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Keywords

Bireylerin egitimleri kendilerine olan inanglarini arttirir ve bagsarma inanglart yiiksek olan
bireylerin performanslar1 da o yonde artis gosterir. Meslege yonelik yeterlilik algisi
bireylerin mesleklerinde gosterdikleri basari oranlarinda 6nemli yere sahiptir. Agegilik
meslegi, mesleki anlamda yeterli bilgi ve beceriye sahip olunmasi gereken bir meslektir. Bu
arastirmanin amaci ascilarin mesleki 6z yeterlilik algilan ile is performansi arasindaki
iliskide egitim seviyesinin diizenleyici roliini belirlemektir. Arastirmanin amaci
dogrultusunda, Pandemi siirecinde agik olan 22 konaklama isletmesinin mutfak
departmaninda as¢1 pozisyonunda ¢alisan 163 bireye, 2021 yili Ocak-Mart aylar1 arasinda
anket formu yardimiyla veriler toplanmistir. Arastirmada konaklama isletmelerinde ¢alisan
ascilarin mesleki 6z yeterlilik algilari ile is performans: arasindaki iligkiyi belirlemek
amactyla korelasyon analizi, e§itim seviyesinin diizenleyici roliinii belirlemek igin ise
diizenleyici degisken regresyon analizi yapilmistir. Aragtirmada, konaklama isletmelerinde
calisan asgcilarin egitim seviyelerinin arttirilmasiyla mesleki 6z yeterlilik algilarinin
yiikselebilecegi ve yiiksek diizeydeki 6z yeterliligin i performansini arttirabilecegi tespit
edilmistir. Arastirma kapsaminda as¢ilarin mesleki 6z yeterlilik algilar ile is performansi
arasindaki iliskinin egitim seviyesi tarafindan bi¢imlendigi sonucuna ulagilmustir.

Abstract
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* Sorumlu Yazar

The education of individuals increases their self-belief and the performance of individuals
with high success beliefs also increases in that direction. The perception of professional
competence has an important place in the success rates of individuals in their profession.
Cooking is a profession that requires professional knowledge and skills. The aim of this
research is to determine the moderator role of education level in the relationship between
cooks' perceptions of professional self-efficacy and job performance. In line with the
purpose of the research, data were collected from 163 individuals working as cooks in the
kitchen department of 22 accommodation businesses that were open during the pandemic
process, with the help of a questionnaire between January and March 2021. In the research,
correlation analysis was conducted to determine the relationship between the professional
self-efficacy perceptions of cooks working in accommodation businesses and job
performance, and regulatory variable regression analysis was conducted to determine the
moderator role of education level. In the research, it has been determined that by increasing
the education level of the cooks working in accommodation establishments, their
perceptions of professional self-efficacy can increase and a high level of self-efficacy can
increase their job performance. Within the scope of the research, it was concluded that the
relationship between the professional self-efficacy perceptions of the cooks and their job
performance is shaped by the level of education.

E-posta: ebrukemer@ohu.edu.tr (E. Kemer)

DOI:10.21325/jotags.2021.821

899


http://www.jotags.org/
http://orcid.org/0000-0002-7620-6297

Kemer, E. JOTAGS, 2021, 9(2)
GIRIS

Oz yeterlilik algi diizeyi yiiksek olan bireylerin bilgi ve becerileri gelismis olup iistlendikleri rolleri yerine
getirmede kendilerine ¢ok giivenirler (Bolat, 2011, s. 258). Bu yiizden kariyer se¢enekleri daha fazla olur ve mesleki
gdrevlerini, egitim ihtiyaglarini karsilarken bu avantaji kullanirlar (Bandura, 2009, s. 181). Oz yeterlilik bireyin, belli
bir goreve tesebbiis edip o isi basarma duygusunu olusturur ve bu ise karsi devamliligin giidiilenmesini saglayarak
performansint etkiler (Kotaman, 2008, s. 113). Turung (2010)’ a gore orgiitler kaynaklarini saglayabilmek ve
stirdiirebilmek i¢in is performansina her gecen giin daha fazla 6nem vermektedir. Colquitt, Le Pine & Wesson (2015)
bir calismasinda oOrgiitiin basarili olabilmesi i¢cin o Orgiitiin ¢alisanlarinin yiiksek performans gostermesiyle
gerceklesebilecegini belirtmistir. Is performansi, daha iyi kariyer firsatlar1 elde etme, kolay terfi ve maddi avantajlar
nedeniyle ¢alisanlar agisindan da 6nem arz etmektedir (Rageb, Abd-El-Salam, El-Samadicy & Farid, 2013, s. 54).
Bireylerin meslekle ilgili tutumlar1 mesleki yeterliliklerinin artmasini saglayarak is performans diizeylerinde etkili
olmaktadir (Kirilmis, 2017, s. 11). Bu dogrultuda arastirmanin amacini; asc¢ilarin mesleki 6z yeterlilik algilari ile is
performansi arasindaki iliskide egitim seviyesinin diizenleyici roliinii belirlemek olusturmaktadir. Dolayisiyla
arastirmanin ana problemi “Ascilarin mesleki 6z yeterlilik algilart ile is performansi arasindaki iligskide egitim

seviyesinin diizenleyici roli var midir?” sorusudur.

Turizm sektori, is giicii ihtiyacinin fazla oldugu emek yogun bir sektor oldugu igin isgiiciiniin teorik ve pratik
yeterliligi is performansinin arttirilmasi agisindan 6nem arz etmektedir. Aggilik mesleginde alinan egitimler, aggilarin
mesleki olarak yeterli ve meslegine karsi olumlu tutumlar kazanmig bir as¢1 olmalarinda olduk¢a 6neme sahiptir
(Kurnaz, Kurnaz & Kilig, 2014, s. 42). Bu sebeple aragtirmanin, egitim seviyesi ve mesleki 6z yeterlilik arasindaki
iliski kapsaminda turizm sektdriindeki insan kaynaklar1 yoneticilerine stratejilerini belirlemeleri agisindan katki
saglayacagi diisiiniilmektedir. Mesleki 6z yeterlilik ile is performansi arasindaki iligki bakimindan ise konaklama
isletmeleri yoneticilerine ve asgilik meslegine sahip bireylere is akislarii ve mesleki tutumlarini belirlemeleri
agisindan katki saglayacagi ongoriilmektedir. Ayrica ilgili literatiirde mesleki 6z yeterlilik, is performansi ve egitim
seviyeleri alaninda ¢aligmalara pek rastlanilmamaktadir. Dolayisiyla ¢aligmanin giiniimiiziin yiikselen bir degere

sahip olan ascilik meslegine yonelik uygulanmasi ile arastirmanin ilgili literatiire katki saglayacagi diisliniilmektedir.
Kavramsal Cerceve

Mesleki Oz Yeterlilik Kavram

Oz yeterlilik kavrami bireylerin yasam icerisinde gelisen olaylar1 yonetme becerileri hakkindaki inanglaridir
(Bandura, 1998). Chen, Gully ve Eden (2001, s. 62) 6z yeterliligi bireylerin belirli bir performansi gosterebilmesi ve
basarili olabilmesi igin kendine déniik kapasite anlayisi yargisi ve inanci olarak tanimlanugtir. Oz yeterlilik algist
bireylerin kendilerini nasil hissettiklerini, nasil disiindiiklerini, nasil motive olduklarin1 ve davraniglarini belirler
(Bandura, 1998). Dolayistyla 6z yeterlilik bireylerin algilaniyla ilgilidir. Algilanan 6z yeterlilik bireylerin
eylemlerinde harekete gecerken ne kadar ¢aba harcadiklarini ve engeller ile kotii deneyimlerin karsisinda ne kadar
dayanabilecegini etkilemektedir. Bireylerin 6z yeterlilik algilarinin yiiksek olmasi bireylerin sorumluluklarini yerine
getirirken karsilastiklar1 olaylarin veya sorunlarin ¢oziimiine daha kolay ulagabilmelerini saglamaktadir (Bandura &
Adams, 1977, s. 288).
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Mesleki 6z-yeterlik, bireyin meslegine yonelik ¢iktilar1 tiretmek iizere gerekli davranislar sergileyebilecegine
olan inancini ifade etmektedir (Schyns & Von Collani, 2002, s. 221). Bireylerin istenen is performansina ulagmak
icin tiim etkinliklerini; diizenleyebilme ve planlayabilme kapasiteleri hakkindaki yargilari mesleki 6z yeterliliklerini
ifade eder (Jayawardena & Gregar, 2013, s. 536). Oz yeterlilik algis1 yiiksek olan ¢alisanlar, 6rgiit icerisindeki
sorumluluklarini yerine getirirken bilgi beceri ve yeteneklerine oldukga fazla giivenmektedirler. (Bolat, 2011: 258).
Larson ve Luthans (2006) bireylerin 6z yeterlilik sayesinde kendilerine olan 6zgiivenlerinin arttigin1 ve zor islerde
daha cesur hareket edebildiklerini belirtmistir. Hsu, Ju, Yen & Chang (2007) meslege iliskin 6z yeterlilik algisinin,
bireylerin sahip oldugu bilgilerin isle ilgili problemleri ¢6zebilecek seviyede olmasi ve bu bilgilerin 6rgiit igerisinde
fark yaratmasina inandig1 durumlarda ortaya ¢iktigini belirtmistir. Mesleki 6z yeterlilik bireylerin kariyer seciminde
onemli rol oynar. Bireyler, mesleki sorumluluklarini yerine getirirken 6z yeterlilik algilar1 ne kadar yiiksek olursa
kariyer secenekleri o yonde artar. Bu sekilde bireyler farkli kariyer alanlar gelistirmek i¢in egitim anlaminda

kendilerini hazirlar ve zorlu sartlar1 agma giictine sahip olurlar (Bandura, 2009, s. 181).
is Performans1 Kavram

Orgiit tarafindan tammlanmis gorev ve sorumluklarin gergeklestirilmesi igin belirli kriterlere gore olusturulmus
iiriinler is performansii olusturur. (Altun, 2018, s. 30). Is performansi, “isgérenlerin orgiitiin hedeflerine ulasmasi
icin katkida bulundugu her tiirlii tutum ve davranis” olarak tanimlanmaktadir (Begenirbas & Turgut, 2016, s. 58).
Yilmaz ve Unsar (2007, s. 37) ise is performansini orgiitsel hedeflere ulasmak icin gerceklestirilen eylem ve
prosediirlerin sonunda elde edilen ciktilar olarak ifade etmislerdir. Orgiitiin islevlerini yerine getirmek igin is

gorenlerin gosterdikleri bagarinin tamamu is performansini olusturmaktadir (Is1, 2018, s. 10).

Is performansi isletmeler icin en énemli katma degerlerden birisini ifade etmektedir. Orgiit performansin
arttirtlmasi ¢alisanlarin performansinin arttirilmasiyla saglanmaktadir (Turung & Celik 2010, s. 185). Turnal1 (2013)
is performansinin bireylere gore degiskenlik gosterdigini ve bu degiskenliklerin orgiitsel 6zellikler, bireysel
ozellikler, is deneyimleri gibi baz1 faktorlerden etkilendigini belirtmistir. Bu faktdrlerde olusan farkliliklar bireyin
performansini dogrudan etkilemektedir. Calisanlarin yiiksek performans gostermesi igin dncelikle sahip olduklar
beceri yeteneginin yaninda bunu harekete gecirecek orgiitsel kararlarin ve uygulamalarin desteklenmesi de nemlidir
(Giirbiiz, 2017, s. 204). Bu baglamda is performansi bir 6rgiitiin genel basarisinin en kii¢iik hali oldugu icin stratejik
planlama siirecinde belirleyici rol oynamaktadir (Ramawickrama, Opatha & PushpaKumari 2017, s. 66). isletmenin
tiirii veya biiyiikliigii farketmeksizin ¢alisan performanst onemli oldugu i¢in, c¢alisanlarin is giliciinii verimli
kullanmasi is performansini arttirmasi gerekmektedir (Turung & Celik 2010, s. 185). Ayrica ¢aligsanlar agisindan ig
performansinin yiiksek diizeyde olmasi c¢alisanin daha fazla kazang elde etmesini, calistigi pozisyonda terfi

olanaklarinin artmasini ve sayginlik kazanmasini saglamaktadir (Sonnentag & Frese, 2002, s. 5).
Mesleki Oz Yeterlilik ve is Performansi Arasindaki iliski

Bireyin 6z yeterliligini, orgiitiin belirlemis oldugu hedefleri ger¢eklestirmesi icin ihtiyag duydugu; hareket,
motivasyon ve bagarabilecegine dair inanglari olusturmaktadir (Akdemir & Acan, 2017, s. 61). Bireylerin
basarabilecegine yonelik inanci yaptigi isten hoslanma ve memnuniyeti saglarken, basarisizlik diisiincesi kaygi ve
stres gibi olumsuz duygular olusturmaktadir. Bu duygular bireyin is performansinda olumlu ve olumsuz sonuglara
sebep olur (Ozdemir, 2008, s. 278-279). Giiniimiiz is diinyasinda ¢alisanlarin giiclii ve zayif yonlerinin belirlenmesi,

calisanlar ise alma ve egitim konularinda performans énemli yere sahiptir (Visweswaran & Ones, 2000, s. 216).
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Yiiksek 6z yeterlilik inanc1 azmi ve kararliligi arttirarak performansin artmasina katki saglamaktadir (Kurt, 2012:
197). Cervone, Jiwani ve Wood (1991) yiiksek 6z yeterlilige sahip bireylerin 6nceki deneyimlerinden elde ettikleri
tecriibeler ile karar verme ¢ercevesinde daha dikkatli tepkiler verdigini ayrica bireylerin zaman igerisinde elde
ettikleri tecriibeleri gelistirerek performansa doniistiirebildiklerini tespit etmislerdir. Yapilan ¢alismalar 6z yeterlilik
algisinin is performansina olumlu katkilarinin oldugunu géstermektedir (Stajkovic & Luthans, 1998; Judge & Bono,
2001; Goddard, Hoy & Woolfolk, 2004; Randhawa, 2004; Lee & Ko, 2010; Carter, Nesbit, Badham, Parker & Sung,
2018; Ates, Turgut & Celik, 2018). Lee ve Ko (2010) hemsireler iizerinde gergeklestirdikleri arastirmada 6z yeterlilik

algisi ile performans arasinda olumlu yonlii bir iliskinin oldugunu belirlemistir.

Avustralya’da irlin satis1 ve yapilan anlagmalarin performans oOlgiitii oldugu bir firmada yapilan baska bir
calismada ise 6z yeterlilik ve performans arasinda olumlu yonde iliski tespit edilmistir (Carter, Nesbit, Badham,
Parker & Sung, 2018, s. 2483). Judge ve Bono (2001) yaptiklari meta analiz ¢alismasinda ise 6z yeterlilik ve is
performansinin birbirleriyle pozitif ve anlamli yonde iliskili oldugunu belirtmislerdir. Goddard, Hoy ve Woolfolk,
(2004) bireyin 6z yeterliligini kendi kapasitesinden daha yliksek goérmesini is performansini etkileyen en dnemli
unsur olarak belirmislerdir. Stajkovic ve Luthans (1998) ise 114 galismayi inceleyerek gergeklestirdikleri meta analiz
calismasinda 6z yeterliligin, is performansi lizerinde giiclii pozitif etkisi oldugunu bulmuslardir. Benzer sekilde Ates,
Turgut ve Celik (2018)’in gerceklestirdikleri calismada 6z yeterliligin is performansi iizerinde etkisi oldugunu
belirtmislerdir. Ayrica zeka, kisilik, egitim, is¢i diizeyi, motivasyon gibi gesitli degiskenlerin 6z yeterlilik ve is
performansi arasindaki iliskide aracilik ettigi kesfedilmistir (Iroegbu, 2015, s. 170). Dolayisiyla mesleki 6z yeterlilik

tizerinde etkisi olan faktorlerden birisini de egitim olusturmaktadir (Yokus, 2014, s. 45).
Yontem
Arastirma Modeli ve Hipotezi

Aragtirmanin temel amaci aggilarin mesleki 6z yeterlilik algilarinin is performansina etkisinde egitim seviyesinin

diizenleyici roliinii belirlemektir. Bu amag dogrultusunda asagidaki hipotez ve model gelistirilmistir.

H1: Ascilarin mesleki 6z yeterlilik algilari ile is performansi arasindaki iligkide egitim seviyesinin diizenleyici

roli vardir.

Egitim Seviyesi

Mesleki Oz yeterlilik Algisi & » is Performansi

Sekil 1. Aragtirma Modeli

Otel isletmeleri bir otomasyon sistemi degildir insan giiciine dayali emek yogun bir sektordiir (Ibrahim vd., 2020,
s. 19). Bu sebeple performans otel isletmelerinin hedeflere ulasabilmesinde ©nemli bir Olgiit olarak
degerlendirilmektedir. Glinlimiizde mutfak kiiltiirii bagh basina ¢ekicilik faktdrlerindendir. Bunun sonucu olarak da
konaklama isletmeleri turizm sektdriiniin omurgasi olarak kabul edilen mutfak departmanina ayri bir énem
vermektedir (Tekin & Cidem, 2015, s. 976). Sanlier (2005, s. 214) turizm endiistrisinde basarinin mutfak ile

saglanabilecegini ifade etmektedir. Dolayisiyla bu arastirmanin ana problemi “Konaklama isletmelerinde ¢alisan
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ascilarin mesleki 6z yeterlilik algilarinin is performansina etkisinde egitim seviyesinin diizenleyici rolii var midir?”
olarak belirlenmistir. Bu aragtirmada kullanilan verilerin toplanabilmesi i¢in gerekli olan etik kurul izin belgesi Nigde

Omer Halisdemir Universitesi Etik Kurulu 29.12.2020 tarihi ve 12 sayili toplantisinin 12 sayili karart ile alimugtir.
Evren ve Orneklem

Arastirmanin evrenini Nevsehir ilinde faaliyet gdsteren konaklama isletmelerinin mutfak departmaninda goérevli
ascilar olusturmaktadir. Arastirma verileri 2021 yilinin Ocak-Mart aylan arasinda kolayda 6rnekleme yontemi ile
secilen ve isletmelerinde gorevli ascilara anket uygulamasina izin veren konaklama isletmelerinden elde edilmistir.
Kiiltiir ve Turizm Bakanlig1 verilerine gore, Nevsehir ili sinirlart icerisinde 2020 yili itibariyle, Kiiltlir ve Turizm
Bakanligi'ndan isletme belgeli 62 konaklama isletmesi bulunmaktadir (Kiiltiir ve Turizm Bakanligi, 2021). Covid 19
pandemi siirecinden dolay1 faaliyetlerini stirdiiren 22 konaklama isletmesi bulunmaktadir. Hala faaliyette olan 22

konaklama isletmesinde calisan as¢ilarla yiiz yiize goriiserek anket teknigi ile veriler toplanmustir.
Verilerin Toplanmasi ve Analizi

Aragtirma verilerini toplamak i¢in olasilifa dayali olmayan 6rnekleme yontemlerinden kolayda ornekleme
yontemi kullanilmistir. Bu yontemin tercih edilmesinde pandemi siirecinin olmasi ve kisitlamalarla birlikte bircok
konaklama isletmesinin kapali olmasi ve hala faaliyette olan konaklama isletmelerine ulagsmanin zorlugu temel
sebeptir. Arastirma evreni izerinde tam sayim yapilmasina imkén vermediginden 6rneklem biiytikliigii belirlenmistir.
Dolayisiyla aragtirmaya goniillii katilim saglayan ve hala ¢alismakta olan 182 as¢iya ulagilmustir. Fakat aragtirmaya

eksik bilgi ve 6zensiz doldurma sebebiyle 163 anket formu dahil edilmistir.

Aragtirmada kullanilan anket formu ti¢ béliimden olugmaktadir. Birinci boélimde arastirmaya katilan asgilarin 6z
yeterlilik algilarimi 6lgmeye yonelik 6l¢ek, ikinci boliimde katilimcilarin is performansini 6lgmeye yonelik 6lgek,

ticiincil boliimde ise arastirmaya katilanlarin demografik 6zelliklerini tespit etmeye yonelik sorular yer almaktadir.

Mesleki Oz Yeterlilik Algist Olgegi: Schyns ve von Collani’nin (2002, s. 241) gelistirmis olduklar1 bu dlgek, ascilik
meslegi icin uyarlama yapilarak kullanilmistir. Olgekte 7 soru bulunmaktadir. Olgek tek boyuttan meydana
gelmektedir. Olgegin degerlendirilmesi icin likert dlgegi kullanilmistir. Katilimcilara ifadelere ne derece katilip
katilmadiklarina yonelik 1 (kesinlikle katilmiyorum) ile 5 (kesinlikle katiliyorum) arasinda degisen bir puanlama
yapmalar1 istenmistir. Olgek, 7 maddeden ve tek boyuttan olusmaktadir. Olgegin giivenirliligi o = .945 olarak

hesaplanmustir.

Is Performansi Olgegi: Carmeli, Gilat ve Waldman (2007) gelistirdigi 4 madde ile degerlendirilen is performansi
Tiiziin (2013)’iin ¢alismasinda da kullamlnmustir. Olgek ascilik meslegine gore uyarlama yapilarak bazi terimlerde
degisiklik yapilmistir. Olgek tek boyuttan meydana gelmektedir. Olgegin degerlendirilmesi igin 5°1i Likert dlgegi
kullanilmistir. Katilimcilara ifadelere ne derece katilip katilmadiklarma yonelik 1 (hi¢bir zaman) ile 5 (her zaman)
arasinda degisen bir puanlama yapmalari istenmistir. Olgek, 4 maddeden ve tek boyuttan olusmaktadir. Olgegin

giivenirliligi o = .936 olarak hesaplanmistir.

Arastirmada elde edilen veriler, SPSS 22 istatistik paket programi araciligiyla analiz edilmis olup 6rneklem
grubunu olusturan asg¢ilarin demografik ozellikleri yiizde dagilimlari ile sunulmustur. Arastirmada mesleki 6z

yeterlilik ve is performansi arasindaki iliski pearson korelasyon analizi ile ortaya konulmus, mesleki 6z yeterlilik ile
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is performansi arasindaki iligskide egitim seviyesinin diizenleyici roliinii belirlemek i¢in ise diizenleyici degisken

(moderator) regresyon analizinden yararlanilmustir.
Bulgular ve Yorum
Tablo 1’de arastirmaya katilan iggdérenlerin demografik ve diger tanitici 6zelliklerine yer verilmistir

Tablo 1. Yoneticilerin demografik ve diger tanitict 6zelliklerine iliskin bilgiler

Degisken N %
Cinsiyet Erkek 125 76.7
Kadin 38 23.3
Medeni Durum Evli 80 49.08
Bekar 83 50.9
Yas 31-40 27 16.6
41-50 34 20.9
51 ve lizeri 102 62.6
Egitim Lise 56 34.4
On lisans 27 16.6
Lisans 80 49.1
Sektor Siire 6-15 y1l 61 374
16 y1l ve {izeri 102 62.6

Tablo 1 incelendiginde, arastirma katilimcilarinin %23.3’1 kadin, %76.7’si erkek; %49.08’1 evli ve %50,9’u
bekardir. Katilimcilarin %34.471 lise, %16.6°s1 6n lisans, %49.1°1 lisans mezunudur. Katilimcilar yaglart bakimindan
degerlendirildiginde, %16.6’s1 31-40 yas arasinda, %20.9’u 41-50 yas arasinda %62.6’s1 ise 51 ve lzeri yastadir.
Ayrica, katilimeilarin %37.4’Unii 6-15 yil arasinda, %62.6’sin1 ise 16 yil ve lizerinde turizm sektoriinde ¢aliganlar
olusturmaktadir.

Aragtirmada kullanilan dlgeklerin yap1 gegerliligini belirlemeden dnce veri setinde kayip degerlerin olup olmadigi ve
uc degerleri incelenmis analiz i¢in uygun oldugu tespit edilmistir. Verilerin faktor analizine uygun olup olmadigina
karar vermek i¢in normallik varsayimini karsilayip karsilamadigi ve 6rneklem biiyiikligi uygunluguna test etmek

icin ¢arpiklik ve basiklik katsayilari incelenmistir. Katsayilar ve sonuglar agagidaki tabloda yer almaktadir.

Tablo 2. Carpiklik ve basiklik degerleri

Mesleki Oz Yeterlilik Istatistik Standart Hata
Basiklik .014 111
Carpiklik -21 213

is Performansi

Basiklik 0.10 111
Carpiklik 0.13 213

Verilerin ¢arpiklik ve basiklik katsayisi, sirayla, carpikligin ve basikligin standart hatasina boliindiigiinde ¢ikan
degerler -1.5 ile +1.5 arasinda kaliyorsa dagilim normal olarak kabul edilmektedir. Mesleki 6z yeterlilik 6lgegi
carpiklik degeri 0.126 ve basiklik degeri -0.985; Is performansi dlgegi ise, carpiklik degeri 0.10 ve basiklik degeri
0.61 olan verilerin normal dagilim gésterdigi kabul edilmistir (Tabachnick & Fidell, 2007)

Arastirmada Kullamilan Olgeklere Iliskin Aciklayici Faktor Analizleri

Bu arastirmada arastirma olgeklerine faktor analizi yapilirken, tahmin yontemi olarak temel bilesenler, faktor

dondiirme yontemi olarak Varimax yontemi kullanilmistir. Verilerin faktor analizine uygunlugu i¢in Kaiser-Meyer-
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Olkin o6rneklem biiyiikliigii ve Bartlett kiiresellik testi sonuglari kontrol edilmistir. Uygun faktor sayisinin
belirlenmesinde 6zdegeri 1 ve varyans aciklama orani %5’den biiylik faktorler dikkate alinmistir. Faktorlerin

belirlenmesinde literatiire uygun kalinmaya dikkat edilmistir.

Tablo 3. Mesleki Oz Yeterlilik Agiklayict Faktdr Analizi

Faktor Toblam \/

- iikleri oplam Varyans
Olgek/Maddeler % Aciklama Yiizdesi (%)
Isimle ilgili yasadigim ge¢mis deneyimlerim, beni mesleki gelecegime

.S . 0.799
¢ok iyi bir sekilde hazirladi.
Meslegimle ilgili belirledigim hedeflerime ulasiyorum. 0.941
Kendimi meslegimin ihtiyaglarinin ¢ogunu karsilayabilecek kadar

. 4 0.913

donanimli hissediyorum.
Isimle ilgili bir seyler yolunda gitmediginde kolay pes ederim. 0.918
Isimde karsima ¢ikan beklenmedik sorunlarin iistesinden basarili bir 0886
sekilde gelemiyorum. ' 27 441
Meslegimde ortaya ¢ikan ¢ogu sorunla bas etme konusunda kendimi 0943 '
yeterli gérmilyorum. '
Meslegimle ilgili yeni seyler 6grenmek bana zor geldiginde 6grenmeye 0.737
caligmam. )
Ozdegerler 5.421
Varyans Aciklama Oranlar (%) 77.441

KMO = 0.763; Bartlett Kiiresellik Testi degeri =
1423.931, p<0.001

Mesleki 6z yeterlilik 6lcegine iliskin acgiklayict faktor analizi yapilabilmesi i¢in varsayimlar incelendiginde,
orneklem biiyiikligiiniin yeterliligini temsil eden Kaiser-Meyer-Olkin olglisii 0.763 bulunarak orneklem
biiyilikliigliniin yeterli oldugu belirlenmistir. Ayrica degiskenlere iliskin korelasyon matrisinin birim matris olup
olmadigim belirlemekte kullanilan Bartlett’in kiiresellik testi sonucuna gore degiskenlere iligkin korelasyon
matrisinin birim matrisi olmadig1 (y2=1423.931; p<0.001) dolayisiyla da degiskenlerin birbiriyle iligkili oldugu ve

verinin agiklayici faktor analizine uygun oldugu tespit edilmistir.

Scree Plot

Eigenvalue
i

T L.} T T T T T
1 2 3 4 s 5 ki

Component Number

Sekil 2. Mesleki Oz Yeterlilik Olcegi Faktor Sayisini Belirlemek I¢in Yamag-Egim Grafigi

Aciklayici faktor analizi sonuglar incelendiginde, 6l¢egin uygun faktor sayisini belirlerken 6zdegeri 1°den biiyiik
olan faktorler ve yamag-egim grafikleri dikkate alinmistir. Varimax rotasyonu sonucu elde edilen faktor yiikleri
incelendiginde tiim maddelerin 0.50’den fazla yiike sahip oldugu ve olusan tek faktoriin toplam varyans agiklama

oraninin da %77.441 oldugu tespit edilmistir.
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Tablo 4. Is Performans1 Aciklayici Faktor Analizi

.. Faktor Yiikleri Toplam Varyans
Olgel/Maddeler F1 Ag:lklz?ma Yiizdeat (%)
Kurumumun kurallarina ve prosediirlerine uyarim. 0.949
Kaliteli i Gretirim. 0.971
Isimi dogru yapmak konusunda prensipliyim. 0.919
89.153

Gorevlerimi zamaninda tamamlarim. 0.937
Ozdegerler 3.566
Varyans Aciklama Oranlari (%) 89.153

KMO = 0.803; Bartlett Kiiresellik Testi degeri =

835.368 p<0.001

Is performansi lgegine iliskin agiklayici faktor analizi yapilabilmesi icin varsaymmlar incelendiginde, 6rneklem
biiyiikliigliniin yeterliligini temsil eden Kaiser-Meyer-Olkin 6l¢iisii 0,803 bulunarak 6rneklem biiyiikliigiiniin yeterli
oldugu belirlenmistir. Ayrica degiskenlere iligkin korelasyon matrisinin birim matris olup olmadigini belirlemekte
kullanilan Bartlett’in kiiresellik testi sonucuna gore degiskenlere iligkin korelasyon matrisinin birim matrisi olmadig1
(%2=835.368; p<0.001) dolayisiyla da degiskenlerin birbiriyle iligkili oldugu ve verinin agiklayici faktdr analizine
uygun oldugu tespit edilmistir.

Scree Plot

Eigenvalue
i

T L T
1 2 3

B

Component Number

Sekil 3. Is Performansi Olgegi Faktor Sayisini Belirlemek Igin Yamag-Egim Grafigi

Aciklayici faktor analizi sonuglar incelendiginde, 6l¢egin uygun faktor sayisini belirlerken 6zdegeri 1°den biiyiik
olan faktorler ve yamag-egim grafikleri dikkate alinmigtir. Varimax rotasyonu sonucu elde edilen faktor yiikleri
incelendiginde tiim maddelerin 0.50’den fazla yiike sahip oldugu ve olusan tek faktoriin toplam varyans agiklama

oraninin da %89,153 oldugu tespit edilmistir.
Egitim Seviyesi, Mesleki Oz Yeterlilik ve Is Performansina Yénelik Analizler

Arastirmada mesleki 6z yeterlilik, is performansi ve egitim seviyesi arasindaki iliski Pearson Korelasyon analizi

ile belirlenmistir.
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Tablo 5. Mesleki Oz Yeterlilik Algilari, Is Performansi ve Egitim Seviyesi Arasindaki Iliskiye Yonelik Korelasyon

Matrisi

X Ss 1 2 3
Mesleki Oz Yeterlilik 2.19 0.90 -
Kk _
13 Performansi 3.63 0.86 0.918
3.29 1.03 0.822** 0.834** -

Egitim Seviyesi

** Korelasyon 0.01 seviyesinde anlamli (2-uclu).

Tablo 5’e gore, mesleki 6z yeterlilik ile is performansi arasinda 0,01 anlamlilik diizeyinde korelasyon katsayisi;
pozitif yonlil yiiksek kuvvette (0,70<r<1) pozitif yonlii 6nemli iliskiler tespit edilmistir (Glirbiiz & Sahin, 2014, s.
256). Sonuglar incelendiginde, mesleki yeterlilik ve is performansi arasindaki iligskiye bakildiginda (r=0.918) pozitif
yonde yiiksek kuvvette; mesleki 6z yeterlilik ve egitim seviyesi arasindaki iligski (r=0.822) pozitif yonde yiiksek
kuvvette; is performansi ve egitim seviyesi arasindaki iliskiye bakildiginda ise (r=0.834) pozitif yonde yiiksek
kuvvette bir iliski vardir. Bu sonuglar degiskenlerden herhangi birindeki artisin diger degiskenlere yiiksek kuvvette
artis hissettirdigi seklinde degerlendirilebilir.

Mesleki Oz Yeterliligin Is Performansina Etkisinde Egitim Seviyesinin Diizenleyici Rolii

Arastirmanin temel sorusu ve hipotezi “Mesleki 6z yeterlilik algilarinin is performansina etkisinde egitim
seviyesinin diizenleyici rolii var midir?” seklindedir. Arastirmada bu temel soruya yonelik diizenleyici degisken

regresyon analizi yapilmistir. Regresyon analizi sonuglari agsagida yer almaktadir.

Tablo 6. Diizenleyici Degisken Regresyon Analizi Sonuglari

Degiskenler Model-1 Model-2

B S.H B S.H
Mesleki 6z yeterlilik 0.726 0.061 -0.689 0.114
Egitim Seviyesi 0.324 0.061 -1.683 0.159
Mesleki Oz Yeterlilik X Egitim Seviyesi 0.686 0.52
R 0.960 0.993
R? 0.942 0.989
AR 0.942 0.044

**p<.01

X= (Bagimsiz Degisken) Mesleki Oz Yeterlilik
Y= (Bagimli Degisken) Is Performansi
M= (Moderator Degisken) Egitim Seviyesi

Hiyerarsik regresyon analizi sonuglari, birinci gruptaki mesleki 6z yeterlilik ile egitim seviyesi degiskenlerinin
regresyon modeline anlamli katki yaptiklarini gostermektedir [F (2.55)= 443.841; p<.01]. Diizeltilmis R degeri
0,940’dir. Bu sonug¢ is performansindaki %94 oranindaki varyansin mesleki 6z yeterlilik ile egitim seviyesi
degiskenleri tarafindan aciklandigin1 gosterir. Ikinci grupta etkilesimsel terimin regresyona girilmesi is
performansinda % 4.5’1ik ilave varyansi agiklamig ve R2deki bu degisim anlamli bulunmustur [F (3.54)= 1227.833;
p<0.01]. Biitiin degiskenler regresyona girildiginde mesleki 6z yeterliligin (B=-0.689; p<0.01) ve egitim seviyesinin
(B=-1.683; p<0.01) is performansi lizerinde anlaml1 etkisi oldugu bulunmustur. Ayrica mesleki 6z yeterlilik ile egitim
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seviyesinin ig performansi iizerinde anlamli bir etkilesimsel etkisinin oldugu goriilmiistiir (8=-0.686; p<0.01).
Mesleki 0z yeterlilik ile egitim seviyesi etkilesiminin ¢arpimsal sonucunun anlamli olmasi, bu iki degiskenin is

performansi iizerinde etkilesimsel etkisinin (interaction effect) var oldugunu gostermektedir.

Mesleki 6z yeterlilik ile egitim seviyesi etkilesiminin ¢arpimsal sonucunun etki biiytikliigii (efect size) ise f2=
0.750larak hesaplanmis ve yiiksek diizeyde bulunmustur. Mesleki 6z yeterlilik ile egitim seviyesinin bigimini ve
yoniinii belirlemek i¢in diigilk ve yiiksek diizeydeki (ortalama degerinden +1ve -1 standart sapmadaki) egitim

seviyesinin oldugu durumlarda mesleki 6z yeterliligin is performansi {izerindeki etkisi grafiksel olarak gosterilmistir.

o

B "
w C, -._-""
{ - —t -r_r
m Lt
E 4 et B o ) )
=  LRLEEE #¥iiksek EGitim Seviyesi
‘t 3
o 5 - #——#Dislik EGitim Seviyesi
L

J /

Mesleki Oz veterlilik Dasik Mesleki Oz veterlilik Yiuksek

Sekil 4. Mesleki Oz-yeterlik ve Egitim Diizeyinin Bigimini ve Yoniinii Gosteren Grafik

Sekil 4’l inceledigimizde, is performansi {izerinde, mesleki 6z yeterlilik ve egitim seviyesinin birlikte
(etkilesimsel) etkisinin var oldugunu gostermektedir. Yiiksek ve diisiik egitim seviyesi (ortalama degerinden +1ve -
1 standart sapmadaki) mesleki 6z yeterlilik is performansi ile iliskisini gosteren sekildeki egimlerin, 0 degerinden
anlaml diizeyde farklilasip farklilagsmadigi egim testi ile analiz edilmistir (Aiken & West, 1991). Bu sonuglara gore,

mesleki 0z yeterlilik ile is performansi arasindaki iliskinin egitim seviyesi tarafindan bigimlendigi anlagilmaktadir.
Sonug¢ ve Oneriler

Bu arastirmanin amaci, asc¢ilarin mesleki 6z yeterlilik algilar1 ile is performansi arasindaki iliskide egitim
seviyesinin diizenleyici roliinii belirlemektir. Bu amag¢ dogrultusunda, Nevsehir ilinde bulunan turizm isletme belgeli
konaklama isletmelerinde calisan 163 as¢idan 2021 yili Ocak-Mart aylarinda anket formu yardimiyla veri
toplanmistir. Aragtirmaya katilan asg¢ilarin gogunlugu; erkek, lisans mezunu ve 51 yas- lizeri arali§inda yasa sahiptir.
Arastirmada ascilarin egitim seviyesi, mesleki 6z yeterlilik algilar1 ve is performansi arasindaki iliski Pearson
korelasyon analizi ile ortaya koyulmustur. Ascilarin mesleki 6z yeterlilik algilari ile is performansi arasindaki iligkide
egitim seviyesinin diizenleyici roliinii belirlemek i¢in ise diizenleyici degisken regresyon analizi uygulanmstir.
Aragtirmada konaklama isletmelerinde ¢alisan asgilarin egitim seviyelerinin yiikselmesiyle mesleki 6z yeterlilik
algilarinin yiikselebilecegi ve yiiksek 6z yeterliligin is performansini arttirabilecegi tespit edilmistir. Dolayisiyla “H1:
Ascilarin mesleki 6z yeterlilik algilart ile is performansi arasindaki iliskide egitim seviyesinin diizenleyici rolii
vardir.” Hipotezi kabul edilmistir. Nevsehir ilinde gergeklestirilen bu arastirmada as¢ilarin mesleki 6z yeterlilik

algilari ile is performansi arasindaki iliskinin egitim seviyesi tarafindan bigimlendigi sonucuna ulasilmistir.
Arastirmanmin Teoriye Katkist

Literatiirde mesleki 6z yeterlilik ile ig performansi arasindaki iligkide egitim seviyesinin diizenleyici roliine iliskin
ampirik bir ¢aligmaya rastlanmamigtir. Dolayisiyla ¢alisma, asc¢ilarin mesleki 6z yeterlilik algilar ile is performansi
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arasindaki iligkide egitim seviyesinin diizenleyici roliinlin degerlendirilmesi bakimindan 6nem teskil etmekte ve
calisma ile ilgili literatiire katki saglamasi ongoriilmektedir. Literatiirde 6z yeterlilik algilart ile egitim seviyesi
arasinda bir iliskinin olmadigini tespit eden (Yardimci ve Bagsbakkal, 2011; Pekmezci, 2010) ve egitim seviyesinin
is performansini etkilemedigine dair ¢aligmalarda bulunmaktadir (Gider, Tas &Top 2009; Tonbul & Aykanat 2019).
Fakat genel olarak yapilan ¢aligmalarin aragtirma sonuglart ile dogru orantili oldugunu goéstermektedir. Ciinkii
literatiirde 6z yeterlilik algisi ile egitim diizeyi arasinda anlamli iligkilerin oldugu cok sayida galisma mevcuttur
(Troegbu, 2015; Yokus, 2014; Colquitt, Le Pine & Noe 2000; Gist, 1986; Gist, Schwoerer & Rosen 1989; Pajares &
Cheong, 2003). Dolayisiyla arastirma sonuglari literatiirde var olan temel diislinceyi destekler niteliktedir.
Aragtirmada gelistirilen hipotez dogrultusunda, elde edilen bulgular calismanin kavramsal cergevesini ve
varsayimlarini destekler niteliktedir. Bu sebeple ascilarin mesleki 6z yeterlilik algilari, is performans: ve egitim

seviyesi arasindaki iligskiyi belirlemesi acisindan ¢alismanin teoriye katki saglayacagi diistiniilmektedir.
Arastirmamn Pratikte Katkisi ve Sinirliliklar

Tiirkiye’de turizm sektoriiniin gelismesinin saglanmasiyla birlikte bu alandaki nitelikli personel ihtiyact da
artmistir. Ascilik meslegi, mesleki anlamda yeterli bilgi ve beceriye sahip olunmasi gereken bir meslektir. Ascilik
meslegine yonelik yeterliliklerin elde edildigi egitimler asc¢i adaylarmin kendilerini mesleki agidan yeterli
hissetmelerinde olduk¢a onemli yere sahiptir (Kurnaz vd., 2014, s. 42). Bireylerin egitimleri kendilerine olan
inanglarini arttirir ve basarma inanglari yiiksek olan bireylerin performanslari da o yonde artig gosterir. Meslege

yonelik yeterlilik algisi bireylerin mesleklerinde gdsterdikleri basari oranlarinda 6nemli yere sahiptir.

Aragtirmaya katilan as¢ilardan elde edilen verilere gore, is gbren bulma ve se¢me siirecinde ascilik egitimi almig
kalifiye ve 0z yeterliligi yiiksek olan as¢ilarin sec¢ilmesi konaklama isletmelerinin performanslarmin artmasina katki
saglayacaktir. Sektorde calismakta olan egitimli veya egitimsiz olarak hizmet sunan ag¢ilarin niteliklerinin ve mesleki
0z yeterliliklerinin arttirillmasi1 i¢in seminerler, konferanslar gibi faaliyetler diizenlenebilir. Ayrica Orgiit
yoneticilerinin ve uygulayicilarinin da as¢ilarin mesleki 6z yeterliliklerinin arttirilmasi hususuna 6nem vermeleri ve
calisanlarin1 desteklemeleri gerekmektedir. Kurum i¢i egitimlerle asgilarin niteliklerinin ve performanslarinin
arttirilmasi i¢in saglanabilir. Desteklendiklerini diisiinen galisanlarin; hem 6z yeterliliklerini gelistirmeleri agisindan

hem de i performanslarini arttirmalari agisindan olumlu gelismeler gosterecegi diigiiniilmektedir.

Pandemii stirecindeki kisitlamalardan dolay1 konaklama isletmelerinin % 64’ i kapalidir. Bu sebeple arastirmada
diger konaklama isletmelerine ulasamamak aragtirmanin sinirliliklarindan biridir. Literatiirde, mesleki 6z yeterlilik
algilan1 ile is performansi arasindaki iliskide egitim seviyesinin diizenleyici roliinli inceleyen arastirmaya
rastlanmamugstir. Dolayisiyla aragtirmanin kisitlarindan biride karsilastirma ve degerlendirme imkaninin olmamasidir.
Elde edilen sonuclarin daha sonra yapilacak olan ¢alismalara temel olacag: diisiiniilmektedir. Arastirmacilar farkl

degiskenler ile veya farkli 6rneklemler ile farkli sonuglar elde edebilir.
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The Regulatory Role of Education Level in the Relationship Between Professional Self-Efficacy and

Job Performance: A Study on Cooks
Ebru KEMER
Nigde Omer Halisdemir University, Nigde Vocational School of Social Sciences, Nigde /Turkey
Extensive Summary
Introduction

Individuals with high self-efficacy perceptions are very confident in their knowledge, skills and performing their
roles (Bolat, 2011). Therefore, career options are more and they use this advantage while fulfill their professional
duties and educational needs (Bandura, 2009). Self-efficacy creates the feeling of attempting a certain task and
accomplishing that job and affects the performance of the person by motivating the continuity in this behavior
(Kotaman, 2008). According to Turung (2010), organizations give more and more importance to jop performance in

order to ensure and sustain their existence.

Colquitt, et al. (2015) stated that the success of an organization can only be achieved by the high performance of
the employees of that organization. Job performance is also important for employees due to better career
opportunities, easy promotion and financial advantages (Rageb, Abd-El-Salam, El-Samadicy, & Farid, 2013, p. 54).
Individuals' positive attitudes towards the profession increase their professional competence and affect their

performance levels (Kirmis, 2017).

In this direction, the purpose of the research is; To determine the regulatory role of education level in the
relationship between cooks' professional self-efficacy perceptions and job performance. The question "Does
education level have a regulatory role in the relationship between cooks' professional self-efficacy perceptions and
job performance?" is the main problem of the research. The theoretical and practical competence of the workforce in
the tourism sector is important for increasing performance. The trainings taken in the cooking profession are very
important for the cooks to be professionally competent and have positive attitudes towards their profession (Kurnaz,
Kurnaz & Kilig, 2014, p. 42).

Therefore, it is thought that this research will contribute to human resources managers in determining their
strategies within the scope of the relationship between education level and professional self-efficacy. In terms of the
relationship between professional self-efficacy and job performance, it is thought that it will be beneficial for hotel
managers and individuals with the cookery profession in terms of determining their work flow and attitudes towards
the profession. In addition, it is thought that the study will contribute positively to the literature with the lack of work
in the field of professional self-efficacy, job performance and education levels in the literature, and that this study is

carried out for the culinary profession, which has a rising value in Turkey.
Conceptual Framework
Professional Self-Efficacy

Self-efficacy is the beliefs of individuals about their ability to manage events that develop in life (Bandura, 1998).

(Chen, Gully and Eden, 2001) defined self-efficacy as a self-directed capacity understanding judgment and belief in
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order for individuals to show a certain performance and be successful. Self-efficacy is related to individuals'
perceptions. Self-efficacy perception determines how individuals feel, how they think, how they are motivated and
their behavior (Bandura, 1998). Perceived self-efficacy affects how much anchor individuals spend while acting in
their actions and how long they can withstand obstacles and bad experiences. If individuals have strong self-efficacy
perceptions, they can overcome many events (Bandura & Adams, 1977).

Jop Performance

Products created according to certain criteria for the realization of the tasks and responsibilities defined by the
organization constitute jop performance. (Altun, 2018). Job performance is defined as "all kinds of attitudes and
behaviors that employees contribute to achieving the goals of the organization" (Begenirbas & Turgut, 2016, p. 58).
Y1lmaz and Unsar (2007) expressed job performance as the outputs obtained at the end of the actions and procedures
performed to achieve organizational goals. In general, the success of the employees in fulfilling the functions of the

organization constitutes the job performance (Is1, 2018).
The Relationship Between Professional Self-Efficacy and Job Performance

Self-efficacy is the movement motivation needed to achieve the goals set by the organization and the beliefs that
individuals can achieve (Akdemir & Agan, 2017). While the belief that individuals can succeed provides enjoyment
and satisfaction with their work, the thought of failure creates negative emotions such as anxiety and stress. These
emotions cause positive and negative results in an individual's performance (Ozdemir, 2008). In today's business
world, performance has an important place in determining the strengths and weaknesses of employees, recruitment
and training (Visweswaran & Front, 2000). High self-efficacy belief contributes to increase in performance by
increasing determination (Kurt, 2012). Cervone, Jiwani and Wood, (1991) stated that individuals with high self-
efficacy react more carefully within the framework of decision-making with their previous experiences. They found

that these individuals were able to improve their experiences over time and turn them into performance.

Studies show that the perception of self-efficacy has positive contributions to job performance (Randhawa, 2004).
Lee and Ko (2010) determined in their study on nurses that there is a positive relationship between self-efficacy
perception and performance. In another study conducted in a company where product sales and agreements made
were performance criteria, a positive relationship was found between self-efficacy and performance. Carter, Nesbit,
Badham, Parker & Sung (2018). Judge and Bono (2001) stated in their meta-analysis study that self-efficacy and job
performance were positively and significantly related to each other. Goddard, Hoy and Woolfolk (2004), the most
important factor affecting job performance is that individuals' self-efficacy is higher than their own capacity.
Stajkovic and Luthans (1998) examined 114 studies and found self-efficacy in their meta-analysis study. your
competence on job performance They found that it has a triple positive effect. Similarly, Ates, Turgut and Celik
(2018) stated in their study that self-efficacy has an effect on job performance. In addition, it was discovered that
various variables such as intelligence, personality, education, worker level, motivation mediate the relationship
between self-efficacy and job performance (lroegbu, 2015). Therefore, one of the factors that has an impact on
professional self-efficacy is education (Yokus, 2014). Taking these premises into consideration, the following

hypothesis and model has been developed.
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H1: Education level has a regulatory role in the relationship between cooks' professional self-efficacy perceptions

and job performance.

Editim Seviyesi

Mesleki Oz Yeterlilik Algisi l is Performansi

Y

Hotel establishments are not an automation system, but a labor-intensive sector based on manpower (lbrahim et
al., 2020). Today, cuisine culture is one of the attraction factors on its own. As a result, hotel establishments place a
special emphasis on the kitchen department, which is accepted as the backbone of the tourism sector (Tekin & Cidem,
2015). Sanlier (2005) states that success in the tourism industry can be achieved with the kitchen. Therefore, the main
problem of this study is "Does education level have a regulatory role in the effect of professional self-efficacy
perceptions of cooks working in hotel enterprises on job performance?" determined as.

Method

The main purpose of this study is to determine the regulatory role of education level in the effect of professional
self-efficacy perceptions of cooks on job performance. The main problem of the study is "Does education level have
a regulatory role in the effect of professional self-efficacy perceptions of cooks on job performance?" is the question.
The ethics committee permission document required to collect the data used in this study were obtained with decision
number 12 of the Ethics Committee of Nigde Omer Halisdemir University dated 29.12.2020 and number 12. The
universe of the research consists of the cooks working in the accommodation establishments operating in the province
of Nevsehir. The research data were obtained from accommodation businesses that were selected with the
convenience sampling method in January-March 2021 and allowed the application. According to the data of Nevsehir
Provincial Directorate of Culture and Tourism, there are 62 accommaodation enterprises with operating licenses from
the Ministry of Culture and Tourism within the borders of Nevsehir province as of 2021 (Republic of Turkey Ministry
of Culture and Tourism, 2021). Data could not be collected from businesses that were closed due to the restrictions
in the pandemic process. The data were collected using a questionnaire technique by meeting face to face with the

cooks working in 22 accommodation establishments still in operation.

The questionnaire form used in the study consists of three parts. The first part includes the scale for measuring
the self-efficacy perceptions of the cooks participating in the study, the second part includes the scale for measuring
the work performance of the participants, and the third part includes questions to determine the demographic

characteristics of the participants.

Perception of Professional Self-Efficacy Scale: This scale developed by Schyns and von Collani (2002) was used
for the cookery profession. The scale was adapted according to the cooking profession and some terms were changed.
There are 7 questions in the scale. The scale consists of one dimension. Likert scale was used to evaluate the scale.
Participants were asked to score between 1 (strongly disagree) and 5 (strongly agree) on how much they agree or
disagree with the statements. The scale consists of 7 items and one dimension. The reliability of the scale was

calculated as o =, 945.

916



Kemer, E. JOTAGS, 2021, 9(2)

Job Performance Scale: Work performance, which was evaluated with 4 items developed by Carmeli, Gilat &
Waldman (2007), was also used in Tiiziin (2013) study. The scale was adapted according to the cooking profession
and some terms were changed. The scale consists of one dimension. A 5-point Likert scale was used to evaluate the
scale. Participants were asked to give a score ranging from 1 (never) to 5 (always) to agree or disagree with the

statements. The scale consists of 4 items and one dimension. The reliability of the scale was calculated as o = .936.

The convenience sampling method, one of the non-probabilistic sampling methods, was used to collect the
research data. The main reason for choosing this method is the pandemic process, the fact that many accommodation
businesses are closed together with restrictions, and the difficulty of reaching the still operating accommodation
businesses. Therefore, 182 cooks who agreed to participate in the study and are still working were reached. However,
163 questionnaires were included in the study due to incomplete information and careless filling. The data obtained
in the study were analyzed through the SPSS 22 statistical package program, and the demographic characteristics of
the cooks in the sample group were presented with their percentage distributions. In the study, the relationship
between professional self-efficacy and job performance was revealed by Pearson correlation analysis, and the
moderator regression analysis was used to determine the regulatory role of education level in the relationship between

professional self-efficacy and job performance.
Findings

23.3% of the research participants are women, 76.7% are men; 49.9% of them are married and 51.7% are single.
32.8% of the participants stated that they have a monthly income between 5000-6000 TL, 15.5% between 6001-7000
TL and 51.7% of them have a monthly income of 7001 TL and above. 34.4% of the participants are high school
graduates, 16.6% are associate degree graduates and 49.1% are undergraduate. When the participants are evaluated
in terms of their age, 16.6% are between 31-40 years old, 20.9% are between 41-50 years old and 62.6% are between
51 and over. In addition, 37.4% of the participants work in the tourism sector for 6-15 years and 62.6% for 16 years

or more.

The pearson correlation analysis conducted to determine the effect of professional competence perceptions of the

cooks working in accommodation establishments on job performance is presented in Table 1.

Table 1
Correlation matrix regarding the relationship between perceptions of professional self-efficacy, job performance and
education level

X Ss 1 2 3
Professional Self- 2.19 0.90 -
Efficacy
*%k _
Job Performance 3.63 0.86 0.918
3.29 1.03 0.822** 0.834** -

Education Level

** Correlation significant at the 0.01 level (2-tailed).

According to Table 1, the correlation coefficient of 0.01 significance level between professional self-efficacy and
job performance; In the positive direction high strength (0.70 <r <1), positive relations were determined (Giirbiiz &
Sahin, 2014). When the results are examined, when we look at the relationship between professional competence and
job performance (r = 0.918), positively high power; The relationship between professional self-efficacy and education
level (r = 0.822) is positively high power; When we look at the relationship between job performance and education
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level (r = 0.834), there is a positive high-strength relationship. These results can be evaluated as the increase in any

of the variables causes the other variables to feel an increase in high power.
The Regulatory Role of Education Level in the Effect of Professional Self-Efficacy on Job Performance

The question "Does education level have a regulatory role in the relationship between cooks' professional self-
efficacy perceptions and job performance?" is the main problem of the research. Regulatory variable regression
analysis was performed for this main question in the study. Regression analysis results are listed below.

X = (Independent Variable) Professional Self-Efficacy
Y = (Dependent Variable) Job Performance

M = (Moderator Variable) Education Level

Table 2
Regulatory variable regression analysis results
Variables Model-1 Model-2

B S.H. B S.H.
Professional self-efficacy 0,726 0,061 -0,689 0,114
Education Level 0,324 0,061 -1,683 0,159
Professional Self-Efficacy X Education Level 0,686 0,52
R 0,960 0,993
R? 0,942 0,989
AR? 0,942 0,044

**p<.01

The hierarchical regression analysis results show that the variables of occupational self-efficacy and education
level in the first group make significant contributions to the regression model [F (2,55) = 443,841, p <, 01]. The
corrected R? value is 0.940. This result shows that the 94% variance in job performance is explained by the variables
of professional self-efficacy and education level. In the second group, entering the interactional term into regression
explained the additional variance of 4.5% in job performance and this change in R? was found to be significant [F
(3,54) = 1227,833, p <, 01]. When all variables were entered into the regression, it was found that professional self-
efficacy (=-0.689, p <0.01) and education level (B = -1.683, p <0.01) had a significant effect on job performance. In
addition, it has been observed that professional self-efficacy and education level have a significant interactional effect
on job performance ( = -0.686, p <0.01). The fact that the multiplicative result of the interaction of professional
self-efficacy and education level is significant indicates that these two variables have an interaction effect on job

performance.

The effect size (efect size) of the multiplicative result of the interaction between professional self-efficacy and
education level was calculated as f2 = 0.75 and was found at a high level. In order to determine the form and direction
of vocational self-efficacy and education level, the effect of vocational self-efficacy on job performance in cases of

low and high level (+ 1 and -1 standard deviation from the mean value) is shown graphically.
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Figure 1. Graph showing the form and direction of professional self-efficacy and education level

The figure shows that there is a combined (interactional) effect on job performance, professional self-efficacy and

education level.
Conclusion

This study aims to determine the regulatory role of education level in the relationship between cooks'
perceptions of professional self-efficacy and job performance. In line with this purpose, data were collected
from 163 cooks working in accommodation establishments with tourism management licenses in Nevsehir
province in January-March 2021 using a survey technique. The majority of the cooks participating in the
research; The male has a bachelor's degree and is between the ages of 51 and over. In the study, the
relationship between the education level of the cooks, professional self-efficacy perceptions, and job
performance was revealed by Pearson correlation analysis. Regulatory variable regression analysis was
applied to determine the regulatory role of education level in the relationship between professional self-
efficacy perceptions of cooks and job performance. In this study conducted in Nevsehir province, it was
concluded that the relationship between the professional self-efficacy perceptions of the cooks and their job
performance is shaped by their education level. It has been determined that with the increase of the
education level of the cooks working in accommodation enterprises, their perceptions of professional self-
efficacy can increase and high self-efficacy can increase job performance. Therefore, "H1: The level of
education has a regulatory role in the relationship between the professional self-efficacy perceptions of the

cooks and their job performance."” His hypothesis was accepted.
The Contribution of the Research to the Theory

There is no empirical study in the literature on the regulatory role of education level in the relationship between
professional self-efficacy and job performance. Therefore, the study is important in terms of evaluating the regulatory
role of the level of education in the relationship between the professional self-efficacy perceptions of the cooks and
job performance, and it is expected to contribute to the relevant literature. In the literature, some studies have
determined that there is no relationship between self-efficacy perceptions and education level (Yardim & Basbakkal,
2011; Pekmezci 2010) and that education level does not affect job performance (Expense, Tas & Top 2009; Tonbul
& Aykanat 2019). However, it shows that the studies conducted in general are directly proportional to the results of

the research. Because there are many studies in the literature in which there is a significant relationship between self-
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efficacy perception and education level (Iroegbu, 2015; Yokus, 2014; Colquitt, Le Pine & Noe 2000; Gist, 1986;
Gist, Schwoerer & Rosen 1989; Pajares & Cheong, 2003). Therefore, the results of the research support the basic
idea in the literature. In line with the hypothesis developed in the research, the findings were obtained to support the
conceptual framework and assumptions of the study. For this reason, it is thought that the study will contribute to the
theory in terms of determining the relationship between the professional self-efficacy perceptions of the cooks, job

performance, and education level.
The Contribution of the Study in Practice and Limitations

need for qualified personnel in this field together with the provision of the development of the tourism sector in
Turkey has increased. The cooking profession is a profession that requires sufficient professional knowledge and
skills. The training in which the competencies for the cookery profession are obtained have a very important place in
the cook candidates to feel professionally competent (Kurnaz et al., 2014, p. 42). Individuals' education increases
their self-belief, and the performance of individuals with high beliefs of success also increases in that direction. The
perception of competence for the profession has an important place in the success rates of individuals in their

professions.

According to the results obtained from the cooks working in the accommodation establishments in Nevsehir
province, the selection of qualified and self-competent cooks who have received cooking training in the process of
finding and selecting employees will contribute to the increase of the performance of the accommodation
establishments. Activities such as seminars and conferences can be organized to increase the qualifications and
professional self-efficacy of the cooks working in the sector or the cooks serving in the sector. Also, organization
managers and practitioners should attach importance to increasing the professional self-efficacy of cooks and support
their employees. It can be provided to increase the qualifications and performances of cooks with in-house training.
Employees who think they are supported; It is thought that it will show positive developments in terms of both

improving their self-efficacy and increasing their job performance.

64% of the accommodation establishments are closed due to the restrictions in the pandemic process. For this
reason, not being able to reach other accommodation establishments is one of the limitations of the research. In the
literature, there is no study examining the regulatory role of education level in the relationship between professional
self-efficacy perceptions and job performance. Therefore, one of the limitations of the study is the lack of comparison
and evaluation possibilities. It is thought that the results obtained will be the basis for future studies. Researchers can

obtain different results with different variables or different samples.
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