that this situation affects the dysfunctional behavior of the employees positively reveals
that this situation should be internalized. Van Fleet and Griffin (2006) stated that organizational
culture can prevent dysfunctional behavior and the results in this research show that the culture
of the organizations where the employees are present can be effective in exhibiting this
behavior. Sidle (2011) also emphasized in his study that personality disorders can cause
functional disorders in the workplace and the results herein indicate that the personalities of
the employees can also be effective.

The full mediator effect of the positive behavior of the managers towards their employees
on the effect of employees’ trust in their colleagues on dysfunctional behaviors; reveals that
the positive behavior shown by the management have a great effect on the trust and
dysfunctional behavior patterns of individuals working in the workplaces towards each other.
In other words, the mediator variable (PBM) plays an important role in the effect of the
independent variable (TYC) on the dependent variable (EDB). Hwan Choi et al. (2004) stated
that trust in the manager mediates the relationship between manager involvement and
dysfunctional behavior. In this study, the positive behavior of the management mediated the
relationship between trust in colleagues and dysfunctional behavior, thus, revealing that an
organization’s management has an important intermediary role in employee relations. Cooper
et al. (2006) noted that the commitment of managers within the organization plays a primary
role in shaping employee behavior. And in this research, it is revealed that the positive behavior
of the management towards the employees have a full mediating effect (on the behavior of
trust and dysfunction), and the probability of being loyal to the organization is high.

In the results obtained that the individual's trust in his colleague leads to dysfunctional
behavior may be due to the feeling of comfort regarding the individual's activities. That the
trust of the individual in his colleagues supports the positive behavior of the management
shows that the environment of trust in the workplace reflects positively on the management.
This reveals that trust is mutual and effective in subordinate-superior relations. The
contribution of the positive behavior of management to dysfunctional behavior in the
organization shows that the employees do not perceive the workplace environment as
authoritarian. That the positive behavior of the management has a mediating effect on the
effect of trust in colleagues on dysfunctional behavior further shows that management has an
important place in the activities of the employees.

As a result, the organizational structure in workplaces can be viewed as a whole. Within this
whole, the employees' trust in each other and dysfunctional behavior can be shaped by the
positive behavior of management towards their employees. The fact that all the scale questions
created herein were asked of the employees can provide realistic results regarding how the
positive behavior of the management towards their employees are perceived by the employees.
From this point of view, these results can bring a different perspective to the literature.

Limitations of Research and Future Research

The research is limited to people working in different professions in the public and private
sectors in Erzurum in Turkey. In the research, questions were asked to measure the trust
behavior of employees, dysfunctional behavior, and positive behavior of the management. In
terms of the theory of values, trust and positive behavior in the organization can find new
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research areas in the literature within the framework of desired values, and dysfunctional
behavior within the framework of undesirable values. Future studies, can investigate what the
positive or negative aspects of the positive behavior of management towards its employees
may be and what effects these behavior may have on the performance or motivation of
employees. In addition, for organizations to achieve their goals, research can be done on
whether management's display of "positive behavior, negative behavior or balanced behavior"
to their employees may have more positive contributions to the organization. Do employees
contribute more to their organization with management's positive behavior? Do the negative
behaviors of the management create disruptions in the organizational activities of the
employee? To what extent does management's policy of balanced behavior regulate the
employee's organizational activities? Questions such as these can be answered. In addition,
future research can investigate the main factors that lead employees to dysfunctional behavior.
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Genisletilmis Ozet

Organizasyonlarda degerli oldugu disiinilen bir¢ok davranis sekli calisanlarin birbirleri ile olan iligkilerini
sekillendirebilmektedir. Organizasyonda gliven ve olumlu davranis istenen degerler, islevsiz davranis
istenmeyen deger veya dedersiz bir kavram olarak nitelendirilebilir. Glinimiz calisma ortamlari,
calisanlarin birbirlerine karsi giiven duygusu gelistirebildikleri dinamik yapilardan olusmaktadir. Bu
yapilarda calisanlar is yerlerinde belirli durumlar karsisinda islevsiz davranis sergileyebilmektedirler. Bu
davranislar galisanlarin kisisel 6zelliklerine gore strekli olabilir veya hig ortaya ¢ikmayabilir. Calisanlarin
bu tarz davranislar sergilemelerinde ydnetimlerinin onlara karsi davranislarinin yaninda calisanlarin
birbirlerine olan glvenleri etkili olabilir. Arastirmada calisanlarin is yerlerinde birbirlerine olan
glvenlerinin fonksiyon bozuklugu davranislar Uzerindeki etkisinde ydnetimin c¢alisanina olumlu
davranisl, degerler kurami agisindan dnemli sonuglar olusturabilir.

GlUnumizde cesitli alanlarda farkli pozisyonlarda calisan bireylerin is yerlerinde calisma arkadaslarina
olan glivenleri ve yonetimin calisanlara karsi olumlu davranislari drgitlerin gelecegine pozitif, calisanlarin
islevsiz davraniglarinin ise negatif etkileri olabilir. Arastirma sonuclari genel olarak degerlendirildiginde
olusturulan dort hipotezden iki tanesi kabul, ikisi red edilmistir. Calisanin calisma arkadasina olan
gliveninin fonksiyon bozuklugu davranisi lizerinde pozitif ve anlamli etkisinin oldugu; calisanin calisma
arkadasina glveninin ydnetimin calisanina karsi olumlu davranis sergilemesine yine pozitif ve anlamli
etkisinin oldugu; yénetimin calisanina olumlu davranis sergilemesinin calisanin fonksiyon bozuklugu
davranisina da pozitif ve anlamli etkisinin oldugu sonuclarina erisilmistir. Arastirmada calisanlarin
birbirlerine karsi olan gtvenlerinin fonksiyon bozuklugu davranislari Gzerindeki etkisinde yonetimin
calisanlarina olumlu davranis sergilemelerinin tam araci etkiye sahip oldugu sonuclarina ulasiimistir.

Arastirma sonuglari evrensel degerler kurami agisindan incelendiginde; giiven davranisinin islevsiz
davranislara olumlu katkilari olabilecegini gostermektedir. Calisma arkadasina gliven islevsiz davranisin
artmasina yol agmistir. Bu sonug kurama yeni bakis agilari kazandirabilir. Given davranisinin yénetimin
calisanlarina karsi olumlu davranislarina olan katkisi ise degerler kuramini destekleyen bir sonug
olusturmaktadir. Arastirmada guvenin islevsiz davranis Uzerindeki etkisinde ydnetimin olumlu
davranisinin tam araci etkisi de genel olarak degerler kuramina 6énemli katkilar saglamaktadir. Degerler
kurami agisindan organizasyonda gliven ve olumlu davranis arzu edilen degerler, islevsiz davranislar ise
arzu edilmeyen degerler cercevesinde literatlirde yeni arastirma alanlari bulabilir.
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