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Ozet:

Bu caligma ile Tiirkiye'deki insan kaynaklari (IK) gazetelerinden hareketle 1995 ve 2008 yullart arasinda insan kay-
naklarinda aranan niteliklerin degisim ve gelisiminin incelenmesi amaglanmaktadir. Bu nedenle, insan kaynaklar:
gazetelerinde yer alan is ilanlar1 ve is diinyasinda ortaya ¢ikan is gerekliliklerindeki degisim degerlendirilerek ana-
liz edilmistir. Arastirmanmin 6rneklemi tesadiifii olarak olarak belirlenmis ve segilen is ilanlar1 igerik analizi kulla-
nilarak incelenmistir. Arastirmada esas itibariyle is gerekleri, bireysel, entellektiiel, duygusal ve sosyal gereklilikler
seklinde siniflandirilmistir. Arastirma bulgularima gore, is gerekleri 1995 ve 2008 arasinda ok biiyiik bir degisim
gostermemistir. Ancak, insan kaynaklar: gazetelerinin gecen yillar boyunca tiim insan kaynaklar: fonksiyonlari-
min gergeklestirilmesi ve ozellikle insan kaynaklar: temin ve segimi icin onemli bir platform ve aktor haline geldigi
gortilmiistiir.

Anahtar Kelimeler: Insan Kaynaklar: Yonetimi, Is Gerekleri, IK Gazeteleri, Tiirkiye.

Abstract:

This study aims to investigate the change and development of human resources (HR) requirements between 1995
and 2008 with respect to human resources newspapers in Turkey. Therefore, analyses were done on the assess-
ments regarding job postings in human resources newspapers and the change in job requirements occurred in the
business world. The sampling of the research was done randomly and the job postings were examined by using con-
tent analysis. As a main dimension of the research, job requirements were classified as individual, intellectual,
emotional, and social. According to the findings, job requirements did not undergo majory changes between 1995
and 2008. It can be said that HR newspapers have became an important platform and roleplayer for all HR func-
tions and especially for HR recruitment and selection during the passing years.

Keywords: Human Resource Management, Job Requirements, HR Newspapers, Turkey.

* An earlier version of this paper was presented at The 6th International Critical Management Studies Conference
and was published as an abstract (13-15 July 2009, Warwick Business School, The University Of Warwick, UK).
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1. Introduction

Globalization and economic, social, and
cultural factors have affected organizations,
work life, jobs, and therefore job require-
ments as well. Organizations are looking for
human and client based organizations to get
and maintain a competitive advantage over
their rivals. The interaction between these
components has changed human resources
management and its functions, resulting in
changes in job features, organization struc-
ture, and job requirements. The goal of the
change in the organizations and so in HR
functions is to gain individual and organi-
zational effectiveness. These need integrated
HR functions like training and development,
career development, and organization deve-
lopment (McLagan’s, 1989; Wasti et al.,
2008). Therefore organizations require
human resources who have the qualificati-
ons to contribute to these organizational
goals. As a result, organizations have started
to hire human resources who have different
features to fulfill the job requirements, and
they are using new selection sources, like
consultants, web sites, and human resources
newspapers. In Turkey, it is possible to see
the same changes in human resource mana-
gement.

In Turkey, HRM gained more conceptual
importance during the 1980s. After 1990 and
during the ensuing decade, it was one of the
very important functions of business. This
situation has affected management approac-
hes and this function has been so important
for managers and human resources. Conse-
quently, the HR activities have changed, and
of course so have the factors that have effects
on HR. For instance, during the late 1990s,
HR newspapers had an important impact. In
this study, firstly a general conceptual frame
has been structured and then comparative
research has been done with respect to HR
newspapers.

2. Theoretical Background

Economic, social, cultural factors, the
rapid development of technology, and glo-
balization in recent years have affected work

life and its parties, jobs, and job require-
ments. As a result of this change, the features
of labor force, employment methods, and
the ways of providing these features, met-
hods of organizing, and understandings of
administration have also changed. New pro-
fessions and profession families have also
arisen (Keser, 2003). As a result of the chan-
ges and technological developments in re-
cent years, the qualifications required for
applicants have increased. Nevertheless, the
methods and instruments used for employee
applications and selection have become va-
ried.

HRM is a system consisted of sub-pro-
cesses/functions that help the organization
meet objectives. These sub-processes are job
analysis, HR planning, recruitment and se-
lection, performance appraisal, training, re-
ward systems.

In this part; the job analysis and job re-
quirements, human resource recruitment
and selection will explained as related HR
functions and the focus concepts of this
study related with HR newspapers.

Job Analysis

Job analysis is a systematic exploration of
the activities within a job. It is a technical
procedure used to define the duties, respon-
sibilities, and accountabilities of a job this
analysis involves the identification and des-
cription of what is happening on the job ...
accurately and precisely identifying the re-
quired tasks, the knowledge, and the skills
necesary for performing them and the con-
ditions under which they must be perfor-
med (De Cenzo & Robbins, 1999: 139).
Shortly, Job analysts gather information
about jobs and jobholder characteristics. The
information gathered from the job analysis
is transformed into job descriptions, job spe-
cifications/job requirements and job stan-
dards (Werther & Davis, 1993: 135).

In this context, the application of job
analysis techniques makes the implicit as-
sumption that information about a job as it
presently exists may be used to develop
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programs to recruit, select, train, and app-
raise people for the job as it will exist in the
future (Schneider & Konz, 1989: 51-63). The-
refore job analysis seems to be the main step
for all HR functions especially for HR recru-
itment and selection.

Job Requirements

HR specialists must know what each job
requires to match job applicants to open-
nings and applicants. Recorded job informa-
tion plays a crucial role because it influences
most HR activities like evaluating how envi-
ronmental challenges or specific job require-
ments affect individual jobs, workers’
productivity or quality of work life, elimina-
ting unneeded job requirements that can
cause discrimination in employment, disco-
vering job elements that help or hinder the
quality of work life, planning for the future
HR requirements, matching job applicants
and job opennings, determining training
needs for new and experienced employees
(Howe, 1988 from Werther & Davis, 1993:
126-127).

Work life and organizations have chan-
geable characteristics, which can affect the
role and the practices of HRM. All these re-
sults are caused by several kinds of factors,
such as workforce demographics, attitudes,
values, technological changes and their
usage, and globalization and all the factors
it affects, such as increasing competitive
pressure, outsourcing, and the global work-
force. All these changes have a great impact
on human resources and human resource
functions, like recruitment and career mana-
gement (Burke & Ng, 2006). In general, bu-
siness life and human resource functions are
affected by the intensity of competition and
changes in administration features. Not only
technical knowledge but also creativity,
analysis ability, use of knowledge, and ef-
fective human relations are necessary, too
(Filizoz, 2008).

In the labour market during the researc-
hes about the individual qualities, in frame
of needs of business market, skill society was
created as a result of ability focused econo-

mical approach (Sennett (2006) from Emir-
gil, 2010: 228).

Technological and scientific develop-
ments bring new jobs, new career and occu-
pations in the same time. Although the
traditional occupations and jobs subsist, the
number of expertise areas are increasing and
the usage of the tools and methods is chan-
ging and varying. In other words, the con-
tent of the jobs is changing. Therefore this
situation cause a change in the skills of the
employees that the managers require to hire
(www.yenimakale.com, 2010).

A survey conducted in USA revealed that
the employers demand some new skills from
their employees. The demand for people
with higher education, to research imple-
ment and maintain new technology, has
created a ‘new division of labor’. Levy &
Murname (2004: 3-34) describe how the in-
creased use of computers corresponds to an
increased demand for a higher skilled work-
force. “Expert thinking’ is required to know
a technology, a product, a process and to in-
terpret data or situations and solve prob-
lems. Rapid technology change raises the
value of verbal and quantitative literacy. Ho-
wever, the new technologies open doors. In
this context, they require a higher skilled
workforce that can bring ‘expert thinking’
and ‘complex communication skills” to the
job. A proportionately smaller and higher
paid class of employee, a ‘new division of
labor” has been created in U.S.A.. In addition
these functions have redefined many job tit-
les, now classified as information technology
job titles. From example; official automation
and organizational reconstruction changed
the roles of the secretaries ve they undertake
new responsibilities. Many of them provide
educational and orientational support for
new employees and learn how to use new
office technologies(Levy and Murname,
2004: 3-34).

According to a research conducted by
Monster, one of the greatest e-career giants,
the most important person specifications
that requested by company recruiters, except




126

"is, GUC™ Endiistri iliskileri ve insan Kaynaklari Dergisi
"S, GUC" Industrial Relations and Human Resources Journal

Nisan/April 2011 - Cilt/Vol: 13 - Sayi/Num: 02

technical skills, are following: 39% commu-
nication skills, 29% practical skills, 10% ten-
dency to team working , 10% analytical
skills, 6% initiative and 1% leadership
(www .bilgicagi.com, 2010).

The job requirements classified in several
ways in different studies. Individual requi-
rements are the main requirements mentio-
ned for all jobs. But some academicians
underline the importance of intellectual ca-
pacity (Nahapiet & Ghoshal, 1998), the ot-
hers underline the emotional intelligence
(Mayor et al., 2000) and the rest underline
the importance of social qualifications
(Baker, 1990) as job requirements to meet the
job standards and organizational goals.

Requirements are classified as individual,
intellectual, emotional, and social. This clas-
sification is done by researchers for investi-
gating the context of job requirements with
the help of content change of job require-
ment since 1995. Job requirements are cate-
gorized according to today’s popular topics
that directly affect the human resources of
organizations. And also the categorization
done by researchers is for proposing a new
perspective for requirements characteristics.

Individual requirements include all of a
candidate’s personnel information. It is a
crucial category that can be evaluated accor-
ding to different aspects. Age, a driver’s li-
cense, experience, inexperience, military
service, residence, gender, and traveling are
included in individual requirements.

Intellectual requirements form the second
cluster, which emphasizes the importance of
the intellectual capital concept. Knowledge
is one of the key resources examined by eco-
nomists. Intellectual capital is about the
knowledge and knowing capability of a so-
cial collectivity, such an organization (Na-
hapiet & Ghoshal, 1998). It is based on
knowledge, particularly regarding skills and
capabilities. In consequence of this concept,
education degrees, foreign languages, analy-
tic thought and analysis ability, researching,
information technology, discipline, objecti-
vity, a desire to learn, problem-solving, fo-

cusing on results, and timing ability are in
the cluster of intellectual requirements.

The third cluster is about emotional re-
quirements. This category reflects the in-
creasing  importance of  emotional
intelligence. Mayor, Salovey & Caruso (2000)
define emotional intelligence as the ability to
perceive and express emotion, assimilate
emotion in thought, understand and reason
with emotion, and regulate emotion in one-
self and others. The emotional requirement
cluster includes being adaptive, devoted to
business, strategic, creative, reformist, and
dynamic, as well as demonstrating entrep-
reneurship, a vision, initiative and responsi-
bility, leadership, motivation, and an interest
in art, sports, etc.

The fourth cluster focuses on social re-
quirements, which reflect the importance of
the social capital concept. Social capital is re-
lated with the development of human reso-
urces on organizational performance (Baker,
1990). The metaphor of social capital means
the people who do better are better connec-
ted. Certain people or groups are connected
to certain others, trusting, supporting and
being dependent on exchange with certain
others (Burt, 2000). Social capital has increa-
sing importance, and it includes skills about
relationships, networks and groups. For this
reason, communication and persuasive
skills, diction, focus on customers, human
relations, being presentable, and team work
are in the social requirements’ cluster.

Recruitment and Selection

Recruitment is the process of finding and
attracting capable applicants for employ-
ment It is important to find the best and
most experienced applicant and preparation
and selection are crucial because an organi-
zation can be no better than the people it
hires (Werther & Davis, 1993: 202). The rec-
ruiters identify the job openings through HR
planning or requests by managers. After
identifying openings, the recruiter learns
what each job requires by reviewing the job
analysis information, particularly the job
descriptions and job specifications in other
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Table 1

Recruitment Sources

Method 1995 2000 2005
Internal sources 53 53 51
Consulting firms 22 22 17
Advertisements in national newspapers 18 18 15
Personal advices 15 5 6

words the job requirements . This informa-
tion tells the recruiter the characteristics of
both the jobs and fullfill them (Werther &
Davis, 1993: 195).

Organizatons use several sources to find
the suitable applicants and advertisements
are one of the principal sources of recruiting
employees (De Cenzo & Robbins, 1999: 161).

According to Cranfield International Stra-
tegic HRM Survey, organizations in Turkey
use the following sources (Uyargil et al.,
2006):

As it is seen in the table, advertisements
in national newspapers is the third impor-
tant HR recruitment source.

The companies have also started to use
new methods, such as HR newspapers and
HR web sites, in order to find new candida-
tes. In Turkey, job adverts first started to be
published in the “yellow pages”. Recently
newspapers with high circulation rates have
started to publish special attachments
named “human resource supplement” that
are only about work life and HR adverts. Or-
ganizations prefer using newspapers and
the internet for recruitment and selection of
HR because of low costs and the ability to
reach many candidates at once. Also nowa-
days newspaper adverts are still very im-
portant because of the internet’s low usage
rate in Turkey (Basim et al., 2008: 37-38). HR
newspapers first published in the mid-"90s
have been reflecting these alternations and
changes very well. HR newspapers are ext-
remely important in terms of following the
emerging sectors and the companies that are
new and enhancing their investments in the
markets. In connection to this, it is also sig-

nificant for following career opportunities.
Changeable identifications of advertise-
ments and articles concerning business life
that have taken part in HR newspapers de-
monstrate the importance of human resour-
ces.

On the other hand, the companies putting
adverts in the HR newspapers introduce
themselves in their adverts. These compa-
nies are acting with an awareness of the im-
portance of finding the right candidate in the
new economy for efficiency and continuity.
Above all, the companies are aware of the
fact that they are also subjected to selection
(Hurriyet, 2002). In the overall survey that
“Yenibiris.com” and “CRC” did in 2006, it
has been seen that the most common met-
hod of job-searching and candidate-finding
is printed media. HR sites are the second
most common method, and seeking a job
through a contact is the third. Those getting
a job through printed media comprised 16
percent of the people surveyed; those thro-
ugh an HR site, 14 percent; those through
HR consultancy companies, 4 percent; and
those who applied through the company’s
own website, 3 percent (Hurriyet, 2007).

The results of these surveys show that HR
newspapers have an active role in HRM in
Turkey, therefore in this study HR newspa-
pers are the one of the main area to see the
new dimensions of the job requirements.

3. Research Methodology

Aim of Research

This study aims to reveal the new dimen-
sions of the job requirements by analyzing
job advertisements published in HR news-
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papers during the period of 1995-2008. In
this context, analysis will be conducted on
the assessments regarding job postings in
human resources newspapers and the
change in HR in the business world. The
context of the research is determined by ca-
sual sampling and the job postings are exa-
mined by using content analysis.

Method of Research

In this research, secondary data from HR
newspapers are used (Altunisik et al.,2005:
64). Through the views of researchers with
casual sampling, the journal first put on the
market with the highest circulation between
the HR newspapers in Turkey has been pre-
ferred (Altunisik et al.,2005: 132). In this re-
search, content analysis, which is a type of
qualitative method, is used (Yildirim & Sim-
sek, 1999). According to this study’s aim and
to the characteristics of the datas, the content
analysis seems to be the most suitable met-
hod. In particular, the presence of a linguis-
tic perspective is the reason of the preference
of the analyzing method. The content analy-
sis identified in technical context is used on
secondary data in HR appendices (Phillips
& Hardy, 2002; Holsti, 1969; Luborsky,
1994).

Content of Research

Regarding the evolution of human reso-
urces, the discourses of the researchers are
in the content of the research. HR Newspa-
per X, published since 1995, forms the sam-
pling of the research because it was the first
journal in Turkey in this market, and it is one
of the leading newspapers regarding the
number of editions. The editions between
1995 and 2008 are evaluated regarding ref-
lection method of the evolution of HR.

Constraints of Research

Two constraints can be mentioned in this
research. First, since the content of the rese-
arch is broad and the continuum of the de-
sign and analysis of the work are short, there
is a time constraint. Second, a human reso-
urces appendix will be analyzed by Delibe-

rate Sampling. The reason for using the ap-
pendix of HR Newspaper X is its being the
best in this field.

Findings

In total, 400 job advertisements (200 from
1995 and 200 from 2008) have been investi-
gated so far during the research. The first ob-
vious change was that in 1995, all
applications were for Personnel Manage-
ment, but in 2008, the applications were for
HR management. In addition, there were
some company introductions in the adverti-
sements in 2008. This has an important effect
on the processes of providing and choosing
employees. This effect can be seen easily in
the chart below (Table 2).

An analysis of the newspapers’ adverti-
sements revealed the four main groups of re-
quirements that candidates should have:

1- Individual requirements

2- Intellectual requirements
3- Emotional requirements

4- Social requirements

The most important findings about the re-
quirements are described below:

Individual requirements: Experience was
the most important qualification in both
1995 (72%) and in 2008 (77.5%). The impor-
tance of military duty and age has decreased
between 1995 and 2008. Some requirements,
like gender, residence, and inexperience, are
only mentioned in the advertisements in the
appendices of 2008.

Intellectual requirements: Education was
mentioned with a rate of 96.5% in 1995 and
83% in 2008. Foreign language was mentio-
ned with a rate of 85% in 1995 and 96% in
2008. As seen in the table above, education
and a foreign language are two qualificati-
ons that were mentioned more often in 2008
than in 1995. Technological knowledge is
also sought more in the advertisements from
2008. The advertisements which have been
given importance to the analytical thinking
growled 6 times more than 1995 in 2008.
Some requirements were only mentioned in
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Table 2
The Frequency of Job Requirements between 1995 and 2008
1995 2008

Job Requirements

n (3(-) OA) (3(-*) n OA)
Individual Requirements
Experience 144 72 155 77.5
Traveling 55 27.5 45 22.5
Military Service 94 47 41 20.5
Driver’s License 13 6.5 23 11.5
Age 45 22.5 6 3
Gender - - 5 2.5
Residence - - 4 2
Inexperience - - 4 2
Intellectual Requirements
Foreign Language 170 85 192 96
Education 193 96.5 166 83
Information technology 39 19.5 65 325
Analytic thought and analysis ability 5 2.5 29 14.5
Researcher - - 10 5
Focus on results - - 9 4.5
Desire for learning - - 8 4
Objective - - 7 3.5
Problem-solving abilities - - 6 3
Disciplined - - 3 1.5
Timing ability - - 3 1.5
Emotional Requirements
Dynamic 50 25 24 12
Having initiative and responsibility 11 55 16 8
Creative 13 6.5 6 3
Entrepreneurship 7 3.5 5 2.5
Devoted to business 4 2 4 2
Leadership - - 15 7.5
Being strategic - - 5 2.5
Motivation - - 5 2.5
Self-confidence - - 4 2
Having a vision - - 4 2
Interested in art, sports, etc. - - 4 2
Reformist - - 3 1.5
Adaptive - - 2 1
Social Requirements
Team work 15 7.5 43 21.5
Communication skills and persuasiveness 22 11 32 16
Presentable 34 17 8 4
Human Relations - - 22 11
Diction - - 13 6.5
Focus on customers - - 9 4.5

*how many times the requirement is mentioned in the advertisements
**the rate of the requirement mentioned in 200 advertisement (n/200)
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the advertisements in the appendices of year
2008. These included being a researcher, dis-
ciplined, objective, having a desire for lear-
ning, problem-solving abilities, focusing on
results, and timing ability.

Emotional requirements: Advertisement
from both 1995 and 2008 are looking for the
candidates to devote themselves to their
jobs. The demand for creativity and dyna-
mism decreased from 1995 to 2008. Taking
self-responsibility did not show a great in-
crease during the from 1995 to 2008. The re-
quirements like leadership, being strategic,
motivation, self-confidence, having vision,
interested in art etc., reformist, and adaptive
are only mentioned in the advertisements in
appendices of 2008.

Social requirements: Looking at the ad-
vertisements, it is clear that employers are
increasingly looking for candidates who
have successful communication skills. Being
presentable has shown a substantial dec-
rease from 17% in 1995 to just 4% in 2008.
“Being a member of a team” has been nomi-
nated 2 times more in the advertisements
from 2008. Some requirements, like human
relations, diction, and focus on customers,
are only mentioned in the advertisements in
the appendices of 2008.

As a result of all the changes, we can ex-
pect that requirements have to change into
increasing level either. However, especially
in intellectual, emotional and social require-
ments mentioned skills did not increase,
even some decreased during the passing
years. As can be seen on the chart of results,
some requirements were desired less in
2008, such as creativity, and entrepreneurs-
hip, and being dynamic. This may be be-
cause these skills are now being seen as
indispensable for an ordinary employee.
But, we can easily see that many specialties
have been nominated in 2008 but not in 1995.

These are:

- Intellectual requirements: researcher,
disciplined, objective, eager to learn,
problem-solving abilities, focusing on
results, good timing skills.

- Emotional requirements: adaptiveness;
being strategic; having a vision; interest
in sports, art, etc.; leadership; motiva-
tion; self-confidence; and being refor-
mist.

- Social requirements: diction and client
focusing.

When the HR newspapers are being so-
ught with more global view, it can obviously
be seen that more importantly than adverti-
sements, they have became the actors of bu-
siness world. We can say that with the
education programs for the candidates and
evaluations about the business world, these
newspapers are really an important plat-
form.

4. Conclusion

It has been believed that the process in
which the evolution of the changing areas
reflected from the perspectives of workers
happened in HRM has been changing lately.
In this sense, the importance of the HR
newspapers has been increasing regarding
both being a resource of ensuring and selec-
tion and career planning. The discourse
changes regarding the practice, the featured
dynamics, and the change of emphasis from
1995 until present are determined.

This study focused on changes in human
resource features. Although the changes can
be evaluated by various methods and crite-
ria, this paper focused on job requirements
as indicators of change. Job requirements
were investigated by examining human re-
source newspapers. With the help of HR
newspapers, it has been analyzed on a cur-
rent source that is presented by important
actors of business life such as managers, con-
sultants and academicians.

According to the findings, individual re-
quirements have not changed in any revolu-
tionary way. Similar requirements are valid
and effective for both 1995 and 2008. In ad-
dition, inexperience, residence and gender
are effective in 2008. It shows that not only
experienced people are sought, but also
inexperienced people as well. Firms want to
educate new graduates in training systems
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and developmental programs of organizati-
ons. According to the intellectual require-
ments, being a researcher, disciplined,
objective, desire for learning, problem-sol-
ving, focusing on results, and timing ability
are popular in 2008 compared to 1995. Intel-
lectual abilities and competence are beco-
ming more important day by day.

According to the emotional requirements,
being adaptive and strategic, having vision,
interest in art and sports, leadership, moti-
vation, being reformist, self-confidence are
some of the current requirements. It is the
evidence of more detailed features is priori-
ties for organizations about emotional com-
petence. Also emotional features are
evaluated as more important than intellec-
tual capacities. Because firms provide trai-
ning programs for personal intellectual
improvement but emotional improvements
cannot be provided by external programs
because they are completely related with in-
ternal abilities.

In the end, social requirements looked si-
milar, but the year 2008 saw the additional
requirements of diction, a focus on custo-
mers, and human relations. These features
are related with social intelligence, popu-
larly known as intelligent quotient (IQ) and
emotional quotient (EQ). It can be thought
that HR managers will use intellectual, emo-
tional and social quotients. Therefore, requi-
rements will undergo a change according to
the internal and external dimensions of or-
ganizations.

This study was researched in a short time
with some restrictions. But it has the capa-
city to contribute to further research in many
aspects of HR newspapers and job require-
ments. For instance, not only 1995 and 2008
years could be analyzed, but also all the
years between 1995 and 2008 could be analy-
zed in order to show various trends of
change. This study was based on content
analysis, and it can also be based on disco-
urse, metaphor, and meaning analysis. This
study can be developed with new dimensi-
ons and effective factors.
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