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ABSTRACT:

The aim of this study is to examine the effects of narcissistic personality levels of employees on organizational dissent. The
population of the research consists of 206 doctors and nurses working in the medical unist of a public hospital. Full census
sampling method was used in the research and 149 doctors and nurses were reached. For gathering the data, questionnaire
technique was used. Scales utilized in the research are “Narcissistic Personality Inventory” and “Organizational Dissent
Scale”. Reliability of the scales were analyzed by Cronbach Alpha coefficient and validity of the scales were analyzed by
confirmatory factor analysis. Correlation analysis and regression analysis were utilized for determining the relationships
between variables of the research and testing the hypotheses. According to the findings of the research it can be seen that
there is a positive relationship between the narcissistic personality levels of employees and organizational dissent.
Additionally, it is determined in this research that there is a positive relationship between the narcissistic personality levels
of employees and lateral dissent as subdimension of organizational dissent while there isn’t observed any relationship on
articulated dissent side as subdimension of organizational dissent.

Keywords: Narcissism, Dissent, Organizational Dissent.

INTRODUCTION

Organizations need employees as their most valuable resource in a changing and developing
business environment to compete with rivals, develop their core competencies, differentiate their
products, and provide sustainability. On the other side, employees are included in organizations
to reach their individual goals, become a member of a group, and demonstrate their knowledge,
skills and abilities. Organizations have to employ individuals with different knowledge, skills,
talents and especially different personality structures in a certain system and performance.
However, different personality structures that employees have are sometimes negatively
affecting organizations in terms of effective and efficient actualization of the works. Personality,
which differentiates the individual from other individuals, affects a person's life as a whole. For
this reason, it can be said that personality traits are one of the main reasons for individuals to
develop different perceptions or solutions in the face of the same events (Erkus and Tabak,
2009).

Narcissism has certain characteristics, such as having a high desire for appreciation, having an
excessive selflove, and deprivation of empathy. The most prominent feature of employees who
have a narcissistic personality characteristic is that they see themselves as justified and constantly
criticize others (Campell et al., 2011: 269). The employee who has this personality characteristic
does not hesitate to criticize and oppose the events inwhich he is believed that he is right in the
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activities carried out within the organization and in the relations between individuals (Spain,
Harms and LeBreton, 2014: 43). Narcissistic personality is not always negative and harmful. In
order to survive, human takes energy from narcissism to a great extent. It can be explained by
this mechanism that many narcissistic people have a great creativity at the same time. This
dimension of narcissism is acceptable because it exhibits positive outcomes. However, as the
desire for this increases, the positive effects may give its place to negativities, destructive and
attritive results (Cihangiroglu et al., 2014: 175).

Organizations, by their most general definition, are a group of people who come together to
realize the predetermined goals. When everything goes hummingly, goals can be achieved
smoothly and effectively. However, when there are things that are not going well, employees can
show different reactions due to various reasons. In such situations, depending on their loyalty to
organization, employees may sometimes tolerate, sometimes oppose, or sometimes consider
relocating or leaving from the organization (Altinkurt and Piiskiilliioglu, 2017: 76). Members
of the organization strive to express their views in order to influence the business environment
and adapt to business life in line with their own values and needs. The members of the
organization’s effort of expressing their views can be seen as a reflection of individual and
independent thought (Gorden, Infante and Graham, 1988: 103). The differentiation of the goals

() and expectations of people in organizations brings with it some disagreements and dissents
(Garner, 2006: 3).

® ® In this study, it is aimed to examine the relations between narcissistic personality and

® ® organizational dissent. For this aim, first of all, the related concepts were examined in the
® literature. Then, in the light of the literature knowledge, the methodology of the research was
structured and analyses were performed. Ultimately, findings of the research were evaluated

and suggestions were made.

2. LITERATURE FRAMEWORK

2.1. Narcissism

Personality occurs with the interaction of inborn biological traits and behavioral patterns that
are learned and adopted later. In other words, personality is a process that starts with birth and
is shaped by the meaning given by the individual to objects and events, and manifests itself with
life-long development and maturation (Cihangiroglu, 2012: 120). Personality traits can be
expressed as an important determinant of behaviors exhibited by individuals in their
organizational processes and social lives (S18r1 and Giirbiiz, 2011: 31). The fact that personality
traits have a crucial role in influencing the attitudes and behaviors of employees in
organizational processes and in obtaining the outputs desired by the organization, necessitates
the consideration of the positive side and the darkness side of the personality together (Aydogan
ve Serbest, 2016: 98). In this context, being as the darkness side of personality, machiavellism,
psychopathy and narcissism are called as “dark triad” in the literature (Paulhus and Williams,
2002).

The concept of narcissism comes from Narkissos, who in Greek mythology sees his reflection in
the water and fall in love with himself and consuming his life by watching this darling which
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he will never reach (Bosson et al., 2008: 1414, Konan and Tiirkoglu, 2017: 33). Narcissism is
a very interesting, debated, and explored concept for many subfields of psychology (Brown and
Hill, 2004: 585). Being as one of the basic dynamics of theories of psychoanalysis (Freud, 1957),
self psychology (Kohut, 1977) and object relations (Kernberg, 2004), narcissism has been
studied with its various dimensions (Demirci and Eksi, 2017: 38). In psychology literature,
narcissism is used to mean an excessive self-love that an individual feels towards oneself, self-
centeredness and seeing oneself larger than life as well as choosing of one's own body as a sexual
object (Campbell, Reeder and Elliot, 2000: 330, Giirsu and Apaydin, 2012: 552). Narcissism in
general means that an individual has an extreme commitment and appreciation to his own
spiritual and bodily personality, has a self-conceit and a selfadmiration, and can not be

empathize (Blair, Hoffman and Helland, 2008: 255; Cihangiroglu et al., 2014: 175). Narcissism
is the decrease in the interest for others with putting self forward in an inflated and exaggerated
way (Campbell, Goodie and Foster, 2004: 298; Yurdakul and Bostanci, 2016: 110). Narcissism
is a type of personality disorder which occurs as a result of seeing oneself as a very special person.
Psychologists argue that those who have narcissistic personality act only with the motive of
imagination of fame and always being a focus of interest (Wallace and Baumeister, 2002).
Narcissism is a person’s self~conceit, worshiping oneself, or even being in love. Narcissism is
associated with the use of charisma and personal power, and involves pursuing sovereignty,
greatness, arrogance, self justification and own pleasures (Padilla, Hogan and Kaiser, 2007:
181). The concept of narcissism is also expressed as self-love. People who constantly criticize
others but do not tolerate criticism for oneself, and see oneself as the perfect person and in the
center of the world are considered as narcissist individuals (Campell et al., 2011: 269; Ozdemir
etal., 2017: 434).

The most basic characteristics of the narcissist are stated as a passion for unlimited success,
wealth and power. Narcissist individual wants oneself to be a constant admired person to protect
his overconfidence. This creates a vacancy and insecurity in his inner world. Narcissist
individual has a personality that enjoys using and directing others in individual relationships,
and constantly he would like to see a special process (Ertekin and Yurtsever, 2001: 39). Other
characteristics of narcissistic individuals are; feelings of grandiosity, excessive commitment to
oneself, pursuit of others in order to obtain a continual appreciation and approval. Although
these types of individuals seem close to people, they are irrelevant to them and being in lack of
empathy in their relationships (Masterson, 2014). In addition to these, narcissistic individuals
have a wide range of characteristics such as easily hurt, arrogance, self-esteem, praise and care,
greatness, leadership, pretentiousness and self-centeredness, being proud and being a legend in
their own dreams (Kernberg, 1979; Twenge and Campbell, 2010; Hill et al., 2011).

2.2.  Organizational Dissent

The word “dissent” is derived from the Latin word “dissentlre”. “Dis” is the word used to mean
“separate” and “sentlre” is the word used to mean “feel”. Thus, “dissent” is the word used to
mean “to feel and think separately” (Kassing, 1997: 312). Dissent occurs when a triggering
event exceeds the tolerance limits of the individual. Mainly being a concept specific to political
science, dissent has begun to become a subject of many disciplines among which management
takes place (Dagl, Ergiil and Kaya, 217: 238). In the definitions in literature related to the dissent
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concept, it is possible to evaluate the issues that come to the forefront in five titles (Dagl and
Agalday, 2012: 886). These are; (1) the dissent is resulting from the dissatisfaction of the
included conditions, (2) the dissent occurs for the necessity of taking a defensive position in the
conditions being separated from the status within the organization, (3) the dissent occurs in the
conditions of the necessity of openly protesting and expressing the objection, (4) the formation
of the dissent depends on the conditions where hostile feelings is naturally felt, (5) the dissent
predominantly made up of principal subjects (Kassing, 1997: 312).

Organizational dissent is defined as having a different point of view from dominant view within
the organization and opposing the status quo. Basically, dissent behavior originates from
dissatisfaction in relation to current conditions, and the individual expresses his dissatisfaction
by opposing and objecting (Kassing, 1997: 312). Dissent in organizations is that employees think
differently from the practices in the organization. Organizational dissent is the expression of
disagreements or opposing opinions and ideas about organizational policies and practices
(Bakan, Dogan and Yilmaz, 2017: 58). It is possible to evaluate organizational dissent as an
umbrella term with two main components, which are called as difference of opinion and putting
this into words (Bickes, 2017: 959). In organizations, dissent is an important feedback
mechanism that helps to determine problematic practices and policies that may lead to negative
outcomes if they are not brought to the agenda and provides to correct these problematic
practices with appropriate and effective efforts (Kassing, 1997: 326). Even if dissent has an

® adverse association, if it happens constructively for organizations, innovation and creativity

applications will develop in the organizations. For this reason, good and effective management
of the dissent is greatly important for the organizations (Cakir, Yurtseven and Dal, 2017: 80).
Organizational dissent, while contributing to the development and change of intra-
organizational democracy, is also of great importance in terms of examining the problems that
may arise in the organization and taking measures for solution (Kassing, 2002: 190). The
fundamental reasons for directing employees to dissent are grouped under nine main headings
(Atag and Kose, 2017: 119). These are; treatments towards organization members,
organizational change, decision taking, inefficiency, role/responsibility, resources, ethics,
performance evaluation, preventing harm (Kassing and Armstrong, 2002: 44).

Organizational dissent is differently dimensioned in the literature. The most commonly used
dimensioning made by Kassing (1998) is referred to as articulated dissent, lateral dissent, and
displaced dissent (Kassing and Avtgis, 1999; Goodboy, Chory and Dunleavy, 2008; Dagli, 2015:
200; Kesen and Papuccu, 2016: 1553). Articulated dissent expresses dissent in an open,
comprehensible and constructive manner to persons such as the administrator, supervisor, and
director who can influence the corrections within the organization. Lateral dissent occurs when
members of the organization express their opposing views to the other members of the
organization who have no influence on the balances in the organization. Displaced dissent
involves explaining criticism to external audiences such as friends, family, spouse, and other
people who are given special importance.
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3. METHODOLOGY

3.1. Aim and Importance

The aim of this research is to examine the effect of the narcissistic personality levels of employees
on organizational dissent. Employees, who have the skills, knowledge and creativity required to
eliminate undesirable and problematic situations within the organization, prefer to keep silent
or oppose by the influence of organizational culture against injustice and danger that they have
seen and/or perceived. This is closely related to personality traits that employees have. Employees
who have a narcissistic personality that is related to self-esteem, self-centeredness, self
justification, pursuing pleasure of oneself, and usage of personal power are in need of opposing
and making their voice heard in the organization both against for the management and work
environment. In this context, it is thought that this research contributes to the literature in terms
of emphasizing the relationship between narcissism and organizational dissent.

3.2. Sample

The population of the research consists of 206 doctors and nurses who work in the department
of medical units in a public hospital. Due to availability of reaching doctors and nurses in this
public hospital where the study was conducted, full census sampling method was used. In order
to be able to represent the total of 206 doctors and nurses in the research population at o« = .05
sinificance level, a sample group consisting of at least 135 employees is needed (Altunisik et al.,
2004, Giirbiiz and Sahin, 2016). At the end of the data gathering process, a total of 149
questionnaire forms (72.3% response rate) that were recycled from questionnaire forms sent to
the entire of the population are acceptable for representing the population of the research.

3.3. Hypotheses and Limitations

The fundamental question try to be answered in the research is structured as “Does the
narcissistic personality level of employees have any influence on the organizational dissent? If
so, what extent?”. The research hypotheses constituted within this basic question are as follows:

Hi1: Narcissistic personality levels of employees have a positive and significant effect on
organizational dissent.

Hz: Narcissistic personality levels of employees have a positive and significant on
“articulated dissent” as subdimension of organizational dissent.

Hs: Narcissistic personality levels of employees have a positive and significant on “lateral
dissent” as subdimension of organizational dissent.

Limitations of the research can be explained as participants of the research, its data
collection technique and scales used for measuring the variables of the research.

3.4. Measures

In the research process, questionnaire technique was used for gathering data. The questionnaire
form of the research consists of three parts; the first part is related with the demographic
characteristics of the employees, the second part is related with the narcissistic personality and
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the last part is related with the organizational dissent. Also, questions in the second and third
part were scaled in five-point Likert type.

3.4.1. Narcissistic Personality Inventory

Narcissistic Personality Inventory-NPI, was first developed by Raskin and Hall (1979) as a 40
items scale (the NPI-40) and later re~-examined by Raskin and Terry (1988). Then, the scale
revised again by Ames, Rose, and Anderson (2006) and the short version was constructed with
16 items in one dimension (the NPI-16). Sample items of the scale are “I like having authority
over people.” and “I am going to be a great person.”. Ames et al. (2006) reported that this short
version of Narcissistic Personality Inventory could be used as a valid and reliable measurement
tool for measuring narcissistic personality (Temel, 2008). Thus, NPI-16 developed by Ames et
al. (2006) was used in this study. The internal consistency analysis of Narcissistic Personality
Inventory was examined with Cronbach Alpha coefficient and this value was determined as
85.9% (a=85.9).

Confirmatory factor analysis was used to measure construct validity of the Narcissistic
Personality Inventory. When the fit values of the scale were examined, it was calculated that
RMSEA value was ,044; CMIN/DF value was 1,284; GFI value was ,965; AGFI value was ,930;
NFI value was ,938 and CFI value was ,985. According to these findings, one-dimensional factor
structure of the scale revealed in previous studies conducted by Ames et al. (2006) was

@ confirmed in this study. It was also found that factor loads of the scale were greater than .45.

3.4.2. Organizational Dissent Scale

Organizational Dissent Scale was developed by Kassing (1998) for measuring organizational
dissent with 24 items in 3 dimensions. But then again the scale was revised by Kassing (2000)
and converted into a measuring instrument with 18 items. The adaptation of the scale into
Turkish was carried out by Dagli (2015). In his research, Dagli (2015) stated that the
Organizational Dissent Scale (the ODS-15) consisting of 15 items and two subdimensions
(articulated dissent and lateral dissent) can be used as a valid and reliable measurement tool for
measuring organizational dissent (Kesen and Pabucgcu, 2016). In this study, the scale of the ODS-
15 adapted to Turkish by Dagh (2015) was used. The internal consistency analysis of the
organizational dissent scale and its subscales were examined by the Cronbach Alpha coefficient
and this value was determined as 85.2% (a=85.2) for the whole scale, and 72.4% (a=72.4) for
the articulated dissent as subdimension of organizational dissent and 86.4% (a=86.4) for the
lateral dissent as subdimension of organizational dissent.

Confirmatory factor analysis was used to measure construct validity of the Organizational
Dissent Scale. When the fit values of the scale were examined, it was calculated that RMSEA
value was ,078; CMIN/DF value was 1,890; GFI value was ,955; AGFI value was ,910; NFI value
was ,946 and CFI value was ,973. According to these findings, it can be stated that the two-
dimensional factor structure of the scale of ODS-~15, adapted to Turkish by Dagli (2015), was
confirmed in this study with its good fit values. It was also found that factor loads of the scale
were greater than .45.
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3.5. Research Model

The research model structured as a result of confirmatory factor analysis of narcissistic
personality inventory and organizational dissent scale is presented as in Figure 1.

Figure 1. Research Model

Articulated
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4. FINDINGS

In the research, correlation analysis (Table 1) and regression analysis (Table 2 and Table 3) were |
utilized to reveal the relationship between independent variable narcissistic personality and gy
dependent variable organizational dissent and its subdimensions.

4.1.  Correlafion Analysis

Correlation analysis was conducted to determine the relationship between narcissistic
personality and organizational dissent and its subdimensions (Table 1).

Table 1: Findings of Correlation Analysis

Variables Mean Sd. 1 2 3 4 5
1 Narcissistic Personality 2,98 ,613 1
2 Organizational Dissent 3,25 ,601 ,206* 1
3 Articulated Dissent 3,02 ,600 ,140 ,848** 1
4 Lateral Dissent 3,48 ,789 , 2127 | ,884™ | ,505* ,093 1

*p<0.05; *p<0.01

According to the findings of correlation analysis in Table 1 related to the variables of narcissistic
personality and organizational dissent, it can be seen that there is a positive relationship between
narcissistic personality and organizational dissent (r=,206; p<,05). Additionally, a positive
relationship found between narcissistic personality and lateral dissent as subdimension of
organizational dissent (r=,212; p<,01). However, there is not observed any relationship between
narcissistic personality and articulated dissent as subdimension of organizational dissent.

4.2.  Regression Analysis

Regression analysis was conducted to determine the relationship between narcissistic personality
and organizational dissent and its subdimensions in detail (Table 2 and Table 3). Moreover,
statistical value of Durbin-Watson (DW) was checked for autocorrelation.
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Table 2. Findings of Regression Analysis Between Variables of Narcissistic Personality and
Organizational Dissent

Independent Variable: Narcissistic Personality
Dependent Variable R2 Std.R2 F B t P DW
Organizational Dissent 4,2 3,6 6,495* ,206 2,548 ,012* 1,914
*p<0.05

According to the findings of regression analysis in Table 2, it can be seen that 3.6% of the variable
of organizational dissent is explained by the variable of narcissistic personality. Due to this
findings, it is also determined that narcissistic personality levels of employees have a positive and
significant effect on organizational dissent (§=,206, p<,05). In this context, the first hypothesis
(H1) of the research is supported. The statistical value of Durbin-Watson (DW) is found as 1,914
and it can be seen that there is no auto correlation.

Table 3. Findings of Regression Analysis Between Variables of Narcissistic Personality and
Subdimensions of Organizational Dissent

Independent| ., 2 Dependent
. . D .
Variable R?|StdR ¥ B t p w Variables
° 22 |20] 1,3 | 2,949 | 140 1,717 088 [1,004 Articulated
N2 Dissent
y 2 2
S 2 o o Lateral
® () § 5 |45] 38 6,000 212 2,628,009 |1,080 Lo
® o [ *p<0.01

According to the findings of regression analysis in Table 3, it can be seen that 3.8% of the variable
of lateral dissent as subdimension of organizational dissent is explained by the variable of
narcissistic personality. However, there is not observed any relationship between narcissistic
personality and articulated dissent as subdimension of organizational dissent. Due to this
findings, it is also determined that narcissistic personality levels of employees have a positive and
significant effect on lateral dissent as subdimension of organizational dissent ($=,212, p<,01).
In this context, the third hypothesis (Hz) of the research is supported while the second hypothesis
(Hz2) is not supported. Also, the statistical value of Durbin-Watson (DW) is found between 1,5 —
2 and it can be seen that there is no auto correlation.

5. CONCLUSION

People who exhibit narcissistic behaviors such as self-esteem, greatness, arrogance, self
justification, pursuing pleasures of oneself, constantly criticizing others, passion of power,
distrust, lack of empathy, need for appreciation, exaggerating abilities of oneself and sense of
superiority can be seen almost everywhere. It is also a clear truth in organizations that there may
be people with narcissistic personality. Organizations need employees who have self-confident,
high success desire, high self-esteem and who don't hesitate from dissent. Insomuch that, this is
the case what organizations want and expect. However, employees’ exaggerating these features
and seeing other employees as incompetent, ignorant, unsuccessful and keep themselves above
everyone else may lead to negative consequences for organizations. Organizations in the same
way also need employees who use their right to talk about things that go wrong, cause negativity
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and lead to bad results, who share their ideas and thoughts being not in silent and freely, and
who openly make dissent when appropriate.

In this study, it is aimed to examine the effect of narcissistic personality levels of employees on
organizational dissent. Hypotheses of the research have been tested for this aim. According to
findings; it can be seen that there is a positive and significant relationship between narcissistic
personality levels of employees and organizational dissent (Table 2). Employees with narcissistic
personality do not hesitate to speak, criticize and make dissent in the events carried out within
the organization and in interpersonal relations if they believe that they are right. When the mean
of the narcissistic personality levels (X=2,98) of employees (doctors and nurses) at the sample
where the research is conducted is examined, it is not clear whether they have a narcissistic
personality or not. However, when the mean of the organizational dissent (X=3,25) at the sample
of the research is examined, it can be said that employees may exhibit dissent behavior in the
face of the events that they don’t accept, see as a problem and feel any discomfort. The reasons
of the organizational dissent may be depend on the nature of the participants in which the
research was conducted with. Because the employees (doctors and nurses) who have a certain
knowledge and ability and who provide health services to the people due to the main purpose of
their work, may be easily show dissent against some undesired practices in the organization.
When the other findings of the research are examined, it can be seen that narcissistic personality
levels of employees have a positive and significant relationship with lateral dissent as
subdimension of organizational dissent. But, there isn’t observed any relationship between
narcissistic personality levels of employees and articulated dissent as subdimension of
organizational dissent (Table 3). According to this finding, it can be said that employees show
dissent within the organization not to the individuals in the status of manager, leader and
director, but rather to other colleagues who have no influence on organizational balances. The
most important reason for this is the culture that the society and the organization have. Other
reasons may be explained as the concern of being misunderstood because of the dissent and
concerns about career or punishment. However, they can easily express their ideas, thoughts
and opinions against other employees who are at the same level and who have no influence on
decisions.

As a conclusion, when encountered with employees who have narcissistic personality
characteristics, organizations can be utilize these characteristics for being creative, innovative
and entrepreneurial in the direction of their purposes. Therefore, organizations should create
environments in which they will understand their employees who have these characteristics and
they will offer them the opportunity to express themselves, and they will support them. In this
respect, in order to be able to reveal creative ideas and to be able to innovate, it should be
emphasized that it is necessary for organizations to have employees who will increase their voice
and show dissent to some extent against problems, discomfortable situations and
disagreeableness in organizational activities.

177




Orgiitsel Davranis Arastirmalar: Dergisi

Journal of Organizational Behavior Research
Cilt /' Vol.: 8, Say1 / Is.: 1, Y1l /' Year: 2018, Sayta /' Pages: 169— 181

References

Altinkurt, Y. and Piiskiilliioglu, 1. E. (2017). Orgiitsel muhalefet Olgegi’nin Tiirkceye

uyarlanmasi: Gegerlik ve giivenirlik calismasi. DPU Egitim Bilimleri Enstitiisii
Dergisi/EBDER, 1(1), 75-85.

Altunisik, R., Coskun, R., Bayraktaroglu, S. and Yildirim, E. (2004). Sosyal bilimlerde arastirma
yontemleri: SPSS uygulamali. Istanbul: Sakarya Kitabevi.

Ames, D. R., Rose, P. and Anderson, C. P. (2006). The NPI-16 as a short measure of narcissism.
Journal of Research in Personality, 40, 440-450.

Atac L. O. and Kose, S. (2017). The relationship between organizational democracy and
organizational dissent: A Research on white collar workers. Istanbul University Journal
of the School of Business, 46(1), 117~132.

Aydogan, E. and Serbest, S. (2016). Is yerinde karanlik iiclii: Bir kamu kurulusunun i¢c denetim
biriminde arastirma. Sayistay Dergisi, 101, 97-121.

Bakan, I., Dogan, F. I. and Yilmaz, F. Y. (2017). Calisanlarda mesleki 6z yeterlilik algis ile
orgiitsel muhalefet iliskisi. Organizasyon ve Yonetim Bilimleri Dergisi, 9(2), 54-70.

® Bickes, M. D. (2017). Konaklama isletmelerinde orgiitsel muhalefetin bireylerarasi saldirganlik

iizerindeki etkisi: Kapadokya’daki otellerde bir arastirma. Atatiirk Universitesi Iktisadi ve
Idari Bilimler Dergisi, 31(4), 957-973.

Blair, C. A., Hoffman, B. J. and Helland, K. R. (2008). Narcissism in organizations: A multisource
appraisal reflects different perspectives. Human Performance, 21, 254-276.

Brown, R. P. and Zeigler-Hill, V. (2004). Narcissism and the nonequivalence of self-esteem
measures: A matter of dominance? Journal of Research in Personality, 38, 585-592.

Bosson, J. K., Lakey, C. E., Campbell, W. K., Zeigler-Hill, V., Jordan, C. H. and Kernis, M. H.
(2008). Untangling the links between narcissism and self-esteem: A theoretical and
empirical review. Social and Personality Psychology Compass, 2, 1415-1439.

Cakar, O. V., Yurtseven, N. C. and Dal, S. (2017). Algilanan orgiitsel destek ile orgiitsel muhalefet
arasindaki iliskinin belirlenmesine ydnelik bir arastirma. Atatiirk Universitesi Beden
Egitimi ve Spor Bilimleri Dergisi, 19(3), 78-87.

Campbell, W. K., Reeder, G. D., Sedikides, C. and Elliott, A. J. (2000). Narcissism and comparative
self-enhancement strategies. Journal of Research in Personality, 34, 329-347.

Campbell, W. K., Goodie, A. S. and Foster, J. D. (2004). Narcissism, confidence, and risk attitude.
Journal of Behavioral Decision Making, 17, 297-311.

Campbell, W. K., Hoffman, B. J., Campbell, S. M. and Marchiso, G. (2011). Narcissism in
organizational contexts. Human Resource Management Review, 21, 268-284.



E. KANBUR

Cihangiroglu, N. (2012). Narsistik kisilik ile kurumsal baglilik arasinda bir iliski var midir?, TAF
Preventive Medicine Bulletin, 11(2), 119-126.

Cihangiroglu, N., Teke, A., Uzuntarla, Y. and Ugrak, U. (2014). Narsist kisilik egilimleri ile
kumsal baghlik diizeyleri arasindaki iligskinin analizi. Yonetim ve Ekonomi Arastirmalari
Dergisi, 13(1), 1-18.

Dagli, A. (2015). Adaptation of organizational dissent scale into Turkish language: The study of
validity and reliability. Electronic Journal of Social Sciences, 14(53), 198-218.

Dagli, A. and Agalday, B. (2015). The opinions of the teachers related to the causes of
organizational dissent. Elementary Education Online, 14(3), 885-898.

Dagli, A., Ergiil, F. H. and Kaya, I. (2017). Ogretimsel muhalefet Olceginin Tiirkce’ye
uyarlanmasi: Gecerlik ve glivenirlik calismasi. Akademik Sosyal Arastirmalar Dergisi,
5(50), 237-251.

Demirci, I. and Eksi, F. (2017). Biiyiiklenmeci narsisizmin iki farkl yiizii: Narsistik hayranlik ve

rekabetin mutlulukla iliskisi. Marmara Universitesi Atatiirk Egitim Fakiiltesi Egitim
Bilimleri Dergisi, 46, 37-58.

Erkus, A. and Tabak, A. (2009). Bes faktor kisilik ozelliklerinin calisanlarin catisma yonetim

tarzlarina etkisi: Savunma sanayiinde bir arastirma. Atatiirk Universitesi Iktisadi ve Idari
Bilimler Dergisi, 23(2), 213-242.

Ertekin, Y. and Yurtsever, G. (2001). Ydnetimde narsisim iizerine bir deneme. Amme Idaresi
Dergisi, 34(3), 37-46.

Freud, S. (1957). On narcissism: An introduction. In J. Strachey (Ed. and Trans.), The standard
edition of the complete psychological works of Sigmund Freud, London, England:
Hogarth Press.

Garner, J. T. (2006). When things o wrong at work: Expressions of organizational dissent at
interpersonal influence. Dissertation, Abilene Christian University.

Goodboy, A. K., Chory, R. M. and Dunleavy, K. N. (2008). Organizational dissent as a function
of organizational justice. Communication Research Reports, 25, 255-265.

Gorden, W. L, Infante, D. A. and Graham, E. E. (1988). Corporate conditions conducive to
employee voice: A subordinate perspective. Employee Responsibilities and Right Journal,
1(2), 101-111.

Giirbiiz, S. and Sahin, F. (2016). Sosyal bilimlerde arastirma yodntemleri. Ankara: Seckin
Yayncilik.

Giirsii, O. and Apaydin, C. (2016). Narsizm ile dzgiiven arasindaki iliskide Islami egilimin
aracilik rolii. EKEV Akademi Dergisi, 20(66), 551-562.

179




Orgiitsel Davranis Arastirmalar: Dergisi
Journal of Organizational Behavior Research

Cilt /' Vol.: 8, Say1 / Is.: 1, Y1l /' Year: 2018, Sayta /' Pages: 169— 181
Hill, Z. V., Green, B. A., Arnau, R. C., Sisemore, T. B. and Myers, E. M. (2011). Trouble ahead,
trouble behind: Narcissism and early maladaptive schemas. Journal of Behavior Therapy
and Experimental Psychiatry, 42(1), 96-103.

Kassing, J. (1997). Articulating, antoganizing, and displacing: A model of employee dissent.
Journal of Communication Studies, 48(4), 311-332.

Kassing, JJW. (1998). Development and Validation of the Organizational Dissent Scale.
Management Communication Quarterly, 12, 183-229.

Kassing, J. W. and Avigis, T. A. (1999). Examining the Relationship between Organizational
Dissent and Aggressive Communication. Management Communication Quarterly, 13,
100-115.

Kassing, J. W. (2000). Investigating the relationship between superior-subordinate relationship
quality and employee dissent. Communication Research Reports, 17,(1), 58-69.

Kassing, J. W. (2002). Speaking up: Identifying employees’ upward dissent strategies.
Management Communication Quarterly.16(2), 187-209.

Kassing, J. W., Armstrong, T. A. (2002). Someone’s going to hear about this: Examining the

® ® association between dissent-triggering events and employees’ dissent expression.
o ° Management Communication Quarterly, 16(1), 39-65.
® Kernberg, O. (1979). Regression in organizational leadership. Psychiatry, 42, 29-39.
[ )

Kernberg, O. (2004). Aggressivity, narcissism, and self-destructiveness in the psychotherapeutic
relationship: New developments in the psychopathology and psychotherapy of severe
personality disorders. Yale University Press.

Kesen, M. and Pabuccu, H. (2016). The investigation of the effect of organizational diisent and
work alienation on emotional burnout via anfis model. The Journal of International Social
Research, 9(42), 1552-1563.

Kohut, H. (1977). Restoration of the self. New York: International University Press.

Konan, N. and Tiirkoglu, D. (2017). Okul ydneticilerinin iskoliklik ve narsistik diizeyleri
arasindaki iligki. Igd Univ Sos Bil Der., 12, 31-50.

Masterson, F. J. (2014). Narsistik ve borderline kisilik bozukluklar1. istanbul: Litera Yayinlari.

Ozdemir, A., Ozgiiner, M., Say<ili, M. and Uslu, E. M. (2017). Kontrol odaginin girisimcilik
potansiyeline etkisinde kirilgan narsizm diizeyinin aracilik rolii. 2. Lisansiistii Isletme
Ogrencileri Sempozyumu, Bursa.

Padilla, A., Hogan, R. and Kaiser, R. B. (2007). The toxic triangle: Destructive leaders, susceptible
followers, and conducive environments. The Leadership Quarterly, 18, 176~194.

Paulhus, D. L. and Williams, K. M. (2002). The dark triad of personality: Narcissism,
Machiavellianism, and psychopathy. Journal of Research in Personality, 36, 556~563.



E. KANBUR

Raskin, R. and Hall, C. S. (1979). A narcissistic personality inventory. Psychological Reports, 45,
590.

Raskin, R. and Terry, H. (1988). A principal-components analysis of the narcissistic personality
inventory and further evidence of its construct validity. Journal of Personality and Social
Psychology, 54(5), 890-902.

Sigr1, U. and Giirbiiz, S. (2011). Akademik basar1 ve kisilik iligkisi: iiniversite dgrencileri
tizerinde bir arastirma. Savunma Bilimleri Dergisi, 10(1), 30-48.

Spain, S. M., Harms, P. and LeBreton, J. M. (2014). The dark side of personality at work. Journal
of Organizational Behavior, 35(1), 41-60.

Twenge, J. M. and Campbell, W. K. (2010). Asrin vebasi narsisizm illeti, (cev. Ozlem Yiiksel),
Istanbul: Kakniis Yayinlar:.

Wallace, H. M. and R. F. Baumeister (2002). The performance of narcissists rises and falls with
perceived opportunity for glory. Journal of Personality and Social Psychology, 82(5),
819-834.

Yurdakul, A. and Bostanci, B. A. (2016). Ogretmenlerin okullarin drgiitsel narsizm diizeylerine

yonelik goriisleri ile 6z yeterlilik algilar1 arasindaki iligki. Kirikkale Universitesi Sosyal
Bilimler Dergisi, 6(1), 110-125.

181



https://www.researchgate.net/publication/329487677

