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Abstract

In today’s world, where development and change are experienced rapidly, employees need to provide the
necessary support to their organizations by displaying innovative work behavior (IWB) in the information
sector, where keeping up with the change has become even more important. The main purpose of the study
is to reveal the role of workplace social courage in developing IWB of IT sector employees and to determine
the effects of workplace social courage (WSC) on employees’ IWB. In this context, data were collected from
the first 100 IT sector employees. Data obtained from the information sector employees determined by the
convenience sampling method, it was concluded that the level of WSC and IWB of the information sector
employees is high. It is seen that WSC has a positive, and significant relationship with the IWB levels of
the employees, and WSC positively affects the IWB of the employees. In the research, it was concluded that
employees with high WSC in the IT sector exhibit more IWB. WSC and IWB of IT sector employees do not
differ according to gender and professional experience.
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Oz

Gelisimin ve degisimin hizla yagandig1 giiniimiiz diinyasinda, degisime ayak uydurmanin daha da 6nemli
bir hal aldig1 bilisim sektoriinde, ¢aliganlarin yenilik¢i is davranigi sergileyerek, orgiitlerine gereken
destegi vermeleri 6nem arz etmektedir. Calismanin temel amac, bilisgim sektorii ¢alisanlarinin yenilikei

is davranisi gelistirmelerinde isyeri sosyal cesaretlerinin roliinii ortaya koyabilmek, ¢alisanlarin isyeri
sosyal cesaretlerinin yenilik¢i is davranislar: izerindeki etkilerini belirleyebilmektir. Bu kapsamda, ilk 100
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bilisim sektorii ¢aliganlarindan, veriler toplanmigtir. Kolayda 6rnekleme yontemiyle belirlenen bilisim
sektoril galisanlarindan elde edilen verilerin analizi sonucunda, bilisim sektorii ¢aliganlarinin, isyeri sosyal
cesareti ve yenilikgi is davranigi diizeylerinin yiiksek oldugu sonucuna ulagilmistir. Bununla birlikte isyeri
sosyal cesaretinin ¢alisanlarin yenilik¢i is davranisi diizeyleri arasinda pozitif yonde, olumlu ve anlaml
bir iligki oldugu, igyeri sosyal cesaretinin ¢aliganlarin yenilik¢i is davraniglarini olumlu yonde etkiledigi
gortlmektedir. Arastirmada biligim sektoriinde sosyal cesareti yiiksek olan ¢aliganlarin daha fazla yenilikgi
is davranisi sergiledigi sonucuna ulagilmistir. Bilisim sektorii ¢alisanlarinin isyeri sosyal cesareti ve yenilikei
calisma davranislari cinsiyete ve mesleki deneyime gore farklilik gostermemektedir.

Anahtar Kelimeler: Yenilik¢i is davranigi, cesaret, is yeri sosyal cesareti, bilisim sektori

JEL Siniflandirmasi: M10, M11, M19

Extended Summary

In today’s world where development and change are experienced rapidly, employees need to provide
the necessary support to their organizations by displaying IWB (IWB) in the information sector,
where keeping up with the change has become even more important. Employees can exhibit WSC
behavior in their business life to contribute to their organizations and to reach their individual goals.
Based on this idea, the research aims to determine the role of WSC behavior in developing IWB.
Relationships between employees’ social courage in the workplace and IWB development; play an
important role in organizing the organizational structure. In this respect, it is expected that the
disclosure of the subject will contribute to the relevant literature and the leaders at the management
level of the organization. The main purpose of the study is to reveal the role of WSC in developing
IWB of IT sector employees and to determine the effects of workplace social courage (WSC) on
employees’ IWB. However, developments in the field of information and communication focus
on turning to the field of informatics and revealing innovations. In this context, considering that
creating innovative jobs is an important need in the field of informatics, it was decided that it would
be appropriate for the universe of the research to consist of IT sector employees. The population
of the research consists of the employees of the first 100 IT companies (according to their sales
revenues) stated in the report published by BTHaber (2021: 132). According to November 2022 data,
the number of paid employees in the information and communication sector in Turkey is 287,273.
The research data was obtained through a questionnaire form; 220 responses were provided to the
500 questionnaires sent, and after the extreme values were removed, analyzes were made from the
information about 209 informatics employees. When the literature is examined, it is stated that the
sample size should be at least five times the number of variables used in the research (Biiyiikoztiirk,
2002; Aksu et al., 2017; Ozdemir & Atan, 2020). In this context, it is seen that the collected data
meet the sample size. The surveys created through Google Forms were shared with the IT sector
employees through Linkedin and other social media platforms throughout January and February
2023, and they were applied in a digital environment. The questionnaire form prepared in line
with the purpose of the research consists of 3 parts: Personal information form, IWB scale form,
and WSC scale form. Data obtained from the information sector employees determined by the
convenience sampling method, it was concluded that the level of WSC and IWB of the information
sector employees is high. It is seen that WSC has a positive, and significant relationship with the IWB
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levels of the employees, and WSC positively affects the IWB of the employees. In the research, it was
concluded that employees with high WSC in the IT sector exhibit more IWB. It was concluded that
gender and professional experience, which are among demographic variables, do not differ in the
WSC and IWB of IT sector employees.

1. Introduction

Socio-economic transformation necessitates a change in every field. With the changes in competitive
conditions, organizations’ ability to create opportunities in the market area depends on innovation
and value creation. Thus, it is possible to make a difference in the activities, goods, and services
of organizations compared to their competitors. To focus on differentiation and revealing value in
business processes and achieve this, it is necessary to combine all organizational elements in common
goals and sharing. With the transformation of the organizational system; processes, business
methods, technological infrastructure, and capabilities are changing rapidly. The inevitability of
change pushes organizations to adapt to this change more quickly. For this reason, organizations are
to have a workforce that can take risks in their working lives, produce and implement creative and
innovative ideas in order not to remain unfamiliar with these changes and developments, and catch
up with the requirements of the age.

Today, the competence levels of the abilities of organizations are gaining more importance. Although
the developing technology can perform many physical tasks, mental performance is needed to
reveal new ideas, inventions, or methods. In other words, the role of innovative ideas emerging in
organizations is extremely important in differentiating organizations and seizing the opportunity
against their competitors. As it is known, innovation is one of the most important keywords of our
age. For this reason, there is a need to develop creative ideas and, accordingly, innovative behaviors
in organizations. In this sense, revealing innovative behaviors in organizations or ensuring and
maintaining the commitment of innovative talents to the organization may emerge as a problem.
Similarly, what is the needs of the talents who can exhibit innovative behavior and how the
organizational structure should be created in this context are also a problem. When the relevant
literature is examined; the moderate climate created in the organization (Caliskan, 2013; Howard
& Fox, 2020), a transparent, democratic management structure (Amabile et al., 1996; Ogan, 2022),
information sharing (S6zbilir, 2018; Imamoglu, 2019), employee voice status in the organization
(Kanten et al., 2022) that is, the elements that make up the culture are seen to be effective in developing
IWB. From this point of view, the IWB in the organization where studies in the field of management
have been intensified recently; was aimed to investigate whether WSC, which reflects organizational
culture, affects or not. Organizational employees can exhibit WSC behavior in their business life to
contribute to their organizations and to reach their individual goals.

WSC is thought to be the premise of employees’ ability to exhibit IWB in the organization to
contribute to organizational goals and achieve their individual goals. As it is known, WSC is the
whole of behavior that includes the emotions, cognitions, and actions that employees display at the

413



Nurcan CETINER « Ela OGAN

risk of being harmed for the sake of their goals. Studies on courage are based on the embedded theory,
which states that the most important antecedent of individuals’ risk-taking decisions to achieve their
goals is the perception of benefit and risk (Koksal et al., 2022). WSC behavior, which is examined
based on embedded theory; is desired to prove that it is a premise that enables employees to exhibit
IWBs in the organization and, when necessary, to go beyond organizational culture, organizational
structure, and organizational norms, to exhibit IWBs.

Based on this idea, the research aims to determine the role of WSC behavior in developing IWB.
Relationships between employees’ social courage in the workplace and developing IWB; are
considered important in terms of guiding the reorganization of the organizational structure and
environment. In this respect, it is expected that the disclosure of the subject will contribute to the
relevant literature and the leaders at the management level of the organization.

2. Conceptual Framework and Hypotheses Development

2.1. Innovative Work Behavior

The concept of innovation is expressed as a process involving the discovery of something that did
not exist before or a significant change in the characteristics of an existing thing (OSLO, 2005).
The innovation in question can occur as a product/service, or as a marketing method, business
model, or application style. In other words, innovation is expressed with different definitions in
terms of the field in which it is applied. Mogee & Schact (1980) defines innovation as improving
something with technological advances. Obeso et al., (2013) state that innovation is a process of
change stemming from environmental effects. In line with the definitions made, it can be said that
innovation is a behavioral process that emerges with the support of technological developments
under certain conditions and at a certain maturity level. Although innovation and creativity are
sometimes used interchangeably, they are related. Innovation can be revealed through creativity. The
emergence of new ideas, new methods, new products, or new technologies is possible with creative
thinking behavior (West & Farr, 1989; Barker, 2002). Revealing innovation is an important strategy
for organizations (Drucker, 1988). The existence of creative talents in the organization provides a
competitive advantage (Iraz, 2005). For this reason, it is necessary to support innovative behaviors in
organizations. In the innovation performance of the organization; employees’ creative thinking plays
an important role (Li & Zheng, 2014; Ozbezek, 2021; Senol, 2022). Innovative business behavior can
be expressed as an effort to reveal new ideas, products, and services with all organizational elements
in line with the goals of the organization (Cevik & Akgemci, 2019). From this point of view, it can
be said that IWB in organizations emerges with changes in the environment, differentiation in
employee abilities, and organizational information sources (Obeso, 2013). IWB highlights employees
who follow current developments in line with organizational strategies and focus on their work in
this direction (Tore, 2017). The critical value of human resource capital, which exists in each process
of the organization, is gradually increasing.
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Developing the IWB of the organization; depends on the leaders and their followers who direct the
activities of the organization (De Jong, 2007; Senol, 2022). It is known that some elements support
the development of IWB in the organization. These elements are; it is the characteristics and abilities
of the managers who determine the organizational strategies and the employees who implement the
strategies they have determined (Palmer & Kaplan, 2007). For employees to create innovation with
their creativity, motivating and appropriate job design should be realized (Ogan, 2021). Likewise, the
autonomy granted to employees while performing their jobs contributes to the development of IWB
in organizations (De Jong & Kemp, 2003). Some studies have also shown that the motivation levels
of employees, that is, their adoption of the job and their orientation towards a common goal, affect
the level of performance they reveal. For example, it is stated that the intrinsic motivation levels and
professional experiences of employees affect IWB (Wang, 2013). The role of leaders who observe
IWB and can analyze well and share the knowledge gained is considered extremely important (Dyer
etal., 2011; Akgiil, 2019; Erdem, 2021). For this reason, the level of leadership in all elements of the
organization is also a source of motivation, so employees need to develop their IWBs.

When considered in terms of demographic variables, it is stated that IWB does not differ according
to gender. In addition, when the employees are examined in terms of their professional experience,
it is seen that the rate of IWB of experienced employees is high (Eroz & Sittak, 2019). Based on the
findings; “H,: TWB differs according to the demographic characteristics of the employees™; “H, : TWB

differs according to the gender of the employees™ “H ,: IWB differs according to the professional
experience of the employees” hypotheses were created.

2.2. Workplace Social Courage

Courage, as a word, means bravery, assertiveness, and audacity (TDK, 2022). It can be said that
courage is a feeling found in the genes as an instinctive behavior since the existence of humanity.
Courage varies according to people’s perceptions. At the same time, it can be a situation that one
person sees bravely, and it can be perceived as crazy by another. Although the place of courage in
human life dates back to ancient times, it is possible to say that the concept of courage is considered
a science in the literature, which is quite new. Courage is addressed in different areas with moral
and personality dimensions. This is due to the deep meaning of courage. For this reason, when
the relevant literature is examined, it is seen that there are different definitions of courage. Rate
et al. (2007) define courage as a situation in which individuals take risks, perhaps out of fear, but
voluntarily, to have or protect a right, favor, or positive thing for themselves or others, in a negative
and potentially dangerous situation. Scientists such as Maddi, (2006) and Lopez, (2007) draw
attention to the psycho-social meaning of courage in terms of turning to logical results with a mental
process in the face of a feared situation.

Kilmann et al. (2010), on the other hand, state that courage is the whole of behavior that includes
emotions, cognitions, and actions that the employee takes the risk of being harmed for a noble
cause. Recently, it is seen that the concept of courage has started to be discussed in the field of
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management sciences, especially its reflections on the organizational climate and organizational
effectiveness (Ginevra et al., 2020; Kramer & Zinbarg, 2019; Howard, et al., 2017). Workplace
courage in organizational life; can be defined as the behavior of taking action deliberately in the
face of risks, threats, or obstacles that may occur while trying to achieve goals that are attributed
to morally valuable (Koerner, 2014; Howard & Holmes, 2019). A brave behavior exhibited in the
organization; means to be free to exhibit the behavior, to take the risk of being harmed, to believe that
the risk is bearable, to believe that the courageous act is justified, to pursue valuable goals, and to take
careful steps despite the fear experienced (Kilmann et al., 2010; Koerner, 2014).

WSC is observed in the behavior of members and affects the organizational climate. Therefore, WSC
can be seen as an element of organizational culture. Scientific studies on WSC also focus on the
relationship between organizational culture and organizational behavior (Mert, Sen, & Alzghoul,
2021; Howard & Fox, 2020; Uysal & Bayramoglu, 2022; Koksal, Mert & Giirsoy, 2022). In this sense,
WSC, which we can attribute to the opposite of organizational silence behavior, is the situation in
which employees can stand up to the injustice done by not staying silent when they are faced with
injustice in the organization, and for this, the employee exhibits a brave behavior. WSC is seen as
a virtuous quality that leaders/managers should have in organizations that adopt a contemporary
management approach. It is a supporter of leaders/managers in their fight against undesirable
behaviors in organizations (Detert & Bruno, 2017). Similarly, social courage in the workplace
is effective in the behavior of employees and managers, and it guides managers to be fair in their
decisions; it is seen that it plays an active role in the management of organizational conflict and in
the failure of employees to submit to injustice when they are faced with injustice at work (Koksal,
Mert & Giirsoy, 2022: 33). In addition, there is a dominant opinion that WSC plays an important role
in organizational success and that organizational employees” having high WSC will have a possible
effect on their high performance (Kilmann et al., 2010).

Studies also show that employees who display bold behaviors in the workplace influence other
employees who observe them. Employees who act to protect their rights and the interests of their
colleagues and exhibit courageous behaviors including risk-taking gain self-respect, on the other hand,
gain the admiration of their colleagues (Koerner, 2014). In terms of demographic characteristics, it is
seen that male employees exhibit a higher level of workplace SCB than female employees (Koksal et
al., 2022). In this situation; there may be different reasons such as the existence of some deficiencies
in women’s employment rights or the fear of losing a job.

Based on the findings; “H,: WSC differs according to the demographic characteristics of the

employees”; “H, : WSC differs according to the gender of the employees™; “H,: WSC differs according
to the professional experience of the employees” hypotheses were formed.

Different reasons push the employees of the organization to exhibit SCB in the workplace. Among
these reasons, the existence of the potential for conflict in organizations can be counted. Asitis known,
employees with different perspectives from different cultures come together to realize a common
goal in organizations. This situation can cause power struggles and conflicts within the organization
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(Klein & Napier, 2003; Kilmann, O’Hara & Strauss, 2013). Employees must exhibit workplace
courage to express problems related to power struggles and conflicts that may occur in organizations,
to defend those who have been wronged, and to fight against negative business behaviors such as
mobbing and corruption. Similarly, the high sense of risk that the work environment imposes on
individuals will lead employees to display courageous behaviors at work. For most employees, work
is at the center of life and is an element that fulfills a range of instrumental, psychological, and social
needs. This wide-ranging meaning that the employee imposes on his/her job will lead to the fact that
the perceived risks in the courageous behaviors to be exhibited in the workplace are so extensive that
they can threaten the employees’ livelihoods, friendships, reputation, career, and personal identity.

2.3. The Relationship Between IWB and WSC

Innovative behavior has critical importance in todays competitive environment that brings
sustainability to organizational activities (Damanpour & Wischnevsky, 2007; Carmeli & Spreitzer,
2009). Innovative culture brings a proactive feature to organizational activities. New ideas, products,
strategies, and services give the organization a competitive advantage (Iraz, 2005). Organizations
must have an innovative structure in increasing the performance of employees and producing
quality goods and services (Shayah & Zehou, 2019). In addition, it is stated that the emotions of the
employees affect their organizational behaviors and organizational success (Kilmann et al., 2010).
Employees in the organization are critical elements that undertake all kinds of production. For this
reason, it is necessary to identify and develop other factors that shape the behavior of employees.
The positive behavior of the employees along with their feeling good also reveals the moderate
organizational climate (Yuan & Woodman, 2010). Thus, it will be able to lead the organization to
holistic success by influencing the culture, structure, and processes to be created in the organization
(Angadi & Naik, 2011).

It is possible to say that one of the most important elements supporting innovative activities in the
organization is the possession of developing technologies. Studies are showing that adopting and
applying technology is associated with revealing innovative behaviors in the organization (Heinze
& Heinze, 2018). For this reason, it is necessary to implement principles and policies that support
and protect innovation in the structure and processes of the organization (Barker, 2002). The
decision-making positions in the organization must determine the strategies to reveal the IWBs of
the employees. For the applicability of innovative strategies, innovative and flexible structures that
are open to information sharing, and giving importance to the thoughts of the employees are needed
(Adair, 2008). At the same time, the perspective that contributes to the professional and personal
development of employees by supporting their continuous learning also supports the increase of
motivation in the organization and the creation of a moderate organizational climate (Sozbilir, 2018).

Collaboration among employees in the performance of organizational activities and the need for
employees to exhibit innovative behavior can be counted among the reasons that push the employees
of the organization to exhibit social courage behavior in the workplace. WSC plays a critical role
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in collaborative work that supports innovation and entrepreneurship, which is important for the
development of the organization and for it to compete with its competitors in an increasingly

competitive environment (Koerner, 2014).

Based on the findings; “H,: There is a positive significant relationship between WSC and TWB;
“H,: There is a positive significant relationship between WSC and idea generation”; “H3b: There

is a positive significant relationship between WSC and idea promotion”; “H, : There is a positive

significant relationship between WSC and idea realization”, hypotheses were formed.

3. Method

3.1. Aim of Research

The main purpose of this research is to reveal the role of WSC in developing the IWB of IT sector
employees. The research is a relational survey in terms of revealing the relationships between facts
and events. At the same time, it is a quantitative research method since it is field research aimed at
revealing the relationships (Biiyiikoztiirk, 2002). Whether there is any relationship between WSC
and IWB within the framework of the main purpose; The sub-objectives of the research are whether

WSC affects IWB or whether there is a cause-effect relationship between them.

3.2. Universe and Sample of The Research

With the innovations in Industry 4.0 technologies, important developments have been experienced
in the fields of information and communication. In particular, innovation in systems and processes
is seen as a necessity of the digital age. However, developments in the field of information and
communication focus on turning to the field of informatics and revealing innovations. In this
context, considering that creating innovative jobs is an important need in the field of informatics,
it was decided that it would be appropriate for the universe of the research to consist of IT sector
employees. The population of the research consists of the employees of the first 100 IT companies
(according to their sales revenues) stated in the report published by BT Haber (2021: 132). According
to November 2022 data, the number of paid employees in the information and communication sector
in Turkey is 287,273. The research data was obtained through a questionnaire form; 220 responses
were provided to the 500 questionnaires sent, and after the extreme values were removed, analyzes
were made from the information about 209 informatics employees. When the literature is examined,
it is stated that the sample size should be at least five times the number of variables used in the
research (Biiyiikoztiirk, 2002; Aksu et al., 2017; Ozdemir & Atan, 2020). In this context, it is seen that

the collected data meet the sample size.
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3.3. Procedure and Measures

Research data were collected through a questionnaire, which was approved ethically in the meeting
of the Scientific Research and Publication Ethics Committee of Artvin Coruh University on 27
December 2022. The surveys created through Google Forms were shared with the I'T sector employees
through Linkedin and other social media platforms throughout January and February 2023, and they
were applied in a digital environment. The questionnaire form prepared in line with the purpose of
the research consists of 3 parts: Personal information form, IWB scale form, and WSC scale form.

Personal Information Form: It consists of questions to determine the characteristics such as age,
gender, city of residence, education level, and professional experience of the IT sector employees
participating in the research.

IWB Scale: The original scale used to measure IWB was developed by Janssen, (2000). The adaptation
study of the scale into Turkish was made by Tore (2017), and it was composed of 9 items and 3 sub-
dimensions: idea generation, idea promotion, and idea realization. There are 3 items in each sub-
dimension. The reliability of the IWB scale is 0.87 (Hair et al., 2010).

WSC Scale: The scale was developed by Howard, Farr, Alicia, and Gutworth (2017). The Turkish
adaptation of the scale was made by Uysal and Bayramoglu (2022). The scale consists of 9 items and
one dimension. The reliability of the WSC scale is 0.85. Scale items were prepared in a five-point
Likert type. Items of the scale; It is scored as Never (1), Rarely (2), Sometimes (3), Often (4), and
Always (5).

3.4. Data Analysis

Before performing the analyzes on the data obtained within the scope of the research, the normality
tests and reliability analyzes of the data were carried out by using the SPSS program to check the
validity of the data and whether they were normally distributed. As a result of the analysis, Skewness,
and Kurtosis values were - ,537 and ,616 for the IWB scale; — .395 and .501 for idea generation, one
of the sub-dimensions of the scale; - 1,232 and 1,289 for idea promotion; - .435 and - .025 for idea
realization; it was found to be - .117 and - .411 for the WSC Scale. Since Kurtosis and Skewness
values were found to be between - 1.5 and +1.5, it was accepted that the data showed a normal
distribution (Tabachnick & Fidell, 2013). In addition, Cronbach’s Alpha values were checked for the
validity of the scales and the IWB scale was a=,889; idea generation from the sub-dimensions of the
scale a=,751; idea promotion a=.825; it was concluded that idea realization a=.829 and WSC Scale
a=.859 and the scales were at a reliable level.

For the factor analysis of the IWB Scale, the Kaiser Meyer-Olkin (KMO) value and the Bartlett test
values were checked to evaluate the suitability of the data set for factor analysis. The KMO coefficient
of the scale was ,867; The result of Bartlett sphericity test was found as Chi-Square=946.040, df = 36,
sig .000 (p <.001). The results obtained show that the data set is suitable for factor analysis.
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As can be seen in Table 1 as a result of the exploratory factor analysis (EFA) conducted for the IWB
scale, unlike the original scale, it was collected in two dimensions. The total variance explained by
this two-factor structure is 57.36%. The reliability value of the IWB Scale, which consists of two
factors and 9 statements, is 0,889; the Idea generetion&realization sub-dimension is 0,867; The idea

promotion dimension is 0,825.

Table 1: EFA Results of the IWB Scale

Factor/Item Factor Load Explained Variance
Idea Generation&Realization (a=,867) 48,134
fu_5 927

fu_4 771

fu_3 ,723

fu 1l ,615

fu_6 ,583

fu 2 576

Idea Promotion (a=,825) 9,230
fd_2 967

fd_1 ,748

fd_3 ,486

Extraction Method: Maximum Likelihood.

Rotation Method: Oblimin with Kaiser Normalization.

a. Rotation converged in 5 iterations.

After determining the factor structure displayed in Table 1, the structural equation model and CFA
were applied using the AMOS24 program to analyze the construct validity of the Innovative Business
Behavior Scale, which consists of two factors and 9 statements, on the factor structure in question.
As a result of the CFA performed, the model fit indices were seen as x* /df (CMIN/DF)= 3,342;
RMSEA = ,106; GFI =,920; NFI = ,910; RFI = ,875; AGFI=,862; CFI =,934. Modification indices
suggested error covariance between expressions e4 and e6 (MI=23,626), e4 and e5 (MI=14.416).
After combining the error variances of the mentioned items for the goodness of fit values in line
with the modification indices suggestions, confirmatory factor analysis was performed again and the
model fit indices were x2 /df (CMIN/DF)= 1.895; RMSEA = .066; GFI = .956; NFI = .953; RFI = .929;
CFI = .977 values revealed that the two-factor model showed a perfect fit (Bentler, 1990; Browne &
Cudeck, 1993). In addition, idea_promotion, the sub-dimension of the Innovative Business Behavior
Scale is AVE=,636; CR=,837; idea_generation&realization is AVE=,508; CR=,825. The CFA results

of the Innovative Business Behavior scale are shown in Figure 1.
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Fikri_Destokkeme

.69

Figure 1: CFA Analysis Results of IWB Scale

In the study, for factor analysis for WSC Scale, Kaiser Meyer-Olkin (KMO) value and Bartlett test
values were checked to evaluate the suitability of the data set for factor analysis. The KMO coefficient
value of the scale was ,875; The result of the Barlett sphericity test was found as Chi-Square=690,379,
df = 36, sig .000 (p < .001). The results obtained show that the data set is suitable for factor analysis.

As can be seen in Table 2, as a result of the exploratory factor analysis (EFA) conducted for the WSC
scale, it was collected in one dimension following the original scale, and the total variance explained
by this single factor structure was 42,085%, and the reliability value was ,859.

Table 2: EFA Results of the WSC Scale

Factor Load Explained Variance
WSC (a=,859) 42,085
isc_5 777
isc_6 ,744
isc_9 717
isc_7 ,677
isc_1 ,628
isc_4 ,618
isc_3 ,550
isc_2 ,549
isc_8 ,528
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Extraction Method: Maximum Likelihood.
Rotation Method: Oblimin with Kaiser Normalization.
a. 1 factor extracted. 4 iterations required.

After determining the factor structure displayed in Table 2, the structural equation model and CFA
were applied using the AMOS24 program to analyze the construct validity of the WSC Scale, which
consists of 9 single-factor statements, on the factor structure in question.

As a result of the CFA, model fit indices were x2 /df (CMIN/DF)= 3.007; RMSEA = .098; GFI
=.921; NFI = .885; RFI = .846; AGFI=0.869; CFI = 0.919. The modification indices suggested error
covariance between the items e3 and e4 (MI=11.083), e3 and e7 (MI=10.043), e4 and e6 (MI=8.183).
After combining the error variances of the mentioned items for the goodness of fit values in line
with the modification indices suggestions, confirmatory factor analysis was performed again and the
model fit indices were x2 /df (CMIN/DF)= 2.244; RMSEA = .077; GFI = .951; NFI = .923; RFI = .885;
CFI = .955 values revealed that the single factor model showed good fit (Bentler, 1990; Browne &
Cudeck, 1993). In addition, AVE=.415 on the WSCScale; CR=,862. The CFA results of the WSCscale
are shown in Figure 2.

Figure 2: CFA Results of the WSC Scale

4. Findings

After the normality, validity, and reliability analyses of the scales, descriptive information about the

demographic characteristics of the participants was included in this part of the study.
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Table 3: Demographic Characteristics of Participants (n=209)

Variables n % n %
Female 78 37,3 Istanbul 118 56,5
Gender Male 131 62,7 Ankara 27 12,9
<22 yag 4 1,9 City [zmir 8 3,8
Age 23-41 yas 172 82,3 Bursa 13 6,2
42-57 33 15,8 Antalya 16 7,7
Lo Public 10 438 Diger 27 12,9
Organization - -
Private 199 95,2 High school 3 1,4
1-5 year 80 38,3 Associate 28 13,4
. degree
. 6l0yer 55 26,3 Education 77 e 132 63,2
Working Period =777 35 16,7 Degree 13 20,6
16-20 year 25 12,0 Doctorate 3 1,4
> 21 year 14 6,7

As can be seen in Table 3, 95.2% of the participants are private sector employees, 62.7% are men,

37.3% are women, 63% are undergraduate graduates, and 82.3% are aged 23-41. Among these, 38.3%

have 1-5 years of professional experience, and 56.5% work in Istanbul.

The descriptive statistics of the scales are given in Table 4. As can be seen in Table 4, it is seen that the
IWB levels of the participants are quite high (4.29), while the levels of WSC are high (3.88).

Table 4: Descriptive Statistics of Scales (n=209)

Min Max Mean Std. Error S.D. Variance
IWB 2,44 5,00 4,2865 ,03533 ,51074 ,261
WSC 1,78 5,00 3,8852 ,04645 ,67158 ,451

The SPSS21 program was used to test the hypotheses of the study. Correlation analysis was performed

to examine the relationship between the variables.

Table 5: Correlation Results of IWB and WSC

1 2 3 4
P Correlati 1
IWB ‘earson orrelation
Sig.
X Pearson Correlation 1802 1
Idea promotion -
Sig. ,000
X L Pearson Correlation ,965" 618" 1
Idea generation&realization —,
Sig. ,000 ,000
Pearson Correlation 563" 450" 543" 1
WwsC ;
Sig. ,000 ,000 ,000

**. Correlation is significant at the 0.01 level (2-tailed).
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As a result of the correlation analysis (can be seen in Table 5), it was found that the relationship
between WSC and IWB of employees (r=.563; p=.000) was a significant and positive moderate
relationship and that WSC was associated with all dimensions of IWB (r,, . ~=.450; p=.000;
T dea._gencrationsaealiztion =2 43> P=-000) was found to be significantly, positively and moderately correlated.
It was seen that the social courage of the employees was related to their IWB levels and the H
hypotheses were accepted in line with these findings.

3a,3b, and 3¢

Regression analysis was conducted to test the level of influence of WSC on the IWB of employees. As
seen in Table 6, WSCexplains approximately 32% of the variance of IWB. It is seen that every 1 unit
increase in WSC will bring an increase of 428 in IWB.

IWB= 2,624+0,428 * WSC A regression model has been formulated as.

Table 6: The Effect of WSC on IWB

Model R R? Ad];:ted Std. Error
1 ,563% ,316 ,313 ,42328
ANOVA®
Model Sum of Square df Mean Square F Sig.
Regression 17,172 1 17,172 95,846 ,000°
Residual 37,087 207 179
Total 54,259 208
Coefficients
Unstandardized Coefficients Standardized Coefficients t Sig.
E— Model
B Std. E. B
1 Constant 2,624 172 15,232 ,030
WSC ,428 ,044 ,563 9,790 ,000

a.Dependent Variable: IWB

According to the results of the regression analysis carried out to test the level of the effect of WSC
on idea promotion, one of the sub-dimensions of IWB of employees, it is seen that WSC explains
approximately 20% of the variance of the idea promotion dimension. As can be seen in Table 7, it
is seen that every 1 unit increase in WSC will bring along an increase of 0,341 in the dimension of
intellectual support.

Idea promotion dimension= 3.274+0.341 * IWB a regression model was formulated as.

Table 7: The Effect of WSC on Idea Promotion

Adjusted
RZ

1 4502 203 ,199 /45588

ANOVAP

Model R R? Std. Error
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Model Sum of df Mean Square F Sig.
Square
Regression 10,930 1 10,930 52,593 ,000b
Residual 43,021 207 ,208
Total 53,951 208
Coefficients’
Model Ulg;:?g :irecrl:tz:d Standardized Coefficients t Sig.
[} Std. E. [}
1 Constant 3,274 ,186 17,641 ,000
WSC ,341 ,047 ,450 7,252 ,000

a.Dependent Variable: Idea Promotion

According to the results of the regression analysis conducted to test the level of the effect of WSC on
idea generation & realization, one of the sub-dimensions of IWB of employees, it is seen that WSC
explains approximately 30% of the variance of the idea generation & realization dimension.

As can be seen in Table 8, it is seen that every 1 (one) unit increase in WSC will bring an increase
of 0,471 in the dimension of idea generation & realization. It is seen that the social courage of the
employees is effective in generating and realizing new ideas.

Idea generation & implementation dimension= 2,300+0,471 * WSC a regression model was
formulated as.

An independent sample t-test was conducted to analyze the differences in the IWB levels of the
employees by gender. According to the results of the analysis, it was concluded that the IWB levels
of the employees (p=0.743 >0.05) did not differ according to gender. Er6z and Sittak (2019: 1574)
concluded in their study that there is no significant difference between IWB and gender variables.
The findings are in line with the literature.

Table 8: The Effect of WSC on Idea Generetion&Realization

Model R R? Ady ;Zted Std. Error
1 ,543% ,295 ,292 ,48989
ANOVA®

Model Sum of Square df Mean Square F Sig.
Regression 20,819 1 20,819 86,751 ,000°

Residual 49,677 207 ,240

Toplam 70,497 208

Coefficients
Unstandardized Coefficients Standardized Coefficients t Sig.
E— Model
] Std. E. ]
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1 Constant 2,300 ,199 11,533 ,000
WSC 471 ,051 ,543 9,314 ,000
a.Dependent Variable: Idea generation&realization

A One-Way ANOVA test was conducted to analyze the difference between the IWB levels of the
employees according to their professional experience. According to the results of the analysis, it was
concluded that the IWB levels of the employees (p=0.988 >0.05) did not differ according to their
professional experience. Erz and Sittak (2019) state that IWB differs according to the working hours

of the employees. H _hypotheses were rejected within the scope of the findings.

1a,1b

An independent sample t-test was conducted to analyze the differences in WSC of employees by
gender. According to the results of the analysis, it was concluded that the WSC of the employees
(p=0.259 >0.05) did not differ according to gender.

Koksal et al. (2022: 29) concluded in their study that men exhibit higher WSC than women. While
gender expresses a physiological feature, it refers to culturally defined social and psychological
phenomena when considered socially. This feature, which we can express as social gender, accepts
that people will behave in different ways according to their gender. What is generally accepted among
cultures is that women assume a role that is more gentle, affectionate, sympathetic, and respectful to
the needs of other individuals than men, and this situation seems to suggest that they may exhibit
less courageous behaviors compared to men and that men will be more courageous (Howard &amp;
Fox, 2020:3). In the study, different findings were obtained from the literature. According to the
characteristics attributed to women and men within the scope of gender, it may be an indication that
courage is not unique to men. On the other hand, since it is possible that the unequal distribution
of the participants according to the gender variable can be shown as a reason for not detecting the
difference, it can be thought that the subject will become clearer in future studies to determine
whether gender affects workplace social courage.

One-Way ANOVA test was conducted to analyze the difference in WSC of employees according to
their professional experience. According to the results of the analysis, it was concluded that the levels
of WSC of the employees (p=0.159 >0.05) did not differ according to their professional experience.

H, . .., hypotheses were rejected within the scope of the findings.

5. Discussion and Conclusion

Organizational employees can exhibit WSC behavior in their business life to contribute to their
organizations and to reach their individual goals. In adapting to changing environmental conditions,
organizations need to have and retain employees who will make a difference in their business
processes, who are innovative and who have high social courage, attract the attention of the potential
workforce, and make them current employees. It is obvious that employees with a high level of
social courage in the workplace will develop more creative works, and will anticipate and implement
new opportunities to keep up with the change and contribute to it by using the initiative. In the
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study, an answer was sought to the question of whether WSC is effective in the IWB of the IT sector
employees, where development and change are experienced rapidly and it is even more important
to keep up with this change. As can be seen from the findings, it is seen that the social courage and
IWB levels of the IT sector employees are high. In addition, it was concluded that WSC positively
affects IWB levels, and employees with high social courage exhibit more IWB. In the literature, direct
studies on the relationship between WSC and IWB have not been found yet. Despite this, there are
studies on social courage behavior that have positive reflections on the organizational climate. It
is stated in the literature that individuals who exhibit WSC tend to create a positive organizational
climate, display courageous behavior and show high job performance. In this case, it can be said
that the findings support the results of similar studies in the literature. Koerner (2014) revealed
in his study that employees who show social courage in the workplace help reduce social identity
mismatches. Kanten et al., (2022) found significant relationships between social courage behavior in
the workplace and prosocial vocalizing behavior in their research. Koksal et al. (2022) concluded in
their study that men exhibit higher WSC than women. It has been concluded that the increase in the
level of social courage behavior in the workplace also increases prosocial behavior. Magnano et al.,
(2022), in their study investigating the mediating role of social courage in the relationship between
risk intelligence, courage, and job performance; shows the effect of subjective risk intelligence and
courage. In addition to these studies, some research in the literature that include some organizational
elements that support IWB can be mentioned. Caligkan (2013) found positive significant relationships
between organizational culture and IWB in his study. Akkog (2011) states in his research that the
understanding of leadership and organizational culture together supports innovative business
behavior. Again, Caligkan & Akkog (2012) revealed that IWB increases organizational performance
as a result of their research on informatics workers. Holman et al., (2012) found positive and
significant relationships between job design in organizational structure and IWB. Sozbilir (2018)
concluded in his research that professional competence and self-efficacy have a positive effect on
the innovative behavior of the employee. In his research, Ayas (2015) revealed that the IWBs of
the IT sector employees are related to intellectual capital and concluded that this relationship also
affects organizational performance. Imamoglu (2019) stated that the IWB of IT sector employees
is related to organizational support and knowledge sharing; revealing that empowering leadership
assumes a full mediator role in this relationship. Ozcan (2021), in his research, determined that there
is a significant and high-level relationship between IWB and the metacognitive skills of IT sector
employees. Likewise, Ogan (2021) found in his research that adapting the workplace design according
to the employees reveals creative ideas in the workplace. Biger (2021) found significant and positive
relationships between IWB and employee empowerment. In his research, Ogan (2022) determined
that the innovation management ability of leaders increases employee loyalty in the organization. It
has been revealed that organizational cultural structure, innovation strategy, and project management
and commitment are interrelated. Amabile et al. (1996) stated that the work environment encourages
innovation. In the research, it has been determined that there are relationships between innovative

behavior in encouraging and liberal work environments.
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In the study, it was also examined whether the levels of WSC and IWB differ according to the
demographic characteristics of the employees. From demographic characteristics; because the data
related to the variables of the institution he/she works for, the level of education, and the province
he/she works in do not show an equal distribution, the analyzes were not carried out. Differences
between demographic variables in terms of gender and professional experience were tested and it
was concluded that these demographic variables did not differ on the levels of WSC and IWB of the
employees. Akgiil & Yavuz (2019) revealed that the IWB of IT sector employees differed according
to gender and field of expertise, and the said difference was in favor of men. This difference is mostly
in favor of the software field; stated that it emerged at least in favor of the database area. In his
research, Tore (2019) determined that the IWBs of the IT sector employees did not change in terms
of demographic variables. As can be seen, different results can be obtained in terms of demographics
on the subject.

The fact that the findings obtained cannot be generalized to other fields is one of the limitations of
the study since the study was carried out only on IT sector employees. In addition, since there are
no similar studies in the literature containing research variables in the informatics sector or other
sectors, the deficiencies in the comparison of the findings can be considered as another limitation. In
future studies, the generalizability of the findings can be ensured by conducting research in different
sectors regarding the effect on WSC and IWB. In addition, it is recommended to carry out studies to
determine the antecedents of WSC behavior, which is a new topic in the literature, by including it in
the analysis process.
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