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ABSTRACT

It is increasingly recognized that change and transformation are necessary to meet the challenges
that the 21st century modern world has brought to individuals and organizations. In this
environment, the ability of individuals to balance work and personal life, and the ability of
organizations to increase their innovative and creative ideas and competitiveness have increased
the search and interest in different support applications. As a result of these searches, the focus
of discussions and researches in recent years seems to be coaching. It has been found that most
of the studies in domestic and especially intensively foreign literature have focused on the
contributions of coaching to this new world order. In literature review, there are several research
findings that coaching is a very powerful tool to support learning and development for individuals
and that successful results are obtained as a result of the coaching approach being implemented
in organizations. Starting from this point, there are two main purposes of this study. First of these
purposes is to draw attention to the individual and organizational outcomes of coaching, and the
other one is to make theoretical analysis of the effect of “coaching” approach on the self-efficacy
of individuals based on the Self-Efficacy Theory. As a result of the theoretical reviews, coaching is
an approach that provides important and positive contributions to both the individual and the
organization; it is an approach that increases the belief in knowledge, skills and abilities in the
developmental focus in order to discover the potential of the individual.
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INTRODUCTION

Every individual has whether small or big dreams and wishes within the life cycle. The realization of these
dreams and wishes can only be achieved by turning them into targets. People need personal support and
motivation in order to be able to access their wishes from the shortest and the right way, and sometimes stay
on the path they have just made to reach the goal. Coaching emerges as a very useful approach at this point.
Coaching is an approach that serves to discover individuals' own potentials, identifies and removes the
obstacles which are preventing the individual to use his full potential and thus helps to increase the potential of

the individual.

Coaching assumes that every individual is a whole within himself. From this hypothetical path, coaching accepts
that each individual has his or her own distinct personality traits, beliefs, judgments and behaviors. For this
reason, it is usual for each individual to respond differently to similar events, to propose different solutions to
similar events and to prefer different ways and tools to reach similar goals. Coaching is a method that
accompanies an individual managing these differences and designing his or her steps on his or her way to

future.

Self-efficacy belief is defined as belief in the ability of an individual to demonstrate his / her expected
behaviour in the management of various situations, ability to perform difficult and uncertain tasks and belief in
their competence in dealing with difficult and uncertain tasks that necessitate special needs (Luszczynska vd.,
2005:440), to successfully perform certain tasks and behaviours (Salas and Cannon-Bowers, 2001: 473). In
summary, self-efficacy is the belief that a certain job can be achieved. It is expressed that this belief affects it is
whether or not attempted to work related to behaviour, the continuity in this behaviour, the motivation for the
behaviour and, consequently, the performance (Korkmaz, 2011: 3). Self-efficacy beliefs in today's world of
constant change and development emerge as a very important variable in terms of both organizational and
individual reflections. It is possible to come across a wide range of studies on self-efficacy, personnel
empowerment, job satisfaction, stress, education, entrepreneurship and leadership, which influence
organizational processes when the relevant field is scanned through review of literature. Self-efficacy belief
affects these organizational processes by directing their struggle against the decisions of people to take action

to put on a job and the difficulties they face when doing this job (Basim vd., 2008: 122).

Although there is consensus that coaching is a very powerful tool for individuals and organizations (Bartlett,
Boylan ve Hale, 2014; Arisoy, 2017), there are very few studies that studied the relation between self-efficacy
and coaching. This situation is considered as an important gap in the literature. In this respect, grounded in
Self-Efficacy Theory, the purpose of this study is to determine the impact of coaching approach on the self-

efficacy belief.
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CONCEPTUAL FRAMEWORK

Self-Efficacy

Competence is defined as having the knowledge, skills and attitudes necessary for the individual to play a role
and the individual being expected to fulfill the expected role in the expected quantity and quality, having the
necessary knowledge and skills to perform an action (Demirtas ve Glines, 2002: 168; Balci, 2005: 197; Sisman,

2006: 219; Uzun Pekmezci, 2010: 23).

Self-efficacy, one of the basic concepts of the social psychology of the famous psychologist Albert Bandura, is
an attribute that is effective in the formation of behaviours and is defined as "the individual's own judgment
about the capacity to organize and successfully perform the activities necessary to show a certain
performance" (Bandura, 1977: 192). There are many existing identification of self-efficacy in the literature. One
of these definitions belongs to Luszczynska, Scholz and Schwarzer (2005). Luszczynska, Scholz and Schwarzer
(2005) define self-efficacy as "the belief in the ability of people to exhibit a certain condition in reaching a
desired result". According to another definition, the concept of self-efficacy emerges as a concept involving
items such as "planning an action, awareness and organization of necessary skills, level of motivation as a result

of observing gains to be gained with difficulties" (Yildirim and ilhan, 2010: 2).

Self-efficacy is a belief that an individual develops through experiences he has lived through time, as well as
direct experience with what individuals can do at the same time, a concept by which other people can develop

by observing or taking advantage of the thoughts of others (Lee: 2005; akt. Cavus, 2009: 2).

Self-efficacy corresponds to trust one’s own resources. A person with sufficient skills to cope with a situation,
but with a low self-efficacy, will not be able to exercise his or her skills. The concept of self-efficacy includes
such things as the planning of an action with entrepreneurial behaviour (Akkog, Caliskan ve Turung, 2012: 35),
the awareness and organization of necessary skills, and the level of motivation that occurs as a result of
observing the gains to be gained with difficulties. A strong self-efficacy ensures success and well-being and,
most importantly, personal development and diversity of skills. Previous successful experiences, success stories
of other people with personally similar characteristics, positive feedbacks that surround them, and positive
emotions are sources that feeds self-efficacy beliefs. When an action fails, a person with a high self-efficacy ties
this failure not to his or her own lack, but to the mistake of the methods and strategies used (Yildirim and ilhan,
2010: 2). In this regard, self-efficacy is defined as the main determinant of beliefs and behavioral changes. So
much so that Bandura's work reveals that not only beliefs of one’s abilities affects his or her behaviours but

also his or her motivation and success (Henson, 2001: 3).
Coach and Coaching

Coach word expressed in English as bus or passenger wagon which means a vehicle or a type of car which helps

to transport someone from one place to another (Evered and Selman, 1989: 31; Qztiirk, 2007: 15).
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Coach is the person who helps an individual to determine goals and find alternative ways to achieve these goals
in order to manage and increase their performances. (Mink, Owen and Mink, 1993: 2). Coach is not the person
who knows everything best. Coach is the person who asks the right questions and directs the individual to think

in the direction of the goals and enables the individual to find his own solution.

Coach is also defined as the person who accompanies an individual on his way where he wants to be (Seberra,
2004: 84). According to another definition, coach is a professional who accompanies an individual on his way to
his goals determined by himself in the scope of personal development journey (Kéktirk, 2006: 52). When all
definitions of coach concept considered, it is possible to say that the coach is a professional guide and a person
who is mediating with individuals who are willing to achieve their goals, preparing to go out on this way or

already on the way with this willingness.

With considering of all definitions about coach concept, it seems that there are many different meanings that
lead to different aspects of understanding (Jackson, 2005: 45). When the development of the concept is
examined, it is seen that many of the science branches mentioned about coach concept and it is seen that

coaching is benefited from these sciences.

Coaching is an approach that supports self-learning rather than giving information as philosophical. The
coaching approach has been mostly advertised in the sports field and later has been adapted to individuals,
teams, groups and eventually to business life. It is possible to say that coaching is a good tool and serves
positively in whichever field it is used. Coaching mostly directed at non-clinical population who seek to reach
personal goals and to promote their life's quality (Grant, 2006: 13; Cavanagh and Grant, 2007: 241). Coaching is
a planned development relationship and a communication type based on an grown relationship between coach
and client in the direction of mutual trust and confidentiality (Demirkan Aydogdu, 2004: 11). Coaching is
essentially a method used to mediate an individual's personal development and change. Coach is a good

observer who uses this method in the most effective way to support the development of the individual.

Coaching is the act of seeing individuals in different ways, believing in the potential of the individual, believing
in the potential of the individual, approaching the client or the individual in an optimistic manner, and creating
behavioral patterns and habits that will enable the individual to look at the methods with a different

perspective (Whitmore, 2005:171).
Coaching within Business

Coaching is also dealt with as a managerial process that allows both individuals and groups, teams and
organizations to move towards their goals. It is known that coaching is seen as a new approach and
management style within the changing and developing world order. Managers and leaders often use coaching
approaches to motivate their employees to progress towards organizational goals and to understand the

individual needs of their employees.
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Coaching is also dealt with as a managerial process that allows both individuals and groups, teams and
organizations to move towards their goals. It is known that coaching is seen as a new approach and
management style within the changing and developing world order. The ability of organizations to survive in
changing competitive conditions lies in their ability to properly manage the changes in many organizational
activities. The one who implements this change within the organization is the employees which is the most
valuable source of organizations. Organizations have resorted to many external interventions to use this
resource most effectively. However, since external interventions have not been as effective as internal
activities, organizations have turned to research different internal activities. As a result of these quests,
coaching practices manifest themselves on the axis of finding and discovering parasites that prevent employees
from maximizing their performances, activating performance and allowing this movement to accompany this
change (Minibas Poussard, 2015). | this context, coaching in organizations contributes to the diversification of
organizations in many ways by changing the organizational success and performance so that they can adapt to

innovations and exchanges, as a process that runs on an individual basis and is usually manager-driven.

Kolodziejczak (2015) has studied the effects of coaching practices on organizational culture in his study. As a
result of the study, he found that the use of coaching in organizational management led to gradual changes in
organizational culture. He also stated that coaching makes it possible for organizations to transform from
traditional culture to innovative cultures. Considering today's globalizing world conditions, it can be seen that
benefiting from coaching in a proper management process of changes and developments in organizations will

provide significant benefits to organizations in competitiveness.

Rosha and Lace (2016) stated that facilitating is the main aim of coaching which is in a good fit with the need of
change of the organization, and that it is extremely useful for individuals in the decision-making process and
this facilitates adaptation to organizational roles by providing aim clarification in the organization. Similarly,
Anderson, Frankovelgia and Hernez-Broome (2009) emphasized that a coaching culture spreading through the
organization with confidence and openness brings with it a more participative and transparent decision-making
process. Managers and leaders often make use of coaching approaches to motivate employees to progress
towards organizational goals and to understand the individual needs of their employees. In managerial
coaching applications for aligning individual goals with organizational goals, coach is approaching an employee
as an expert on how to improve work performance for employees (Ratiu, David and Baban, 2015) and how they

can add value to the organization.

The studies show that the coaching approach is included in the work processes of the organizations and that
these applications are important contributions to the productivity of employees, communication skills,
organizational effectiveness and culture (Palmer and Whybrow, 2007; Koortzen and Oosthuizen, 2010; Rosha,
2014; Kalkavan and Katrinli, 2014; Silva and Cooray, 2014; Kalkavan, Katrinli and Cetin, 2015; Rosha and Lace,

2018). These programs, which are usually structured under managerial coaching, are intended to equip
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managers and leaders with coaching skills and to enable them to manage their relationships with their

subordinates more successfully and effectively.

Moen and Federici (2012) concluded that managers' coaching practices have an improving effect on work-
related psychological variables and that coaching is an effective tool which increases employee performance.

Bozer, Sarros and Santora (2014) have developed an executive coaching effectiveness model in their study. In
this model, the character traits, competencies and skills of those who will coach and those who will take

coaching have been tried to be specified. They have tested this model with an application.

Researchers have found that coaching practices to be applied with this structuring in organizations will cause
positive behavioral changes and cause organizational performance enhancing effects. While the increase in
coaching practices in business life is promising with measurable and evaluable positive results, some continued
ambiguities is situation that needs to be considered. It should not be forgotten that managerial coaching,
especially as a management development intervention, should be based on different application models and a
deep research because managers may cause new uncertainties in organizations within the confusion of roles
and identity due to their increasing responsibilities as a coach as well as the managerial identity within the

organization.

Some studies on this issue have also pointed out that coaching may also create a sense of a black box because
it does not provide a clear explanation of how manager coaching functions with an effective coaching
relationship and how coaching fulfills its competencies and responsibilities (Lowman, 2007; Fatien and Otter,

2015).

Relevant literature and empirical studies reveal that there are both positive and negative opinions regarding
the coaching approach. It appears that the negative opinions are caused by the ambiguity about practicing
coaching fully professionally and strictly in terms of confidentiality and ethics. It is quite difficult to predict how
possible these ambiguities can be removed completely. However, despite this difficulty, it is a fact that the
facilities provided to contemporary organizations by coaching are much more than traditional methods. The
coaching approach offers a different perspective to employees, managers and leaders, enabling them to move

beyond what is desired in organizational performance and success.
Self-Efficacy Belief and Coaching

As known, coaching is an individual-focused process. Individual's identification of himself, awareness of his
potential and determination of the goals constitute important parts of this process. There may be situations
that individuals may not be able to progress enough during the coaching process. Precisely at these points,
when the issues that are impeding the individual examined, various obstacles arise. Some of these obstacles
manifest themselves in the form of low motivation, diminished commitment to the goal, difficulties in

organizing, excessive pressure created by the instability or responsibility of the individual on the individual. It
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can be said that the lack of self-belief of the individual about achieving the targeted goals is causing these

obstacles which are physically reflected in the body language and the individual's sentiments.

As self-efficacy is based on individual beliefs, the development and change of the individual's belief in his
knowledge, skills and abilities will bring along changes in this perception. Describing self-efficacy perception
within the scope of self-efficacy theory, Bandura has mentioned that with the information collected and
obtained since childhood, self-efficacy keeps growing throughout its life feeding from four basic sources which
are direct experience (mastery experience), observational experience (surrogate/representative experience),
verbal persuasion and physiological-emotional situations (Bandura, 1994; Telef and Karaca, 2011). It is, of
course, known that direct experience is the most effective factor in developing self-efficacy, since it is based on
experiences that the individual experiences in his or her own efforts (Smith, 2002). For this reason, the
coaching approach, as a directly experienced exercise which accompanies the individual as an application on

his way to his goals and realizing his own potential, will be very effective in developing self-efficacy.

Studies show that there is significant relationship between coaching and self-efficacy belief (Bachkirova, 2004;
Baron and Morin, 2009; Moen and Federici, 2012; Mcdowall, Freeman and Marshall, 2014; Sims, 2014;
Saadaoui and Affess, 2015).

Finn, Mason, and Bradley (2007) concluded that the self-efficacy levels of leaders who completed the
managerial coaching program were higher than those who did not, in a study they conducted to determine the
psychological and behavioral effects of managerial coaching on leaders. Baron and Morin (2009) conducted
pre-testing and post-testing on 127 volunteer managers to examine the impact of managerial coaching on self-
efficacy. As a result of the study, they found significant differences in the self-efficacy levels of managers after

coaching practice.

Moen and Skaalvik (2009), conducted a survey of 124 mid-level and 20 senior managers to determine the
reflection of performance of manager coaching programs through some psychological variables such as self-
efficacy, free will, and goal setting. As a result of the research, they found that coaching practices have
significant effects on psychological variables and that coaching-based leadership has significant effects on the

self-efficacy levels of middle managers.

Ugur (2010), conducted an applied study to examine the effects of coaching skills on self-efficacy perceptions
of 213 executive nurses working in 16 hospitals with JCI accreditation certificate in Istanbul province. As a
result of the study, it was found that there was a strong positive relationship between coaching skills and self-
efficacy levels of executive nurses. According to the results of the study, researcher proposed to create
coaching programs for nurses within the organization to improve self-efficacy levels.

Bar (2014), conducted a study on single mothers in Israel to examine coaching's self-efficacy levels and its
impact on well-being. As a result of the study, the self-efficacy level of single mothers who were coached

increased and the rate of fulfillment of their well-being and goals increased. In addition to this, it is also
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discussed that the coaching process has made important contributions to the change of the individual. Studies
show that coaching in both the individual dimension and the organizational dimension is an effective way to

improve self-efficacy belief.

METHOD

Research Model

This study was designed in the form of a literature review based on combining the data obtained from various
books and from domestic and foreign academic studies published on the internet through various databases
such as Web of Science, Science Direct, Academic Researches Index (Acarindex), Google Academic, Dergi Park

”ou

Academic and Ulakbim, based on the keywords “self-efficacy”, “coach”, coaching” and “executive coaching”.

CONCLUSION and DISCUSSION

In these days when we live with the fact that change is inevitable and cannot be ignored, it is known that many
individual and organizational focuses are changing. Various tools are utilized to balance the effects created by
these differentiations on individuals, groups and organizations in order to make both private and business life

more harmonious. In recent years, coaching is the most remarkable one of these tools.

Coaching is an approach that nourishes from changing and contains various application forms and therefore
serves the whole. In this regard, coaching is separated from classical practices. As a basic definition, coaching
can be expressed as a process based on change and aimed at filling gaps of individuals, groups and
organizations in building a real aim. “Future is different from the past” lies in the focus of coaching because
coaching is based on planning the future in advance. It is possible to look at this situation both from an

individual and an organizational point of view.

When assessed from an individual perspective, it is accepted that coaching serves many purposes, such as
becoming aware of individual’s own potential, setting realistic goals, changing perspective, focusing on what
the individual can do and increasing motivation, thus contributing to the development of the individual. In
addition, given the fact that a big part of an individual's lifetime is spent in business life, it is supported by
previous study results that it is very effective for individuals to use coaching applications in setting right goals,
expressing themselves in the right way within the organization, developing learning capacities in awareness of
their own knowledge, skill and abilities and improving their performance. When these results are taken into
account, it is understood that why coaching, which is an innovative management practice that enables
organizational change by providing competitive advantages to organizations, is becoming more and more
widespread in organizations. However, it should be remembered that coaching applications must be practiced

professionally by educated people within the framework of ethical rules.
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From this point of view, it is important that coaching is being correctly understood, applied and its influences
and consequences can be evaluated. With this study, it was sought to draw attention to the individual and
organizational outcomes of coaching, as well as to examine the theoretical aspects of the effects on self-

efficacy.

As it is known that the belief of an individual in his or her own knowledge, skill and ability is effective in
exhibiting the expected behavior in the face of an event or situation, it is foreseen that coaching will be
extremely effective in being aware of the individual's own potential and developing a faith in this direction.
Self-efficacy, as a improvable belief, enhances the effectiveness of these kind of practices. The related
literature provides positive contributions on this subject. Undoubtedly, the development and enhancement of
self-efficacy will have important influences on the individual and the organization. People with high self-
efficacy are more likely to be involved in activities and practices that will contribute to their individual and
professional development, more innovative, set clearer goals, more successful in dealing with problems and
managing stress, stronger social relationships, bold in taking responsibilities and risk (Pekkan, 2017; Chengheng
and Naiwen, 2010; Basim, Korkmazyirek and Tokat, 2008; Zimmerman, 2000). In today's complex business
environment, an individual's ability to develop self-reliance that meets organizational demands will only be
possible if he is aware of his own skills. Because of this, coaching is an application that directly benefits the
individual and the organization, because it is a process that focuses on the development of the individual and
has long-term measurable results and effects. An individual, who becomes aware of his own skills and focuses
on developing them with coaching, will be able to do more qualified contributions to the organization in long
term. With the deployment and widespread implementation of coaching practices in organizations, managers
and leaders will be able to discover the hidden potentials of their employees and gain the opportunity to get to

know them more closely and to offer them the opportunity to develop lifelong.

As understood from the research results and theoretical information, coaching is an innovative approach that
contributes to organizational success and performance by contributing more qualified staff to organizations,
serves to development and change of individuals and which should be applied in the framework of ethical rules

by those who have received professional training.
SUGGESTIONS

It is possible to make various suggestions to researchers, practitioners, managers and leaders in order to
understand, apply and spread the concept correctly. Primarily, in order to establish the scientific basis of the
coaching approach, it is necessary to increase the number of studies in this subject, clarifying the relation with
similar concepts such as mentoring and counseling, and clearing the ambiguities about the concept by defining
the difference between other sciences that it is benefiting, especially psychology. It may be recommended to
establish coaching programs for managers and employees in organizations to improve individuals® self-efficacy

and increase their self-confidence and self-respect.
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KOCLUK iLE OZ-YETERLILIK INANCINI GELISTIRMEK MUMKUN MU?

TURKCE GENiS OZET

GiRiS

Her bireyin yasam dongusi icerisinde ister kigik ister buyik olsun gerceklestirmek istedigi pek ¢ok hayali,
istegi vardir. Bu hayallerin ve isteklerin gerceklesmesi ise ancak onlarin somut hedeflere donistirilmesi ile
mumkin olabilmektedir. Bireyin bu donisimiu gergeklestirebilmesi igin oncelikle, kendini tanimasi, sahip
oldugu potansiyelin farkina varmasi ve bilgi, beceri ve vyetenekleri dogrultusunda hareket etmesi
gerekmektedir. Bireyler kendilerini tanima yolculugunda isteklerine en kisa ve dogru yoldan erisebilmek ve
bazen de sadece hedefe ulagsmak igin ¢iktiklari bu yolda kalabilmek adina kisisel destege ve motivasyona ihtiyag
duymaktadir. Kogluk bu noktada gok ise yarayan bir yaklasim olarak karsimiza ¢ikmaktadir. Kogluk, bireylerin
kendi potansiyellerini kesfetmelerine, var olan bu potansiyeli bireyin en st dizeyde kullanmasini engelleyen
tehditleri tespit ederek ortadan kaldirmaya ve dolayisiyla bireyin performansini arttirmaya hizmet eden bir

yaklasimdir.

Kocluk, her bireyin kendi icinde tam bir bitin oldugu varsayimini benimsemektedir. Bu varsayimdan yola
cikarak, her bireyin kendine o6zgii farkh kisilik ozelliklerine, inanclara, yargilara, bilgiye, tecribeye ve
davranislara sahip oldugunu kabul eder. Bu sebeple her bireyin karsilastiklari benzer olaylara farkli tepkiler
vermesi, bu olaylara farkli ¢céziimler 6nermesi ve benzer hedeflere farkh yollardan farkli araglarla gitmeyi tercih
etmesi olagan bir durum olarak karsilanir. Kogluk, bireyin bu farkhliklarini yénetmesinde ve buglinden gelecege
dogru atilacak adimlari tasarlamasinda, bireyin kendine hedefler koymasinda ve bu hedeflere yénelmesinde yol
boyunca bireye eslik eden bir yontem olarak kabul edilmektedir. Bugiin pek c¢ok is orgiti kogluk
uygulamalarindan faydalanmaktadir. Calisanin 6rgit icin en degerli kaynak oldugunun anlasiimasi ile birlikte,
onun davranislarini anlamak, hedeflerini bilmek ve s6z konusu hedeflerini 6rgit hedefleri ile uyumlastirarak

orglitun yararina kullanabilecek sekilde ydonetmek 6rgit igin en dnemli konular haline gelmistir.

Oz yeterlik inanci, bireyin, cesitli durumlari yénetmesinde kendisinden beklenen davranislari gosterecek
yeteneklere olan inanci; zor ve belirsiz gorevleri yerine getirebilme ve 6zel gereksinimleri olan zorluklarla basa
¢ikma konusundaki yetkinliklerine olan inanci (Luszczynska, Scholz ve Schwarzer, 2005: 440); belli gérevleri ve
davranislari basarili bir sekilde yapabilecegine olan inanci (Salas ve Cannon-Bowers, 2001: 473) olarak
tanimlanmaktadir. Kisaca 6z-yeterlilik, belli bir isin basarilabilecegine iliskin inancgtir. Bu inancin ise iliskin
davranisa tesebbiis edilip edilmemesi, bu davranistaki devamliligi, davranisa dair gidiilenmeyi ve sonug olarak
performansi etkiledigi ifade edilmektedir (Korkmaz, 2011: 3). Surekli degisme ve gelisme igerisindeki ginim iz
dinyasinda 6z-yeterlilik inanci hem orgitsel hem de bireysel yansimalar agisindan oldukg¢a énemli bir degisken

olarak karsimiza cikmaktadir. ilgili alanyazin taramasi yapildiginda &z-yeterligin, personel giiclendirme, is
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tatmini, stres, egitim, girisimcilik ve liderlik gibi birgok orgltsel streci etkiledigine dair ¢ok gesitli calismalara
rastlanmistir. Oz-yeterlilik inanci kisilerin bir isi yapmaya koyulmak {izere harekete gecip gegmeme kararlarini
ve bu isi yapma esnasinda karsilastiklari zorluklar karsisinda miicadele azimlerini yonlendirerek s6z konusu

orgutsel suregleri etkilemektedir (Basim, Korkmazyiirek ve Tokat 2008: 122).

Kogluk yaklagiminin bireyler ve orgutler igin ¢ok glicli bir ara¢ olduguna dair literatiirde fikir birligi olmasina
ragmen (Bartlett, Boylan ve Hale, 2014; Arisoy, 2017), 6z-yeterlilik ve kogluk arasindaki iliskiyi inceleyen galisma
sayisinin ¢ok az oldugu gorilmektedir. Bu durum literatiirde 6nemli bir bosluk olarak diisiiniilmektedir. Buradan
yola gikarak bu galismanin iki ana amaci bulunmaktadir. Bu amaglardan ilki, koglugun bireysel ve orgiitsel
sonuclarina dikkat cekmek, digeri ise Oz-Yeterlilik Teorisi’ni temel alarak “kogluk” yaklasiminin, bireylerin 6z-

yeterlilikleri Gzerindeki etkisinin teorik agidan tespitini yapmaktir.

YONTEM

VT

Bu calisma, konu ile ilgili olarak belirlenmis olan “6z-yeterlilik”, “kog”, “kogluk” ve “ydnetici koglugu” anahtar
kelimelerinden yola ¢ikarak Web of Science, Science Direct, Akademik Arastirmalar indeksi (Acarindex), Google
Akademik, Dergi Park Akademik, Ulakbim gibi pek cok veritabani araciligiyla internet tizerinde yayinlanan yerli
ve yabanci akademik calismalar ile gesitli kitaplardan yapilan arastirmalar neticesinde elde edilen verilerin

hikayelestirilerek birlestirilmesini temel alan alanyazin taramasi seklinde tasarlanmistir.

TARTISMA VE SONUC

Degisimin kacinilmaz ve g6z ardi edilemez oldugu gercegi ile yasadigimiz bu giinlerde, bireysel ve orgiitsel
anlamda goz 6nine alinan pek ¢ok odagin farklilastigl bilinmektedir. Bu farklilasmalarin birey, grup ve orgiitler
Uzerinde yarattigi etkileri hem 6zel hem de is hayatini daha ahenkli bir hale getirebilecek sekilde dengelemek
icin pek ¢ok aragtan faydalanilmaktadir. Son yillarda bu araglardan belki de en géze garpani kogluk olarak

karsimiza ¢itkmaktadir.

Kogluk, degisimden beslenerek farkl uygulama bicimlerini de igine almayi basaran ve dolayisiyla bitiine hizmet
eden bir yaklasimdir. Bu yoni ile kogluk, klasik uygulamalardan ayrilmaktadir. Esas anlami ile kogluk, degisimi
temel alan ve bireylerin, gruplarin ve dolayisiyla érgitlerin gercek bir hedef insasinda bosluklari dolduran
amach bir slirec olarak ifade edilebilir. Kogluk, buglinden gelecegi planlama esasina dayandigindan, odaginda
gelecegin gecmisten farkli olmasi yatmaktadir. Bu duruma hem bireysel hem de o6rgitsel agidan bakmak

mumkindur.

Bireysel acidan degerlendirildiginde koglugun, bireyin kendi potansiyelinin farkina varmasi, gercekei hedefler
belirlemesi, bakis agisini degistirmesi, yapabileceklerine odaklanarak motivasyonunu arttirmasi gibi pek cok
amaca hizmet ettigi ve dolayisiyla bireyin gelisimine katkilar sagladigi kabul edilmektedir. Bunun yani sira,
bireyin hayatinin blyik bir b6limini is yasaminda gecirdigi géz 6niline alindiginda, orgltler icin son derece

kiymetli olan c¢alisanlarin, dogru hedef belirlemesinde, kendini 6rgiit icerisinde dogru bir bicimde ifade
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edebilmesinde, kendi bilgi, beceri ve yeteneklerinin farkinda olarak 6grenme kapasitelerini gelistirmede ve
performanslarini arttirmada kogluk uygulamalarindan faydalanmanin son derece etkili oldugu geg¢mis calisma
sonuglariyla desteklenmektedir. Bu sonuglar géz 6niine alindiginda, orgiitlere rekabet avantaji saglayarak
orgltsel degisimi mumkiin kilacak yenilikgi bir yonetim uygulamasi olarak géze garpan koglugun, orgltlerde
gittikce daha fazla yayginlagmasinin sebebi anlasilmaktadir. Ancak, kogluk uygulamalarinin profesyonel bir

bicimde etik kurallar ¢ergevesinde egitimli kisiler tarafindan uygulanmasi gerektigi de unutulmamalidir.

Bu agidan bakildiginda koglugun, dogru bir sekilde anlasilmasi, uygulanmasi, etkilerinin ve sonuglarinin
degerlendirilebilmesi 6nem arz eden bir durum olarak karsimiza ¢ikmaktadir. Bu g¢alisma ile, koglugun bireysel
ve oOrgitsel sonuglarina dikkat cekmek istenmis ve bunun yani sira kogluk yaklasiminin 6z-yeterlilik teorisine

gore gelistirilebilen bir inang olan 6z-yeterlilik Gizerindeki etkileri teorik agidan incelenmeye cahsiimistir.

Bireyin bir olay ya da durum karsisinda kendisinden beklenen davranisi sergilemesinde bilgi, beceri ve
yetenegine olan inancinin etkili oldugu bilindigine gore, dncelikle bireyin kendi potansiyelinin farkina varmasi ve
bu yénde bir inan¢ gelistirmesinde kocluk uygulamalarinin son derece etkili olacagi dngoriilmektedir. Oz-
yeterliligin gelistirilebilen bir inan¢ olmasi, bu gibi uygulamalarin etkinligini arttirmaktadir. ilgili alanyazin bu
konu ile ilgili yargilara olumlu katkilar sunmaktadir. Siiphesiz ki, 6z-yeterliligi gelistirmenin ve arttirmanin bireye
ve dolayisiyla bireyin calistigi 6rgiite dnemli etkileri olacaktir. Oz-yeterliligi yiiksek kisilerin gerek bireysel gerek
mesleki gelisimlerine katki saglayacak faaliyet ve uygulamalarda bulunma isteginin daha yiksek oldugu, daha
yenilik¢i olduklari, daha agik hedefler belirledikleri, sorunlarla basa ¢ikmada ve stresi yonetmede daha basarili
olduklari, gliclii sosyal iliskiler kurabildikleri, risk ve sorumluluk almada cesur davranabildikleri yapilan
arastirmalar ile ortaya konulmustur (Pekkan, 2017; Chengheng ve Naiwen, 2010; Basim, Korkmazyiirek ve
Tokat, 2008; Zimmerman, 2000). Ginum{zin karmasiklasan is ortaminda bireyin orgiitsel talepleri karsilayacak
Ozgliveni gelistirmesi ancak kendi becerilerinin farkinda olmasi ile mimkin olabilecektir. Bu sebeple kogluk,
bireyin gelisimine odaklanan ve uzun dénemli dlgllebilir sonug ve etkileri olan bir slire¢ olmasi sebebiyle, bireye
ve Orgiite dogrudan fayda yaratan bir uygulamadir. Kogluk ile beceri ve yeteneklerinin farkina varan ve bunlari
gelistirmeye odaklanan bir birey, uzun vadede nitelikli katkilari ile 6rgiite daha fazla deger kazandirir hale
gelecektir. Orgiitlerde kogluk uygulamalarinin vyerlestiriimesi ve yayginlasmasi ile yénetici ve liderler,
calisanlarinin gizli kalmis potansiyellerini kesfederek onlari hem daha yakindan tanima firsati elde edecekler

hem de onlara yasam boyu gelisme imkani sunmus olacaklardir.

Arastirma sonuglarindan ve teorik bilgilerden anlasildigi tizere, kogluk, etik kurallar ¢ercevesinde profesyonel
egitim almis kisiler tarafindan uygulanmasi gereken, bireyin gelisimine, degisimine hizmet eden, orglitlere daha
nitelikli elemanlar kazandirarak orglitsel basariya ve performansa da katki saglayan yenilik¢i bir yaklagimdir.
Kavramin dogru bir sekilde anlasilmasi, uygulanmasi ve yayginlasmasi yoniinde arastirmacilara, uygulayicilara,
yonetici ve liderlere gesitli dnerilerde bulunmak mimkiindiir. Oncelikle kogluk yaklasiminin bilimsel temelinin
olusturulabilmesi adina bu alanda yapilan ¢alismalara agirlik verilmesi, kogclugun mentorluk, danismanlik gibi

benzer kavramlarla olan iliskisinin netlestirilmesi, psikoloji basta olmak Gzere faydalandigi gesitli bilim dallari ile
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arasindaki farklarin kesin sinirlarla belirtilerek kavrama yonelik belirsizliklerin  ortadan kaldiriimasi
gerekmektedir. Bireylerin 0z-yeterlilik inanglarini gelistirmek, 6z-glvenlerini ve 6z-saygilarini arttirmak igin
orgut icerisinde kogluk uygulamalarinin yerlestiriimesi veya yayginlastiriimasi saglanarak, yoneticilere ve

calisanlara yonelik kogluk programlarinin olusturulmasi énerilebilir.

Anahtar Kelimeler: Oz-yeterlilik, kog, kogluk.
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