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Abstract. Today, with the skills that cannot be imitated by others the person who
gains competitive advantage in the organization contributes to the organizational
goals. In this way, the good performance of the employees provides reputation,
prestige, brand value, awareness, quality, effectiveness, efficiency and
profitability. Therefore, it is important to integrate the knowledge, experience,
talent and motivation level of an academic staff with the university objectives to
which it is connected and to increase the quality of education. In this context, this
research was carried out to adapt the Global Academic Performance Scale
developed by Abubakar et al. (2018) into Turkish, to test its validity and
reliability, and to measure the academic perceptions of academic staff on global
academic performance. In this research, which is an empirical research, survey
technique was used as a data collection tool. Academic staff working in Faculty of
Sport Sciences at universities constitute of the population of the research. In this
context, data from 198 samples determined by convenience sampling method
were collected. Descriptive statistics, independent groups t-test, and explanatory
and confirmatory factor analyzes were used in the analysis of the data. As a result,
it can be stated that the Global Academic Performance Scale is a valid and reliable
measurement tool which can be used for determining the academic performance
perceptions of the employees in different samples and practices in Turkey.
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Adaptation of the Global Academic Performance Scale: Reliability and Validity Study

1. INTRODUCTION

Providing competitive advantage for enterprises will be possible with the planned,
simultaneous and coordinated action of organizational activities, business employees and
managers to achieve their goals. Therefore, effective work of the physical, organizational
and intellectual resources of the enterprise will increase organizational performance. In
this context, high level performance will enable businesses to respond dynamically to
environmental changes, market conditions, and changes in consumer demands and needs.
With the reflection of globalization in every field, universities are trying to gain a
competitive advantage, as in businesses. In this context, with the support of scientific
research, the academic community is expected to do more studies by concentrating on
scientific research and these studies are considered as performance indicators. Therefore,
in order to gain competitive advantage, universities should encourage scientists working
at universities with appropriate infrastructure and research opportunities, and scientists
who love their jobs should provide quality education to their students (Suryadi, 2007). In
this context, ensuring quality is based on organizational performance. However, the
correct evaluation of performance will be possible by determining the correct
performance criteria. In the literature, there are definitions such as financial, non-
financial, contextual, task performance in defining performance. In addition, research,
service, and training performance criteria were stated in determining performance
criteria (Elton, 1988; Esen & Esen, 2015; Kaptanoglu & 0zok, 2006). Since the concept of
performance has a multidimensional structure, criteria such as academic incentive,
academic promotion and score criteria, journal impact factor, index h, article impact score
have been determined as academic performance criteria in higher education institutions
(Tonta, 2014). In line with this information, based on the question of how to measure the
perceptions of academic staff about organizational performance in the simplest, easiest
and most reliable way, it is thought that the results to be obtained as a result of testing the
Turkish language validity and reliability of the “Global Academic Performance Scale” by
Abubakar et al. (2018), will contribute to the determination of academic performance
perception and to make managerial decisions.

Conceptual Framework

The concept of performance is defined as “success, work done, practice, action”
(tdk.gov.tr). Performance is the amount of goods or services produced in a given time for
businesses; in terms of employees, it is expressed as the individual “productivity” and
“efficiency” level shown in reaching the predetermined target (Tutar & Altin6z, 2010,
p-201). In short, performance is explained as the level of achievement of a job according
to the determined conditions (Demirer et al., 2019, p.235). In other words, performance
is an indicator of the extent to which targets and standards are achieved in line with
predetermined goals (C6l, 2008, p.39). In general, organizational performance is defined
as the degree to which the organization achieves its goals and objectives (Demirag &
Cavusoglu, 2019, p.10; Wade & Recardo, 2001), while organizational performance can be
evaluated with the employee performance that constitutes it. From this point of view,
organizations can provide effective, efficient and quality outputs depending on the quality
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of their human resources. Akande (2011) considers performance as a synonym for
success, while Man (2009) considers it as a result of adopting an effective management
process. On the other hand, scientific research performance or academic performance is
based entirely on the performance of individual, organizational and macrological actors
(Schéfer, 2016, p.4).

Abubakar et al. (2018) discusses the concept of academic performance as the
development trends and academic success results of universities. In this context, the
measurement and management of general and academic performance serve two main
purposes. First, performance measurement and management can provide accurate and
full-time information about business processes to both senior management and
employees in order to make effective managerial decisions. However, performance
measurement and management can be used as an effective tool to determine to what
extent employees comply with or contribute to the standards in pre-determined job
analyzes and definitions (Cukurcayir & Eroglu, 2005). In addition to these two main
services, according to (Barutgugil, 2002), an accurate performance measurement and
management style to be realized based on this measurement will contribute to the
realization of business goals and objectives.

Performance appraisal was first used in the 3rd century. It was used by the Chinese
philosopher. Its first industrial application was realized in the cotton mills in Scotland in
the early 1800s (Murphy & Cleveland, 1995, p.3). The first examples of systematic and
formal evaluation were carried out in public institutions in the USA in the 1900s. Later, as
a result of measuring the productivity of employees with the Scientific Management
Approach of F.W.Taylor, the concept of performance appraisal started to be used in
business organizations (Simsek & Oge, 2009, p.283). Performance appraisal should be
seen as a systematic process that evaluate successes, failures and competencies related to
activities (Helvaci, 2002: 158). In other words, performance appraisal is a planned
process that evaluates the employee's contribution to the success of the enterprise and
reveals what the training, reward, development and motivation to be provided to the
employee as a result (Sarnaltin, 2017, p.120).

Performance appraisal, expressed in the form of success appraisal, merit appreciation or
employee ranking (Simsek & Oge, 2009, p.283) is the psychological need at the level of the
individual and the source of motivation and the achievement of goals at the organizational
level. Therefore, performance appraisal, while providing an overview of the organization
as a whole, reveals the status of the organization's resources, employees' basic skills and
efforts towards the goals. In addition, performance appraisal enables the identification of
individual or organizational differences (Camgoz & Alperten, 2006, p.193). As a result,
performance appraisal also contributes to the establishment of a fair wage, promotion,
transfer and reward system in ensuring efficiency and productivity in organizations,
directing the efforts of employees to the goals and determining competent employees.
Determining to what extent the employee's experience, knowledge level and abilities will
contribute to the work constitute the subject of performance evaluation (Simsek & Oge,
2009, p.283). In this context, performance measurement stands out as one of the most
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important issues for all organizations, including the academic environment (Dill & Soo,
2004). On the other hand, academic performance is expected to reflect both the general
and scientific performance of the higher education institution. It can be stated that
performance scales of this nature are necessary in terms of guiding stakeholders'
decision-making processes. When the literature on organizational performance
measurement is examined, it is noteworthy that different measurement criteria are
adopted by different researchers (Abubakar et al., 2018). (see Table 1).

Table 1
The sample studies related to the Oeganizational Performanc
Performance
Study measurement Sample group Author(s)
criteria
Accounting Outsourcing and 658 (small and Kamyabi
Firm Performance in Iranian medium and Devi
SMEs _ ] business) SMEs (2012)
_ ) Financial
The Relationship among performance 327 Taiwan -
Knowledge Management, knowledge Liao and
Organizational Learning, and ] ) & i Wu (2009)
N intensive firms
Organizational Performance
The Role of N ks i 11
e Ro e.o ejcwor s in Sn?a 1435 small and
and Medium-Sized Enterprise medium Gronum et
Innovation and Firm , al. (2012)
Non-Financial enterprises
Performance
) ) _ performance _ )
Sourcing strategies, practices 314 senior Hilman and
and effects on organisational company Mohamed
performance executives (2011)
Int ted f
measurementsystems: A Bic tal.
y. ' Both financial (1997)
development guide
. . and non-
Consider your optlon.s. Changes financial 17 interviews MacDougall
to strategic value during . .
. . performance with 14 and Pike
implementation of advanced
managers (2003)

manufacturing technology

[t is noteworthy that the scales in Table 1 are generally prepared in accordance with for-
profit organizations. This situation restricts and / or makes the use of relevant
measurement criteria for non-governmental organizations, education, research and
academic environment in which publications are made inadequate (Abubakar et al,
2018). However, a limited number of studies focus on higher education institutions /
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academic performance measurement. Abubakar et al. (2018) determined that some
studies focus on scientific research in various studies (Gulbrandsen & Smeby, 2005;
Johnes & Johnes, 1993; Lukman et al., 2010; Nederhof, 2006) and teaching performance
(Asif & Searcy, 2014; Badri & Abdulla, 2004; Chen et al., 2015), and some studies focus on
service performance and financial performance (Asif et al., 2013; Lukman et al., 2010).
However, researchers state that evaluations regarding academic recognition,
employability of graduates, faculty and / or student ratio and field-specific awards are
neglected or ignored (Abubakar et al., 2018).

In Turkey, academic performance, scientific studies of university employees (articles,
papers, papers, projects, works in the arts, scholarships, awards, achievements in foreign
language and science exams, edited are references) reflects his academic performance
(Erarslan, 2015, p.41). There is no tool for a standard method of measurement used to
determine the general academic performance in Turkey (Ertugrul, 2006; Kaptanoglu &
Ozok, 2006). In general, the individual tries to respond to the statements about his
performance in the best way and sometimes ignores the objective criteria. However, The
Global Academic Performance Scale developed by Abubakar et al. (2018) measures the
individual's perceptions about the performance of the institution he / she works for and
allows the individual to evaluate the performance of the institution in general. In this
context, it is clear that the employee can be more objective about both his own work and
other studies and practices within the organization. In this way, it is predicted that it will
contribute to the determination of the institutional performance levels of universities and
their sub-units more objectively by the employees.

Eventually, it can be clearly observed that a multi-dimensional understanding should be
adopted in measuring academic performance. Today, it is possible to express that it
should be benefitted from an internationally recognized measure in order to determine
Turkey's academic performance and compare its performance with other countries. In
addition, Savasir (1994) emphasizes that thanks to the adaptation and use of a
measurement tool to other languages other than the language in which it was developed,
this measurement tool can be used in comparative studies between cultures, languages
and ethnic groups and the data on the relevant field can be expanded (Savasir, 1994). In
other words, scale adaptation studies have the potential to contribute to international
scientific integrity and knowledge production. In the light of the explanations, the main
purpose of this study was to test the Turkish validity and reliability of the Global Academic
Performance Scale by Abubakar et al. (2018) which includes research outputs,
internationalization, research scholarship, abundance of resources, community service,
infrastructure and facility indicators in addition to the issues that are ignored in
performance measurement, to determine the performance of universities and other
higher education institutions.
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2. METHOD
Research Model

This study is a quantitative study and the cross-sectional data acquisition technique was
used to reveal the situation of the cases at a particular moment.

Study Group

In determining the study group of this research, the convenience sampling method, which
is widely used in the field of social sciences and in which volunteers are included in the
sample, was used. In this direction, the working group comprised of 198 people working
in the academic staff of the Faculty of Sport Sciences. Tabachnick and Fidell (2007) and
Hair et al. (2009), emphasizes that the appropriate sample size should be at least 5 to 10
times the number of items in the scale for performing statistical tests such as factor
analysis. Within the scope of this study, the sample size/number of items was 198/12 and
it was determined that the minimum criteria specified by the researchers could be met.
The participants whose average age is X= 40.53 # 8.24, 78.3% (n = 155) are male and
21.7% (n = 43) are female. In addition, it was determined that the participants had 2-32
years (X= 15.19 + 9.14) of work experience. Other characteristics of the participants are
summarized in Table 2.

Table 2

Descriptive Statistics of Study Group

Gender frequency %
Female 43 21.7
Male 155 78.3
Age Mean S.Deviation
25-54 40.53 8.24
Education Status frequency %
Graduate 45 22.7
Doctorate 126 63.6
Post-Doc 27 13.6
Academic Title frequency %
Res. Assit. 24 12.1
Res. Assit. Dr. 4 2.0
Lecturer 53 26.8
Lecturer Dr. 12 6.1
Dr. Lecturer 53 26.8
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Assoc. Prof. 40 20.2
Prof. Dr. 12 6.1
Process

The authors who brought the Global Academic Performance Scale into the relevant
literature were contacted and requested permission to adapt the scale into Turkish. As a
result of the positive response to this request by the authors, the adaptation process of
the scale started. First of all, in order to ensure the equivalence of the scale items, the
English scale items were translated into Turkish by those who have command of both
languages (Turkish and English) and who have previously taken part in scale adaptation
studies in the field of sports sciences. Expert opinion was sought to determine the
appropriateness of the items in the Turkish form of the measurement tool (Karasar,
2014). After the expert opinions, necessary arrangements were made, and in order to
determine whether the Turkish items created for the measurement tool adequately
represented the equivalents of the English items, a second opinion was taken from
academicians who have command of both languages. After these evaluations, a sample of
13 people with different academic titles working in the Faculty of Sport Sciences of the
Balikesir University, the scale items were pre-applied, the instant feedbacks were taken
into account and the necessary arrangements were made, and the final version of the scale
applicable to sampling was created. In obtaining data, online and face-to-face survey
methods were preferred in order to maximize the return rate and the number of
appropriate data. The study data were collected as a result of the approval obtained at the
meeting of Balikesir University Social and Human Sciences Ethics Committee dated
20.05.2020 and numbered 2020/05.

Raw data obtained after field studies were checked one by one in order to eliminate
potential errors and make them suitable for analysis, and 26 questionnaires with
incomplete and/or incorrect markings were excluded from the study.

Data Collection Tool

The original form of the Global Academic Performance Scale consists of 12 items and one
dimension. The Cronbach Alpha value of the scale was reported as .895. All of the items in
the scale have a 5-point Likert Type rating “Strongly disagree, .., Strongly agree”
measurement level. It was determined that the response time of the measurement tool
ranged from approximately 2-3 minutes.

Analysis of Data

SPSS and AMOS 20.0 package programs were used to perform statistical analysis.
Explanatory factor analysis (EFA) and confirmatory factor analysis (CFA) were used in
accordance with the approach to the development of original scales in order to examine
the factor structure of the scales formed by the scores obtained from the Turkish
population. In this context, the construct validity of the scales was examined using two
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different factor analysis. In determining how adequately the items in the scales are in
distinguishing individuals in terms of their measured characteristics, the corrected item-
total score correlations were first calculated. The t-test was used to determine whether
there was a significant difference between the scale scores and item scores of the upper
27% and lower 27% groups determined according to the total score obtained. Cronbach
alpha internal consistency coefficient was taken into account to determine the reliability
of the scales.

3. RESULTS

EFA was applied to 12 items in the Global Academic Performance Scale and the analysis
results are summarized in Table 3. When the results were examined, it was determined
that the scale was gathered under two factors with an eigenvalue greater than 1. It was
determined that the item “GAP11.” one of the scale items, has a load value close to each
other (1st Factor = .511, 2nd Factor = .452) under two different factors. Biiylikoztiirk
(2016) states that the difference between two factor load values for an item should be at
least 10%. In this context, the analysis was repeated by removing the relevant item and it
was seen that the scale was collected under a single factor with an eigenvalue greater than
1. The adequacy of the sample size for factor analysis was determined by Kaiser-Meyer-
Olkin (KMO) and Bartlett's Test of Sphericity. The values obtained (KM0=.915, x2 =
953.83, df = 55, p< .01) show that the sample size is sufficient for factor analysis
(Biiyiikoztiirk, 2016). A solution with the lowest item load value of .598 and similar to the
factor structure in the original scale was reached. The total amount of variance explained
by this solution is 50%. Analysis results and Cronbach alpha internal consistency
coefficient are included in Table 3.

Table 3

EFA Results
[tems Factor 1
KAP5 .820
KAP7 .768
KAP4 .749
KAP2 731
KAP1 .705
KAP3 .684
KAP10 .683
KAP12 .666
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KAP6 .652

KAP8 .629

KAP9 .598

Total 5.609

%Varience 49.877

Cronbach’s Alfa .895

KMO Sample Adequacy 915

Bartlett'Test of Sphericity x2=953.83 df =55 p<.01

The original factor load structure obtained as a result of EFA was tested by CFA. Although
there are various differences of opinion on the application of EFA and DFA to the data
obtained from the same sample, Dogan et al. (2017) stated that doing EFA and CFA by
dividing the data in one-dimensional structures and small sample sizes may cause biased
results. In this context, CFA was carried out using data obtained from the same. Adhering
to the theoretical structure, the item “GAP11.” was included in the first model tested with
CFA, and it was seen that low fit index values were obtained as a result of the analysis
(x2/df (164.16/54)=3.04, RMSEA=.101, GFI=.84, AGFI=.77, CFI=.87, TLI=.84). It was
decided to exclude the item from the analysis by examining the obtained fit and
modification index values. When the fit indices of the repeated CFA result are examined,
the ratio y2/df is (133.242/44)=3.028. Other fit index values were determined as
RMSEA=.101, GFI=.88, AGFI=.82, CFI=.90, TLI=.88. When the modification index values
were examined, it was determined that there was a significant correlation between the
error covariances of the items “GAP9.” and “GAP10.”. In this context, the error correlations
observed between the relevant items were added to the model and the analysis was
repeated. Analysis result was %2/df (95.935/43) =2.231, RMSEA=.079, GF1=.91, AGFI=.86,
CFI=.94, TLI=.93 and the values obtained were in the range of good/acceptable fit index
values. As seen in Figure 1, the factor weights of the scale items take a value between .81
(item 5) and .50 (item 8) and all item weights are statistically significant (p <.01)(Dogan
vd., 2017).
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Figure 1. Diagram Representation of Standardized Analysis Values

When the values obtained from CFA as a whole were examined, it is possible to state that
the model-data fit of the scale was at an acceptable level. It can also be said that the results
of the factor analysis provide evidence that confirms the construct validity of the Global
Academic Performance Scale. On the other hand, in order to determine the reliability of
the scale, the differences between the upper and lower 27% groups formed according to
the item-total score correlation values and the scale total scores were examined (Table 4).

Table 4

Independent t test Results Between Global Academic Performance Scale Corrected Item
Total Correlations and Top 27%-Bottom 27% Total Scores

Corrected Item t (top %27 - bottom %27)™

Total Correlations?

GAP1. .629 -12.528
GAP2. .650 -12.228
GAP3. .601 -11.751
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GAP4. .669 -13.585
GAPS. .755 -17.025
GAP6. .575 -10.345
GAP7. .698 -13.317
GAPS. 544 -9.324

GAPO. 525 -9.545

GAP10. 616 -11.811
GAP12. .589 -10.064

GAB: Global Academic Performance

“p<.01

[t was stated that the items with an item-total score correlation value of 2.30 distinguish
individuals well (Biiyiikoztiirk, 2016). The findings show that the corrected item-total
correlation values of the items in the Global Academic Performance Scale were between
.52 and .75 and above the minimum level. The results of the independent sample t test
performed between the total scores of the upper 27% and the lower 27% group show that
there was a significant difference for all items (p <.01).

4. CONCLUSION, DISCUSSION AND SUGGESTIONS

How to increase the productivity of employees has always been one of the mostimportant
issues for businesses since the emergence of the classical management approach.
Therefore, the aim of the employees to achieve success by using their experience, skills,
knowledge and other skills shows their performance. The high performance of the
employees is an indicator that the business goals will be achieved more easily and more
quickly (Asif et al.,, 2013). As a matter of fact, performance measurement is one of the
important issues for all organizations, including the academic environment (Dill & Soo,
2004). In this context, it is thought that scientific and general performance scales are
necessary to guide the decision-making processes of stakeholders (Abubakar et al., 2018).
In order to measure performance in the academic field, Abubakar et al. (2018) created a
global performance scale by benefiting from the academic knowledge and experience of
the top executives of the best universities in 2015 in the QS ranking. In this context, this
study was carried out in order to determine the validity and reliability of the Turkish form
of the Global Academic Performance Scale.

In order to reveal the factor load structure of the measurement tool, principal components
factor analysis was used. As a result of the factor analysis, it was determined that an item
was under two different factors, so the analysis was repeated, excluding the relevant item.
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As aresult of the two analyzes, it was determined that a solution with the lowest item load
value was .598 and similar to the factor structure in the original scale. The total amount
of variance explained by this solution is 50%. Cokluk et al. (2018) is considered sufficient
if the variance explained by 40% to 60%. In addition, it was determined that the Cronbach
Alpha internal consistency coefficient of the measurement tool was greater than the
expected value of .70 (Biiytikoztiirk, 2016)(a=.895). Accordingly, it was determined that
both the original study (a = .974) and the measurements obtained in this study had high
reliability values.

The original factor load structure obtained as a result of EFA was tested by CFA. As a result
of the application of the proposed modification was y2/df (95.935/43)=2.231,
RMSEA=.079, GFI=.91, AGFI=.86, CFI=.94, TLI=.93 and the values obtained were in the
range of good/acceptable fit index values. In addition, it was concluded that the factor
weights of the scale items ranged from .81 to .50 and that all item weights were
statistically significant (p<.01). Finally, in order to distinguish the individuals in the
measurement tool and to test this discrimination, the difference between the mean scores
given to each item by the individuals in the upper part of 27% and lower part of 27% in
the sample is independent samples t-test. The discrimination power of the items was
determined by comparing them with. Unlike the original measurement tool, the item
“GAP11.” was excluded from the analysis in this study and it was determined that the
Turkish form of the scale was one-dimensional and consists of 11 items. The sample of
this study consists of academicians working in the academic staff of sports science
faculties, in this context, it is thought that the relevant item may be perceived by the
participants as an item for the evaluation of sports facilities only. As a matter of fact,
university sports facilities in our country are opened for common use by sports sciences
faculties for education and training purposes and for the use of free time of other
faculty/department students. This situation may have caused the academic staff of sports
sciences to perceive the facilities as insufficient.

Performed analysis and in light of the findings obtained it can be stated that this form of
Global Academic Performance Scale gives valid and reliable measurement results to
determine the academic performance perceptions of employees of the Sports Science
Faculty in different ways and applications in Turkey sample. As a matter of fact, it is
predicted that the results obtained from this study can support the interpretation of
future research results. In this context, this scale, which can help to measure employee
performance in universities, can provide an opportunity to overcome the deficiencies by
revealing the current performance status of institutions and to encourage researchers. In
addition, it is an important issue that should not be overlooked by practitioners and
academicians that other internationally accepted performance evaluation criteria should
be taken into account in addition to determining the perceptions of academic staff.

The main limitation of this study is that the data used in the analysis are limited to the
perceptions of the academic staff of the Faculty of Sports Sciences and the cross-sectional
data acquisition technique was used. Therefore, it is not possible to make causal
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inferences from the study findings. On the other hand, the possibility of selection bias
should be taken into consideration in the interpretation of the research, since the
convenience sampling method was preferred in the sampling process and the data were
collected both face-to-face and by online survey technique. In this context, the inclusion
of other educational units of the universities in future studies and studies to be carried
out with the data obtained from the administrators of schools, faculties, institutes and
general universities, who play a key role in university administration, will make the
findings of the present study more meaningful. Longitudinal studies including different
evaluation criteria will provide useful information to practitioners and the field.
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Kiiresel Akademik Performans Olgeginin Uyarlanmasi: Giivenirlik ve Gegerlik Calismasi

1. GIRIS

Isletmelerin rekabet avantaji saglayabilmesi, érgiitsel faaliyetlerin, isletme calisanlarinin
ve yoneticilerinin amaglarin gerceklestirilmesi konusunda planli, es zamanli ve koordineli
bir sekilde hareket etmeleriyle miimkiin olacaktir. Dolayisiyla isletmenin sahip oldugu
fiziksel, orgiitsel, entelektiiel kaynaklarinin etkin calismalar1 orgiitsel performansi
arttiracaktir. Bu baglamda yiiksek diizeyde performans, isletmelerin cevresel
degisikliklere, piyasa kosullarina ve tiiketici istek ve ihtiyac¢larindaki degisikliklere
dinamik bir sekilde cevap vermesine imkan verecektir. Kiiresellesmenin her alana
yansimasiyla birlikte isletmelerde oldugu gibi liniversiteler de rekabet avantaji yakalama
cabasindadir. Bu baglamda bilimsel arastirma destekleri ile akademik camianin bilimsel
arastirmalara yogunluk vererek daha fazla calisma yapmasi beklenmekte ve bu calismalar
birer performans gostergesi olarak kabul edilmektedir. Dolayisiyla rekabet avantaji
yakalamak i¢in {niversiteler, uygun altyap: olanaklar1 ve arastirma firsatlariyla
tniversitede calisan bilim insanlarini tegvik etmeli ve isini seven bilim insanlarinin da
Ogrencilerine Kkaliteli egitim vermeleri saglanmalidir (Suryadi, 2007). Bu baglamda
kalitenin saglanmasi orgiitsel performansa dayanmaktadir. Ancak performansin dogru
degerlendirilmesi de dogru performans kriterlerin belirlenmesi ile miimkiin olacaktir.
Literatlirde performansin tanimlanmasinda finansal, finansal olmayan, baglamsal, gorev
performans: seklinde tanimlamalar mevcuttur. Ayrica performans Kkriterlerinin
belirlenmesinde arastirma, hizmet, egitim performans kriterleri belirlenmistir (Elton,
1988; Esen ve Esen, 2015; Kaptanoglu ve 0zok, 2006). Dolayisiyla performans kavrami
cok boyutlu bir yapiya sahip oldugundan dolayi, yliksekdgretim kurumlarinda akademik
performans kriterleri olarak akademik tesvik almak, akademik yiikseltme ve puan
oOlciitleri, dergi etki faktord, h dizini, makale etki puani gibi kriterler belirlenmistir (Tonta,
2014). Bu bilgiler dogrultusunda, tniversitelerde akademik personelin o6rgiitsel
performansla ilgili algilarini en basit, kolay ve giivenilir bir sekilde nasil 6lg¢iilebilir
sorusundan hareketle Abubakar vd. (2018) tarafindan gelistirilen “Kiiresel Akademik
Performans Olgeginin” Tiirkce dil gecerliginin ve giivenirliginin test edilmesi sonucu elde
edilecek sonuglarin, akademik performans algisinin belirlenmesi ve buna yonelik yonetsel
kararlarin alinmasina katki saglayacagi diistiniilmektedir.

Kavramsal Cerceve

Performans kavrami, “basarim, yapilan is, uygulama, icraat” seklinde tanimlanmaktadir
(tdk.gov.tr). Performans, isletmeler acisindan belirli bir zamanda iretilen mal veya
hizmet miktari; calisan acgisindan ise, 6nceden belirlenen hedefe ulasma konusunda
gosterilen bireysel “verimlilik” ve “etkinlik” diizeyi olarak ifade edilmektedir (Tutar ve
Altinoz, 2010, s.201). Kisaca performans, belirlenen kosullara gore bir isin basarilma
diizeyi olarak aciklanmaktadir (Demirer vd., 2019, s.235). Diger bir ifadeyle, performans,
onceden belirlenen amaglar dogrultusunda hedeflere ve standartlara ne o6lciide
ulasabildiginin gostergesidir (C6l, 2008, s.39). Genel olarak orgiitsel performans, 6rgiitiin
amac ve hedeflerine ulasma derecesi olarak tanimlanirken (Demirag ve Cavusoglu, 2019,
s.10; Wade ve Recardo, 2001) orgiit performansi onu olusturan calisan performansi ile
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degerlendirilebilir. Bu ag¢idan bakildiginda orgiitler sahip oldugu insan kaynaginin
niteligine bagl olarak etkili, verimli ve Kkaliteli ciktilar sunabilir. Akande (2011)
performansi, basari ile esanlamli olarak degerlendirirken, Man (2009) etkili bir yonetim
slirecini benimsemenin sonucu olarak ele almaktadir. Diger yandan bilimsel arastirma
performansi veya akademik performans ise tamamen bireysel, 6rgiitsel ve makrolojik
aktorlerin performansina dayanmaktadir (Schifer, 2016, s.4).

Abubakar vd. (2018) akademik performans kavraminy, liniversitelerin gelisme egilimleri
ve akademik basari sonuglari olarak ele almaktadir. Bu baglamda genel ve akademik
performansin dlciilmesi ve ydnetimi baslica iki amaca hizmet etmektedir. ilk olarak,
performans Ol¢lim ve yonetimi, etkili yonetsel kararlarin alinabilmesi i¢cin hem {st
yonetime hem de c¢alisanlara is siliregleri hakkinda dogru ve tam zamanh bilgi
saglayabilmektedir. Bununla birlikte calisanlarin 6énceden belirlenmis is analizleri ve
tanimlarindaki standartlara ne 6l¢tide uyum veya katki sagladigini belirleme konusunda
performans 6lciim ve yonetimi etkin bir ara¢ olarak kullanilabilmektedir (Cukurcayir ve
Eroglu, 2005). Bu iki ana hizmete ek olarak (Barutgugil, 2002)’e goére dogru bir
performans 6l¢timii ve bu 6lciime bagh olarak gerceklestirilecek yonetim tarzi, isletme
amac ve hedeflerinin gerceklestirilmesine katk: saglayacaktir.

Performans degerleme(appraisal) ilk defa 3. yy. Cinli filozof tarafindan kullanilmistir. ilk
endiistriyel uygulamasi 1800’lii yillarin baglarinda iskogyada’ki pamuk fabrikalarinda
gerceklestirilmistir (Murphy ve Cleveland, 1995, s.3). Sistematik ve formal
degerlendirmenin(evaluation) ilk oOrnekleri ise, 1900’li yillarda ABD’de kamu
kuruluslarinda gerceklestirilmistir. Daha sonra F.W.Taylor'un Bilimsel Yoénetim
Yaklasimiyla birlikte calisanlarin verimliliklerinin 6l¢iilmesi sonucunda performans
degerleme kavramy, is orgiitlerinde kullanilmaya baglanmistir (Simgek ve Oge, 2009,
s.283). Performans degerleme, faaliyetlerle ilgili basarilari, basarisizliklari ve yetkinlikleri
ortak bir degerlendirmeye tabi tutan sistematik bir siire¢ olarak gériilmelidir (Helvaci,
2002: 158). Baska bir ifadeyle, performans degerleme, calisanin isletmenin amaclarina
ulasma basarisina olan katkilarini degerlendiren ve sonucunda isletmenin ¢alisana
saglayacagi egitim, 6diil, gelistirme ve motivasyonun ne olmasi gerektigini ortaya koyan
planh bir siirectir (Sarialtin, 2017, s.120).

Basar1 degerlemesi, liyakat takdiri veya isgéren boylandirma (Simsek ve Oge, 2009, 5.283)
seklinde ifade edilen performans degerleme, kisi diizeyinde psikolojik gereksinim, 6rgiit
diizeyinde ise motivasyon kaynagi ve amaclara ulasabilme olciisiidiir. Dolayisiyla
performans degerleme, 6rglite bir biitlin olarak bakilmasini saglamakla birlikte, 6rgiitiin
kaynaklarinin, ¢alisanlarin temel yeteneklerinin ve c¢abalarinin amacglara yo6nelik
durumunu ortaya koymaktadir. Ayrica performans degerleme, bireysel veya orgiitsel
farkliliklarin tespit edilmesine olanak saglamaktadir (Camgoéz ve Alperten, 2006, s.193).
Sonug olarak, performans degerleme orgiitlerde etkinlik ve verimligin saglanmasinda,
calisanlarin c¢abalarinin amaglara yonlendirilmesinde ve liyakath calisanlarin
belirlenmesinde, adil bir iicret, terfi, transfer ve 6diillendirme sisteminin olusturulmasina
da katki saglamaktadir. Calisanin deneyimi, bilgi diizeyi ve yeteneklerinin ise ne derece
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katki saglayacaginin belirlenmesi performans degerlemenin konusunu olusturmaktadir
(Simsek ve Oge, 2009, 5.283). Bu baglamda performans él¢iimii, akademik cevre de dahil
olmak tizere tiim orgiitler icin olduk¢a 6nem arz eden konulardan biri olarak 6n plana
cikmaktadir (Dill ve Soo, 2004). Diger yandan akademik performansin yiiksekogretim
kurumunun hem genel hem bilimsel performansimi yansitmasi beklenmektedir. Bu
nitelikteki performans 6l¢eklerinin, paydaslarin karar verme stireglerine yol gdstermesi
agisindan gerekli oldugu ifade edilebilir. Orgiitsel performans 6l¢iimii ile ilgili literatiir
incelendiginde farkli arastirmacilar tarafindan farkh 6l¢ciim kriterlerinin benimsendigi
dikkat cekmektedir (Abubakar vd., 2018). (bknz: Tablo 1).

Tablo 1

Orgiitsel Performans Olgiimii icin Ornek Calismalar

Performans

Calisma adi

Olgtim kriteri

Orneklem grubu

Yazar(lar)

Accounting Outsourcing and
Firm Performance in Iranian
SMEs

658 (kiigtk ve
orta 6lcekli
isletme) SMEs

Kamyabi ve
Devi (2012)

_ ) Finansal
The Relationship among performans
Knowledge Management, 327 Tayvan bilgi  Liao ve Wu
Organizational Learning, and yogunluklu firma (2009)
Organizational Performance
The Role of Networks in Small
e Ro e.o e.wor sin rrlla 1435 kiiciik ve
and Medium-Sized Enterprise . ) Gronum vd.
] i orta 6lcekli

Innovation and Firm Finansal isletme (2012)
Performance olmayan ’
S ing stratesgi ti erformans Hil

ourcing strategies, Pra<.: ices p 314 tist diizey ilman ve
and effects on organisational _ Y Mohamed

firma yOneticisi
performance (2011)
Int ted f
measurementsystems: A Biticivd
' i ) 1997
development guide Hem finansal ( )
c q h hem de finansal
i tions:

onsider }lour op 10n§ anges  ;lmayan o MacDougall

to strategic value during 14 yonetici ile 17 ]
performans ve Pike

implementation of advanced goriisme (2003)

manufacturing technology

Tablo 1'de yer alan 6lgeklerin genel olarak kar amaci gliden orgiitlere uygun olarak
hazirlandig1 dikkat ¢ekmektedir. Bu durum sivil toplum kuruluslari, egitim-6gretim,
arastirma ve yayinlarin yapildigi akademik ¢evre icin ilgili 61¢iim kriterlerinin kullanimini
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kisitlamakta ve/veya yetersiz kilmaktadir (Abubakar vd., 2018). Bununla birlikte, sinirl
sayilda c¢alisma  yliksekdgretim  kurumlari/akademik  performans 6l¢iimiine
odaklanmaktadir. Abubakar vd. (2018) tarafindan, cesitli arastirmalarda bilimsel
arastirma (Gulbrandsen ve Smeby, 2005; Johnes ve Johnes, 1993; Lukman vd., 2010;
Nederhof, 2006) ve 6gretim performansina (Asif ve Searcy, 2014; Badri ve Abdulla, 2004;
Chenvd.,, 2015), bazi arastirmalarda ise hizmet performansi ile finansal performansa (Asif
vd., 2013; Lukman vd., 2010) odaklanildig1 belirlenmistir. Ancak aragtirmacilar akademik
taninirlik, mezunlarin istihdam edilebilirligi, fakiiltelesme ve /veya 6grenci orani ve alana
0zgli alinan 6diil gostergelerine iliskin degerlendirmelerin ihmal ya da goz ardi edildigini
ifade etmektedir (Abubakar vd., 2018).

Tirkiye’de ise akademik performans, iliniversite c¢alisanlarinin bilimsel ¢alismalari
(makale, bildiri, teblig, proje, sanat dalindaki eserler, burslar, édiiller, yabanci dil ve bilim
sinavlarindaki basarilar;, editorliikler, atiflar) onun akademik performansini
yansitmaktadir (Erarslan, 2015: 41). Tiirkiyede genelde akademik performansin
belirlenmesinde kullanilan standart bir 6l¢iim yontemi ve aract bulunmamaktadir
(Ertugrul, 2006; Kaptanoglu ve 0zok, 2006). Genelde birey performansiyla ilgili ifadelere
en iyi sekilde cevap vermeye calismakta ve objektif kriterleri bazen go6zardi
edebilmektedir. Ancak Abubakar vd. (2018) tarafindan gelistirilen Kiiresel Akademik
Performans Olgegi bireyin, calistigi kurumun performansiyla ilgili algilarin1 6lgmekte ve
bireyin c¢alistigt kurumun performansini genel olarak degerlendirmesine olanak
saglamaktadir. Bu baglamda ¢alisanin hem kendi ¢alismalar1 hem de 6rgiitiin icerisinde
gerceklestirilen diger calisma ve uygulamalar hakkinda daha objektif olabilecegi aciktir.
Bu sayede liniversitelerin ve alt birimlerinin kurumsal performans diizeylerinin calisanlar
tarafindan daha objektif bir sekilde belirlenmesine katki saglanacagi 6ngorilmektedir.

Nihayetinde akademik performansin dl¢iilmesinde ¢ok yonlii bir anlayisin benimsenmesi
gerektigi acikca gozlenebilmektedir. Giiniimiizde Tiirkiye’nin akademik performansinin
belirlenmesi ve diger iilkeler ile karsilastirilabilmesi icin uluslararasi kabul goéren
performans olglitlerinden faydalanilmasi gerektigini ifade etmek miimkiindiir. Ek olarak
Savasir (1994) bir 6l¢lim aracinin gelistirildigi dilin disinda da baska dillere uyarlanmasi
ve kullanilmasi sayesinde, bu o6l¢ciim aracinin kiltir, dil ve etnik gruplar arasi
karsilastirmali arastirmalarda kullanilabilecegini ve ilgili alana iliskin verilerin
genisletilebilecegini vurgulamaktadir (Savasir, 1994). Diger bir ifadeyle 6l¢ek uyarlama
calismalari, uluslararasi bilimsel biitiinliigiin saglanmasina ve bilgi liretimine katkida
saglayacak potansiyele sahiptir. Ac¢iklamalar 1s18inda bu c¢alismanin temel amaci
tiniversite ve diger yliksekdgrenim kurumlarinin performansini belirlemek amaciyla
Abubakar vd. (2018) tarafindan gelistirilen, performans o6l¢limiinde goz ardi edilen
konulara ek olarak arastirma ¢iktilari, uluslararasilastirma, arastirma bursu, kaynaklarin
coklugu, topluma hizmet, altyap1 ve tesis gostergelerini de iceren Kiiresel Akademik
Performans Olgeginin (Global Academic Performance Scale) Tiirkce gecerlik ve
glvenirliginin test edilmesidir.
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2.YONTEM
Arastirma Modeli

Bu calisma nicel bir arastirma olup, ¢alismada olgularin belirli bir andaki durumunu
ortaya koymaya yonelik olarak kesit veri alma tekniginden yararlanilmistir.

Calisma Grubu

Bu arastirmanin calisma grubunun belirlenmesinde, sosyal bilimler alaninda yaygin
olarak kullanilan ve arastirmaya katilmaya goniilli olan kisilerin 6rnek kiitleye dahil
edildigi, kolayda 6rnekleme yontemi kullanilmistir. Bu dogrultuda calisma grubu Spor
Bilimleri Fakiiltesi akademik kadrolarinda calismakta olan toplam 198 kisiden
olusmaktadir. Tabachnick ve Fidell (2007) ile Hair vd. (2006), faktor analizi gibi istatistiki
testlerin gerceklestilemesinde uygun 6rneklem biuyiikliigiiniin katilimci sayisinin en az
0lcek madde sayisinin 5 ile 10 kati1 olmasi gerektigini vurgulamaktadir. Bu calisma
kapsaminda 6rneklem biiytikliigii/madde sayis1 198/12 dir ve arastirmacilar tarafindan
belirtilen asgari 6lgiitlerin karsilanabildigi belirlenmistir. Yas ortalamasi X=40,53+8,24
olan katilmcilarin, %78,3'ii (n=155) erkek ve %21,7’si (n=43) kadindir. Ek olarak
katilimcilarin 2-32 yil arasi (X=15,19+9,14) is deneyimide sahip olduklar1 belirlenmistir.
Katilimcilara ait diger 6zellikler Tablo 2’de 6zetlenmektedir.

Tablo 2

Calisma Grubu Tamimlayici Istatistikler
Cinsiyet Sikhik %
Kadin 43 21,7
Erkek 155 78,3
Yas Ortalama SS.
25-54 arasi 40,53 8,24
Egitim Durumu Siklik %
Yuksek lisans 45 22,7
Doktora 126 63,6
Post-Doc 27 13,6
Akademik unvan Siklik %
Ars. Gor. 24 12,1
Ars. Gor. Dr. 4 2,0
Ogr. Gor. 53 26,8
Ogr. Gér. Dr. 12 6,1
Dr. Ogr. Uyesi 53 26,8
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Dog. Dr. 40 20,2
Prof. Dr. 12 6,1

islem Siireci

Kiiresel Akademik Performans Olgegi'ni ilgili literatiire kazandiran yazarlar ile iletisime
gecilerek, ad1 gecen oOlcegin Tiirkge'ye uyarlanmak istendigi belirtilmistir. Yazarlar
tarafindan bu istege karsilik olumlu yanit alinmasi sonucu 6l¢egin uyarlanma siirecine
gecilmistir. i1k olarak 6lcek maddelerinin es degerligini saglamak amaciyla, her iki dile
(Tiirkge ve Ingilizce) hakim ve spor bilimleri alaninda daha énce élgek uyarlama
calismalarinda yer almus kisilerce ingilizce élcek maddeleri Tiirkge’ye cevrilmistir. Olcme
aracinin Tirkce formunda yer alan maddelerin uygunlugunun belirlenmesi i¢cin uzman
goriisline basvurulmustur (Karasar, 2014). Uzman gorisleri sonrasi gerekli gorilen
diizenlemeler yapilarak 6lgme arac icin olusturulan Tiirkce maddelerin, Ingilizce
maddelerin karsiliklarini yeterli diizeyde temsil edip etmedigini belirlemek amaciyla her
iki dile hakim akademisyenlerden tekrar goriis alma islemi gerceklestirilmistir. Bu
degerlendirmeler sonrasi Balikesir Universitesi Spor Bilimleri Fakiiltesinde goérev
yapmakta olan, farkli akademik iinvanlara sahip 13 kisilik bir 6rneklemde o6lgek
maddeleri 6n uygulamaya tabi tutularak gelen anlik doniitlerin dikkate alinmasi ve gerekli
goriilen diizenlemelerin gercgeklestirilmesinin ardindan, élcegin 6rnekleme uygulanabilir
son hali olusturulmustur. Verilerin elde edilmesinde, geri doniis oranini ve uygun veri
sayisini en yiiksek orana ¢ikartabilmek amaciyla, ¢evrimici ve yiiz ylize anket yontemleri
tercih edilmigtir. Balikesir Universitesi Sosyal ve Beseri Bilimler Etik Komisyonunun
20.05.2020 tarihli ve 2020/05 sayili toplantisinda alinan onay sonucunda ¢alisma verileri
toplanmustir.

Saha calismalarindan sonra elde edilen ham veriler potansiyel hatalar1 gidermek ve
analize uygun hale getirilmek amaciyla tiim formlar tek tek kontrol edilerek, eksik
ve/veya yanlis isaretlenmis 26 adet anket calismadan ¢ikarilmistir.

Ol¢gme Arac

Kiiresel Akademik Performans Olgegi orijinal formu 12 madde ve tek boyuttan
olusmaktadir. Olgek Cronbach Alpha degeri 0,895 olarak bildirilmistir. Olgekte yer alan
tiim maddeler 5’li Likert Tipi derecelendirme “Kesinlikle katilmiyorum, .., Kesinlikle
katiliyorum” 6lciim diizeyine sahiptir. Olgiim aracinin yanitlanma siiresinin yaklagik 2-3
dakika arasinda degistigi belirlenmistir.

Verilerin Analizi

Istatistiksel analizlerin gerceklestirilmesi icin SPSS ve AMOS 20.0 paket programlarindan
yararlanilmistir. Olgeklerin Tiirk popiilasyonundan elde edilen puanlarin olusturdugu
faktor yapisini incelemek amaciyla aciklayici faktér analizi (AFA) (exploratory factor
analysis) ve 6zgiin 6lceklerin gelistirilmesindeki yaklasima uygun olarak da dogrulayici
faktor analizi (DFA) (confirmatory factor analysis) kullanilmistir. Bu kapsamda 6l¢eklerin
yap1 gecerligi, iki farkl faktor analizi uygulamasiyla incelenmistir. Olgeklerde yer alan
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maddelerin Olctiikleri 6zellikler acisindan Kisileri ayirt etmede ne kadar yeterli
olduklarinin belirlenmesinde, ilk olarak diizeltilmis madde-toplam puan korelasyonlari
hesaplanmistir. Elde edilen toplam puana gore belirlenmis iist %27 ve alt %27’lik
gruplarin, 6lcek puanlar1 ve madde puanlar: arasinda anlaml bir fark olup olmadigin
belirlemek icin t-testi kullanilmistir. Olgeklerin giivenirligini belirlemek icin Cronbach alfa
ic tutarlilik katsayis1 dikkate alinmistir.

3. BULGULAR

Kiiresel Akademik Performans Olceginde yer alan 12 maddeye AFA uygulanmis ve analiz
sonuglari Tablo 3’de 6zetlenmistir. Sonuglar incelendiginde dlgegin 6z degeri 1'den biiyiik
iki faktor altinda toplandig1 belirlenmistir. Olgek maddelerinden “KAP11.Fakiiltemiz temel
tesisleriyle yeterli altyapiya sahiptir’” maddesinin iki farkli faktor altinda birbirine yakin
yuk degerine (1. Faktor=0,511, 2. Faktor=0,452) sahip oldugu tespit edilmistir.
Biiytlikoztiirk (2016) bir maddeye iliskin iki faktor yiik degeri arasindaki farkin en az %10
olmasi gerektigini belirtmektedir. Bu kapsamda ilgili madde ¢ikarilarak analiz tekrar
edilmis ve 6lcegin 6z degeri 1'den biiyiik tek faktor altinda toplandigi goriilmiistiir. Faktor
analizi icin 6rneklem biiyiikliigiiniin yeterliligi Kaiser-Meyer-Olkin (KMO) ve Bartlett’s
Kiiresellik Testi ile belirlenmistir. Elde edilen degerler (KM0=0,915, 2 = 953,83, df = 55,
p< ,001) orneklem biiytkligiiniin faktér analizi icin yeterli oldugunu gostermektedir
(Biiytikoztiirk, 2016). En diisiik madde yiik degeri 0,598 olan ve 6zgiin 6lgekteki faktor
yapisl ile benzerlik gosteren bir ¢oziime ulasilmistir. Bu ¢6zlimiin agikladigl toplam
varyans miktar1 %50’dir. Analiz sonuglar1 ve Cronbach alfa i¢ tutarlilik katsayisi Tablo
3’de yer almaktadir.

Tablo 3

AFA Sonuglart
Maddeler Faktor 1
KAP5 0,820
KAP7 0,768
KAP4 0,749
KAP2 0,731
KAP1 0,705
KAP3 0,684
KAP10 0,683
KAP12 0,666
KAP6 0,652
KAP8 0,629
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KAP9 0,598

Toplam 5,609

%YVaryans 49,877

Cronbach’s Alfa 0,895

KMO Orneklem Yeterliligi 0,915

Bartlett'Test of Sphericity ¥%=953,83 df =55 p<,001

AFA sonucu elde edilen 6zgiin faktor yiik yapisi DFA ile sinanmistir. Ayni 6rneklemden
elde edilen verilere AFA ve DFA'nin uygulanmasi konusunda gesitli fikir ayriliklar
olmakla birlikte, Dogan vd. (2017) tek boyutlu yapilarda ve kii¢iik 6rneklem
biiyiikliiklerinde verileri bélerek AFA ve DFA yapmanin yanli sonuglara neden
olabilecegini belirtmektedir. Bu kapsamda DFA ayni 6rneklemden elde edilen veriler
kullanilarak gerceklestirilmistir. DFA ile sinanan ilk modele, teorik yapiya bagh kalinarak,
AFA sonucu c¢ikartilmasi 6ngoriilen “KAP11.Fakiiltemiz temel tesisleriyle yeterli altyapiya
sahiptir” maddeside dahil edilmis ve analiz sonucu diisiik uyum indeks degerlerinin elde
edildigi gorilmistir (y2/sd (164,16/54)=3,04, RMSEA=0,101, GFI=0,84, AGFI=0,77,
CFI=0,87, TLI=0,84). Elde edilen uyum ve modifikasyon indeks degerlerinin
incelenmesiyle ilgili maddenin analiz dis1 birakilmasina karar verilmistir. Tekrarlanan
DFA sonucu uyum indeksleri incelendiginde %2/sd oram (133,242/44)=3,028dir. Diger
uyum indeks degerlerinin ise, RMSEA=0,101, GFI=0,88, AGFI=0,82, CFI=0,90, TLI=0,88
oldugu belirlenmistir. Modifikasyon indeks degerleri incelendiginde “Kurumumuz,
personeli hibe seklinde arastirma destegi almaktadir” ile “Kurumumuz, tesvikler icin yeterli
kaynaga sahiptir’ maddeleri hata kovaryanslar arasinda dikkate deger diizeyde iliski
oldugu tespit edilmistir. Bu baglamda ilgili maddeler arasinda gozlenen hata
korelasyonlart modele eklenerek analiz tekrar edilmistir. Analiz sonucu y2/sd
(95,935/43) = 2,231, RMSEA=0,079, GF1=0,91, AGFI=0,86, CF1=0,94, TLI=0,93 oldugu ve
elde edilen degerlerin iyi/kabul edilebilir uyum indeks degerleri aralifinda oldugu
belirlenmistir. Sekil 1’de goriildiigii tizere 6lcek maddeleri faktor agirliklar: 0,81 (madde
5) ile 0,50 (madde 8) arasinda bir deger almakta ve tiim madde agirliklar istatistiksel
olarak anlamhdir (p<0,01) (Dogan vd., 2017).
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Sekil 1. Standardize Edilmis Coziimleme Degerlerinin Diyagram Gosterimi

Bir biitiin halinde DFA’dan elde edilen degerler incelendiginde o6lgegin model-veri
uyumunun kabul edilebilir diizeyde oldugunu ifade etmek mumkiindiir. Ayrica faktor
analizleri sonuglarinin Kiiresel Akademik Performans Olgeginin yap1 gecerligini dogrular
nitelikte kanitlar sundugu soylenebilir. Diger yandan o6lgek giivenirligini belirlemek
amaciyla madde-toplam puan korelasyon degerleri ile 6lcek toplam puanlarina gore
olusturulan alt ve iist %27’lik gruplar arasi farkliliklar incelenmistir (Tablo 4).

Tablo 4

Kiiresel Akademik Performans Olcegi Diizeltilmis Madde Toplam Korelasyonlari ve Ust %27-
Alt %27 Toplam Puanlari Arasindaki Iliskisiz t testi Sonuclari

Diizeltilmis t
Madde Toplam (iist %27 -
Korelasyonu? alt %27)"

KAP1.Kurumumuzda akademik basarilar icin, 0,629 -12,528
uzmanlik alani ddhilinde arastirma ve 6gretimde en
iyi calismalarin yapilmakta olduguna inaniyorum.
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KAP2. Kurumumuz istihdam i¢in en iyi mezunlari 0,650 -12,228
vermektedir.
KAP3. Kurumumuz, fakiiltede 6grenci oranina gore 0,601 -11,751

kiiciik sinif boyutlarina ve iyi diizeyde bireysel
denetime inanmaktadir.

KAP4. Kurumumuz arastirmanin etkisine inanir ve 0,669 -13,585
atif yapilacak yayinlar tiretir.

KAPS5. Kurumumuz, uluslararasi fakiilte diizeyine 0,755 -17,025
ulasmak icin diger lilke akademisyenlerini ¢cekecek
tesvikler sagladigina inanmaktadir.

KAP6. Kurumumuz, diger tlilkelerden yiiksek oranda 0,575 -10,345
ogrenci cektigine inanmaktadir.
KAP7. Kurumumuz akademik personeli sik sik alana 0,698 -13,317

0zgii 6dul kazanmaktadir.

KAP8. Kurumumuz, mezunlarinin alanlarinda sik sik 0,544 -9,324
6dil ve madalya kazandigini gdzlemlemistir.

KAP9. Kurumumuz, personeli hibe seklinde arastirma 0,525 -9,545
destegi almaktadir.

KAP10. Kurumumuz, tesvikler icin yeterli kaynaga 0,616 -11,811
sahiptir.

KAP12. Universitemiz birimleri hiikiimete, 6zel 0,589 -10,064

sirketlere ve toplumun farkl kesimlerine danismanlik
hizmetleri ve egitim sunmaktadir.

“p<0,01

Madde-toplam puan korelasyon degeri 20,30 olarak belirlenen meddelerin bireyleri iyi
derecede ayirt ettigi ifade edilmektedir (Bliyiikoztirk, 2016). Bulgular, Kiiresel Akademik
Performans Olgegindeki maddelerin diizeltilmis madde-toplam korelasyon degerlerinin
0,52 ile 0,75 arahiginda ve asgari seviyenin lizerinde oldugunu gostermektedir. Ust %27
ile alt %27°lik grubun toplam puanlar1 arasinda yapilan iliskisiz 6rneklem t testi sonuglari
tiim maddeler icin anlaml bir farklilik oldugunu géstermektedir (p<0,01).

4. SONUC, TARTISMA VE ONERILER

Calisanlarin verimliliginin nasil arttirilacagr klasik yonetim yaklasiminin ortaya
cikmasindan bu yana daima isletmelerin en 6énem verdigi konulardan birisi olmustur.
Dolayisiyla calisanlarin sahip olduklar1 deneyim, yetenek, bilgi ve diger becerilerini
kullanarak basariya ulasmayir amacglamalari, onlarin performanslarini goéstermektedir.
Calisanlarin performansinin yiiksek olmasi daha kolay ve daha hizli bir sekilde isletme
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amaclarina ulasilacaginin bir gostergesidir (Asif vd., 2013). Nitekim performans o6l¢ciimii,
akademik ¢evre de dahil olmak iizere tiim orgiitler icin oldukca 6nem arz eden konulardan
biridir (Dill & Soo, 2004). Bu baglamda bilimsel ve genel performans 6lgeklerinin
paydaslarin karar verme siireclerine yol gostermesi acisindan gerekli oldugu
diistiniilmektedir (Abubakar vd., 2018). Akademik alanda performansin oOl¢iilmesi
amaciyla Abubakar vd. (2018) tarafindan QS siralamasinda 2015'teki en iyi
Uiniversitelerin iist diizey yoneticilerinin akademi bilgi birikimi ve deneyimlerinden
faydalanarak kiiresel performans 6lcegi olusturmustur. Bu baglamda Kiiresel Akademik
Performans Olgegi'nin Tiirkce formunun gecerligi ve giivenirligini belirlemek amaciyla bu
calisma gerceklestirilmistir.

Olgiim aracinin faktor yiik yapisini ortaya koymak icin, temel bilesenler faktor analizinden
yararlanilmistir. Yapilan faktor analizi sonucunda bir maddenin farkl iki faktor altinda
yer aldig1 belirlendigi i¢in ilgili madde analiz dis1 birakilarak, analiz tekrar edilmistir. iki
analiz sonucunda en diisiik madde yiik degeri 0,598 olan ve 6zgiin 6lgekteki faktor yapisi
ile benzerlik gésteren bir ¢oziime ulasildigi belirlenmistir. Bu ¢6ziimiin acikladigi toplam
varyans miktar1 %50’dir. Cokluk vd. (2018) tarafindan agiklanan varyansin %40 ile %60
arasinda olmasi yeterli olarak kabul edilmektedir. Ek olarak 6l¢lim aracina ait Cronbach
Alfa i¢ tutarhilik katsayisinin beklenen deger olan 0,70’den (Biiyiikoztiirk, 2016) biiytiik
(a=0,895) oldugu tespit edilmistir. Buna gore hem orijinal ¢alismada («=0,974) hem de
bu calismada elde edilen Olciimlerin yiiksek giivenirlik degerlerine sahip oldugu
belirlenmistir.

AFA sonucu elde edilen 6zgiin faktér yiik yapisi DFA ile smanmistir. Onerilen
modifikasyonun uygulanmasi sonucu %2/sd (95,935/43)=2,231, RMSEA=0,079, GFI1=0,91,
AGFI=0,86, CFI=0,94, TLI=0,93 oldugu ve elde edilen degerlerin iyi/kabul edilebilir uyum
indeks degerleri araliginda oldugu gorillmiistiir. Ayrica Olgek maddeleri faktor
agirliklarinin 0,81 ile 0,50 arasinda degistigi ve tiim madde agirliklarinin istatistiksel
olarak anlaml (p<0,01) oldugu sonucuna ulasilmistir. Son olarak, 6l¢me aracinda yer alan
maddelerin, bireyleri ayirt etmesi ve bu ayirt ediciligi test etmek amaciyla, 6rneklemde
%?27’lik ist kisim ile %27°lik alt kisimda yer alan bireylerin her bir maddeye verdikleri
puan ortalamalar1 arasindaki fark iliskisiz 6rneklemler t-testi ile karsilastirilarak
maddelerin ayirt edicilik gii¢leri belirlenmistir. Orijinal 6lciim aracindan farkli olarak
“Fakiiltemiz temel tesisleriyle yeterli altyapiya sahiptir” maddesi bu ¢alismada analiz dis1
birakilarak ve olgegin Tiirkce formunun tek boyutlu ve 11 maddeden olustugu
belirlenmistir. Bu calismanin érneklemi spor bilimleri fakiilteleri akademik kadrolarinda
calisan akademisyenlerden olusmaktadir, bu kapsamda ilgili maddenin katilimcilar
tarafindan sadece spor tesislerinin degerlendirilmesine yo6nelik bir madde olarak
algilanmis olabilecegi duistiniilmektedir. Nitekim tilkemizde tiniversite spor tesisleri hem
spor bilimleri fakilteleri tarafindan egitim-68retim amach olarak hem de diger
fakiilte/boliim 6grencilerinin serbest zamanlarini degerlendirmeleri icin ortak kullanima
acilmaktadir. Bu durum spor bilimleri akademik personeli tarafindan tesislerin yetersiz
goriilmesi olarak algilanmasina neden olmus olabilir.
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Gerceklestirilen analizler ve elde edilen bulgular 1s1g1nda Kiiresel Akademik Performans
Olgeginin bu formuyla Tiirkiye érnekleminde farkli yéntem ve uygulamalarda Spor
Bilimleri Fakiilteleri calisanlarinin akademik performans algilarinin belirlenmesinde
kullanilabilecek nitelikte gecerli ve giivenilir 6dlgme sonuglar1 verdigi ifade edilebilir.
Nitekim bu c¢alismadan elde edilen sonuglarin gelecek arastirma sonuglarinin
yorumlanmasina destek saglayabilecegi 6ngoriilmektedir. Bu baglamda tiniversitelerde
calisan performansinin 6l¢iilmesine yardimci olabilecek bu 6lgcek, kurumlarin mevcut
performans durumlarini ortaya koyarak eksikliklerin giderilmesine ve arastirmacilarin
tesvik edilmesine imkan saglayabilir. Ayrica, 6gretim elemanlarinin algilarinin
belirlenmesinin yaninda uluslararasi kabul goren diger performans degerlendirme
Olciitlerinin dikkate alinmasi gerektigi uygulayicilar ve akademisyenler tarafindan goz
ardi edilmemesi gereken 6nemli bir konudur.

Bu calismadaki temel sinirlilik, analizlerde kullanilan verilerin sadece Spor Bilimleri
Fakiiltesi 6gretim elemanlarinin algilariyla sinirlandirilmis olmasi ve kesit veri alma
tekniginin kullanilmis olmasidir. Bu nedenle ¢alisma bulgularindan nedensel ¢ikarimlar
yapmak olas1 degildir. Diger yandan 6rnekleme siirecinde kolayda 6rnekleme yonteminin
tercih edilmesi ve verilerin hem yiizylize hem de ¢evrimici anket teknigiyle toplanmasi
nedeniyle arastirmanin yorumlanmasinda, secim yanlilifi olasilifi g6z o6niinde
bulundurulmaldir. Bu kapsamda, gelecek arastirmalarda, iiniversitelerin diger egitim
birimlerinin de dahil edilmesi ve o6zellikle iiniversite yonetiminde Kkilit rol oynayan
yliksekokul, fakiilte, enstitii ve genel iiniversite yoneticilerinden elde edilecek verilerle
yapilacak olan ¢alismalar, mevcut ¢alismanin bulgularini daha anlamli hale getirecektir.
Farkli degerlendirme Kkriterlerinin dahil edildigi boylamsal calismalar uygulayicilara ve
alana faydali bilgiler saglayacaktir.
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