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ABSTRACT (EXTENDED)

Objectives: There are many of studies about the differences between the aim of this study is to analyze the main
differences between management and leadership, through the characters of the movie "Last Castle". As a result
of this analysis, it is seen how accurately the characters reflect the differences between the manager and the
leader, and the words and behaviors of the characters will be analyzed within the framework of leadership
theories. Here are many studies in the literature that refer to the difference between manager and leader.
However, in some sources and cases, it is seen that the difference between the manager and the leader cannot
be determined exactly. It is one of the main mistakes to accept and analyze even individuals who do not have
leadership qualities as leaders. However, the most basic point that separates the leader from the manager is
this: Where does the leader get his power while influencing people. A manager is only a manager as long as he
uses his formal power but even if the leader has position power, position power is not the reason he influences
people.

Methods: Document analysis method was used in the research. The "Last Castle" movie was examined in depth
by using the purposeful sampling method. This movie was chosen because it highlights the difference between
a manager and a leader very clearly. In terms of the movie, important scenes for management and leadership
were noted and transcripted..

Results: In terms of the results of the film analysis, it was understood that the leading actor of the film, Irwin,
showed a transformational leader characteristic to a large extent. In addition, altruism, emotional intelligence,
charisma, strategic thinking are among the characteristics of Irwin. He is also a leader who cares about his
followers, deals with their wishes and desires, and is relationship-oriented within the framework of behavioral
approaches. He also showed servant leadership traits as he thought more about the wants and desires of others
than their own. In the character of Colonel Winter, although he is considered a leader in some interpretations,
he does not show leadership characteristics within the framework of leadership theories. For the general, there
is an example of a bad manager who relies entirely on position power and tries to persuade people with coercive
power.

Originality: In the related literature, there are many of studies about the differences between manager and
leader. “Last Castle” movie is one of the most important example that describes the related difference.

This film has never been analyzed in the Turkish literature, and the fact that it clearly reveals the difference
between the leader and the manager and the leading actor of the film is an important example in terms of many
leadership theories makes the study even more important and original. The selected movie is an example of
practice that draws the difference between a leader and a manager much more clearly in terms of world theory.
The analysis of this film has not been made in the literature of our country, and a scientific analysis has not been
reached in the international literature. For this reason, it is thought that an important contribution to the
literature will be made.

* Ars. Grv. Dr. Cem Giiney Ozveren isletme Fakiiltesi Orgiitsel Davranis Anabilim Dali. Cite As/ Alinti: Ozveren, C.G. (2021). Liderlik Kuramlari Ozelinde Bir
Dokiiman incelemesi: Son Kale Film Analizi, Journal of Behavior at Work (JB@W), 6(2), 65-75. DOI: https://doi.org/10.25203/idd.954131.
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0z

Amag: Alanyazinda yénetici ve lider arasindaki farka deginilen bircok ¢alisma bulunmaktadir. Ancak bazi
kaynaklarda ve olgularda yénetici ve lider arasindaki farkin tam olarak belirlenemedigi gériiliir. Oysa lideri
yéneticiden ayiran en temel husus sudur: Lider insanlari etkilerken giiciinii nereden almaktadir? Yénetici sadece
formal giiciinii kullandigi siirece sadece yéneticidir. Fakat bir liderin insanlari etkilemesinin sebebi pozisyonu
degil, sahip oldugu birtakim 6zellikler ve yetkinliklerdir.

Tasarim/Yéntem: Arastirma siirecinde dokiiman incelemesi yéntemi benimsenmis. Analiz edilmek iizere Son Kale
filmi segilerek amagl 6rnekleme yontemi uygulanmistir.

Sonuglar: Yapilan film analizi sonucunda filmin basroloyuncusu Irwin'in biiyiik 6l¢iide transformasyonel lider
ozelligi gésterdigi anlasiimistir. Ayrica fedakarlik, duygusal zeka, karizma, stratejik diisiinme de Irwin'in 6zelikleri
arasindadir. Baskalarinin istek ve arzularini, onlarin hayatini kendisininkinden daha fazla disindiigi igin
hizmetkar liderlik 6zellikleri géstermistir. Albay Winter karakteri 6zelinde ise, bazi yorumlarda lider olarak
diistintilse de, liderlik kuramlari gercevesinde, liderlik 6zelligi géstermemektedir. General icin tamamen pozisyon
glictine dayanan ve zorlayici gli¢ ile insanlari ikna etmeye ¢alisan kéti bir yénetici 6rnegi gériilmektedir.

Ozgiin Deder: Son Kale filmi diinya teorik agidan lider ile yénetici arasindaki farki cok daha net ¢izen bir uygulama
ornegidir. Bu filmin analizi ilkemiz alan yazininda yapilmamis olup, uluslararasi literatiirde de bilimsel bir
analizine ulasilamamistir. Bu nedenle literatiire 6nemli bir katki yapilacadi diisiiniilmektedir.
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1. GIRIS

Rod Lunrie’nin yonetmenligini yaptigi 2001 yapimi Son Kale (The Last Castle) filmi David Scarpa’nin eserinden uyarlanmistir.
Filmin basrollerini Robert Redford, Mark Ruffalo ve James Gandolfini paylasmaktadir. Filmin tamami Amerika’da Fort
Leavenworth’da bulunan bir askeri hapishanede ge¢mektedir. Genel olarak gardiyan, hapishane muadiri ve mahkumlar
arasindaki ¢atismalar konu edilmistir. ABD ordusunun yetenekli korgenerallerinden Eugene Irwin Amerikan ordusu ve birgok
kisi tarafindan hayranlik duyulan bir karakterdir. Oyle ki kendisine kahraman géziiyle bakilir. Lakin gérev yaptigi zaman
diliminde Burundi’deki bir géreve baskanlik emirlerini ihlal ederek asker gonderir ve askerler olirler. Askeri mahkeme bu
olimlerden Irwin’i sorumlu tutar ve on yil hapse mahkum edilmek (izere Fort Leavenworth’da bulunan Castle askeri ceza evine
sevk edilir. Bu ceza evi lilkedeki birgok ceza evine gore guivenlik dnlemlerinin cok daha fazla alindigi bir cezaevidir. Irwin kurallara
itaatsizlik yaptigi icin aldigi hapis cezasi disinda kariyeri de noktalanmistir. Sahnenin hemen basindan da anlasildigi izere Irwin
bu hatadan dolayi askerler 61diGgu icin kendisini sorumlu hissetmekte, aldigi cezaya da katlanmaya hazirdir. Tek istedigi cezasini
gekip sonra disari cikmaktir. Irwin’in gittigi ceza evinin basinda Albay Winter bulunmaktadir. isin ilging olan kismi Albay Winter
aslinda Irwin’in askeri kimligine biiyiik hayranlik duyan biridir. ironik olan su ki, Albay Winter'in hi¢ savas tecriibesi
bulunmamaktadir. Dahasi Albay Winter mahkumlara ¢ok sert davranmakta, elestirilere de tahammil edememektedir. Nitekim
filmin hemen basinda Albay Winter’in kendisine sundugu askeri koleksiyonu Irwin elestirmis, Albay ise bundan oldukga rahatsiz
olmugtur.

Filmin ilerleyen bolimlerinde Albay Winter ile ilgili cok daha olumsuz bilgiler edinilmektedir. Kendisi sadece sert uygulamalari
olan bir yonetici degildir, ayni zamanda insan haklarina tamamen aykiri uygulamalarda bulunan, ruhsal agidan oldukga sorunlu
oldugunu gozlemleyebildigimiz bir karakterdir. Irwin bu haksiz uygulamalarin farkina basladigi andan itibaren arastirmaya
devam eder ve bu cezaevinde beklediginden cok daha énemli bir sorun oldugunu anlar. Oyle ki mahkumlardan bazilari haksiz
yere cezalandirilmakta, hatta 6ldirilmektedir. Ceza evindeki mahkumlar zaman gectikce Irwin’e daha fazla saygl duymaya
baslar. Ancak karsisinda saygi gorme ihtiyaci list diizeyde olan ve bu mahkumlardan bu saygiyi onlara eziyet edip kendisinden
korkmalarini saglayarak almaya calisan Albay, Irwin’e kendisine duyulandan daha fazla saygi duyuldugunu farkettiginde daha
fazla sadistce davranmaya baslar. Bunu goren Irwin savasmaya karar verir. Irwin bir hapishane mudirinin degismesi icin tek
sartin hapishanenin kontrolden gikmasi oldugunu ¢ok iyi bilmektedir. Bu ylizden mahkumlari organize etmeye baslar. Albay,
Irwin’in de iginde bulundugu mahkumlar igerisine casus mahkum gonderir ve askerlerin kendisini tahrik edici davranislarin asil
amacinin kendisini gérevden aldirtmak oldugunu anlar. Irwin’e de ¢ok agir cezalar verir ancak Irwin aci ¢ekse de asla geri
doénmez. Irwin’in kararhihgi diger mahkumlara da yansir. Irwin kisa zamanda tim askerleri organize eder ve hapishane yonetimi
ile mahkumlar arasinda ¢atisma ¢ikar. Sonunda Albay’in yaptiklarina kendi yénetiminde gorevli olan bir asker de dayanamaz ve
Albay’i vurur. Ancak Irwin de vurulur. Irwin 6lse de mahkumlar icin artik daha adil, insan haklarina uygun bir ceza evi kalmistir.
Mahkum askerler Irwin’i hep anarlar ve Irwin sadece korgeneralligindeki basarilari degil, burada kendileri icin yaptig
fedakarliklardan dolayi da mahkumlar i¢in biiyik bir kahraman olarak kalir.

2. KAVRAMSAL CERCEVE

Yonetim konusu bir konsept olarak sonradan olusturulmus olsa da insanin varolusundan itibaren hayatinin igerisindedir ve
yasaminin en biyuk ugraslarindan birisidir. Her seviyede yoneticilik stilleri farklilassa da yasamin her alaninda; iste, evde, okulda
ve ¢esitli kurumlarda hepimiz zaman zaman yonetici roli Ustlenir ya da bir yonetim sekli igerisindeki rolimizl aliriz.

Yonetim kavrami ile ilgili alanyazinda bir¢cok tanimlama yapilmaktadir. Genel olarak bakildigi zaman yénetim farkl insanlar
aracihgiyla planlanan hedeflere ulagsmak icin is gordirme faaliyetidir (Eren, 2003). Kogel (1984) de c¢ok benzer bir tanim
yapmistir ve yonetim icin “baska insanlar vasitasiyla is gormek” demistir. Ralph (1951) ise y6netimi bir is ve caba olarak
tanimlamustir. Bu cabalarin odak noktasi insanlari bir araya getirip belli bir amaca yéneltmektir. Ulgen ve Mirze (2007:21)’nin
yonetim taniminda ise yénetimin fonksiyonlarina yer verilmistir ve yazarlar yonetimin elindeki kaynaklari;

e planlayarak

o oOrgitleyerek

e yonlendirerek ve

e kontrol ederek verimli bir sekilde kullanip amaglarina ulasmak seklinde tanimlamislardir.

Yukaridaki tanimlamalardan hareketle yonetim organizasyonun elinde bulundurdugu kaynaklari amaglar dogrultusunda etkin
ve verimli bir sekilde organize etmesini gerektirir (Rachman ve ark., 1993:154). Bunun yaninda liderlik insanlari belli bir amas
dogrultusunda toplayarak bu amaclari gergeklestirebilmek amaciyla onlari harekete gecirmeye yonelik kisinin sahip oldugu
bilgi ve becerilerin toplamidir (Tekarslan ve ark. 2000).

Yoneticiler orgitsel faaliyetleri en etkin ve verimli bir sekilde yerine getirmeye calisirlar. Liderler ise astlarini motive eder, kendi
enerjisiyle onlara da ilham verir. Bu ylizden siireglere yaraticilik katar. Bir lider icin risk almak yeri geldiginde oldukca olagandir.
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Yoneticiler ise kendi gikarlarini, kendi pozisyonlarini korumaya oncelik verirler (Zaleznik, 1999).
arasindaki bazi farklari asagidaki gibi 6zetlemistir (Ulker, 1997; Kegecioglu, 1998; Giiney, 2015: 341).

Tablo 1. Lider ve Yonetici Arasindaki Farklar

Yonetici Lider
idarecidir Yenilikgidir
Dizeni surdirar Farkhhk Yaratir
Koruyucudur Gelistiricidir

Sistem ve yapi merkezlidir
Kontrol egilimlidir

Nasil ve ne zaman dnemlidir
Alt yonetsel kademelere bakis
Mevcut durumu kabul etme
Yerlesik normlara uygun hareket eden
isi dogru yapandir

Tekrarcidir

Kuralcidir

Tesvik edicidir

Soru sorandir

Fikirler daha 6nemlidir

Esnektir

Birey merkezlidir

Glveni 6zendiricidir

Ne ve nigin 6nemlidir
Cevreye bakis

Mevcut durumu sorgulama
Normlarin disina gikabilen
Dogru isi yapandir
Orijinaldir

Gerektiginde risk alir
Yonlendiricidir
Cevaplayandir

Olaylar daha 6nemlidir
Katidir

Kaynak: (Ulker, 1997; Kececioglu, 1998; Giiney, 2015: 341)

Benis lider ile yonetici

Literatlirde farkh arastirmacilar lider ve yoneticilik arasindaki farki bircok degisik siniflandirma cercevesinde tekrar
incelemislerdir. Vikhansky ve Naumov (2014) lider ve yonetici arasindaki farklara asagidaki gibi deginmislerdir:

Tablo 2: Yoneticilik ve Liderlik

YONETICI LIDER
Yonetici Yenilikgi
Komut verme, ikna etme ilham Verici

Hesaplamalara gore hareket etme
Kuruma odaklanma

Denetleme

Profesyonel

Calismayi destekler

Karar Verir

Saygi duyulur

Vizyon 6zelinde hareket etme
Calisana odaklanma
Guvenme

istekli

Calismak icin motive eder
Kararlari uygular

Sevilir

Kaynak: Vikhansky ve Naumov (2014)

Liderlik insanin varolusundan itibaren hayatinin igerisinde var olan bir olgu olmustur ancak bu olgunun bilimsel olarak tespiti
ilerleyen yillarda gerceklesmistir. Liderlige dair yapilan ilk incelemeler bizim aslinda bugiin 6zellikler teorisi olarak ele aldigimiz
yaklasima bir atiftir. Bu incelemelerin baslangicinin Stogdill (1948)’e dayandigi genel olarak kabul goren noktadir. Stogdill
(1948)’e gore liderler uzun boylu olmalidir ¢iinkli 0 zaman kitleleri daha iyi etkileyebilirler (Gibson ve ark., 1973). Liderin fiziksel
dzelliklerine yapilan bu atif daha sonra da dik durus, sahin bakislilik gibi birtakim 6zellikleri de beraberinde getirdi. ilerleyen
yillarda lideri lider yapan 6zelliklerin fiziksel 6zelliklerden ¢ok fazlasi oldugu anlasiimistir. Nitekim tarih sahnesinde sonradan
ortaya ¢tkan Mamadhi Gandhi, Hitler, Napolyon gibi tarihe damgasini vurmus liderler bu fiziksel 6zelliklerin kagina sahiptir?
Dolayisiyla lideri lider yapan birtakim kisilik 6zelliklerini incelemenin vakti gelmisti.

Bu incelemeler esnasinda aslinda 6nemli bir soru daha glindeme gelmistir: Lider olunur mu yoksa dogulur mu? Bliyik Adam
Teorisi (Great Man Theory) liderligin dogustan gelen bir kabiliyet oldugunu ifade ederken daha sonra dénemin ruhu (zeitgeist)
gorusii merkeze alinarak bu kisilerin kendi dénemlerinde lider olmasinin o dénemin sartlarinin bir sonucu oldugu seklinde karsi
bir gbris dogmustur. Bu soru bugiin hala tam olarak cevaplanamamistir. Alan yazindan hareketle liderlik ile ilgili temel kisisel
ozellikler asagidaki gibi siniflandirilabilir:
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e Entelektiiel Zeka

e Duygusal Zeka

e ikna Kabiliyeti

e Alani Hakkinda Bilgi Sahibi Olma
e Kendine Glven

e Hitabet Glci

e Motive ve Motive Edebilen

e Yenilikgi

Bu ozellikler disinda bir liderde olmasi gereken gesitli 6zellikler siralanabilir. Fedakarlik ve algakgonullilik bir liderligin
temelinde var olan 6zelliklerdendir (Sertoglu, 2010:22). Bu 6zellik bugiin tartismali olan hizmetkar liderligin de yapi tasidir.

1950’lere gelindiginde liderde olmasi gereken 6zelliklerin de kendi basina liderligi agiklamaya yetmedigi anlasiimis ve Davranisgl
Yaklagimlar 6zelinde liderin davraniglarina odaklaniimistir. Liderin belli bir amaca ulagmak igin tyelerle nasil iletisim kurdugu,
onlari nasil yonlendirdigi, nasil karar aldigi ve lyelerin bu alinan kararlara nasil dahil oldugu gibi konular davranis¢i yaklasimlar
cergevesinde degerlendirilmistir (Simsek, 2006).

Ohio State ve Michigan Universitesi calismalarinda lider davranisinin genel olarak iki temel boyutu tizerinde durulmustur:

e ise Odakh Lider
e Kisiye Odakl Lider

ise odakl lider dikkatini daha gok yapilan ise veren ve siirekli iyilestirmeyi hedefleyen lider davranisidir. Kisi odakli lider ise daha
¢ok Uyelerinin sorunlari ile ilgilenen, onlari mutlu ve tatmin etmeye galisan liderdir (Robbins ve Judge, 2013).

Davranisgi Yaklasimlar igerisinde yer alan bir baska ¢alisma da Kurt Lewin, Lippitt ve White (1939)’a aittir. Arastirmacilar Ug
farkli liderlik tarzi tanimlamiglardir (Northouse, 1997).

e  Otokratik
e  Demokratik
e Tam Serbestlik Saglayan Lider

Davranisgl yaklasimlar arasinda énemli bir yere sahip olan modellerden birisi de Likert Sistem 4 modelidir. Bu modele gére
liderler astlarina karsi olan tutum ve davranislari cercevesinde dort farkli kategori altinda incelenebilir (Bakan ve Bulut, 2004):

e Sistem 1: istismarci
e Sistem 2: Yardimsever
e Sistem 3: Katilimci
e Sistem 4: Demokratik

Davranisgi yaklasimlar 6zelinde yapilan galismalar akillara bir baska soruyu getirmistir. Hangi liderlik tarzi daha etkilidir? Bu
sorunun cevabi sosyal bilimlerdeki belki de en popiler cevapta yatmaktadir: Duruma gore degisir. Dolayisiyla en etkin liderlik
tarzini kosullarin belirledigi diisiincesinden hareketle durumsal yaklasimlar gelistirilmistir.

Durumsal yaklasimlardan belki de en popiler olani Fiedler'in modelidir. Fiedler is odakh ve kisi odakli liderlerin etkinligini
kosullarin belirledigini, bu kosullarin da genel olarak iyi, orta ya da kotl seklinde kategorize edilebilecegini ifade etmistir.
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Findings of the Fiedler Model
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Sekil 1. Fiedler Liderlik Modeli

Kaynak: Kundu, S., & Mondal, P. (2019). Luminance of Contingency Theory in revealing the leadership style of the academic librarians. Library Philosophy and
Practice (e-journal), 2389.

Sekil de de goriuldiigi lzere, bir organizasyon igin durum iyi, orta ve kotii seklinde lge ayrilir. Fiedler’e gére durum iyiyken ya
da kotliyken is odakl liderler daha etkin olurlar ¢linkli yapiy1 harekete gegirmeleri gerekir. Diger taraftan organizasyonun iginde
bulundugu durum ne iyi ne de koétl, yani orta derecede ise kisi odakl liderler etkin olurlar ¢linkii bu durumda kisileri motive
ederek organizasyonu daha iyi bir konuma getirmek miimkindir (Robbins ve Judge, 2003; Fiedler and Chemers, 1976).

Durumsal yaklasimlar icerisinde yer alan diger yaklasimlar asagidaki gibidir:

e  Yol-Amag Kurami
e Hersey-Blanchard Modeli
e Lider-Uye Etkilesimi

Durumsal yaklasimlardan sonra liderligi agiklayan ve son dénemlerde alan yazinda yaygin bir sekilde calisilan alternatif
yaklasimlara yer verilmistir. Bu yaklasimlardan bir tanesi ve kuskusuz en ilgin¢g olani karizmatik lider tarifidir. Karizma
kelimesinin etiyolojik kokeni incelendiginde “Tanri’'nin armagani olan birtakim 6zellikler, dyle ki siradan insanlarda bulunmayan,
yalnizca ilahi gliclere sahip insanlarda var oldugu sdylenen hayranhk duyulan birtakim kisisel o6zellikler” seklinde
tanimlanmaktadir (Weber, 1968; Gliney, 2015:384). Den Hartog ve ark. (1999) sebat géstermek, duygusallik, etkin karar verme,
risk alma ve merhamet gibi karizmatik lider 6zelliklerinin farkli kiiltirlerde de ayni oldugu sonucuna varmiglardir.

Alan yazinda bir diger ¢alisan onemli liderlik tirleri etkilesimci liderlik ve dontstiricu liderliktir. Bu ayrimi literatiirde ilk yapan
Burns’tir. Burns (1978) aslinda bu ayrimi politik liderler icin yapmistir ancak daha sonra Bass (1985) bu liderlik tiplerini
organizasyonlara uygulamistir. Etkilesimci liderlik lider ile lye arasindaki karsilikli alisverisi tanimlar. Oyle ki, liderin kendi
amaglariigin Gyelerden bir beklentisi vardir ve tyelere de bunun karsiliginda Uyeleri gesitli 6dillerle ya da pekistireclerle tatmin
etmeye calisir. Yani arada bir nevi pazarlik oldugu soylenebilir.

Donustirici liderler ise izleyicileri igin rol model olabilecek davranislar sergilerler. Zor durumlarin listesinden gelerek insanlara
gliven asilar, amaclara bagl kalmanin, kararliligin 6nemini vurgular. izleyicilerin duygularini 6nemser ve onlari motive eder
Dasborough ve Ashkanasy, 2002). Dontsimcu liderligin tG¢ boyutu bulunmaktadir (Bass, 1990):

e Karizma

e Zihinsel Tesvik
e Bireysel ilgi

e ilham Verme

Kocel (2011)’e gore yoneticilik bir meslek uygulamasidir ancak liderlik insanlari etkileyerek belli bir amag¢ dogrultusunda onlari
harekete gecirmektir, dolayisiyla yonetici insanlari etkilemek icin pozisyon glicline ihtiya¢ duyar ancak liderin insanlari
etkilemesi kisisel 6zellikleri ve yetkinlikleri vasitasiyladir. Tim liderler yonetici olamayacagi gibi bitlin yoneticiler de lider
olamaz. Clunkl yoneticilik belli bir formel yetkiyi gerektirir. Dolayisiyla bu formel yetki onlari lider yapmaya yetmez. Benzer
sekilde, birey bir grubun lideri olabilir ancak formel glicii olmayabilir, dolayisiyla yonetici sifatina haiz degildir (Robbins, 1998).
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Bu calisma 6zelinde yonetici ve lider arasindaki ince farklara 6nemli 6l¢tide degindigi duslinlilen “Son Kale (The Las Castle)”
filminin analizi yapilacaktir. Filme dair izleyiciler tarafindan yapilan bazi yorumlarda filmdeki karakterlerin her ikisinin de lider
olarak tanimlamaktadir. Hatta film 6zelinde iyi ve kot lider karsilagtirmasi daha yapilmistir. Ancak ilgili kuramlar ve yaklagimlar
bazinda incelendiginde, iki karakterin ydnetici ve lider arasindaki farki ince ayrintilarina kadar yansittiklari anlasilmistir. Oyle ki,
yonetici roliindeki karakterin insanlari pozisyon giici ile yonlendirdigi hatta filmin sonunda bu gliclin dahi bir fonksiyonunun
olmamasi ilgili karakterin lider roliine higcbir zaman haiz olamadiginin en 6nemli kanitlarindan birisi oldugu sdylenebilir.

3. YONTEM

Arastirma 6zelinde dokiiman incelemesi, Son Kale filmi segilerek amagli drneklem metodu kullaniimistir. Dokiiman incelemesi
arastirma sirasinda edinilen, kitap, mektup, ansiklopedi, resmi arsiv kayitlari, ginlik, otobiyografi, gazete, film ve video gibi
belgelerdir. Dokuman incelemesi bu sayilan belgelerin arastiriimasi hedeflenen olgu ve olaylar hakkinda detayl olarak analiz
edilmesine yarayan bir veri toplama teknigidir (Webb ve ark., 1996; Yildirim ve Simsek, 2016). Dokiiman analizi gorsel ya da
yazili bir dokimanin belli birtakim bilimsel yaklasimlar isiginda analiz edilmesi ve veri toplanmasini saglayan nitel arastirma
yontemlerinden birisidir. Her sahne titizlikle incelenmis ve liderlik ve yoneticilik ile alakal diyaloglar transkripte dokiimustar.

Dokiiman incelemesi degerli ve kolay ulasilamayacak belgelere ulasabilmeyi saglar, ayrica diisik maliyetli ve veri toplama siireci
daha az zahmetli olusu dokiiman incelemesinin avantajlarindandir. Bununla birlikte 6nemli dezavantajlari da bulunmaktadir.
Dokiimana yeterince glivenememe, yanli degerlendiriime olasiligl, kodlama zorlugu ve belli bir standardinin olmayisi bu
dezavantajlarindan bazilaridir (Bailey, 1982, 1994; Treece ve Treece, 1982; Stewart, 1984; Webb ve ark., 1984; While, 1987,
Hakim, 1993)

Temelde iki cesit 6rnekleme yéntemi vardir: Olasilikli 6rnekleme ve amacgli 6rnekleme. Amaclh 6rnekleme arastiriimak istenen
olay ve olgularin secilmesi derinlemesine incelenirken kaynaklarin da kisith bir sekilde kullaniimasini saglar. Nitel arastirmalarda
doygunluk ¢ok dnemlidir (Palinkas ve ark., 2015). Amach 6rneklem yéntemlerinde arastirmalardanherhangi bir farkl veri elde
edilmeyene kadar veri toplama siireci devam eder.

4. BULGULAR
Filmin henliz baslarinda Albay Winter’in odasinin 6niinde bekleyen Irwin bes dakika bekletilerek aslinda Albay’in ilk gli¢ gosterisi
ile karsi karsiyadir. Yani gliclini pozisyondan alan yonetici konumundaki Albay bu glicii Winter’a géstermeye calisir.

Albay Winter “Kafanizdaki soru isaretini biliyorum, ben mi sizi selamlayacagim yoksa siz mi beni diye soruyorsunuz” diyor.
ikimiz de birbirimizi selamlamayacagiz diyerek aslinda basta kendisine saygi duydugunu ifade etmeye calisiyor ancak yine de o
formal gliciin kendisine olan katkisini elden birakmiyor.

“Mahkumlar arasinda selamlagsmak yasaktir’” kurali filmden de anlasildigi kadariyla tamamen Albay Winter'in sahsi
kompleksinden tiiretilmis bir kuraldir. Aslinda oradaki askerlerin mesleki gegmislerini unutturmak adina bir fonksiyonu vardir.
Albay burada otokratik lider olmaya ¢alismaktadir ancak otokratik lider olmaya ¢alisirken de bigimsel glictint kullanmaktadir.
Yani yonetici pozisyonundayken lider olmaya ¢alismaktadir. Otokratik lider olmaya ¢alissa dahi lider olmayi basaramamaktadir.
Albay vyoneticinin glic kaynaklarindan zorlayici glice dayanmaktadir ve mahkumlar lzerinde cezalandirma gliclini
kullanmaktadir. Film ile ilgili yapilan bazi yorumlarda Albay Winter karakteri icin koti lider yorumlari yapilmistir ancak sanilanin
aksine Albay Winter yoneticinin pozisyonundan miitevellit sahip oldugu gii¢ kaynaklari disinda herhangi bir giice sahip degildir.
Nitekim Albay insanlari yonlendirebildigini disinmektedir.

Yardimci: Bir isteginiz var mi efendim?

Albay: Evet, yarin bir basket topu getir.

Sonraki giin insanlar basket oynarken kavga ederler. Bu ¢atismanin ¢ikmasina Albay izin verir ve:
Albay: insanlari yénlendirmek ne kadar kolay degil mi? Biri bu konuda tez yazmali...

Albay insanlarin birbirine dismesini casuslari yoluyla tetiklemektedir. Bu sekilde otokratik lider oldugunu disiinmekte ve
insanlar ondan daha fazla korkmaktadir.

Mahkumlar arasinda Aguilar isimli askerin dolduramadigi duygusal bir boslugu bulunmaktadir. Kendisi 6z-gliven eksikligi
yasamaktadir. Irwin duygusal zekasi yiiksek bir lider oldugunu burada gosterir, Aguilar’in bu eksikligini anlar ve kendisine ilham
vererek askerlerin de ona saygi duymasini saglar. Burada Ozellikler Teorisi’nde bahsedilen bir liderde mutlaka olmasi gereken
ozelliklerden duygusal zekaya atif yapmak miimkindr.
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Irwin entelektliel olarak da olduk¢ca donaniml bir liderdir. Kendisi hapishane muidiriini degistirmenin tek yolunun
hapishanenin kontrolden ¢ikmasi gerektigini biliyordur. Ayrica kendi askerlerini ¢ok iyi tantyan, onlarin sorunlari ile ilgilenen bir
liderdir. Kendisinin yanina gelen mahkumlardan biri kendisinin eski bir askeri oldugunu séyler ancak siz hatirlamazsiniz beni
der. Ancak Irwin onunla ilgili her detayi hatirlar, hatta o ceza evine neden distlglinii dahi séyler. Asker bunun karsisinda saskina
ugrar. Liderlikle ilgili davraniggi yaklagsimlardan hareketle, bu diyalog Irwin’in zaman zaman is odakli davransa da ayni zamanda
kisi odakl bir lider oldugunu gosterir.

Dontisimsel liderler takipgilerine ilham verirler ve onlarin diistiindiklerinden daha fazlasini yapabileceklerine ikna ederler.
Irwin’in Aguilar ile olan diyalogunda donustlruci liderlik tarzina rastlamaktayiz. Burada donistiricii liderligin alt
boyutlarindan karizma, ilham verici motivasyon ve entelektiiel uyarilmanin 6rneklerine rastlanmaktadir. :

Irwin: Kag senelik askersin

Aguilar: 4 sene efendim, 2 sene denizci olarak ¢alistim.
Irwin: Peki neden buradasin?

Aguilar: Birini feci sekilde yaraladim.

Irwin: Bunu kag kere yaptin?

Aguilar: Bir kere, her sey 5 saniye icinde oldu.

Irwin: Dolayisiyla 4 senelik denizci 5 saniyelik de suclusun. Benim hesaplamama gore denizciligin suglulugundan ¢ok daha fazla.
Oyleyse neden bdyle davraniyorsun, dik dur, kendine giiven...

Irwin bu diyalogda ayni zamanda McGregor’in Y teorisinde bahsettigi gibi; insanin 6zinin iyi oldugu ve insanlarin 6z-given
sahibi olduklarini, kendine saygi duyduklarini ve kendilerine dogru goérev verildiginde basarili olabileceklerini savunan goérise
sahiptir, dolayisiyla “Y tipi bir lider” oldugunu sdylemek yanls olmayacaktir. Ayrica Irwin’in bu tutumu lider ve yonetici
farklarinda da literatiir 6zelinde deginildigi Gzere yoneticinin daha ¢ok is odakh, ancak liderin kisi odakli oldugu bilgisini de
desteklemektedir. Irwin’in bu tutumu ilham vericidir ve tipik bir yonetici protitipi gizen Albay Winter'in yénlendirmelerine
karsilik cok daha etkili ve lideri yoneticiden ayiran bir liderlik 6zelligidir.

Aguilar hapishanede insanlar tarafindan dislanan ve fikirlerine itibar edilmeyen biridir ancak Irwin onu sosyallestirir ve gruba
katarak onun kendisi icin en uygun isi yapmasini saglayarak ona 6z-gliven kazandiriyor ve grup da onun uzmanligindan
faydalaniyor. Yine burada bir yoneticiden farkh olarak ilham verici bir lider gibi davrandigi gorilmektedir.

Albay Winter ise her ne kadar liderlik 6zelligi gbsteremiyor olsa da (ki bunu filmin sonlarina dogru Irwin’in askerleri ondan daha
fazla etkilediginde duygugu kiskancglktan da anliyoruz) transformasyonel 6zellikler géstermekte, insanlari yonetmek icin odl-
ceza yontemini benimsemekte ve oOncelikle kendi ihtiyaglarina (burada beliren en temel ihtiyaci saygi duyulmadir)
odaklanmaktadir. Anlasildigi Gzere Albay Winter pozisyonundan dolayi saygl duyulan biridir ancak Irwin, bir yonetici olan
Winter’dan farkli olarak, sevilen birisidir ve kendisine duyulan saygi bu sevgiden oturaddr.

Irwin albay tarafindan kendisine verilen cezaya katlanarak ¢ok zor bir gdrevi yerine getirir ve taslar tasir. insanlar
dayanamayacagini sdylese de o yapar ve digerlerine aslinda burada ilham vermeye baslar. Askerler ona efendim diye hitap
etseler de kendisi bunu kabul etmez ve ben de sizin gibi mahkumum der. Burada etik liderlik 6rnegine rastlamaktayiz. Bu olay
ozelinde heniz liderlik yapmasa da grubun icerisinde herkesten biri olarak kalabiliyor olmasi algakgondlliligana
gostermektedir. Alanyazina goére alcakgonllulik bir liderde olmazsa olmaz 6zelliklerdir (bknz: Sertoglu, 2010:22).

Albay Winter’in su s6zleri Irwin’in liderlik 6zellikleri ile ilgili 6nemli bilgiler vermektedir.

Albay Winter: Hitap sekillerini askerler arasinda degistirmis. Er yerine ahbap diyorlar, on basi yerine arkadas diyorlar. Boylelikle
yasakladigimiz askeri riitbelere bir ¢6ziim bulmuslar. Onlara itaat yerine 6z saygiyi asiliyor, boylelikle onlar tarafindan daha fazla
saygl gorecegini biliyor. Buradan da Irwin’in yenilik¢i oldugu anlasiliyor. Kendisi tamamen yenilikgi ve yaratici bir sekilde hareket
ederek lideri yoneticiden ayiran dnemli bir 6zelligi sergilemistir.

Irwin dontstiricl liderlik ozelliklerini filmin bircok bolliimiinde sergilemektedir. Hapishanedeki mahkumlarin kendilerine
onlarin asker olduklarini hatirlatip onlara siirekli ilham vermektedir. Ozellikle askerlere yaptigi su konusma oldukga etkileyici
olmustur:
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Irwin: Suan gercek olan tek bir sey var ki glic bizi burada tutanlarin elinde. Bize her seyi yapabilirler; dévebilirler, hiiceye
atabilirler, asagilayabilirler. Ama bir seyi yapamazlar, benligimizi alamazlar. Biz askeriz, bu ylizden buna son vermek igin
hapishaneyi ele gecirmeyi 6neriyorum.

Irwin askerleri ¢cok iyi bir sekilde orgiitler, askerler Irwin ne derse harfiyen yerine getirmektedir. Irwin ve Albay arassnda bir
strateji savasl baslar,

General, Irwin’in arkadasidir ve kendisini ¢cikartmaya galisir ancak Irwin istemez glinkli bunun haksizlik olacagini diigtiniir. Ayrica
bu hapishanedeki isleri dizeltmekte kararldir. Yine burada etik liderlik 6rneklerine rastlamakla birlikte, hayatini diger askerleri
korumak icin feda etmeyi goze aldigindan dolay! “hizmetkar liderlik”” 6rnegi sergilemistir.

Albay Winter Irwin’i stirekli askerlere kdtulemeye galigsa da askerler hala Irwin’e inanmaktaydi. Burada Irwin igin “karizmatik
lider” yorumu yapmak yerinde olacaktir. Albay Winter'in mahkumlara yaklasimi ise aslinda insan dogasina bakis agisini ifade
etmektedir. Bir mahkuma casusluk yapmasini isterken asker bunun koti bir sey oldugunu soéyler, Albay ise “zaten bir siri
kumar oynatmissin, bahisler oynatiyorsun, sence diiriist olmak i¢in biraz ge¢ kalmadin mi der? Yani insana ve gelecege dair
umutsuz bir bakis agisi bulunmaktadir. Filmin devaminda anlasiimaktadir ki Irwin hapishanedeki diger mahkumlara verdigi
ilham sayesinde artik kararlari sadece karar veren taraf olmamis, ayni zamanda hem kararlari diger kisiler tarafindan kabul
edilmis ve onlarin da gorisleri alinarak Irwin tarafindan grup olarak verilen kararlar uygulanmaktadir. Asagidaki tabloda yonetici
ve liderlik ayrimi 6zelinde Irwin ve Winter’in 6zelliklerine dair bir 6zet tablo paylasiimistir.

Tablo 3: Irwin ve Albay Winter Ozelinde Lider ve Yénetici Karsilastirmasi

Albay Winter Irwin

Yonetici Yenilikgi

Komut verme, ikna etme ilham Verici

Hesaplamalara gore hareket etme Vizyon 6zelinde hareket etme

Denetleme Glvenme

Calismayi destekler Calismak icin motive eder

Karar Verir Kararlari uygular

Pozisyona dayali saygi duyulmaktadir Pozisyondan bagimsiz sevilmektedir

Diizeni surdiirmeye g¢alismaktadir. Fark yaratmaktadir

Mevcut durumu kabul etmektedir. icinde bulundugu durumu sorgulamaktadir.

5. SONUG, TARTISMA VE ONERILER

Yoneticilik ve liderlik tanimlarina ve kuramlarina bakildiginda filmdeki iki ana karakter olan Albay ve Winter’in bu iki tanim
arasindaki farklara deginen iyi birer 6érnek olduklarini sdylemek mimkiindir. Irwin gegmisi basarilarla dolu kahraman bir
korgeneral olsa da hapishanede siradan bir mahkumdur, hi¢bir formel glici bulunmamaktadir. Filmin diger basrolii Albay
Winter ise tamamen pozisyon giicline dayanarak insanlari yonetmeye calisan, etik davranmayan, otokratik, likert 4 sistemine
gore somiren, McGregor’in kuramina gore x tipi bir yoneticidir. Liderligin formel glice dayanmadigini, bununla birlikte pozisyon
gicinden ¢ok daha etkili olabilecegi bilgisini literatlirden biliyor olsak da Son Kale filminde bu bilgilerin yansimasini cok net bir
sekilde gormekteyiz. Filmin son karesinde Albay Winter’i askerlerinin dahi dinlemedigini, doniistirici ve karizmatik liderin yeri
geldiginde formel gilicii nasil savunmasiz biraktiginin bariz bir 6rnegini gérmekteyiz.

Yapilan dokiiman incelemesi sonucunda Son Kale filminin basrol karakterlerinden Irwin’in dénustiricu liderlik adina 6nemli bir
ornek oldugu anlasiimistir. Bu bakimdandir ki ayni zamanda karizmatik bir liderdir. Bir liderde olmasi arzu edilen ikna kabiliyeti,
duygusal zeka, entelektiiel zeka, alani hakkinda bilgi sahibi olma, psikolojik dayanikhlik, kararlilik ve fedakarlik gibi 6zellikleri
barindiran bir lider karakterdir.

Mc Gregor’in X ve Y tipi yénetici siniflandiriimasi kapsaminda yiiksek diizeyde Y tipi oldugu gériilmektedir. insan dogasina olan
pozitif yaklasimi, her insanin bir potansiyeli olduguna dair inanci bunu net bir sekilde ortaya koymaktadir. Bunun yaninda Albay
Winter ise X tipi bir yéneticidir. insan dogasina olan negatif ve umutsuz bakisi, insanlari ydnlendirmenin ancak ceza uygulayarak
miimkin olduguna inanmasi ve onlara glivenmemesi bunu net bir sekilde ortaya koymaktadir.

Irwin’in eskiden birlikte galistigi askerleri hatirliyor olmasi, onlara 6zen gosteriyor olmasi birey odakh bir lider oldugunu
gosteriyo. Bunun yaninda, ceza almasina sebep olan savas dahi, bazi kriz durumlarinda da is odakli olabiliyor. Bu Fiedler’in
durumsallik yaklasimina gére olumlu bir durumdur.
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Donustirici liderligin dort temel 6zelligi karizma, zihinsel tesvik, bireysel ilgi ve ilham verme olup, bu dort 6zelligi de barindiran
ve insanlari kendisine hayran birakan tipik bir donistirici ve karizmatik liderdir. Filmin son karesinde Albay Winter’ kendi
komutasindaki askerleri bile dinlemez ve tutuklanir. Irwin katilimci ve demokratik bir lider olmasina karsin General bir lider
ozelligi gbstermez. Gliciini tamamen pozisyonundan alan Albay bariz bir sekilde X tipi yoneticidir. Pozisyon giictiniin dahi filmin
son karesinde Irwin gibi bir lider karsisinda Albay’in isine yaramamasi ve hatta sonunda tutuklanmasi liderligin bugliniimiiz ve
yarinimiz i¢in ne kadar 6nemli bir yetkinlik oldugunu bir kez daha gozler 6niine sermektedir.

6. ARASTIRMANIN KISITLARI

Arastirma tek bir dokiiman segilerek, amagli 6rneklem yontemi kullanilarak yapilmistir. Bu slreg dahil nitel arastirmalarda her
ne kadar objektif kalinmaya calisilsa da stibjektivitenin ister istemez katilacagi yadsinamaz bir gergektir. Ayrica dokiiman analiz
oldugu igin gegerlilik ve giivenilirlik calismalari yapmak miimkiin degildir ve sonuglari genelleyemeyiz. ilgili hususlar arastirma
adina bir kisit olarak degerlendirilebilir.

Arastirmanin 6nemli kisitlarindan birisi de gecerlilik ve glivenilirlik ile ilgili soru isaretlerinin olmasidir. Nitel arastirmalarda
gecerlilik ve glvenilirligi saglamak genel olarak zordur ve arastirmacinin slibjektivitesinin de arastirma stirecine katildigi kabul
edilir. Ayrica secilen filmin de liderlik ve yoneticilik adina tipik bir 6rnek teskil ediyor olasi adina segilmesi de basli basina bir
kisittir denebilir. Ulasilan sonuglar analiz edilen film 6zelindedir genellemek miimkin degildir. Bununla birlikte 6zellikle gelecek
¢alismalarda alanyazinda galisan arastirmacilarin liderlik konusunu isleyen farkli filmleri ve biyografileri, bilhassa 6nemli
liderlerin biyografisini konu alan filmleri diger dokiimanlar ile karsilastirarak yapacaklari galismalarin alana 6nemli 6lglde katki
saglayacagi distntlmektedir.
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Methods: Three different measurement tools were used for the data collection of the study as well as
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Factor Leadership Scale were used in to data collection. The sample of the study consists of white-collar
individuals working in the service sector in Istanbul. The data obtained from the questionnaire applied on a
total of 243 participants were analyzed with the SPSS program.

Results: As a result of the regression and moderator analyzes, the relationships between the variables were
explained. Analysis has proven that transformational leadership positively affecting the workflow experience.
It has also been confirmed that perceived job uncertainty has a moderator role in the relationship between
these two variables. It was concluded that the effect of transformational leadership on the flow experience
decreases when the uncertainty is high.

Originality: In this research, it has been determined that transformational leadership has an effect on the flow
experiences of employees. Therefore, the study is the first to explain the effect of the transformational
leadership style, which has an important place in the literature, on the flow experience. In addition, the role of
perceived job uncertainty in this relationship also confirms that moderator variables may have an effect in
explaining the relationships between variables.
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Amag: Bu calismada érgiitler icin 6nemli kavramlar arasinda olan is Akigi Deneyimi, Déniisiimcii Liderlik ve
Algilanan is Belirsizligi kavramlarina odaklaniimistir. Kavramlarin teorik tartismasindan sonra bu kavramlarin
orgltler icin 6nemi deginilmis ve aralarindaki iliskiler agiklanmaya galisilmistir.

Tasarim/Yéntem: Arastirmanin verilerinin toplanmasinda demografik degiskenlerin yani sira tig farkh 6lgme
aracindan faydalanilmistir. Bu acidan calismada Akis Deneyimi Olgegi, Algilanan is Belirsizligi Olgegi ve Cok
Faktorlii Liderlik Olgegi kullanilmistir. Arastirmanin érneklemini istanbul ilinde hizmet sektériinde ¢alisan beyaz
yakali bireylerden olusturmaktadir. Toplam 243 katilimciya uygulanan anketler sonucunda elde edilen verilerin
tamami SPSS programi araciligi ile analiz edilmistir.

Sonuglar: Yapilan regresyon ve moderator analizler sonucunda degiskenler arasindaki iligkiler agiklanmistir.
Donlstimcd liderligin is akisi deneyimi tizerinde pozitif etkisi oldugu analizler sonucunda kanitlanmigtir. Ayrica
algilanan is belirsizliginin de bu iki degisken arasindaki iliskide moderatér rolti oldugu dogrulanmigtir.
Belirsizligin yuksek oldugu durumlarda déniisimc liderligin akis deneyimi Gzerindeki etkisinin azaldig
sonucuna ulagiimistir.

Ozgiin Deder: Bu arastirma ile déniisiimcii liderligin galisanlarin akis deneyimleri izerinde etkisinin oldugu
belirlenmistir. Bu yoni ile calisma, literatiirde 6nemli yeri olan donusiimcu liderlik tarzinin akis deneyimi
Uzerindeki etkisini agiklayan ilk galisma niteligindedir. Ayrica, algilanan is belirsizligini bu iliskideki rolt de
degiskenler arasindaki iliskilerin agiklanmasinda ilimlastirici degiskenlerin etkisinin olabilecegini
kanitlamaktadir.
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1. INTRODUCTION

Organizations have started to give importance to the flow experience in order to obtain high performance from their
employees. Flow experience is defined as an individual's focus on their work. Also, it will be possible to say that the flow
experience in the people is related with the positive emotions. When the Jobs which require a high level of skill and have a
high level of difficulty will cause people to experience the flow. The reward for the individual is actually an emotional state
experienced during the flow rather than the result obtained at the end of the action in the flow experience.

The concept of Transformational Leadership can define as a process which the leader affects their followers with creating an
awareness about what is important. Transformational leaders do not try to optimize only the performance of their followers,
they also try to optimize the individual, group and organizational development and innovation. Transformational leadership
can introduce a vision to the employees and can give them further duties to contribute to this vision. Also, they can make
them believe that they can do more than they do now with making some changes in organizational culture. In other words,
transformational leadership is encouraging their followers to do more than expected from them.

Uncertainty can be studied from psychological aspects. In the uncertainty process, individuals may perceive stress, anxiety,
and related physiological disorders. In terms of organizational behavior, job uncertainty means that worker’s uncertainty
about their work situation, location, needed skills, promotion opportunities and their future in the organization.

When the employees concentrate by giving full attention to the work, they find themselves in flow state. They dedicate
themselves to their work and as a result, their performance increases. This increase in performance will positively affect and
help them to be happy in their working lives. This increase in happiness and performance is not due to the rewards to be
received at the end of the work. This increasing will be completely related to the pleasure of doing their work. In working life,
doing their job with pleasure is more important than the rewards to be received as a result of the work for the employees. In
order to achieve this happiness and performance increase, their workflow experience must be high level. One of the most
important factors in capturing this high level of workflow experience is management styles. The level of workflow experience
of the employees varies according to the leadership style in the organization. In this study, the effect of transformational
leadership on flow performance was researched. Transformational leadership is positively affecting the flow experience. The
transformational leaders care about the ideas of their employees and consider their wishes and desires. Before making
decision steps, they always communicate with their employees. All these characteristics of the transformational leadership
style positively affect the employees' workflow experiences. When looking from another perspective, this affect can show
some changes from situation to situation. When the employees face with some uncertainties in their working life, this can
change their workflow level. At this point, there are some job uncertainties perceived by the employees. These perceived job
uncertainties are very important in the working life of the employees. Perceived job uncertainty can change the level of
relationship between the workflow experience and transformational leadership. There is a positive impact of transformation
leadership on work flow experience and as a result of this research, it has been found that the perceived job uncertainty also
has moderated on this effect.

2. LITERATURE REVIEW
2.1. Workflow Experience

Flow experience is defined as the individual's intense focus on the action who has done their concentration on the work, and
the fact that nothing is important other than the action who has taken at that moment (Csikszentmihalyi, 1990). The flow
experience is naturally positive and beneficial for the people. Because as long as the individual is involved in the action who is
doing, they also have the opportunity to develop their own skills and abilities (Csikszentmihalyi, 1990). This type of flow
experience can show itself in any action the individual takes. For this reason, it will be possible to say that the flow
experience in the people is related with the positive emotions. At this point, the balance between the difficulty of the
individual's action and the individual's skills becomes important. Jobs that require a high level of skill and have a high level of
difficulty will cause people to experience flow (Csikszentmihalyi, 1990). When looking from another perspective, low level of
skill and high level of hard work will bring about an increase in anxiety in the individual. Also, when the individual has a high
level of skills, but the difficulty level of the job is low, the individual will experience a feeling of distress. Finally, if the
individual has low skills and the difficulty level of the job is low, there will be a state of indifference (Csikszentmihalyi, 1990).

Flow experience is very important in terms of triggering phenomena such as development and confusion in the
consciousness of the individual (Jackson and Eklund, 2004). When the people experience the flow, they become a more
complex being (Csikszentmihalyi, 2009). This complexity is also an indication that the individual's self is growing and
developing (Csikszentmihalyi, 2009). This state of confusion in the individual's self is the result of two different psychological
processes (Csikszentmihalyi, 2009). These are processes of differentiation and integration. People separates yourself, their
abilities and capacity from others in the differentiation process. In the integration process, the individual learns to use skills
such as communication and compatibility (Jackson and Eklund, 2004). At this point, the flow experience helps the individual
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to develop both psychological processes. The individual can be more understand of their own skills and abilities and can be
differentiated themselves from others with workflow. Likewise, the individual works in a subconscious unity as they
experience a deep focus in the flow state. Likewise, the individual works in a subconscious unity when they experience a
deep focus in the flow state (Csikszentmihalyi, 2009: 200). Csikszentmihalyi (2009) explains this situation by basing it on a
complex machine analogy. Each part of a machine performs a number of tasks independently of each other. However, the
increase in complexity requires these parts to work in harmony with each other at the same time. Complexity is generally
thought to have a negative meaning, as it is perceived as synonymous with words such as difficulty and obscurity. The
negative meaning of complexity stems from the fact that it is often used with differentiation Csikszentmihalyi (1990).
However, the state of confusion also includes the differentiation and the integration that occurs with it when the flow
experienced.

The motivation of the individual in actions that provide inner satisfaction is the primary subject of flow theory (Nakamura,
and Csikszentmihalyi, 2005). The reward for the individual is actually an emotional state experienced during the flow rather
than the result obtained at the end of the action in the flow experience (Nakamura and Csikszentmihalyi, 2009). The
individual experiences the flow while performing the action, they also experience the reward internally. The formation of the
flow experience depends on a number of processes (Nakamura and Csikszentmihalyi, 2005). When viewed from this point,
these processes can be listed as follows;

a) Concentration on the current situation with intense and focused,
b) Awareness and action come together,

c) Loss of self-awareness or consciousness of the individual,

d) Believing that there is control over the action or situation,

e) The individual's subjective perception of time is bent,

f) The action has directed the individual towards an internal reward.

2.1.1. Evolution of the Workflow Experience in the Organization Setting

People generally have a belief that their work is boring (Csikszentmihalyi 1990). However, experiencing the flow on the
working life which is a large part of people life, will also positively affect the life of the individual in general. The importance
between the skills and capacities of the individual and expected from the individual in their job becomes critical at this point.
In the explaining of flow experience, the balance between the difficulty of the job and the skill and capacity of the individual
continues to be important when business life is taken into account. There are many studies can find in the literature that
have previously study about the relationship between flow and business life. One of the most important of these studies
made by Csikszentmihalyi and LeFevre in 1989. This study is also a first guide in the relationship between flow and business
life. They stated that the flow experience in the work environment is three times more than in free time (Csikszentmihalyi
and LeFevre 1989).

As stated above, the business life of individuals occupies a large part of their lives in general. Therefore, developing positive
feelings about their job has a positive effect on other parts of their life. Experiencing the flow also has a positive effect on
their life as a result of this (Yasin, 2016). When high level of difficulty and high level skills come together, the continuous
efforts of employees to develop their own potential and enable them to turn into success-oriented employees (Eisenberger,
2005). The resources of the job can be divided into physical, psychological, sociological and organizational (Bakker, 2003). All
of these resources have a motivational effect on the employee.

The individual is completely focused on their work during the flow state. In this case, the perception of time changes and
time starts to goes faster than normal and the individual forgets everything around during that moment (Bakker, 2008).
Enjoyment is related to the individual's doing their job with love and developing positive feelings about the job. Finally,
intrinsic motivation describes that the individual's attainment of inner satisfaction regarding their work (Bakker, 2008).
Bakker (2008)'s study is important to understand the relationship between workflow experience and employee in the
organization setting. Bakker (2008) also has been developed a scale which is used to reveal the effects of the flow experience
on the employee with this study. According to Csikszentmihalyi (2003), it is possible to increase the level of employees
workflow experience in the organizational setting. In this direction, it can be ensured that the individuals experience flow
more often by changing or improving the characteristics of the work. Organizations can make it possible to experience flow
more often by making organizational goals clear, developing the ways of feedback on performance, creating opportunities
for employees to develop themselves and their skills and enabling employees to have control over the work they do
(Csikszentmihalyi, 2003).

2.2. Transformational Leadership
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Leadership is an old theory like humanity history and it is a concept that has been more emphasized recently. Leadership
definitions can show differences in terms of the leader's abilities, personality traits, influence relations, cognitive-emotional
orientation, individual-group orientation and drawing attention to personal-collective interests (Keles and Ozkan, 2010).
However rapid changes in recent years such as social and technological, developments, widespread global competition,
temporary markets, demographics of employees have also differentiated the skills which the leaders should have (Uslu,
2011). The most general definition of the leadership concept can be explained as a process of affecting the group of people
to achieve the desired organizational or group goals.

Transformational Leadership concept was firstly discussed by McGregor Burns in 1978. The concept of transformational
leadership has taken its place in the literature with Burns' (1978) work as titled "Leadership". This concept which was added
to the literature by Burns, was developed by Bernard Bass in 1985 with his work which titled as "Leadership and Performance
Beyond Expectations". Also, the multi-factor leadership scale contributed to the development of transformational leadership.
This scale was developed by Bass and changed in a line with their working with J.Bruce Avolio (Arslantas and Pekdemir,
2007).

Transformational leadership is a process which the leader influences their followers by creating an awareness about what is
important. This concept also gives them new ways to deal with challenges and allows them to see opportunities which comes
their way. Transformational leaders are preventative. They do not try to optimize only the performance of their followers,
they also try to optimize the individual, group and organizational development and innovation. In addition to having higher
moral and ethical standards, they try to persuade their followers to fight beyond expectations (Avolio and Bass, 2009).

Over time, unpredictable situations and changes in social, economic, political, technological and organizational matters have
led to the need for a new leadership approach. In this context, the interest in the old leadership theories working with the
power of performance-reward connection has decreased and the transformational leadership began to gain importance
(Shibru, 2011). Another fact is which makes transformational leadership gain importance is that transformational leaders
motivate their followers with the success they have achieved beyond expectations by harmonizing their attitudes, values and
beliefs with the organization (Rafferty and Griffin, 2004). When viewed from this angle, it is seen that the performance
expectation of the leaders from the motivated followers has increased. In addition, it is possible for the leaders to take the
needs and desires of their followers to a higher level as a result of demanding transformation in the personal values of the
followers (Gumuslioglu and llsev, 2007). Also, four basic stages can be counted as the implementation steps of
transformational leadership (Gul and Sahin, 2011).

e Identifying the need for change,
e Managing the transition,

e Creating a new vision,

e Institutionalizing change.

Transformational leaders look to share management authority with their followers. For this reason, the leader always shows
their followers that the leaders determine the leadership behavior in line with the ideas and thoughts which receives from
their followers in determining the goals, plans and policies, making the division of labor and fulfilling the responsibilities.
That’s why, transformational leaders look to adopt the democratic leadership approach (Eren, 2012). Democratic leaders
who believe in their followers think that they need to be well motivated to be successful, and they give them the opportunity
to prove themselves by giving them autonomy for this. They also share responsibilities with their followers and ask them to
think about the common goals of the organization. This decrease the democratic leader's stress and risk of burnout, and
allows his followers to be independent. Also, they allow that to develop their own leadership skills of their followers. If the
followers have sufficient knowledge and skills and there is a positive working relationship among themselves, there can be a
good working environment in the organization. Democratic leaders can consult their followers before making decisions.
However, this may seem like an unnecessary waste of time for some leaders. Therefore, the democratic leadership approach
is a negative approach for leaders who want to make quick decisions. However, transformational leaders aim to increase the
skills of their followers like democratic leaders. They aim to increase the self-confidence of their followers, develop their skills
and abilities, and enable them to use all the competencies they have. For this reason, being an effective transformational
leader requires a sense of trust between the followers and the leader. Followers who trust their leader will always be ready
to do what their leader thinks (Paterson, 2013). Transformational leadership can provide new opinions for the employees
and can give them another mission to participate to these opinions. Also, they can make some changes in the organizational
setting to make them believe that they can achieve more than they are doing. In other words, transformational leadership is
encouraging their followers to do more than expected from them (Kirilmaz, 2010).

2.3. Perceived Job Uncertainty
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Uncertainty concept can be defined as a psychological state of the individual. Also, features of the environment can create an
uncertainty on the individuals. Our focus point will be psychological uncertainty, which based on an individual's feelings, as
opposite of the objective state of the environment. That's why, the uncertainty can be expleained as "an individual's
perceived insufficiency to give notice something exactly'" (Milliken, 1987). Uncertainty has a very important place in the
literature of management and organization. The concept of uncertainty has been studied by authors from many disciplines
such as health, finance, economics, psychology. A particular situation in general refers to the fact that one knows what to do
for each alternative when making decisions about the process (Robbins, Decenzo, Coulter and Woods, 2013). On the other
hand, uncertainty defines an insufficiency to accurately give notice what the consequences of a decision can be (Downey,
Hellriegel and Slocum, 1975). Tannenbaum (1950) says, “when the future is predicted, uncertainty exists.” These definitions
are shaped by some disciplines such as psychology, sociology, economics (Garner, 1962; Luce and Raiffa, 1957; MacCrimmon,
1966). In terms of organizational behavior, job uncertainty means that worker’s uncertainty about their work situation,
location, needed skills, promotion opportunities and their future in the organization.

On the other side, a criticism of the relevant literature explain that many descriptions of uncertainty are studied as
“environmental uncertainty”. Milliken (1987) examined environmental uncertainty in three dimensions: state uncertainty,
effect uncertainty, and response uncertainty. Employees or managers can experience environmental uncertainty when they
feel that their organizational environment as unpredictable. For example, a firm can produce a new product, believing that
sales will be high. But a regulation in the country's legal system can prohibit the sale of this new product. Such a
development could affect the firm's financial position. In such cases, firms cannot predict the future. This dimension of
uncertainty is called state uncertainty. The effect of the uncertainty can be explained as a concept of being unable to
estimate what is the effect of a further state of the environment or environmental change will be on the organization
(Conrath, 1967; Duncan, 1972). The third dimension of uncertainty is the response of uncertainty. This dimension can be
defined as a lack of information about reaction choice while not being able to predict the results of a reaction choice
(Conrath, 1967; Duncan, 1972). Also, the uncertainty has been studied from a psychological point of view aside from the
environmental aspect. This aspect means” perceived uncertainty " because any individual perceives uncertainty at different
levels or may not perceive any uncertainty at all. In the literature on perceived uncertainty, the term stress seems to be
closely related to structure. McGrath (1976) has defined the perceived uncertainty as a significant factor of stress effects in a
mental and a behavioral sense. Schuler (1980) also defined the term stress as an undecided state, also including the
uncertainty regarding something that is critical. Stress is one of the functions of uncertainty. So, it can conclude that if a
worker's position includes many uncertain aspects, it will be stressful for that worker (Beehr and Bhagat, 1985). Previous
research about the perceived job uncertainty is suggesting that job uncertainty is dependent to higher level of stress on the
employees , this concept can decrease job satisfaction of the employees and also their job commitment, Therefore, it can
increase the claim to leave from the organization (Ashford, 1988; Ashford, Lee, and Bobko, 1989; Matteson and lvancevich,
1990; Paulsen et al, 2005; Pollard, 2001). Schuler and Jackson (1986) conducted research on the role of stress management
and uncertainty (Tinaztepe, 2010). According to this study, perceived uncertainty was examined within four levels:
organization, unit, group and individual.

At the individual level, uncertainty can be studied from psychological aspects. Individual characteristics can determine one's
responses to uncertainty. Individual differences, such as, tolerance level of the uncertainty, locus of control and personal
skills, influence the people's reaction to uncertainty. In an uncertain process, individuals may perceive stress, anxiety, and
related physiological disorders. Personality traits as well as cognitive processes are important for perceived uncertainty.
Therefore, in the perspective of employees, uncertainty is natural to the business, but uncertainty is a threat for another
perspectives. The cognitive process can change from individual to individual, and some experiences from previous years can
influence the process. Some applications may be sufficient to minimize uncertainty at the individual level. For example, it is
necessary to ensure that the work gives the worker the necessary control and autonomy. In addition, the selection process is
also important, because placing the right people to right working locations provides an ideal match for an individual's skills
and job demands. Another important point is that employees clearly inform themselves of what is expected of them.
Therefore, precise lines regarding performance requirements and performance evaluation practices, remuneration
procedures, and feedback can positively impact the individual (Schuler and Jackson, 1986). Some training programs, such as
stress management, can be provided by organizations for the individual development of the employee. A study by Ashford
(1988) found that if job uncertainty is high in an organization, employees ' job satisfaction is low.

2.4. Relationship between Transformational Leadership and Work Flow Experience

The increasing performance of an organization is directly proportional with the development of the organization. The type of
leadership which can provide organizational development mentioned among leadership types is the transformational
leadership. Transformational leaders have the abilities such as correctly analyze the internal and external environment with
their broad vision, influencing the people, being open for the improvement, and making employees believe that they can do
more than they do. In this way, they can improve the structure of the organization and increase the efficiency (Sahin, 2009).
The productivity and performance of the employee comes first among the factors which can increase in the performance of
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the organization. A transformational leader who uses the leadership characteristics can restructures the goals, objectives and
values of the followers, and builds on them values such as justice and equality. The transformational leaders can help to
increase the morale and motivation levels of employees who is following their perspectives. Keeping the morale and
motivation of the followers high in a working environment is a factor which can affects them to experience the flow.
Changing and expanding the areas of interest and need of followers will provide the team highest level of morale and
motivation (Bass, 1999). Also, stated parallel with this, will strengthen their understanding of team goals and their
commitment to work (Krishnan, 2002). This will make it easier for followers to experience the flow. Bass (1999) explains that
the concept of the transformational leadership is more effective on the working performance of the employees in the
management and organization according to the other leadership styles. As a result of these studies, it can be said that;
Transformational leaders, when compared to other leaders, can provide more morale and motivation to their employees and
can give them more confidence than the other leadership styles (Yavuz, 2008). High morale and motivation are passionate
the employees about the job and helping them to experience the flow easier. When the employees concentrate by giving full
attention to the work, they find themselves in flow state. They dedicate themselves to their work and as a result, their
performance increases (Aydin Kucuk, 2020). Transformational leaders encourage their employees to think differently from
the standard and to look at problems from different angles (Gardner and Avolio, 1998). Transformational leadership has been
found to be positively associated with followers' creativity (Shin and Zhou 2003). Transformational leaders present a
compelling vision to their followers. They encourage them to challenge existing mental models and create better solutions to
bring about positive change. This allows them to activate the minds of their followers (Bass and Riggio, 2006; Eisenbeiss, Van
Knippenberg, and Boerner, 2008). Therefore, this relationship between transformational leadership and flow experience
contributes positively to the organizational setting.

H1: There is a positive impact of Transformational Leadership on Work Flow Experience.

2.5. The Role of Perceived Job Uncertainty

Transformational leadership has a positive impact on the workflow experience. That's why the employees who led by
transformational leaders will be more likely to experience the workflow. However, there are some uncertainties perceived by
the employees in their working environment. Changes in the work plans of the employees, whether they will be transferred
to another department, their competencies in the job, their abilities, opportunities in the workplace can be listed as some
issues that may create uncertainty in the organizational setting. Employees may face such uncertainties in the organizational
environment and these uncertainties have many effects on the working lives of employees. When looking from this
perspective, there is a role of perceived job uncertainty on the relationship between workflow experience and
transformational leadership. The relationship of these two variables can show changes according to the level of uncertainty
in the organizational setting. In situations where uncertainty is high, employees may not have the necessary concentration on
their work. In addition, uncertainties in the organizational setting cause a decrease in the performance of employees. In this
case, perceived job uncertainty level of the employees becomes important. Based on this situation, it can be thought that
perceived job uncertainty has a moderating role between the relationship of the variables.

The aim of this model is to explain the uncertainties will have an effect on the relationship between transformational
leadership and flow experience. Therefore, the second hypothesis of the study can be stated as below.

H2: There is a moderator role of perceived job uncertainty on the relationship between transformational leadership and work
flow experience.

Figure 1: Research Model
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3. METHODOLOGY

The research was conducted on white-collar employees working in the service sector in Istanbul. 51.40% of the participants
are male, 48.60% are female, 41.2% are married, 57.20% are single and 84.3% are under 35 years old. 62.10% of the
participants have bachelor's degree, 28.40% have less than 3 years of work experience and 44.00% have an income of 5000
TL or more. Within the scope of this research, an online questionnaire was applied to the participants. Analyzes were
performed on the SPSS program for 243 responses.

The sampling technique of the study is the random sampling. In random sampling technique each option has an equal
possibility of being chosen. That’s why, it was thought that this is the most appropriate sampling technique for this research
and it was decided to use it in the study.

3.1. Research Instruments
3.1.1. Work Flow Experience Scale

The relevant scale was developed by Bakker Golub and Rijavec in 2008 as name of The Work-Related Flow Inventory. The
Work-Related Flow Inventory scale is consisting 13 items and 3 dimensions (Bakker, Golub and Rijavec, 2017). The
dimensions of this scale are dedication to work, enjoyment of work and intrinsic motivation to work (Bakker, 2008). This scale
is the first scale developed for flow experience in working life and it has been used frequently in the international literature.
This scale was applied to different samples in different countries and its validity and reliability tests were conducted
(Demerouti, Bakker, Sonnentag and Fullagar, 2012). For this reason, the relevant scale was preferred for this study. The
Turkish adaptation of this scale and its validity and reliability study were carried out by Turan and Pala (2019).

The scale used in the research is a 5-point Likert-type scale with equal intervals. Of the individuals participating in the survey;
They were asked to answer as 1-Strongly Disagree, 2-Disagree, 3-Undecided, 4-Agree, 5-Completely Agree.

3.3.2. Perceived Job Uncertainty Scale

The perceived job uncertainty scale was developed by Schweiger and Denisi in 1991. This scale was created to measure the
different perception of uncertainty in business life in corporate structures. The relevant scale used in this study was
translated to Turkish by Tinaztepe (2010). The validity of the translated to Turkish form was checked by experts in this
domain (Ozveren, 2016). Data collection on perceived job uncertainty was carried out using 18 items in this scale.

The scale used in the research is a 6-point Likert-type scale with equal intervals. Of the individuals participating in the survey;
They were asked to answer as 1- Definitely Distinctive, 2-Pretty Distinctive, 3- Distinctive, 4-Uncertain, 5-Pretty Uncertain, 6-
Definitely Uncertain.

3.3.3. Transformational Leadership Scale
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The “Multi-Factor Leadership Scale” has been developed by Bass and Avolio in 1990. This scale was translated into Turkish by
Gurel (2011) and consists of 20 items in total, 16 items translated into Turkish by Gurel and 4 items taken from the version of
the same scale developed in 2009 were used (Bass, Avolio, 2009). This research has been made on employees who is working
in service industry in Istanbul. That's why the translated version of the scale has been used for this research.

The scale used in the research is a 5-point Likert-type scale with equal intervals. Of the individuals participating in the survey;
They were asked to answer as 1-Strongly Disagree, 2-Disagree, 3-Undecided, 4-Agree, 5-Completely Agree.

4. FINDINGS

The reliability tests and the confirmatory factor analysis averages to the normal distribution were carried out before testing
the hypotheses about whether the independent variable of the study has an effect on the dependent variable. Then, the
correlation and regression analyses were performed to test the relationship between them. The findings obtained from the
results of the analyzes are presented in the tables below. Finally, the moderator analysis was applied to measure the
moderator role of perceived business uncertainty.

4.1. Factor Analysis and Reliability of the Scales

Firstly, factor confirmatory analysis and reliability tests were performed to test the factor structures of the scales used in the
research. It is very important to find out the validity and reliability of scale structures before proceeding to hypothesis
testing. That’s why, the KMO (Kaiser-Meyer-Olkin) measure of the sampling sufficiency Cronbach’s alpha construct validity of
the scales was evaluated which used in this research. The findings show that the KMO values of the scales are at least ,934.
This value is greater than the KMO value accepted in the statistical literature (the recommended KMO value is ,600 at least).
Bartlett’s test of sphericity of each scale is significant which used in this study (p value = .000). The results of factor and
reliability analyzes for all variables are shown in Table 1.

Table 1: The Summary Statistics of Survey (N=243)

Items Item Number Cronbach’s a Explained Variance (%)

Work Flow Experince 13 ,936 27.588
Transformational Leadership 20 ,984 30.895
Perceived Job Uncertanity 18 ,933 14.628
Total Variance (%) 73,111

KMO ,934

Chi-Square Bartlett’s Test 12603,763
P value ,000

4.2. Descriptive Statistics for Research Variables and Correlations between Workflow Experience, Transformational
Leadership and Perceived Job Uncertainty

Means and standard deviations of Pearson correlation analysis and the research variables are stated in the Table 2. According
to the findings from analyzes the means of all the components have low and also moderate values. Generally, the average
values of the variables range between (M= 1,51, SD= ,5007) and (M= 3,96, SD= 1,0244). Also, among the main research
variables while Transformational Leadership has the lower mean value (M= 3,04, SD= 1,1828) also, perceived job uncertainty
has the higher mean value (M= 3,96, SD= 1,0244) according to the result of the analyzes.

When the correlation analyzes were examined, it was observed that there is a significant and positive correlation between
the independent and dependent variables in the model. However, it has been examined that perceived job uncertainty has a
significant negative relationship with other variables of the study. There is a moderate positive significant correlation
between transformational leadership and work flow experience (r:.497; p<0.01). Also, there is a negative significant
correlation between perceived job uncertainty and transformational leadership (r: -.143; p<0,05). On the other side, there is
a negative significant correlation between perceived job uncertainty and work flow experience (r: -.122%*; p<0,05).

Table 2: Descriptive Statistic for Research Variables (Means and Standard Deviations) and Correlations of the Variables

Std.
Mean Deviation 1. 2. 3. 4, 5. 6. 7. 8. 9.
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1.Age 2,07 0,6238 ()

2.Gender 1,51 0,5007 -.183**  (-)

3. Marital Status 1,60 0,5221 -.246**  -015 (-)

4.Education 2,80 0,8687 .025 .022 .078 (-)

5.Total Work

Experience 3,34 1,2532 .579**  -.085 -.313** -141* ()

6. Salary 3,26 11,1542 ABL¥*  -252%%  _137%  246%*  494%* ()

7.Workflow

Experience 3,12 0,9570 .013 -.085 -.008 .015 -.049  .494** (.93)
8.Transformational

Leadership 3,04 1,1828 -.151%* .108 .088 .015 -.162* -.059 A97**  (.98)
9.Perceived Job

Uncertainty 3,96 1,0244 124 -.235** -.001 -.041 .128*  .158*  -.122* -.143* (.93)

N:243; *p<0,05; **p<0,01*** p<,001

4.3. Regression Analysis of the Study

The findings of the factor and reliability analyses explained that this study was usable to test the main hypotheses of the
study in terms of the validity and reliability values of the scale constructs. Thus, we can proceed with the regression analyses
in order to test the first hypothesis mentioned in the study (H1). As discussed in the literature section, it is claimed that the
existence of a transformational leadership approach in the organization will have a positive effect on the workflow
experience of the employees. On this basis, regression analysis was applied to the first hypothesis of the study, “There is a
positive impact of Transformational Leadership on Work Flow Experience” The regression analysis of the findings are shown
in Table 3.

When we examine the Table 3 statistically, can understand that the results in Model 1 indicate that transformational
leadership has a moderate impact on workflow experience (B=,497, R2=,247, p=,000, F= 78.597). This result shows that
employees' workflow experiences increase when they are managed with the transformational leadership characteristics in
the organization. There is a positive impact of the transformational leadership characteristics on the employees and this
positive impact has increased on their workflow experience. That’s why, the first hypothesis of the study (H1) is supported.

Table 3: The Impact of Transformational Leadership on Work Flow Experience

Variable b Std. Error t P
(Constant) 1,903 0,148 12,845 ,000%**
Transformational Leadership 0,497 0,045 8.865 ,000%**

R2=,247; F=78.597; P<,001

a. *p<0,05; **p<0,01*** p<,001
b. Dependent Variable: Work Flow Experience

c. Independent Variable: Transformational Leadership

4.4. Moderator Analysis of the Study

As discussed in the literature review section of the study, perceived job uncertainty was considered to play a moderator role
between transformational leadership and workflow experience in hypothesis 2. In order to test the moderator role of
perceived job uncertainty in that relationship, transformational leadership and workflow experience was entered into the
analysis to examine the main effect. Finally, the analyzed of the interaction effect between the variables was performed. The
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results of the analysis of the moderator role of perceived job uncertainty on the relationship between transformational
leadership and workflow experience are presented in Table 4.

Table 4: The moderator role of perceived job uncertainty on the relationship between transformational leadership and work
flow experience

Transformational Leadership B se t p
Work Flow
Experience
Constant 3,2635 .5304 6,1529 .0000
Transformational Leadership -.0279 .1770 -.1578 .0000
Perceived Job Uncertanity -.3226 1211 -2,6639 .0000
Perceived Job Uncertanity
Transformational Leadership .1017 .0406 2,5083 .0128
Perceived Job Uncertanity Moderator Effect (B) se t p

Moderator Effect of Perceived Job Uncertanity = M+ 1SD

M- 1SS (2.894) Low 2,9418 0,2713 3,9538 .0000
M (3.742) Moderate 3,9663 0,3755 8,1563 .0000
M+1SS (4.590) High 4,9907 0,4797 8,7847 .0000
Model Summary R R? F p

0,5180 0,2680 29,1451 .0000
Increased R? R2? Change F dfl df2 p

0,0190 6,2918 1,0000| 238,0000 .0128

*P<0.05; **p<0.01; ***p<0.001; ****p<0.0001

When we examine the Table 4 statistically, the regression model was found to be statistically significant (R=.518; R2= .268;
F=29,1451; p=0.0000). Perceived job uncertainty appeared to be a statistically significant predictor of the work flow
experience (B = -.3226; t= - 2,6639; p=0.0000). Also, using process macro which developed for the Statistical Package
Program, evaluated the results of the research. Table 4 shows that the interaction effect was significant (8=.0503; t= 2.5244;
p=0.0000). Perceived job uncertainty was found have moderator effect on the relationship between transformational
leadership and work flow experience. In this context, the effect of perceived job uncertainty is statistically significant with
low (B=2,9418; t= 3,9538; p=0.0000) moderate (= 3,9663; t= 8,1563; p=0.0000) and high (= 4,9907; t= 8,7847; p=0.0000).
Thus, it can be expected that as employees feel the uncertainty in their organizations the positive effect of transformational
leadership on work flow experience goes down. According to this result the hypothesis H2 is supported.

5. CONCLUSION, DISCUSSIONS AND SUGGESTIONS

In this study, the relationship between transformational leadership and workflow experience and the moderator role of
perceived job uncertainty were tested. According to results of these statistical analyses, it can explain that, all the variables of
this research model have significant relationship between each other. The regression analyses report that, transformational
leadership have effects on workflow experience and perceived job uncertainty is a mediator variable within this relationship.
As consistent with our expectations and previous research, transformational leadership is found to be significantly as
statistically and positively related to workflow experience. This relationship which is strongly and positively associated with
workflow experience is logical. Especially, when we examine the relationship between variables in our model, we can show
that the transformational leadership has effect on workflow experience of the employees. The reason of this effect is
psychological situation of the employees which have a crucial role in experience the workflow status.

According to the test results of the hypotheses formed in line with the main purpose of the research, it was determined that
the transformational leadership positively affects the workflow experience. This result is similar to the study in the literature
with (Krishnan, 2002; Waldman, Bass and Einstein, 1987; Arslantas and Pekdemir, 2007). In addition, perceived job
uncertainty is one of the important elements in the organizational environment. This concept of uncertainty, which has many
effects on employees, affects the work performance and happiness of employees. Based on the results of the research, it is
possible to say that this effect is negative and significant. This effect of perceived job uncertainty was found to moderate the
relationship between transformational leadership and workflow experience.

The results of the research shows that the variable which plays a role as a moderator is perceived job uncertainty in the
relationship between transformational leadership and employees' workflow experience. In this context, managers approach
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their employees with a positive perspective so that they can increase their job performance. The importance of focusing on
the strengths of their employees and developing these aspects has been revealed once again with this research. For the
future of an organization, employees' workflow experience and accordingly increasing productivity are in a relationship with
each other. The main factor is that plays a role in experience the workflow more easily is the transformational leadership
approach. As we discussed in the literature, the transformational leadership approach is very important for the future of
organizations. In addition, perceived job uncertainty has a moderator role between dependent and independent variables.
When perceived job uncertainty of the employees increases, it becomes more difficult for employees to experience the flow.
When looking from another perspective, they are more likely to experience flow when the perceived job uncertainty of the
employees is low. For this reason, company owners and managers need to fulfill important responsibilities in order to
support people for the future of the organization, to minimize their perceived job uncertainties and to increase their
performance.

6. LIMITATIONS

The only limitation of the research is that, the current research applied on the employees of service sector who lived in
istanbul, as | mentioned before. The next research can be performed in another city for employees from the different
sectors. Also, findings of this research are valuable as it was tried to explain work flow experience, transformational
leadership, perceived job uncertainty and relationship between them.
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ABSTRACT (EXTENDED)

Objectives: The main purpose of this study is to investigate the link between meaningful work perception and
life satisfaction through the justice climate in the organization. Within this scope, the study also aims to find out
the connection among meaningful work perception and organizational variables, which are highly emphasized
in the literature, and thus to reveal the importance of meaningful work perception for both the literature and
practitioners.

Methods: This study is designed as quantitative research and the quota sampling method (limits are: work
experience- sector- employee number of organization) is preferred to obtain the data. Since the meaningfulness
of the work is not related to a specific occupational group according to previous researches, the sample of the
study includes white-collar employees from various departments such as marketing, finance, HR, and R&D.
Within the survey method conducted data gathered different work areas from large companies in Istanbul, 193
valid questionnaires are obtained for analysis. A socio-demographic form and three well-known scales are used
to evaluate the participants' perceptions.

Results: Analyses of the study are conducted through SPSS and Smart-PLS programs. First of all construct validity
is measured with both Exploratory and Confirmatory Factor Analysis. Then Cronbach alpha, rho_A, CR, and AVE
values are computed and variables are found to be valid and reliable. Hypotheses are tested with Structural
Equation Modeling and Bootstrapping analysis is performed. Significant connections among the variables are
found. According to findings, meaningful work is not directly effective on life satisfaction. And interactional
justice is a full mediator in the positive meaning and life satisfaction relationship. Secondly, life satisfaction is
directly affected by distributive justice and interactional justice dimensions of organizational justice climate. And
also the other dimensions of meaningful work have no significant effect on justice climate perception.

Originality: As stated in previous studies, the climate of justice in an organization is an important indicator of
both the workplace experience of the employees and their life satisfaction. Although the concept of meaningful
work is relatively new and few studied in organizational behavior literature, it had been stated by leading
motivation theories attributing meaning to work is an important instrument for meaningful and satisfying life
perception. Meaningful work is mostly thought to have contributions to oneself and the community, however,
studies show that this is due to the employee's perception of his work. This theoretical background indicates that
meaningful work perception could be related to organizations’ justice perception and also can be beneficial to
both individual and organizational desired outcomes. So emphasizing the importance of the phenomenon is the
main motivation of the study, so that this study's findings can be an important contribution to both
organizational behavior literature and practitioners especially in human resources activities in companies.
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Amag: Bu ¢alismanin temel amaci, érgiitteki adalet iklimi araciligiyla anlamli is algisi ile yasamdan memnuniyet
arasindaki baglantiyi arastirmaktir.

Tasarim/Yéntem: Nicel arastirma yéntemi ile sinanacak hipotezler icin istanbul'daki biiyiik sirketlerden farkli
¢alisma alanlarindan toplanan veriler anket yéntemiyle yiiriitiilerek, analiz icin 193 gegerli anket elde edilmistir.
isin anlamliligi belirli bir meslek grubu ile baglantil olmadidindan dolay ¢calismanin 6rneklemi pazarlama, finans,
iK, Ar-Ge gibi cesitli departmanlardan beyaz yakali calisanlari kapsamaktadir.

Sonuglar: SPSS ve Smart-PLS programlari araciligiyla yapilan analizler sonucunda anlamli is algisi boyutlarindan
pozitif anlam boyutunun etkilesimsel adalet aracilidiyla yasam doyumunu etkiledigi sonucuna ulasiimis olup,
pozitif anlam boyutunun formal islemlere yénelik algi iizerinde de etkili oldugunu géstermektedir. Yasam
doyumu etkilesimsel adaletin yani sira daditimsal adalet algisindan da etkilenmektedir.

Ozgiin Deder: Gecmis calismalarda da belirtildigi gibi bir érgiitteki adalet iklimi hem ¢alisanlarin is yeri
deneyimlerinde hem de yasam doyumlarinda 6nemli bir géstergedir. Anlamli is érgiitsel davranis literatiiriinde
gdrece olarak yeni ve az ¢alisilan bir kavram olmakla birlikte, ise anlam yiiklemenin, 6nde gelen motivasyon
teorileri tarafindan anlamli ve tatmin edici bir yasam algisi i¢in dnemli bir arag oldugu ifade edilmistir. Bu ¢calisma
ile hem alan yazina hem uygulayicilara anlamli is algisinin 6nemini ve is-isyeri-yasam lg¢geninin énemini
vurgulayarak katki saglamak hedeflenmistir.

90



Journal of Behavior at Work - JB@W — Is’te Davranis Dergisi - IDD (2021), 6(2) GULEN ERTOSUN

1. INTRODUCTION

People tend to think that the world is a fair place, this allows people to struggle with the negativities they face and act more
motivated to make an effort, thus making them feel better psychologically. This idea has also been supported in academic
studies. Lerner (1980) states in his study that the perception of justice provides the psychological support needed for a more
meaningful, specific, and controllable life. Additionally, studies at the organizational literature point to similar findings; the
connection between employees' perception of justice with happiness, well-being and life satisfaction has been the subject of
many studies and has been supported by significant findings (Behrani, 2017; Le et al., 2018; Lucas et al., 2013; Akbolat et al.,
2015; Lambert et al., 2010). Also studies such as Cropanzano et al. (2007) states that fairness perceptions affect satisfaction,
organizational commitment, performance, and organizational citizenship behaviors. However, few studies focus on the role of
meaningful work perception and organizational justice connection. For instance, Timmermann (2018) indicates significant
causality among the meaningful work and organizational justice. According to the study, the organizational atmosphere is also
an important indicator for our work experiences.

Also, in organizational behavior literature studies support the effect of meaningful work on the life satisfaction of employees.
Hu and Hirsh (2017) and similarly Allan et al. (2019) explain in their comprehensive meta-analytic studies the connection among
the meaningful work and life satisfaction. Similarly, empirical studies support the link both directly and indirectly (Novanto et
al., 2021; Magnano et al., 2019; Rothausen and Henderson, 2019).

A positive perspective on the meaningfulness of the work is also important for many work outputs that can be listed as the
employee's ownership of the work, being motivated, and being resistant to difficulties. However, meaningful work is not about
the profession itself, but the meaning that the employee attributes to the work he is doing, in other words, it is about the
employee's assumption about the work (Fried & Ferris, 1987). For instance, while a doctor, lawyer or academician who are
considered to be in the prestigious professions (as stated in TYAP, Nov. 2018, Professional Reputation in Turkey Research), may
not find their occupation meaningful, on the other side, a salesperson or a cleaning staff may find their occupation meaningful.
It is very important for any occupation to know that the work an employee is doing benefits the coworkers, working groups,
organization and also society they work for. Despite an employee personally finding his work valuable and important but the
absence of the necessary elements such as resources, authority, job description etc. may prevent him from building a positive
perspective on the meaningfulness of the work, and also his negative work experiences can affect his well-being and
satisfaction negatively.

Additionally, as Mert et al (2021) stated in their article, three common virtues that philosophers focus on from past to present
are justice, happiness and courage in order to understand the meaning of life. They build the causality among the fair
atmosphere in the workplace increase courage and life quality (and also life satisfaction). Similarly in this study the connection
of the meaningful work, justice climate and life satisfaction also serves to the big picture from different perspective. So the aim
of the study is to establish a whole understanding of the perception of the meaningful work to life satisfaction with the
mediating effect of justice climate.

Within the framework of all this causality, this study aims to draw attention to the importance of meaningful work perception
in the organizational behavior literature and its effect on employee happiness. In addition, presenting evidence for the
connection between the employee's perceptions of the work (the job itself), the perceptions of the organization's justice (the
organization) and their perceptions of their individual life (private life) is among the main contributions of the study.

For the reasons explained above and the purpose of the study, after giving detailed information about the relevant literature
in the first part, the research design, measurement tools sampling and analysis results are given in the following part. The paper
concludes with an evaluation of the study findings within the framework of the literature suggestions for future studies and
practitioners.

2. LITERATURE REVIEW
2.1 Meaningful Work

Leading classical motivation theorists such as McGregor (1960), Maslow (1965) and Alderfer (1972) stated that work may have
a mediating role in self-actualization. Specifically, Maslow stated that individuals who do not perceive their work as meaningful
and important will not use their capacities for work. However, in the changing world, the elements that will define work as
meaningful also change spontaneously (Shamir, 1991). Hackman and Oldham's job characteristics model (for detail info.
Hackman et al.,, 1975; Hackman and Oldham, 1976) is the most well-known model on the meaningfulness of work in
organizational behavior literature. The relevant model includes characteristics related to the experienced meaning of work,
responsibility for work outcomes, and critical psychological states related to the knowledge to determine work outcomes.
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Meaningfulness is an important determinant of positive or beneficial outcomes for both individuals and organizations (Rosso
et al. 2010). Reker (1997) stated that it contributes to a positive perception of life and a positive feeling in general. Samir (1991)
and May et al. (2004) stated that business results are directly affected by the sense of meaningfulness towards work. In
addition, individuals who find their work meaningful show better psychological adjustment and well-being towards their work
(Arnold et al., 2007).

The concept of meaningfulness was expressed by Krotkov (1998) as the perceptions of being emotionally meaningful and the
level of being worth spending energy and commitment in return for these feelings. The meaningfulness of the work is defined
as a positive perception towards improving the job and acting purposefully, rather than pleasure (Rosso et al., 2010). Steger et
al. (2012) emphasized the value and importance (significance) of work in positive understanding. Therefore, there is no
consensus among researchers on how the concept should be defined with regard to the meaning of work perception. Because
the concept is faced with the problem of subjectivity and individuality as terms (Bowie, 1998). In parallel with this view, Fried
and Ferris (1987) stated that work means different things to different people, and this is due to the fact that internal and
external reward mechanisms vary according to the individual. Beadle and Knight (2012) also supports that is related with
perception not with occupation.

Due to the differences in the definition of the concept, there are different opinions about its dimensioning. Britt et al. (2007)
tried to explain the meaning of work with commitment and Clark et al. (2007) tried to explain the meaning of work with
spirituality. In fact, when the literature is roughly classified, the frequently encountered dimensions can be listed as skill variety,
task identity, importance of the task to other people, dedication, centrality of the job, value of the job, role identity, good pay,
military pride, feelings towards professional title, and internal fit towards the job (Steger et al. 2010). Steger and coworkers
stated that the psychometric evaluation of the measurement tools developed by Hackman and Oldham (1980) and May et al.
(2004) are dysfunctional for evaluating meaningful work.

Benefiting from the study of Rosso et al. (2010), dimensions of meaningful work is defined by Steger et al. (2010) were used to
determine meaningful work perception in this study. Meaningful work is assessed within three components: positive meaning,
meaning through work, motivation by others (Steger et al. 2012). Positive meaning refers to attributing personal importance
to the work, related to personal experiences. Based on the meaning through the work dimension, work is a mediator for
meaningful life perception. And lastly, motivation by others dimension indicates that the contribution to the others' (may be
to the world) effective on individual meaning attribution to the work. These components are deterministic on defining work as
respectful and meaningful.

2.2 Organizational Justice Climate:

Employees' perceptions of the practices in the organization, the policies, practices, and procedures and also rewards, supports,
and expectations reflect the climate of the organization (Schneider and Reichers, 1983). Based on these instruments,
employees have an idea about acceptable and unacceptable behaviors within the organization (Zohar 1980).

The concept of climate of justice was first expressed by Naumann and Bennett (2000), and it is concerned with how the
atmosphere of the organization as a whole or just a work unit is perceived in terms of justice. In the following years, researchers
worked on models to evaluate the effect of the justice climate on employee behavior (Ehrhart 2004; Liao & Rupp, 2005;
Priesemuth et al., 2013). In their study, they considered the climate of justice as a variable not only at the individual level, but
also at the group and organizational level, and the findings support its effect on employee behavior (Roberson & Colquitt 2005;
Rupp et al., 2007). Within the scope of determinant of the relevant dimensions in the perception of justice Schminke et al.
(2015) studied on organizational level on moral values and found significant findings related with justice perception. With many
studies on fairness, Patel et al. (2012) stated that the aforementioned organizational justice dynamics are important
determinants in employees' evaluations of justice. Also in related literature, justice has been questioned as an antecedent of
life satisfaction. Lambert et al. (2010) explored a strong connection between procedural justice and life satisfaction. Lucas et
al. (2013) explained in their study that the well-being and also the happiness of employees were found to be correlated with
justice and more effective than other outcomes, and also procedural justice is more predictive than distributive justice.

Holtz and Harold (2009), among studies evaluating the perception of justice at the individual level, showed in a long-term study
that the dimensions of organizational trust, interpersonal, distributive and procedural justice reveal the perception of
organizational justice. However, there are also studies stating that there are different determinants in the perception of justice
(Priesmuth et al., 2013). According to Folger & Cropanzano (1998), among the organizational justice dimensions distributive
and procedural justice are the two most salient dimensions of organizational justice.

According to Moorman (1991) who is the developer of the well-known justice climate has two main dimensions as procedural
justice and distributive justice (Niehoff & Moorman, 1993). Similarly, organizational justice explained with distributive justice,
procedural justice, and interactional justice dimensions by Konovsky (2000). Distributive justice is the perception related with
the allocation of output in the organizations and refers to equity theory of Adam's (1963 cited in Pritchard,1969) which stated
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that individuals compare the outcomes that they have received with the others which have similar efforts and positions in the
organization. On the other side, procedural justice is based on the perception of employees about the application of rules and
procedures. A procedural justice perception can be built in the conditions when the rules and procedures are ethical at the
same time the applications are consistent and employees have an effect on the outcomes (Leventhal, 1980). Lastly,
interactional justice refers to the perception of being well-behaved in the scope of respect, dignity, and attention (Robbins &
Judge, 2012), which is more related to communication.

2.3 Life Satisfaction:

In organizational behavior literature, the concept of well-being when compared with life satisfaction has been considered as
an important indicator for a long time. However, the concept of life satisfaction began to be studied primarily in the field of
psychology in 1978. The period when these studies, which started in the 1980s, were dealt with most intensively corresponds
to the beginning of 1991. According to WOS data (based on keywords), life satisfaction has been the subject of 5384 studies to
date, the majority of these studies have been conducted in the fields of psychology and social sciences. From first studies, Hoyt
et al. (1980) tried to address the concept with a multidimensional approach, while Medley (1980) focused on differences in life
satisfaction at different stages of life. While both studies focused on age and life satisfaction variables, some others for instance
Marcoen & Vanham (1981) discussed its relationship to close concepts such as locus of control and self-disclosure.

In the same period, the relationship between life satisfaction and job satisfaction was started to be studied in comparative
studies (Exp. Rice et al., 1980). Tail, Padgett and Baldwin (1989) presented a study that provides evidence for this relationship
with their meta-analytic study. Rain, Lane, and Steiner (1991) found data to support this but stated that more studies are
needed on causality between variables. Later, in the studies, researchers addressed different views on causality. For example,
while researchers such as Rice et al. (1980) argues that job satisfaction affects life satisfaction; other studies proposes that
causality is from life satisfaction to job satisfaction (Judge & Locke, 1993), on the other side the relationship among the variables
are mutually (Judge & Watanabe, 1993).

Life satisfaction generally assessed as a component of subjective well-being. According to Diener (1985); subjective well-being
is divided into two basic components: emotional and cognitive well-being. Cognitive well-being is considered as the level of
satisfaction with life. Generally, the emotional dimension is popular in studies and cognitive well-being is partially ignored
(Pavot et al., 1991, p.149).

The domains-of-life literature indicates that life satisfaction is related to meeting expectations in some dimensions. As stated
in Rojas (2007) study, most researchers define specific life domains and among the researchers, while Cummins (1996) defines
a seven-domain section, Flanagan (1978) suggests fifteen components for satisfaction in domains. According to this view,
satisfaction with life can consist of many dimensions such as expectations about work, health, marriage, thence various studies
tried to define domains to determine life satisfaction as a whole. However, this perspective is not useful for job-related studies
and generally such kind of studies assumed life satisfaction as an integrative and generalized concept. According to this
approach, satisfaction with life scale focus that people evaluate their own lives on a global scale. People often set a standard
for their lives, then compare what they have against those standards (Shin and Johnson, 1978). Therefore, it is not an objective,
but a subjective way of perception and at the same time it is a unique concept apart from similar concepts such as positive
affect.

As explained above, related literature supports the aim of the study. In the scope of this study as the antecedents of job
satisfaction meaningful work perception is found to be related with the life satisfaction of employees. And also, as an
organizational level indicator justice climate, an important mediator variable in the relationship. Depending on the purpose of
the study the following hypotheses (and sub-hypotheses) to be tested in the study are listed below.

H1: Meaningful work sub-dimensions have a statistically positive effect on life satisfaction.
H2: Meaningful work sub-dimensions have a statistically positive effect on organizational justice climate sub-dimensions
H3: Organizational justice climate sub-dimensions have a statistically positive effect on life satisfaction.

H4: Organizational justice climate sub-dimensions have a mediating role in the meaningful work sub-dimensions and life
satisfaction relationship.
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Figure 1. Conceptual Model

3. METHODOLOGY
3.1 Data Collection and Demographic Distribution of the Sample

The research design of the study is a quantitative study and the data for hypotheses testing will be obtained by questionnaire
method. Data has gathered in 2019 May (according to the related policy the study doesn’t require an ethical report).

Quota sampling method was preferred as the sampling method. It was preferred that the participants in the sample have at
least 1 year of work experience and work in large-scale companies (in companies with more than 150 employees) and work in
the health, banking and food sectors at the border of Istanbul province. Since there is no classification about whether certain
occupations are meaningful for the purpose of the study, our sample consists of white-collar employees from different
departments (such as marketing, finance, HR, R&D). The sample composed from medium level manager / lower-level manager
/ non-managerial positions.

In the data collection process, first of all, permission request for the purpose of the study was sent to the Human Resources
department of the companies from the relevant sector by e-mail. The questionnaires are sent to the companies’ Human
Resources department that accept the request, employees are informed about the study and who volunteered to fill them out
handed the questionnaires in a closed envelope. A total of 193 valid questionnaires from 8 companies were reached in the
study. According to Cohen (1992), maximum arrows pointing a construct can be criteria for sample size. In the study this means
157-217 sample (%1 and %5 significance level), so sample is adequate for this research.

General company characteristics of the sample can be summarized according to sector: 52.7 % banking sector, 39.6 % food
industry and 7.7 % health sector. And average employee number of the companies are 942.9. Sample composed of mostly
male (67.5 %), 25-40 age level (80%), highly educated (84.1% have minimum bachelor’s degree) and almost half of the sample
was in managerial level (46%). When compared the managerial and non-managerial employees in the scope of the meaningful
work perception, found insignificant differences according to independent samples t-test results. According to these findings,
meaningful work perception is not related with managerial position of the employee.

3.2 Measures

Survey conducted in order to gather the data has a socio-demographic form that is prepared by researcher with the criteria
determined to reveal the sample quota and characteristics during the data collection process. And three different scales were
used to test the hypotheses of the study. The scale items were adapted to Turkish with the translation-back translation method.
Its translation was adhered to by 3 different academicians working in the field of business with English proficiency, and it was
back-translated by a different academician before it was finalized. The scales are explained in the below.

The Work and Meaning Inventory:

The Work and Meaning Inventory (WAMI) developed by Steger et al. (2012) has been used to evaluate meaningful work
perception of the participants. Scale consist of 10 items and the sub-dimensions of the scale were positive meaning (PM) 4
items (Cronbach alpha = 0.89), meaning through work (IAM) 3 items (Cronbach alpha = 0.82) and motivation by others (BM) 3
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items (Cronbach alpha = 0.83) The sum of the alpha values of all scale items is 0.93. In the related study, it was stated that
WAMI scale has a positive correlation with work-related and general well-being, job satisfaction, absenteeism, and satisfaction
with life (Steger et al., 2012).

Organizational Justice Scale:

The climate of justice is measured using Moorman's scale, which is widely used in the literature (cited in Scholar: 3856, WOS:
984; Nov. 2021). The scale originally developed by Moorman in 1991 (scale items were obtained from the study of Niehoff &
Moorman (1993)). While procedural justice is handled in two different dimensions as formal procedures and interactional
justice, distributive justice is a single dimension that includes more benefits and fees. Totally the scale contains 20 items with
three sub-dimensions: distributive justice (AD-5 items), formal procedures (FI-6 items), interactional justice (AE- 9 items). The
Cronbach alpha coefficients of all three dimensions of are above 0.90 (Niehoff & Moorman, 1993).

Satisfaction with Life Scale:

In measuring life satisfaction in other words cognitive well-being, the fact that individuals can accurately determine their level
of satisfaction with life is related to the inclusion of global criteria being. Depending on the context, the respondent's focus on
satisfaction or dissatisfaction in one area may misrepresent the overall satisfaction level. Pavot et al. (1991, p.151) stated in
their related study that the 5-item unidimensional scales of Diener et al.’s (1985) meet this need. In their study, they stated
that the validity and reliability of the relevant scale is high when compared to similar scales - when used for a wide age group.

The factor loadings of Diener et al.'s (1985) Satisfaction with Life Scale (SWLS) vary between 0.84 and 0.61, and the correlation
between the items varies between 0.75 and 0.50 and has a strong correlation. Cronbach alpha coefficients were calculated as
0.87.

4. FINDINGS
4.1 Reliability and Validity of the Measures

Psychological properties are defined as constructs, they can be observed indirectly (latent variables). Most of the researchers
measure construct validity with the help of factor analysis. While Exploratory Factor Analysis (EFA) emerges as a theory-
generating construct instead of testing theories, Confirmatory Factor Analysis (CFA) is used to evaluate construct validity of
constructs obtained by EFA (Kline, 2005).

In order to test validity of measures first of all EFA is conducted with varimax rotation. Total variance explained is calculated
(TVE=75.496), KMO= 0.900, df= 561; (p=0.00) are estimated so model is fit according to findings of SPSS analysis. EFA indicates
that 1 item in the dimension of formal procedures (Fl) of organizational justice scale was excluded because it had high factors
in more than one dimension, and 1 item in the dimension of meaning through work (IAM) of the work and meaning inventory
was represented in the dimension of positive meaning (PM). And factor loadings were in the range of 0.589- 0.856. In the
second stage CFA Analysis is conducted and all of the items were represented in the scales and factor loadings vary between
0.707 and 0.906.

The abbreviations for the variables are as follows; positive meaning (PM), meaning through work (IAM) and motivation by
others (BM), satisfaction with life (LS), formal procedures (Fl) and interactional justice (AE), distributive justice (AD). After this
stage, it will be expressed in this way in the tables and text.

Table 1: Construct Reliability and Validity
Cronbach's Alpha

AD 0.900 0.903 0.926 0.716
AE 0.960 0.962 0.966 0.760
BM 0.888 0.913 0.936 0.831
Fl 0.904 0.920 0.926 0.676
LS 0.872 0.883 0.907 0.661
PM 0.885 0.893 0.920 0.743
1AM 0.814 0.845 0.887 0.724

In the table above (Table 1) internal consistency and reliability coefficients of the dimensions are summarized. According to
Fornell & Larcker (1981), CR > 0.70, AVE > 0.50 and CR > AVE indicates that discriminant and convergent validity are within
acceptable limits. CR values of the dimensions of the scales are in the range of 0.887 and 0.996, AVE values are minimum 0.661
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and maximum 0.831. And for all dimensions CR > Ave values. For composite reliability PLS calculated Cronbach's Alpha values
and also rho_A values, which are above 0.70 for all factors that means all of the factors are reliable.

Table 2: Correlation Analysis

PM 1AM BM Ls AD FI AE

PM (0.861) 0.418** 0.706** 0.333%* 0.337%* 0.347%* 0.413%*
1AM (0.850) 0.462%* 0.277%* 0.204%* 0.183* 0.234%*
BM (0.911) 0.313%* 0.316** 0.329%* 0.355%*
LS (0.813) 0.363%* 0.225%* 0.358%*

AD (0.846) 0.527** 0.559%*
FI (0.822) 0.722%*

AE (0.871)

**correlation is significant at the 0.01 level
** correlation is significant at the 0.05 level
Numbers on diagonals indicate square root of AVE

When the correlation coefficients are examined (Table 2), it is seen that all dimensions have a statistically significant correlation
value. Meaning through work (IAM) and formal procedures (FI) dimensions have the lowest correlation (0.183), while
interactional justice (AE) and formal procedures (Fl) show the highest correlation value (0.722). in addition, the square roots
of AVE are higher than the correlation coefficients for all variables.

VIF value is used to evaluate multicollinearity. In the sample variables VIF values vary between 1.539 and 2.440. Although there
is no consensus on what the VIF value should be absence of multicollinearity is suggested as below 2, however lower level is
below 5 and acceptable for most of researchers (Hair et al., 1995; Ringle et al., 2015).

4.2 Data Analysis and Hypotheses Test Results

When compared with regression analysis, Structural Equation Modeling was preferred because it also takes into account the
latent variable and observed variables and can also calculate coefficients for direct or direct relationships (Tabachnick & Fidell,
2007). In order to investigate the relationship among the variables, Structural Equation Modeling is performed in Smart PLS
3.0. PLS-SEM has some practical advantages for studies, such as smaller sample size, normal distribution is not a prerequisite
and formative structures can be tested. Also another important issue that PLS-SEM doesn’t require model fit indices such as
Chi-square, RMSA, NFIl (Polat, 2018). However, some model fit values can be summarized as follow. SRMR= 0.060
(.00<=SRMR<=.10 As the Standardized Root Mean Square gets closer to zero, the significance of the model increases (Browne
and Cudeck, 1993 cited in Rigdon, 1996). Chi-Square= 1313.869 and NFI=0.781, close to 1 represents good fit.

Table 3: Bootstrapping- Mean, STDEV, T-Values, P-Values
Variables ~ Sample Mean (M) Standard Deviation (STDEV) Path Coefficients T Statistics (|O/STDEV|)

AD -> LS 0.220 0.077 0.217 2.817%*
AE -> LS 0.265 0.096 0.266 2.760%*
BM -> AD 0.132 0.100 0.132 1.321
BM -> AE 0.103 0.090 0.100 1.108
BM ->FI 0.136 0.102 0.130 1.269
BM -> LS 0.082 0.092 0.079 0.864
FI ->LS -0.133 0.094 -0.138 1.459
PM -> AD 0.206 0.117 0.203 1.740
PM -> AE 0.301 0.099 0.300 3.037%*
PM -> FI 0.238 0.111 0.238 2,151**
PM -> LS 0.078 0.103 0.082 0.795
1AM -> AD 0.100 0.093 0.094 1.013
1AM -> AE 0.077 0.089 0.071 0.798
1AM -> FI 0.073 0.090 0.070 0.771
1AM -> LS 0.119 0.083 0.117 1.417

**p value is significant at the 0.01 level

In order to test hypotheses, Bootstrapping analysis was performed on the research model and the t-test scores of the “Path
Coefficients” values obtained after this analysis were tested whether they were significant or not.
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As seen in table 3, when investigation the relationship among the variables, components of meaningful work: positive meaning
(PM), meaning through work (IAM) and motivation by others (BM) are not directly effective on satisfaction with life (LS) (all
p>0.01). However, positive meaning (PM) is a significant antecedent of procedural justice [formal procedures (FI- f=0.238,
p<0.01) and interactional justice (AE- f=0.300, p<0.01)]. Also, distributive justice (AD- f=0.217, p<0.01) and interactional justice
(AE- B=0.266, p<0.01) are important indicator of satisfaction with life (LS). Meaningful work is effective on satisfaction with life

through the mediating role of interactional justice. This type of mediation is defined as complete mediation effect that is called
as full mediation Zhao et al. (2010).

In the following bootstrapping outputs (Figure2) ad all hypotheses and sub-hypotheses results (Table 4) are summarized.
Findings will be discussed in conclusion, discussions and suggestions section.

Figure 2: Analysis Model

Table 4: Hypotheses Results
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Hypotheses Accept (A) /
Refused (R)

H1: Meaningful work sub-dimensions have a statistically positive effect on life satisfaction. R

H1la: Positive meaning have a statistically positive effect on life satisfaction.

H1b: Meaning through work have a statistically positive effect on life satisfaction.

H1lc: Motivation by others have a statistically positive effect on life satisfaction.

>|xo|>|=>

H2: Meaningful work sub-dimensions have a statistically positive effect on organizational
justice climate sub-dimensions.

H2a: Positive meaning have a statistically positive effect on distributive justice

H2b: Meaning through work have a statistically positive effect on distributive justice
H2c: Motivation by others have a statistically positive effect on distributive justice

H2d: Positive meaning have a statistically positive effect on formal procedures

H2e: Meaning through work have a statistically positive effect on formal procedures
H2f: Motivation by others have a statistically positive effect on formal procedures
H2g: Positive meaning have a statistically positive effect on interactional justice

H2h: Meaning through work have a statistically positive effect on interactional justice
H2i: Motivation by others have a statistically positive effect on interactional justice

>Do|D|>|D|D|>|=D|D|>D

H3: Organizational justice climate sub-dimensions have a statistically positive effect on life
satisfaction.
H3a: Distributive justice have a statistically positive effect on life satisfaction.

H3b: Formal procedures have a statistically positive effect on life satisfaction.

H3c: Interactional justice have a statistically positive effect on life satisfaction.

H4: Organizational justice climate sub-dimensions have a mediating role in the meaningful
work sub-dimensions and life satisfaction relationship.

H4a: Distributive justice have a mediating role in the positive meaning and life satisfaction
relationship.

H4b: Distributive justice have a mediating role in the meaning through work and life R
satisfaction relationship.

H4c: Distributive justice have a mediating role in the motivation by others and life satisfaction R
relationship.

H4d: Formal procedures have a mediating role in the positive meaning and life satisfaction R
relationship.

H4e: Formal procedures have a mediating role in the meaning through work and life R
satisfaction relationship.

H4f: Formal procedures have a mediating role in the motivation by others and life satisfaction R
relationship.

H4g: Interactional justice have a mediating role in the positive meaning and life satisfaction A
relationship.

Hah: Interactional justice have a mediating role in the meaning through work and life R
satisfaction relationship.

HA4i: Interactional justice have a mediating role in the motivation by others and life satisfaction R
relationship.

>(>(>0 >

el

5. CONCLUSION, DISCUSSIONS AND SUGGESTIONS

The subjective perceptions of employees towards finding the work meaningful are defined in 3 basic dimensions as explained
in the literature. The findings of the study show that the positive meaning dimension from these dimensions is effective on life
satisfaction through interactional justice. Other dimensions did not yield significant results in this model (meaning through
work, motivation by others). Although positive meaning gave significant results in the perception of formal procedures, which
is the other dimension of procedural justice, the causality of this relationship towards life satisfaction was not statistically
significant. When the results in the justice climate are examined, it is seen that distributive justice and interactional justice are
deterministic factors in life satisfaction. However, there is no evidence that the indirect value of the work or its contributions
to others increase the life satisfaction of the employees. Also, procedural issues and input-output balance are not indicative
on life satisfaction when work is perceived as meaningful.

Unlike positive meaning, meaning trough work and motivation by others seems to be insignificant on both justice climate and
life satisfaction. Possible reson for this finding could be occupation itself. Their professions are defined as marketing, finance,
HR, R&D etc. and also the partcipants are white collar employees and managers in large-scale companies. Therefore, it is often
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not possible for them to see the consequesnces of their efforts for the parties affected by the business results. For example,
when a dentist relieves the pain of a patient with a toothache, he will be able to see the meaning of his work more easily
because he will receive the feedback of his work in the same and simultaneous manner. And an academician can experience
the meaning of his life through work by producing a solution to a social problem. Besides these, formal procedures, as one of
the components of justice climate, has an insignificant effect on life satisfaction while the other components are significant. It
could be because consistency in rules and procedures can be experienced indirectly when we compare with the perception of
fair-behaved (that is interactional justice) and allocation of outputs (that is distributive justice).

As a result of the findings, it was concluded that it is important to study the variables discussed in the study with different
samples, to evaluate certain occupational groups in this respect, or to make a comparison between occupational groups, in
terms of making more suggestions to improve the positive perceptions of employees about the work-workplace-life triangle.
For instance, more deterministic occupations such as a doctor, judge, or professor can be compared in the scope of meaningful
work perception. And also the source of meaning can be determined by comparing the three components of meaningful work
among the occupations.

Analysis results indicate that justice is an important mediator in the meaningful work and life satisfaction relationship. These
findings support the idea that organizational ethical climate and organizational culture dimensions can be also effective on
meaningful work perception, they are also should be taken into consideration in further studies. In addition, it is thought that
the evaluation of the determining factors of the work itself (and also workplace) as antecedents of meaningful work perception
on wider models will make important contributions to both the literature and practitioners. Finally, research on the effect of
concrete outputs such as performance, creativity, and innovation from the sense of meaningfulness of work is among the
academic recommendations of this study. Due to the findings of the related studies, meaningful work is thought to be an
important motivator for work effort, it can be beneficial to investigate work-oriented outputs empirically.

Findings from the study showed that positive work-related experiences contribute to life satisfaction in conditions where
managers have an equal distance from employees and a motivating communication culture. However, for some reason, an
organizational climate in which managers are not equidistant from employees, treat them differently due to personal reasons,
or nepotism among colleagues harms the employees' perception of interactional justice, while negatively affecting the
employee's personal experience of the job, as stated in many studies. Negative experiences that affect personal outcomes such
as job satisfaction, commitment and performance also have negative reflections on total work outputs (Al-Zu'bi, HA, 2010,
Lambert et al., 2020). Although work life is not an element that can be easily separated from private life, many studies draw
attention to the interaction between them (Rode, 2004; Judge and Watanabe, 1993). For this reason, a long-term and
sustainable positive atmosphere has an impact on the life satisfaction of the employee as a whole. Regardless of the
qualifications of the "unhappy employee", whose life satisfaction is negatively affected by the job, his contribution to the
organization will be negatively affected. In today's hyper-competitive environment, especially when his negative experiences
within the organization will question his belonging to the organization, companies should take into consideration that they are
in danger of losing their employees actively or passively.

In management activities, giving positive messages in the perceptions of employees towards their jobs, making each job have
an important contribution to the big picture and making the employee feel valued can assist to build a meaningful work
perception. In order to achieve this, it may be beneficial to support Human Resources activities in organizations such as job
enrichment and employee empowerment, which are helpful to increase the meaning of the work for the employee. In this
sense, employees' perceptions of the meaningfulness of work emerge as an important managerial instrument. In this way, the
behaviors of owning the work, acting with a sense of effort and curiosity towards the work have been the subject of many
studies (exp. Shipper and Manz 1992; Oldham and Cummings, 1996), and it can also contribute to organizations in the scope
of today's needed inquiring, self-managing, decision-making skills developed employee profile.

In summary, this study has once again revealed that if the meaningful work perception is supported by an appropriate justice
climate in the organization, it will make positive contributions to the employee first and then to the organization, and that the
causality between these variables is a matter of the organization beyond the employee for the long-term perspective.

6. LIMITATIONS

While the study sample composed from Istanbul and its environs covers the people working in large enterprises, the ambiguity
in the literature on meaningful work perception is the reason why a certain business field and occupational group should not
be taken as the target audience. In this context, the findings also have limitations regarding the sampling.

Although the reasons for meaningful work, organizational justice and life satisfaction have been accepted as powerful
measurement tools for the reasons explained above, employee statements and the adequacy of measurement tools appear as
another constraint regarding the study findings.
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Finally, the variables discussed in the study present a limited causality, and the causality between meaningful work perception
and life satisfaction needs to be explained by different variables that are not included in the model.
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1494 Results: The foundation of the Mevlana Ecole is the love of God, tolerance, and tolerance. When Sufism is

evaluated in terms of philosophy, religion, and humanity, different ecoles are encountered. This study is based
on Mevlana's perspective on human. Mevlana's philosophy of human has made human qualities superior by
revealing the place, purpose, and different aspects of man in the universe. In this regard, Mevlana, in response
to the question "Who am I?", in his own existence, he portrayed man as one of the stars in the sky, drifting
from place to place under stress, crying at pain, and laughing at happiness. According to Mevlana, human is a
superior being who thinks, decides, gives meaning to everything, and creates culture. Mevlana's Ecole has an
important effect on the formation of the character of his people. Since Mevlana was only a human being, he
invited everyone to his lodge to give lessons, regardless of individual differences. Mevlana's love for humanity
means to love without distinction of color, race, religion, or language. Man is valuable, superior, honorable.
People know their limits. Humanism is not to go to extremes by seeing himself superior to other people, but to
have real human love and tolerance.

Type of Article: Conceptual article

Originality: The American Humanist Association treats humanism as a science-informed, art-inspired, rational
philosophy. It supports individual freedom and opportunity at the maximum level in order to fulfill human
dignity, social and world responsibilities in a harmonious manner. Humanism is a democratic and moral life that
accepts as a fundamental assumption that man has the right and responsibility to give meaning and shape to
his own life. Humanism is an ethics based on human and other natural values. Therefore, it accepts the
establishment of a more humane society through capabilities. By considering this problem with priority, the
concept of self-actualizing person, not being able to focus on humanistic life and personality traits, the results
obtained by reviewing the current problems in the light of these developments, and some suggestions for
applications in our country are presented.
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Amag: Bu galismada, psikolojik danisma yardiminin temel ve nihai hedefini olusturan kendini gergeklestirmenin
yeni kavramlarin etkisiyle hiimanizmin temel felsefesi Gizerindeki etkilerini kuramsal olarak incelemek gerekliligi
bir gereksinim olarak ortaya ¢ikmistir. Himanizm, insandaki temel 6zelliklerin gelistiriimesini amag edinen felsefi
bir akim olarak son ytizyilda ortaya ¢ctkmistir. Kendini gergeklestirme, tam fonksiyonda insan, giiglendirilmis insan
kavramlarinin anlamsal olarak teori ve uygulamada farkli yorumlanmalari ile bilimsellikle bagdasmayacak kisisel
fikirler sekline donustigu gozlenmektedir. Himanizmi elestiren diger bilim dallari da hlimanizmin tarafsiz bir
kavram olmasina karsin iginin doldurulmasindaki farkli bakis agilarina ve bunlar arasindaki ihtilafa dikkat
cekerler. insanin ilkelliginin anlatim yéntemi ile gegistirildiginin, hakikatin ortaya konulmadiginin aksine bu
kavramla tizerinin 6rtuldtgiini ifade etmektedirler. Psikolojik danigsmanlik alaninin dayandigi kuramsal temeller,
psikolojik danisma uygulamalari, danisan ve psikolojik danisman arasindaki terapétik iliski konulari ve becerileri
de bu sosyal gevre etkilesimiyle 6zellikle meslek tyelerinin profesyonelligi tizerinde bazen olumsuz bir rol
oynayabilmekte, bir toplumun tyesi olan insanlari da kompleks olarak degerlendirmektedir.

Tasarim/Yéntem: Okul psikolojik danismanlarinin  mesleki motivasyonlarini arttiran/distren  mesleki
kavramlarin etkililigi gézlemlenmektedir. Nitel galisma kapsaminda goézlemler, alan uzmanlarinin kanilari,
geribildirimler fenomenolojik olarak kavramsal boyutta degerlendirilmistir. ilgili alan yazinda yer alan arastirma
ve yayinlar incelenmistir.

Sonuglar: Mevlana ekoliinlin temelinde Allah aski, tolerans ve hosgori bulunmaktadir. Tasavvuf, felsefe, din ve
insanlik agisindan degerlendirildiginde farkl ekollerle karsilagilmaktadir. Bu galismada, Mevlana’nin insana bakis
acisi esas alinmistir. Mevlana’nin insan felsefesi; evrende insanin yerini, amacini, 6teki varliklardan farkli
yonlerini ortaya koyarak, insan niteliklerini Gstln kilmistir. Bu hususta Mevlana, Kimim ben? sorusuna cevap
olarak; kendi varliginda, insani, stres icinde, oradan oraya siriiklenen, acilara aglayan, mutluluklara giilen,
gokteki yildizlardan birisi olarak tasvir etmistir. Mevlana’ya gére insan; diistinen, karar sahibi, her seye anlam
yukleyen, kiltlr yaraticisi, Gsttn bir varliktir. Mevlana ekoliiniin, insaninin karakterinin olusumunda 6nemli bir
etkisi bulunmaktadir. Mevlana, insani sadece insan oldugu igin, bireysel farkliliklari dikkate almadan, ekollni
O6gretmek igin, herkesi dergahina ¢agirmistir. Mevlana’nin insan sevgisi; insani; renk, irk, din, dil ayrimi
yapmadan sevmek demektir. insan degerlidir, Gistiindiir, onurludur. insan, sinirlarini bilir. Hiimanizm, insani
istlin gorerek asirihiga kagmak degil, gergek insan sevgisi ve hosgori sahibi olmaktir.

Ozgiin Deder: Amerikan Himanist Birligi, hiimanizmi, bilimden haberdar, sanattan ilham alan, rasyonel bir
felsefe olarak ele almaktadir. insanin; onurunu, sosyal ve diinya sorumluluklarini, uyumlu bir sekilde yerine
getirebilmesi igin, bireysel 6zgurligi ve firsati, maksimum dizeyde desteklemektedir. Himanizm, insanin kendi
hayatina anlam ve sekil verme hakki ve sorumlulugu oldugunu temel bir varsayim olarak kabul eden demokratik
ve ahlaki bir yasamdir. Himanizm, insana ve diger dogal degerlere dayanan bir etiktir. Bu sebeple, yetenekler
araciligyla daha insancil bir toplumun kurulmasini kabul etmektedir. Bu sorunsal dncelikle ele alinarak kendini
gergeklestiren insan kavrami, himanistik yasantiya ve kisilik 6zelliklerine yonelememe nedenleri, mevcut
sorunlarinin bu gelismeler isiginda gézden gegirilerek ulasilan sonuglar baglaminda tlkemizdeki uygulamalarigin
bazi 6neriler sunulmaya galisiimigtir.
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1. GIRIS

GUnUmuzde insan degeri ve dnemi yeniden anlam kazanirken farkli bakis agilarini da beraberinde getirmektedir. Psikolojik
danismanlik meslegi bu bakis agilarindan etkilenmekte ve kendi temel felsefesini olusturan hiimanizme bagl kalma ile nihai
amacinin farklilagsmasi arasinda bir sorunsal yasamaktadir. Bu olgu meslek algisini etkilemektedir. Psikolojik danismanin bir ruh
saghgl uzmani olarak toplum ruh saghgina daha verimli katki saglayabilmesi icin problem alanlarina yonelik 6nerilerde
bulunulmasi gerekmektedir. Calisma, konuyu irdeleyen kuramsal bir derlemedir.

2. KAVRAMSAL CERCEVE

2.1 Himanizmin Anlami ve Tarihge

HlUmanizm Fransizca himanisme sozcugunden dilimize gegmis olup insancillik demektir. Turk Dil Kurumu’na gore, insani asil
deger kabul eden ve insanla ilgili sorunlara éncelik veren sanat ve edebiyat goristdir (Bliylk Turkce Sozlik). Diger bir deyisle,
insan-merkezci bakis agisinin benimsenmesidir. Glincel Tirkge Sozliik’te hiimanizm insancilik olarak gegmektedir. Himanizm,
hiimanizma, humanism ya da insancilik sdzclkleri Latince humanismus teriminin farkl dillerdeki karsiliklaridir. Latince -ismus
eki, genel olarak bir dustinceyi, bir gorusu, bir 6gretiyi, bir kaniy1 gdstermeye yarar. Dolayisiyla humanismus, insanin merkezde
oldugu bir diisiince sisteminin bir diinya gorisiiniin ifade seklidir (Caliskan A., 2018) . Himanizm (humanitas) s6zcigu insan
sevgisi anlaminda ilk kez Romali filezof Cicero tarafindan kullaniimistir. insancillik, XIV. yiizyilda dogan, Avrupa'da Ortagag
sonrasinda skolastik dislinceye karsi, eski Yunan ve Latin kiltlrini en yiksek kiltlr 6rnegi olarak ele alan ve bu kiltirlere
dayali olarak Reform ve Ronesans hareketleriyle gelisen felsefe, bilim ve sanat goristudir. Akkaya’ya goére
(http://dergiler/26/1027/12427.pdf) bu yiizyilda, italya'da yeni akimin ilk mijdecileri Dante, Petrarca ve Boccacio olmustur. Bu
onclilere gore hiimanizm; insanlik aski, insaniyete muhabbet, insani renk, irk, din, dil ayrimi yapmadan sevmek demektir. XV.
ylizyilda Latince humanitas kelimesi ruhsal olgunlasma anlaminda kullanilmaya baslanmistir. Hiimanizmin yaygin kullanimi ise
XVI. yizyilin sonlarina dogru Avrupa'da gelisen ve yontemleriyle felsefesini antik metinlerin incelenmesinden alan diistinsel bir
hareket olarak insani ve insan degerlerini, biitiin 6teki degerlerden Ustiin goren felsefe anlayisi olmustur. Aydinlanma devri
filozoflariyla felsefi anlami derinleserek bir yasam doktrini haline gelen hiimanizm, biitiin sorunlarin insandan bagka bir kaynaga
miracaat etmeden, sadece insanla ¢6zilebilecegini savunan bir akimdir. XIX. ylzyil Alman tarih bilimi, himanist kelimesinden
ruhsal ve bilissel akim anlaminda humanizmus (hiimanizm) olarak bahsetmistir. Himanist (humaniste) s6zcigu ise, himanizm
felsefesini benimsemis kisi demektir.

Hlmanizm kavraminin tarihgesinin karmasik algilanmasinin nedeni, degisen kosullarda ve zamanlarda insan ve din baglaminda
anlam algilarinin farklilasarak kavramin tema ve icerik olarak degisime ugramis olmasidir. Kadioglu’'na gore
(www.dergipark.org.tr) himanizm, insandaki temel 6zelliklerin gelistirilmesini amag edinen zihni ve felsefi bir akim olarak son
ylzyilda ortaya atilmis bir fikirdir. Diger bir deyisle, teizm veya diger dogaiistl inancglar olmadan, daha iyi olana hilkkmeden
kisisel tatminin etik yasama 6nciilik etme yetenegini kanitlayan ilerici bir yasam felsefesidir. Hlimanizm, insanci gibi akim
isimleri, icerigi tam olarak bilinmeden savunulur hale de gelebilmektedir. Caliskan’a (2018) gore, insan dinsel dogmaya karsi
¢iktigini  sanirken, farkh dogmalarin savunucusu olmustur. Antik cagin klasik 0Ogretisi, himanizmi kiliseye karsi
sekilerlestirmistir. Burada hiimanizmin birinci manasi Antik Yunan hayranligi, ikinci anlami ise insanlik dini olmaktadir ki bu
yaklasim beseriyeti kutsallastirmaktir.

HiUmanizmin amaci, insanoglunu evrenin merkezine yerlestirmek, insan ruhuna evrensellik ile gegicilik arasinda bir baglanti
niteligi kazandirmak ve yeryiizini ruhun bir uygulama alani olarak gérmektir (Kadioglu, dergipark; Akkaya, dergipark; Yazoglu,
2002). Cetin’e gore (2012) hiimanizm, insan, tanri, diinya ve hayat gorusudur. Felsefi anlamiyla tanri-insan micadelesinde,
insanin kutsanmasi ve deger belirleyen birincil kaynak olarak ele alinmasidir. ilkel insan, gercekligini aciklayamadigi olaylari
tanrilara ylklemistir. Tanrilarin zulmu altinda ezilen insanin kurtarilmasi, tanrilara Gstlin gelmesi hatta onlarin yerine gegmesi
miicadelesidir. Bu nedenle hiimanizmin kapsaminda insan ve sevgisi, dlisiince bi¢imi, ele alis tarzi, din ve akimlar s6z konusudur.
Mevlana’nin kisiligi ve 6gretisi de hiimanizm akimi icinde degerlendirilmektedir.

2.2 Mevlana’nin Hiimanizm Anlayisi

Mevlana’nin 6gretisinin temelinde Allah aski, gercek kulluk, tolerans ve hosgori bulunmaktadir. Tasavvuf, felsefe, din ve
insanlk acgisindan degerlendirildiginde farkli yaklasimlarla karsilasiimaktadir. Yazoglu (2002), himanizmi, Protagoras’in insani
tek Olgi olarak kabul eden ve insani diinyanin merkezine koyan, din ve Tanriinancini dislayan bir géris olarak degerlendirmistir.
Bu nedenle, 6gretinin, topluma yansimasiyla insan sorunlarinin g¢oziilebilecegine inanan Mevlana'yl hiimanist olarak
tanimlamanin yanlis olacagini ifade etmektedir. Cetin’e gére, Ortagag’da Bati dlinyasi, kendi tarihsel sartlari igcinde dini baskilara
karsi bir tepki olarak; hiimanist diisiince, yiice insan, hatta tanri insan kavramlarini ortaya cikarmistir. islam diinyasinda
hiimanizm disincesi, Allah'in insana rahmet, lituf ve yardim anlayisi benimsendiginden zemini olmayan ancak Batiya 6zgi bir
felsefe ve bir yaklasim bicimi olarak degerlendirilmistir (Irmak 1978; Aydin,2007).
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Cubukcu’ya gore (1984) Mevlana’nin insan felsefesi; evrende insanin yerini, amacini, 6teki varliklardan farkli yonlerini ortaya
koyarak insan niteliklerini Gistiin kilmistir. Bu hususta Mevlana, Kim ben? Kimim ben? sorularinin cevabi olarak; kendi varhiginda
insani vesveseler iginde, oradan oraya suriiklenen, acilara aglayan, mutluluklara gilen, bazen yanan bazen sel olup cosan
gokteki yildizlardan birisi olarak tasvir etmistir. Mevlana insani; distnen, karar sahibi, her seye anlam yikleyen, kendi
tutkularini dizginleyerek Allah’a ulasma ve O’nda yok olma serefine ulasabilen bir klltlr yaraticisi olarak Gstiin bir varliktir
(Kabakli, 2008; Yigitler, 2010; Yesiltas, 2011).

Mevlana 6gretisinin insaninin karakterinin olusumunda 6nemli bir etkisi bulunmaktadir. Isik ve Aktas’in (2017) gocuklarin kisilik
ve karakter olusumunda etkisini ortaya koymak amaciyla yaptiklari ¢alismada; Mevlana idris Zengin’in 62 hikdye ve masal
kitabinin karakter egitimi agisindan zengin iletilerle dolu oldugu ve gelistirdigi karakterlerin cocugun 6zdesim kurabilecegi
nitelikler tasidigi tespit edilmistir. Ronesans ¢aginin eski Yunan ve Latin edebiyatinin 6gretisi olan himanizm ile Mevlana’nin
Ogretisi arasindaki niians, Mevlana’nin iyi insan 6zellikleri ile bir kul olarak Allah’a yakin olma askidir. Kendini ve benligini kim?,
kimim ben? sorulariyla sorgulamasi ve sadece insan oldugu icin bireysel farklilklar dikkate almadan, 6gretisini 6gretmek igin
herkesi dergahina buyur etmesidir. Mevlana’nin insan sevgisi; insaniyete muhabbet, insani renk, irk, din, dil ayrimi yapmadan
sevmek demektir. insan degerlidir, Gstiindiir, onurludur. insan, sinirlarini bilir. Mutlak olan Allah’tir. insanciliktaki insani
merkeze alma, insani en lstlin gorerek asiriliga kagmak degil, insancil olma, gercek insan sevgisi ve hosgoériiddr.

2.3 Gilinlimiiziin Himanizm Anlayisi

Amerikan Himanist Birligi (www.amaricanhumanist.org) hiimanizmi, bilimden haberdar, sanattan ilham alan, sefkatle motive
edilen rasyonel bir felsefe olarak ele almaktadir. insanin; onurunu, sosyal ve diinya sorumluluklarini uyumlu bir sekilde yerine
getirebilmesi icin bireysel 6zgirligu ve firsatini maksimum dizeyde desteklemektedir. Katilimci demokrasinin genislemesini,
insan haklari ve sosyal adaleti benimsemektedir. Himanizm, insanin kendi hayatina anlam ve sekil verme hakki ve sorumlulugu
oldugunu dogrulayan demokratik ve ahlaki bir yasamdir. Hiimanizm, insani ve diger dogal degerlere dayanan bir etik olmasi
sebebiyle, insani yetenekler araciligiyla daha insancil bir toplumun kurulmasini kabul etmektedir. Bu degerlendirmeye gore
dogalisti gergeklik gorislerini kabul etmemekte fakat teistik bir yaklagimin da benimsenmedigini ifade etmektedir.

3. HUMANIST MANIFESTO

HiUmanist Manifesto’nun ilki 1933 yilinda yayinlanmistir. John Dewey ve arkadaslari Amerikan Hiimanist Dernegin’ni (AHA)
kurmuslardir. 1973 yilinda, Humanist Manifesto Il gelistirilerek Paul Kurtz ve Edwin H. Wilson'in liderli§inde yeniden
yayinlanmigtir. 2003 yilinda Himanist Manifesto lll yayinlanmistir. Bu son manifesto hiimanist dergisinde ilan edilmistir.
Manifesto Il ve Il arasinda, Paul Kurtz ve diger bazi 6nde gelen himanistler ‘Sekiler Hiimanist Deklarasyonu’ olarak
adlandirdiklari kitabi yayinlamislardir. Bu kitap ise gegici licinci manifesto olarak kabul edilmistir (Morris, 2003; Caliskan A.,
2018). Amerikan Himanizm Dernegi-AHA’nin (2003) yayinladigi himanist manifestosunda insana ve yasama dair su
diistincelere yer verilmektedir: Yagam, bireysel katilimlarla insancil hedeflere ulasilarak gergeklestirilir. Mimkiin olan en iyi
gelismeyi hedefleyerek hayatimizi derin bir amag¢ duygusuyla canlandirmak, insanin varolusundaki giizelliklerinin yani sira
zorluklari, trajedileri ve hatta 6limin kaginilmaz gergekligini kabullenmektir. Himanistler, rahatlik saglamak igin, insanlik
kiiltiiriinin zengin mirasina ve hiimanizmin yasam tarzina giivenirler. insanlar dogasi geregi sosyaldir ve insan-gevre iliskilerinde
anlam bulurlar. Himanistler, farkhiliklarin is birligi icinde ¢6zildiGg, bireysellik, yasamlari zenginlestirme, huzur, mutluluk, baris,
adalet ve firsat elde etme gibi hususlarda ilham verme gorisindedirler. Topluma fayda saglamak, bireysel mutlulugu en tst
dizeye cikarir. Himanistler, insanin iyiligi icin gesitlilige 6nem verir ve farkl insancil gorislere sahip olanlara saygi duymaktadir.
Acik, laik bir toplumda insan haklarinin ve medeni 6zgrliklerin esit sekilde kullaniimasini saglamak, doganin butiinlGgind,
cesitliligini ve glzelligini glvenli, sirdurilebilir bir sekilde korumayi bir insanlk gorevi olarak siirdirmeye ¢alisir. Boylece
yasamin akisina dahil olan bu vizyona, insanhigin en yiksek ideallerine dogru ilerleyebildigi inanciyla yasam ve yasadi§imiz
diinyaya dair sorumluluklarini yerine getirir. Bu manifestolarin birincisi dini, ikincisi sekiiler himanizm ve sonuncusu da birinci
ve ikinci manifestolarin gelistirilmis halidir. Bu manifestolarda vurgulanan anlam ise, insanin ilgisinin tamamen bu diinyaya
yoneldigi, bu ylizden amacin insanin kendini gerceklestirmesi oldugu ifade edilir.

3.1 Hiimanist Psikoloji

Hiimanist psikolojinin felsefi temellerini Kierkegard, Nietzsche, Heidegger ve Sartre gibi varoluscu distndrler olusturmaktadir.
HUmanist felsefenin temel ilkelerinin psikolojiye uyarlanmasi ile ortaya ¢ikan bir yaklasimdir (Ersanli&Uzman,2007). Himanist
psikoloji 1950’lerde psikoanalitik ve davranisgl goruslere tepki olarak ¢agdas, modern bir yaklasim, Gglincii glic olarak
degerlendirilmistir. Bu yaklasimda, insana 6zgi; sevgi, erdemlilik, 6zsaygi, 6zdeger, 6zbiling, 6zirade, 6zgirlik, gliclilik, kendini
gerceklestirme gibi temel fenomenleri ele alinmistir. insani ele alis cabalarinda insan dogasi ve yasami hususunda yeni degerler
olusturulmustur. insan davranislarini anlamada yeni ydntem ve ilkeler benimsemistir. insani merkeze alan psikoterapi
yontemlerinden yararlanmstir.
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Hiimanist psikolojide insan psikoanalitik ve davranisci yaklasimlardan farkl olarak hizini kendinden alan olusum halinde bir
varhktir. Himanist psikoloji, davranis¢i yaklasimin bilimsel tutumlarini elestirir. Bilim; betimleme, yordama ve kontrol
asamalarina sahiptir. insani tasvir etme, insanin bugiinii hakkindaki kendi bilgi ve becerileri ile gelecegi hakkinda éngdriilerini,
basarilarini ve davranislarini yordayabilmek miimkiindiir. Ancak insan davranislarini kontrol etme tartismalidir. insanlik tarihi
ozgiirlik ve bagimsizlik mucadeleleri ile doludur. Bu durum kontrol eden-edilen, gliden-giidiilen, efendi-kdle iliskilerini
cagristirmaktadir (Corey,1977; Arbuckle, 1970; Morgan,2009). Ancak pozitif bir bilim olma ¢abasinda olan hiimanist psikoloji
insan davranislarinin kontroliini bilimsel bir tutum olarak ele almaktadir. Skinner’'e gére (1957) yasamda determinizm ilkesi
gecerliligini korudugundan insanin 6zgiir gibi gorilen davranislari aslinda gevresel unsurlardan kaynaklanmaktadir. Psikolojinin
amaci, dis faktorlerle insan davranigi arasindaki degismez iliskinin saptanmasidir. Davraniggi psikolojinin insan davraniglarini
kontrol etme giicli, bireyin gevresini bilingli diizene koymak ve yapici amaglara yoneltmektir (Corey, 1977). Glidiimsuz psikolojik
danisma, insanin sosyal cevresini kontrol etmekten kaginan bir goriis sonucu ortaya ¢ikmistir. Rogers ve arkadaslari, insan
davranislarini kontrol altina alma degil, aksine insanin spontanligi ve yaraticiligini ortaya ¢ikarma amacinin insan gelisimi igin
gerekli oldugunu savunmuslardir. Buglin psikolojide Gi¢lnci bir gli¢ olarak hiimanistik psikoloji akimi ortaya ¢ikmistir (Gladding,
2013). Bu akima gestalt psikolojisinin, fenomenci tutumun ve varoluscu felsefenin etkileri olmustur. Davranisgi ve psikoanalitik
ekolden ayrilan bir grup psikolog 1962 yilinda Amerikan Humanistik Psikoloji Dernegi’ni kurmuslar ve Journal of Humanistic
Psychology dergisini yayinlamaya baglamislardir.

4. PSIKOLOJIK DANISMA

Psikolojik danismanin temel felsefesine gore, insan kendine 6zgi algilayan, kisiligine uygun davranan, gelismek isteyen biricik
(unique) varliktir. insanin dzgiirliik ve &zerk olma ihtiyaci dogasinda dogustan getirilen bir karakteristiktir. Potansiyellerini
gerceklestirme sorumlulugu alan ve bu amagla yasayan baska bir varlik yoktur. Bu nedenle, gegcmis ve gelecek degil iginde
yasanilan an énemlidir. icinde yasanilan zaman aslinda hem ge¢mis hem de gelecegini kapsamaktadir. icinde yasadigimiz
diinyanin bir anlami ve amaci vardir. Onemli olan gergeklik ise dinamik olan bu evrende her an gergeklesmekte olan anlamlara
ulasmaktir. insani anlamak icin fenomenolojik algi alanina girmek gerekmektedir. insanin kendini ve cevresini gériis bicimini
algilayabilmek icin empatik bir anlayisa sahip olunmalidir. insanin herhangi bir andaki davranislarini etkileyen faktor ise insanin
o andaki olaylari kendine 6zgii olarak gériis seklidir. insan ¢ok cesitli durum ve olaylarda baskalarinin gériisiine gére degil, kendi
icsel duyu ve algilarina gére tepkide bulunmaktadir. insan davranisinin nedeni, davranisgilarin tizerinde durdugu gibi dis
uyaricilar degil aksine insanin kendine 6zgl benligi lizerinde biraktigi izlenimlerdir (Arbuckle, 1970; Combs ve Snlgg, 1959). Bu
nedenle insani anlamak igin igsel yasamini anlamak gerekmektedir. insan, davranma giiciini icinden alan dinamik bir varliktir.
Bu nedenle, empati ve i¢ gdzlem en etkili ydntemdir. (Corey, 1977; Akboy ve ikiz, 2007; Gladding, 2013). Psikolojik danismanin
amaci bireyin kendini gelistirme ve kendini gerceklestirmesine yardim etmektir. Diger bir deyisle, insanin kendini
gerceklestirme potansiyeline sahip olmasindan dolayi bireyin kendi gizil gliclerini yine kendisinin agiga ¢ikarabilmesi icin bir
katalizor islevi ile yardim edilir.

4.1 Psikolojik Danismanin Nihai Hedefi: Kendini Gergeklestirme

Hiimanist psikolojinin gelismesine Abraham Maslow ile Carl R.Rogers dnciiliik etmislerdir. Maslow’un ihtiyaclar Hiyerarsisi
Teorisi, bireyin ihtiyaclarini asagidan yukariya dogru siralayan, ardisik bir yapiya sahip bir piramittir. Maslow’a gére (1987)
Temel ihtiyag Hiyerarsisinin birincisi homeostatis durumudur (kandaki su, tuz, seker, protein, yag, kalsiyum, oksijen, hidrojen
dizeyi ve kan basinci ile diger mineraller, hormonlar, vitaminler gibi) ve beden otomatik olarak etkilenir. Organizmanin
yasamda kalabilmesi dncelikli olarak fizyolojik ihtiyaglarinin (beslenme, olumsuz dis etkenlerden korunma, barinma, beden isisi
gibi) doyurulmasini gerektirmektedir. ihtiya¢ Hiyerarsi dinamiklerinde yeni bir ihtiyag seti olarak giivenlik (giivende olma,
dayaniklilik, duraganlik, koruma, korkudan arinma, anksiyete ve kaos gibi durumlarda koruyucu, engelleyici gli¢ olarak bir yapi,
hukuk, sinirhliklar, emirler gibi) gereksinimi ortaya cikmaktadir. Hiyerarsik ihtiyaglar piramidinin Gglinci kismi ait olma ve sevme
ihtiyacini ifade eder. Bu, sevgi alma ve sevgi verme seklinde sevme-sevilme gereksinimidir. Sevgi, ask ihtiyacinda cinsellik,
fizyolojik ihtiyag olarak goruldiigi icin burada galisiimamistir. Cinsellik ve cinsel uyarilmanin fizyolojik basamaginda olmasina
ragmen temel ihtiyaclarla kiyaslandiginda hayatta kalmanin 6nceligi ortaya ¢ikmaktadir. Cinsellik olmasa bile fizyolojik ihtiyacin
karsilanma zorunlulugu vardir. Piramidin doérdiincii basamagi saygi ihtiyacidir. Toplumda insanlar hem kendilerine hem de
baskalarina saygl duyma ihtiyacindadirlar ancak bazi patolojik durumlar da s6z konusu olabilir. Saygin birey olma ihtiyaci
(sayginlhk, stati, kendine saygi, kabul gérme gibi) sosyolojik olarak gereklidir. Bunu iki boyutta ele almak gerekir. Birincisi; giicll
olma istegi, basarma, yeterlilik, uzmanlasma, miikemmeliyetgilik, diinya ylziinde rahatlk, emniyet, bagimsiz ve 6zglr olmak.
ikincisi ise prestijdir yani baskalarindan saygi gérme ile kendine saygi duyma ihtiyacidir. Maslow’un (1971) sonradan sayginin
lizerine ekledigi estetik basamagi; estetik glizellikleri, bilissel yetenekleri ve tretkenligi icerir. Bilissel yoldan elde edilen bilginin
kavranmasi, anlasiimasi ve Ust diizeyde verimli hale getirilerek estetik boyuta ulastiriimasidir. Estetik ihtiyaci dengeli ve diizenli
olma ile guizelliklere duyulan bir ihtiyactir. Kendini Gergeklestirme ihtiyaci ise piramidin son basamagidir. Bu terim ilk kez 1939
yilinda Kurt Golstein tarafindan kullaniimistir. Her insan bireysel olarak bazi ugraslari yapmak zorundadirlar (6rnegin miizisyenin
miizik yapma, ressamin resim yapma, sairin siir yazma zorunlulugu gibi). insandan insana genis bir sekilde degisebilen kendini
gerceklestirme ihtiyaci digerlerinden daha spesifik, 6zeldir. Bu dizeyde bireysel farkliliklar ¢ok buyuktir. Kendini
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gerceklestirme; genellikle fizyolojik, giivenlik, sevgi ve saygi ihtiyacinin karsilanma dereceleri {izerine ortaya ¢ikmaktadir. insan
piramidin en st seviyesine de cikabilir geriye dogru da gidebilir. ihtiyaclar icgiidiisel olmakla birlikte giicliiliik ve karsilanma
diizeyleri degismektedir. Temel ihtiyaclar tiim canlilari kapsamaktadir. ilk dért basamaktaki yetersizlikler karsilanmadigi zaman
insanda gerilim, bunalim ortaya c¢ikar. Kendini gergeklestirme diizeyine erismis insanin bazi temel 6zellikleri ile digerlerinden
bazi Ustunliikleri bulunmaktadir. Maslow’a gore (1956; 1987; 1971) insanin, kendi ve baskalarinin potansiyelinin farkinda olmasi
ile yasamdan daha fazla doyum sagladiklarini ifade etmistir. Kendini gerceklestirmenin 6tesinde daha biylk (mega) dizeyde
motivasyona sahip bireylerin evrensel yiiksek bir haz elde edebildiklerini vurgulamistir. Maslow (1969) kendini agsmis insanlari
guglu karakter sahibi insanlar, sorumlu liderler ve idareciler, olaganustu iyi davranis sergileyen insanlar olarak nitelendirmistir.
Bu kisiler, dolayisiyla yagamlarini bilgi ve deneyimlerle sirdurip bagkalariyla saghkh iliskiler kurabilmektedir. Kosullarin
elvermedigi durumlarda bu hazza ulagamayan insan igin bu bir kaderdir. Maslow’un doruk yasantilar olarak ifade ettigi kavram;
insanin algi, duygu, dislince 6tesindeki yasantilaridir. Bu yasantilar insanin beklemedigi bir zamanda ortaya ¢ikar ve insan
kendini ve yasadig diinyayi daha iyi yeniden anlamaya baslar (Maslow 1956; 1968; 1971). Himanistik yaklasimi temel alan
psikolojik danisma disiplininde, Maslow’un teorisi psikolojik danismanin temel amaci ve kendini gerceklestirme de nihai
hedefidir. Diger bir deyisle, her bireyin kendini gercgeklestirebilmesi igin, bireyin gizil glgclerinin, potansiyellerinin ve
kapasitelerinin en Ust duzeyde birey tarafindan farkindali§inin saglanarak ortaya cikarilabilmesine yonelik olarak, profesyonel
dizeyde yardim edilir.

4.2 Kendini Gergeklestirme

Kendini gerceklestirme (self actualization) glidiist; bireyin duygu, diisiince ve davranislarinin farkinda olarak kendini anlamasi,
problemlerini ¢dzebilmesi, kendine uygun bugtin ve gelecege iliskin secimler yapabilmesi, gercekgi kararlar alabilmesi, kendine
ve gevresine saglikli, dengeli ve siirdirilebilir uyum saglayabilmesi, ilgi, yetenek ve kapasitesini en iyi diizeyde gelistirebilmesini
saglayan, her insanin dogustan sahip oldugu temel bir i¢cglidiidiir. Kendini gerceklestirme giidiisiiniin Allah’a yakinlastiran bir
arag oldugu Kula ve Cakmak’in (2019) arastirmasinda ortaya konulmustur. Bu ¢alismada, Aziz Nesefi’'nin insan-1 kdmil kavrami
ile Maslow’un kendini gergeklestirme kavrami kiyaslandiginda; temel ihtiyaglarini giderdikten sonra onlardan bagimsiz hale
gelerek 6zgirlesen insan ile Aziz Neseft’nin kavramindaki insan, kadinatin kalbini temsil etmekte ve varliginin en st dizeyini
ortaya koymaktadir. insanin varliga gelmesi, biyolojik varligi olustugu sirada gecirdigi evreleri tasvir ederek ifade eden Neseff,
insanin nebati, hayvani ve nefsani ruh sahibi oldugundan bahsedip insan olmasi igin insani ruhu kendisinde barindirmasi
gerektigini soylemistir. Kogsoy ve Basbug (2017), dinsel alandaki bir otobiyografide Hoskens’in kendini gergeklestirme
¢abasinda Tanri'ya giden yolda yasadigl tinsel krizleri, doruk yasantilari betimleyerek Maslow’un kendini gergeklestirme
kuramina ait olgutleri karsiladigini belirtmislerdir. Ayten (2014), 239 ilahiyat fakiiltesi 6grencilerinin din ile kendini
gerceklestirme arasindaki iliskiyi incelemis ve sonucta pozitif bir iliski bulmustur. Sari’'ya (2014) gore, affetme ve kendini
gerceklestirme birbirini yordamakta ve aralarinda iliski bulunmaktadir. Akkaya’da (2015) Goldin’in 6zyasam 6ykisi Gzerinden
gerceklestirdigi fotografik dilini, bu baglamda incelemistir. Kendini ifade etme ihtiyaci duyan insan bunu da varolussal yapinin
en 6nemli ifade bicimlerinden olan sanatsal Uretim ile gerceklestirdigini vurgulamaktadir. Akbas’in (1994) 1898 ergenler
Uzerinde yaptig calismada; kendini gergeklestirme duzeyleri Gzerinde, 6zlik niteliklerinin, okuldaki sosyal iliskilerinin,
ailelerinin sosyo-ekonomik ve kiiltirel diizeyinin etkinlik derecesi arastirilmistir. Arastirma sonucunda elde edilen bazi 6nemli
bulgulara gore, ailenin tek gocugu olma, ergen-ebeveyn iliskisinin olumlu bir seyir géstermesi, ders disi sosyal etkinliklere siklikla
katihm, akran grubunda lider olma gibi faktorler bireyin kendini gerceklestirme diizeyinin yikselmesinde 6nemli bir rol
oynamaktadir. Ozmutaf’in (2015) (¢ isletme personelinden 112 bireyle kendini gerceklestirme diizeylerine iliskin yaptig
calismada orta, blylk ve ¢ok biiyik 6lcekli isletmelerde Kruskal-Wallis H Testi kullanilarak anlamli farkliliklar tespit edilmistir.
Cetinkanat ve Mirzeoglu (2005), Turkiye I. ve Siiper Lig’'inde gorev yapan sporcularin kendini gerceklestirme diizeyleri ile stirekli
kaygl diizeyleri arasinda r =-.55 diizeyinde anlamh negatif iliski bulundugunu ifade etmislerdir. Kendini gergeklestirme
gudusiiniin bireyin yasaminin her alaninda etkin bir rol oynadigi ortaya ¢ikmaktadir.

4.3 Tam fonksiyonda insan

Carl Ransom Rogers, hiimanist yaklasimin dncilerinden olup danisandan hiz alan terapi modelini gelistiren terapisttir. Bu terapi
modeli bireyin kendini gerceklestirmesine yonelik olarak i¢sel yasantilarinin, egilimlerinin ve 6zelliklerinin terapotik ve kabul
edici demokratik bir danisan-danisman iliski ortaminda, kosulsuz kabul, empatik anlayis ve bireysel uyum ile daha gii¢li olarak
artabileceginin ve kendisi hakkinda i¢gdri kazanarak, problemlerini ¢dzebilecegi, yasamsal kararlar alarak yeniden kendi
yasamini yapilandirabilecegi bireyi merkeze alan bir psikolojik danisma modelidir (Rogers, 1951). Rogers’in ortaya koydugu
tam fonksiyonda insan kavrami-(fully functioning person) tipki Maslow’un kendini gerceklestirmis, daha ileri basamakta kendini
asmis bireyle esdegerde kendi potansiyellerini tam olarak kullanan insan demektir (Rogers, 1961). Buna goére birey merkezli
danismada, organizma, tim sinir sistemi ile uyaricilarin farkinda olarak, i¢csel ve dissal varolus icin kullanarak topyekun
calismasini gergeklestirmektedir. Diger bir deyisle, bireyin organizmik potansilyelleri icindeki tamlik; gergekgi, glivenilir, yaratici,
sosyallesmis olarak davraniglari igcindeki uyum ile birlikte ortaya ¢ikmaktadir. Rogers’in danisandan hiz alan terapi modelindeki
danisan da tam potansiyelde, fonksiyonda, islevde olarak ifade edilmektedir. Kendini asmislik diizeyinde olan insan
potansiyelini tam olarak kullaniyor demektir. Bazzano (2011) galismasinda Buddha’nin, Rogers’in tam fonksiyonda insan
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kavramina uygun oldugunu ve meditasyonun varoluscu ikilemde fenomenolojik farkindalik yarattigini aciklamistir. insan
iliskilerinde tam fonksiyonda olmanin 6nemli katkisi vardir. Tekke ve Coskun’a gore (2019) Ust diizey ihtiyaglarini gergeklestiren
bireylerin kisiler arasi iletisimleri olumlu yonde gelismektedir. Maslow’un ihtiyaglar hiyerarsisi ve Rogers’in benlik kavrami
temelinde, kendini tanima, kendini gerceklestirme, kendini asmislik ve potansiyelini tam kullanan kisi 6zellikleri ile baglantili bir
model 6nerilmistir. Bu agidan giinlik yasamda tam fonksiyonda insan olmak gerekmektedir. Lia’da (2016) Rogers’t merkeze
alan kisilik teorisinde, insanlarin simdi ve burada tam fonksiyonda olmanin giinlik yasamdaki énemini vurgulamistir. Tam
fonksiyonda insanlar liderlik ozelliklerine sahiptirler (Hitt, 1993). Tam fonksiyonda insan olmak aile yasaminda da kendini
gostermektedir. Olim’e gore (1968) himanistik psikolojinin insan olmak, kendini gergeklestirmek ve tam fonksiyonda olmak
gibi kavramlarinin i1giginda hiimanist ebeveynler kendi duygu ve fikirlerini bireysel anlatimla otonom ve otantik davraniglar
gostermektedirler. Tam fonksiyonda olma 6grenme Uzerinde de etkilidir. Kolpachnikov (2015), 6grencilerin danisan merkezli
o6grenmenin psikoteknolojik sistem programlari tGizerinde 6nemli bir etkisi oldugunu vurgulamistir. Tam fonksiyonda olmanin is
yasaminda da olumlu etkisi vardir. Straume ve Vitterso (2012) isyerinde tam fonksiyonda insanlarin daha mutlu olduklarini
ifade etmislerdir. Norve¢ Mesleki Saglik Hizmetlerinde 465 isci ile yapilan g¢alismada iki farkhh mekanizmadan (hedonic ve
eudaimonic) mutluluk icin hedonic mekanizmanin daha baskin oldugunu vurgulamislardir. Potansiyelini tam olarak kullanan
bireyin 6zgliveni artmakta ve yasamdan daha fazla zevk alarak mutlu olmaktadir (Maslow, 1965:1968).

4.4 Giiglendirilmis insan

Tirk Dil Kurumu Blyiik Sozlik’te (www.sozllik, gov.tr) glic s6zclgli isim olarak; zorluk, agir ve yorucu emek, zahmet, mesakkat,
engel, piriz olarak gegmektedir. Sifat olarak, glici olan, kudretli, yavuz, siddeti cok olan, mecazi anlamda ise, etkisi 6nemi
biyiik olan, sézii geger, forslu, nitelikleri ile etki yaratan, etkili anlamindadir. Empowered, ingilizce’de giiclendirmek, izin
vermek, vyetkilendirmek anlamindadir. Empowered person sozcigli genel anlami ile gliclendirilmis insan olarak
kullanilmaktadir. Himanist psikoloji terminolojisinde kendini gergeklestirme, tam fonksiyonlu insan ve insan olmak kavramlari
kullanilirken artik insanin daha giiclii, daha atilgan, daha girisimci olmasinda davraniglarinin kisisel amacina yonelik daha kararh
hale getiriimesine yardim edilmesi beklenmektedir.

Maslow’a gore (1954; 1971)), son dizey olan ‘kendini asmislik’ yani metamotivation kavraminda oldugu gibi Ust dizeyde
motivasyona sahip bireyin ‘tanimlayici glidilenme teorisinin modeli veya merkez noktasl’ (Maslow, 1943) olarak kabul
edilmektedir”. Kendini asmishk kavrami genel olarak (Tekke,2019; Tekke ve Coskun, 2019), en yiiksek kimlik kazanimi,
bagimsizlik, ayni oranda benligin 6tesine ve yukarisina gikmak olarak anlasiimaktadir (Maslow, 1961;1999). Diger bir deyisle,
doruk yasantilar (bagimsizlik, kendini gergeklestirme ve kimlik basarisi) kendini asmishgin bir Griintdir (Maslow, 1969). Kendini
asmislik tamamiyla kendini gerceklestirmenin 6tesinde bir seviye olup, bireyin potansiyelini tam kullanan kisi olmasi ancak bu
dizeyde mimkin oldugu seklinde degerlendirilmektedir (Tekke, 2019). Kendini asmislik (self-transcendence) kavraminda
bireyin potansiyelini asip kendisinden 6te kazanimlar elde etmesi anlasiimaktadir. Diger bir ifadeyle kisinin kendisinden
beklenenin fazlasini vermesidir ve bireyin kendisinden 6te ¢cevreye ve sosyal hayata faydasi olmasidir (Tekke ve Coskun, 2019).

Sekil 1 Kavramlarin Sematik Gosterimi

Giiglendirilmis insan

1

Kendini Asmis insan

T 1

Tam Fonksiyonda

Kendini Gergeklestirmis

#
. h .
Insan Insan

Sekil 1’de kavramlar sematik olarak gosterilmistir. Kendini gerceklestirme ve tam fonksiyonda insan kavramlari genelde ayni
temel gorisi ele almakla birlikte kendini asmis insan kavrami Maslow’un degerlendirmesiyle bir ist boyuta ‘kendini agsmislik’
dizeyine ulagsmistir. Ginlimiuzde insan ruh sagligi ve benlik gelisiminin gicli hale getirilmesine yonelik psikolojik iyilik hali,
psikolojik saglamlik gibi kavramlarin yani sira giiglendirilmis insan kavrami da tim kavramlarin 6tesinde daha da glcli insani
ele almaya ¢alismaktadir.
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Bireylesen insanin kendine yeterli olarak yasamini diizenlemesi, haklarini korumasi ve kendini gliclendirmesi gerekmektedir.
Freda (2002), her insanin iyi ve kotu glinlerinde bazen bir kesfe ihtiya¢c duydugundan bahsederek, ‘Siz de giiclendirilmis insan
misiniz? sorusunu yoneltmektedir. Psikolojik saglik hizmetlerinde hastalarin her defasinda psikolojik, sosyolojik, ekolojik ve
kalturel dislincelerinde 6n yarginin giderilmesi igin Fay (2018) saglik uzmanlarina psikolojik olarak, benliginin uyumsuz kisimlari
ile mlcadelesi, sosyolojik olarak, insani baskilayan ve reddeden kiltirle miicadelesi, ekolojik olarak, kiiresellesme ve dogaya
6zgl bir butiinclil psiko-ruhsal yonelimle glgclendirilmis insan stratejileri dnermektedir. Psikolojik saghg yasam boyu
sekillendirmek icin ilgi ve 6zen gostermek gerekmektedir. Nussbaum, (2015), beyin sagligi-yasam tarzi iliskisinde klinik
mudahale disinda felsefi bir yaklasimla glglendirilmis insan hedefine yonelik ¢alismalarin sirdiriilmesini 6nermektedir.
Ginimuzde kendine yeterli, haklarini bilen ve koruyan, gl¢lendirilmis insan kavrami kendini gergeklestirmis insan yerine
kullanilabilinir mi? insancil anlayista yer alan kavramlarin tiimiiniin incelenmesinde, insani merkeze aldigi ve insanin gizil
giclerinin acgiga cikarilarak gliclendirilmis insanin daha ¢ok gliclendiriimeye hedeflendigi degerlendirilmektedir. Tablo 1,
kavramlar arasi iliskileri gostermektedir.

Tablo 1. Kavramlar Arasi iliskiler

Kavramlar Agiklamalar

Kendini Asma Kendi sinirlarinin 6tesine gegme

icsel potansiyel ve kendini gergeklestirme giidiisiinii tiim
Kendini Gergeklestirme
kapasitesi ile gerceklestirme

Tam Fonksiyonda Olma Tam gizil gliclerini fonksiyonel hale getirme

Guglendirilmis Olma Daha gii¢ll benlik algisini sirdiirme

5.SONUG, TARTISMA VE ONERILER

C. R. Rogers ve A. Maslow, hiimanist yaklasimin en dnemli iki temsilcisidir. insanin sadece ihtiyaclarini karsilamasi yasam olarak
degerlendirilmemelidir. insan gelisimini siirdiirmeye giidiilenmistir. insan kendine doyum saglayan bir varolus noktasina dogru
ilerler. Bu diizeye ulasan insana “potansiyelini tam olarak kullanan birey” denilmektedir. Rogers, insanin sonsuz kendini
kesfetme siirecini “olma siireci” olarak tanimlamistir. Kisisel gelisimde geg¢mis ve gelecegi dislinmekle birlikte simdi ve
burada’yi yasamak &nemlidir. Her insanin fenomenolojisi kendine 6zgiidiir. insan, kendi diisiince ve davranislarini olumlu yénde
degistirebilir, kisisel tercihine uygun davranabilir. insani bir davranisi yapmaya motive eden tek gii¢c kendini gerceklestirme
gudisidir. Kendini gergeklestirme egilimi, organizmanin kendi kapasitesi yoniinde gelisimini siirdiirmesi, zenginlesmesi ve
Gretmesi icin dogustan getirdigi aktif bir sirectir. Bu siireg, cocukluk yasantilari ile desteklenmeye veya engellenmeye aciktir.
insanin belli kosullarda gereksinimleri karsilandiginda kendini yénetme, diizenleme ve kontrol etme potansiyeline sahip oldugu
anlasiimaktadir. Potansiyeli gergeklestirme egilimi, fizyolojik ihtiyaglarin yani sira yaraticilik, bagimsiz olabilme gibi 6grenme
isteginin yol actigi gerilimi artiran varolussal davranislardir. insanin gelisim siirecinde, uygun olmayan kosullar ve dissal
uyaricilar engellenen insanin igsel dogasina aykiri olarak davranmasina yol agmaktadir. Boylece insanin yikici davranislarinin
gorulmesi mimkiandir. Tam psikolojik sorunlar da kendini gerceklestirme egiliminin engellenmesinden kaynaklanmaktadir.
Saygl, kabul ve iyi insan iliskileri de insan olmanin ortak ihtiyacidir. Kendine saygi ihtiyaci da, olumlu iliskiler sonucu
dgrenilmistir. insanin kendine saygi ihtiyacini karsilamaya yénelik cabalar kendini gerceklestirmenin éniinde biiyiik bir engeldir.
Rogers’in benlik kavrami kisinin kendini algilama bicimidir ve her zaman algilariyla tutarl olmayabilir.

Himanist yaklasimdaki yasanti s6zctgii psikolojik bir kavramdir. Birey icin tek gercek, o anda algiladigi gergekliktir. Birey gercek
dinyayi degil, sadece algiladigi diinyay! (fenomenal alan) bilebilir. Fenomenal alan, bireyin farkinda oldugu kendine 6zgi
cevredir ve bireyin davranislari amag, ihtiyag, beklenti ve 6nceki yasantilarinin toplami olan fenomenal alani tarafindan
belirlenmektedir. Himanistik yaklasima gore bireyin kendini gerceklestirmesi ile kendini gerceklestirme egilimi ayni sey
degildir. Kendini gergeklestirme egilimi, organizmik yasantiya bagli; bilingli/bilingsiz, fizyolojik, bilissel buttinluktedir. Kendini
gerceklestirme ise, bireyin kendini bilingli olarak algilayisi ile gerceklestirme egilimidir. Bu nedenle insana dogdugu andan
itibaren kosulsuz olumlu saygi ile yaklasmak gerektigi vurgulanmistir. Saglikh kisilik gelisimi icin kosulsuz olumlu saygiya ihtiyag
vardir. Kosulsuz sevgi ve ilgi goren ¢ocuk, benliginin hicbir yonini baski altina almaz ve kendini gergeklestirmeye yonelir.
Kendini gerceklestirme psikolojik saghgin en Gst diizeyidir. Rogers bu bireyleri potansiyelini tam olarak kullanan insanlar olarak
degerlendirir. Potansiyelini tam olarak kullanan birey; baskalarinin standartlarini karsilamaya c¢alismaz, kendisini biitlin
yonleriyle kabul eder. Tutarsizlik yasamayacagi i¢cin savunma yapma geregi de duymaz. Yeni yasantilara, degisime ve gelisime
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aciktir, kalip davranislara yénelmez. Yanlis secimlerinde israr etmez, kararlarini gézden gegirip yanlisindan déner. Boyle bireyler
kendi duygularina glivenir ve spontan davranirlar. Sosyal agidan uyumlu, yaratici, hedeflerine ulasmaktan vazge¢cmezler.

HUmanist yaklasim; 6zgir iradeyi vurgulamasi ve insan dogasina fazlasiyla iyimser yaklasimi nedeniyle elestirilmistir. Bireyin
kendini gerceklestirmesi gibi psikolojik saglamlik ve iyi olma hali kavramlari da ruh saghginin énemini vurgulamaktadir.
Psikolojik saglamlik, zor kosullar altinda insanin basariyla (istesinden gelmesi ve uyum saglama yetenegini ortaya koymasidir.
Bu zorluklar stresle basa ¢ikabilme, etkili problem ¢6zme, olumlu iletisim becerisidir. Ryff'in (1989) psikolojik iyi olma hali ise,
kendini gerceklestirme slirecindeki gibi olumlu duygulari gelistirmek, kendini kabul etmek, bagimsiz olmak, girisimcilik, olumlu
ve uygun bir sekilde yasamla ilgili kararlari alabilmek, iyi insan iliskileri kurmak ve gelistirmek, yasamindaki olgulari ve sireci
etkili bir sekilde yonetebilmek, yasamsal amaglar ve hedefler olusturabilmek, anlaml aktivitelerde bulunmak, yasam boyu
o6grenme silirecinde yeni yasantilara agik olmak ve siirekli gelismek ve degismek duygusuna sahip olmaktir.

GUnumuzde gliclendirilmis insan kavrami ile, insanin ginliik yasamindaki durumlarda, yeteneklerini ve becerilerini yeterince
kullanamadigindan, hem psikolojik hem de sosyal yénden hayal kirikliklarina ugramalarinin kaginilmaz olmasi nedeniyle
psikolojik destek almalari sayesinde uygun segimler yapabilecekleri ve olumlu hedefler olusturabilecekleri vurgulanmaktadir.
Boylece kendine inanan guglendirilmis birey haline gelebilirler. Kendini gergeklestirme, tam fonksiyonda insan olma ve
guglendirilmis insan kavramlari ile hiimanist psikolojinin, insanin olumlu ruh saghigini daha fazla gelistirmeye yonelik oldugu
anlasiimaktadir. Pozitif psikoloji gibi hiimanist yaklasimin daha ¢ok amprik olarak yeni versiyonu niteligindeki diger akimlarda
da psikolojik saglamlik, iyi olus hali gibi kavramlar da insanin ruh saghgini glinimiz kosullarinda kendine daha ¢ok glivenen,
ylksek motivasyona sahip, yeteneklerini tam kapasitede kullanabilen, yaratici, yeniliklere agik kisilik 6zelliklerini daha ileri
seviyelere tasimayi amag edinmis bulunmaktadir. Psikolojik danisma oturumlarinda tiim bu kavramlarin hedefine uygun olarak
ele alinmasi insanin daha mutlu, bagimsiz, yaratici ve gelismeye acik olabilmesi igin kendini gergeklestirmesi amacina yonelik
olarak hiimanist yaklagiminin dnemini ortaya koymaktadir. Simdi ve gelecekte, bilissel ve psikolojik ¢dziimlerde, kendini gligsiiz
hisseden insan igin, psikolojik danismanin hedefi, kendini gergeklestirmenin yerine giliclendirilmis insan kavramina yénelebilir.
Degisen toplum ve kiiltiirel degerler agisindan, himanizme ragmen insan davraniglarinda gergekgi, glicli savunucu, miicadeleci
ve ben-merkezli bir anlayisin gittikge benimsendigi g6zlenmektedir. insan iliskilerinde, insan haklari ve hukuk bazi zamanlarda
goz ardi edilebilmekte, bireysel amag ve hedefler digerinin 6nline gecebilmektedir. Rekabet ortaminin disinda sosyal olgularda,
kisisel amaca ulagsma idealize edilerek bir egitim bicimi haline de getirilebilmektedir. Bu olgu: Hiimanist toplum mu? Hiimanist
birey mi? Sorularini akla getirmektedir. Glglendirilmis insan modeli glinlimiizde toplum tarafindan hem benimsenen bir model
hem de bir deger olarak yayginlik kazanmaya basladigi sdylenebilir.

Humanistik yasam bigimi ile himanistik psikolojik danisma iliskisinde ortak deger, bireyin kendini gergeklestirmesine yardim
etmekti. Ancak insan iliskileri agisindan geleneksel degerlerin yerini ginimizde ¢agdas, modern ve giincel degerler almakta ve
ortak deger olma 6zelliginden uzaklasarak bireysel ve kiiglk gruplarin, akranlarin, sanal kiltiiriin degerleri olarak benimsendigi
gozlenmektedir. Sagliksiz insan iliskileri sosyallesmeyi olumsuz yonde etkilemekte ve insan iliskilerinde empati sorunu ortaya
cikmaktadir. Hiimanist anlayisin yoksunlugundan toplum ruh saghigi da etkilenmektedir. Psikolojik danismanlik mesleginde,
terapi odalarinin dort duvari arasina sikismis hiimanizm, kisilik gelisiminde belirsizlesmis bir siiperegoya boyun egmek
durumunda kalmistir. Okul rehberlik servislerindeki problemler incelendiginde egitsel ve mesleki kaygilarin yerini, psikolojik ve
suga yonelik davranislarin aldigi gbzlenmektedir. Himanizmin basa ¢ikamadigi problemlerin frekansi ve yogunlugu arttik¢a alan
daralmaktadir. Degerler gelisimi acisindan irdeledigimizde toplumsal ve bireysel siiperegonun giiclendirilmesinde yarar
gorulmektedir. Topluma yonelik olarak birey ruh saghgi gelisimine 6nem verilmesi gereklidir. Sosyal cevre insani
valnizlastirmakta ve problemlerinin Ustesinden gelebilmek i¢in gliclendirilmis insan modeli 6n plana ¢ikmaktadir. Ancak kisilik
gelisiminde id ve ego, giiclendirilmis insana hizmet etmekte fakat hiimanizme bir katki saglayamamaktadir. idin ve egonun
islevselligini 6n plana ¢ikaran uygulamalarin yani sira siiperego ve hiimanizmin islevselligini de daha bilingli hale getirebilmeliyiz.
Boylece giiclendirilmis insana hiimanizm ve degerler egitimi boyutunu da kazanmasini saglamis olabiliriz. Alan ¢alisanlarinin
hiimanistik bakis agisini daha 6ne g¢ikarmalarina ihtiyag duyulmaktadir. Psikolojik ve sosyolojik sorunlarin ¢dziimlenebilmesi igin
hiimanizmi nasil topluma benimsetebiliriz sorusunu kendimize sormamiz ve énerilerde bulunmamiz gerekmektedir. insan ruh
saghgl alaninda calisanlarin artan psikolojik sorunlarin varligi hususunda dikkatli olmalari ve himanistik yaklasimi
uygulamalarinda daha fazla benimsemelerinde yarar goriilmektedir.

Egitim kurumlarinda, aile ¢alismalarinda, ¢ocuk ve ergen projelerinde hiimanizmin 6nemine vurgu yapilarak egitimlerin temel
felsefesini olusturmasina; hizmet ici egitimlerle alan galisanlarinin, velilerin ve genglerin ruh saghgi gelisimlerine hiz verilmelidir.
Sosyal medya, gorsel ve yazili basin yoluyla, akademik ¢alismalarla himanizm olgusunun islevselligine daha ¢ok dikkat ¢cekilmeli
ve egitimlerin sdrekliligi mimkidn kiinmalidir. Kendini gergeklestirme ve giglendirilmis insan kavramlarinin gelisim ve
olgunlasma diizeylerinde farklilik gosterebilecegi degerlendiriimektedir. Sonug olarak, gl¢lendirilmis insan diizeyine iliskin
olcek ve testlerin gelistiriimesinin faydali olacagi diisiiniilmektedir. Bireyi tanima tekniklerinin yani sira bireyin sosyal yasamini
ve insan iliskilerini olumsuz etkileyen faktorlerin (rol, statli, sorumluluk, kisilik 6zellikleri, algi, vb.) ve kriz durumlarinin bilinmesi
ve gerekli psikolojik destegin saglanmasi gerekmektedir. Psikolojik danisma ve rehberlik alanindaki bireyi merkeze alan anlayisla
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vapilan uygulamalarda bu olgunun giincellenmesi ve gelistiriimesinin faydali olacagi umulmaktadir. Bu ¢calismanin benzer
calismalara katki saglamasi degerlendirilmektedir.

6. ARASTIRMANIN KISITLARI

Psikolojik danismanhk mesleginin gelisiminde ortaya ¢ikan yeni kavramlar profesyonel meslek elemanlarinin uygulama
alanlarinda yayginlik kazanmaya baslamistir. Psikolojik danisma uygulamalarinda var olan geleneksel kavramlarin yaninda, yeni
bir kavram olan guiglendirilmis insan igin kavramsal bilgi vermeyi amaglayan g¢alismanin ilgili alan yazin incelemesi sonucunda
olusturulan kavramsal bir bilgi derlemesi geklinde olmasi bir kisit olmakla birlikte ilgili alan yazina katki saglayacagi ve
arastirmacilara kaynak olusturacagi distintilmektedir.
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The growing ability to act jointly in all of the growing and developing world markets is an important element for
all businesses. In the priority process of being able to fulfill this element is to strengthen communication.
Transmission comes at the forefront of questions and problems that may arise in the encounter of different
cultures. Solving the problems that may arise from differences in communication between cultures is also
possible with the development of problem solving skills of the enterprises. Solving these problems will allow
businesses to both protect their existing markets and allow for new market developments.

Purpose;In order to be able to solve the problems arising from the cultural differences, firstly what problems
can be encountered should be evaluated. This evaluation varies by institution and sector. In this study, tourism,
which is the sector in which intercultural communication encounters are most experienced, is dealt with. After
a short survey of literature in the study, the questionnaire study and evaluation were included.

Purpose of Implementation; It was questioned what the communication problems arising from the intercultural
differences of the tourists traveled and what their stance towards these problems might be. Depending on the
attitudes and behaviors of the potential problems of the tourists, it was aimed both to maintain tourism in the
market and to develop solutions for what could be done to create an alternative market.

methodology;In the questionnaire, 312 questionnaires were obtained from tourists who came to Istanbul for
the first time or Turkish citizens who traveled at least once outside the country. The problems encountered in
the obtained data were mainly evaluated under two headings as reactions to the problems.

The method used in practice; The data obtained with the questionnaire prepared according to the aims stated
above were analyzed with the help of the SPSS 16 program. In addition to the general statistical evaluations,
the responses of tourists to the problems arising from cultural differences were evaluated with comparative
tables.

Findings (Results);The survey results show that tourists are not unresponsive to the problems they face. It has
been seen that they have not only abandoned the market but also told the people in their surroundings that
they should not come. The awareness that the problem arises from cultural differences seems to alleviate the
reaction, but it does not change tourists' perceptions of negative thinking. This can lead to serious market losses.
The fact that the problems can be resolved will allow the satisfaction of tourists to improve the market and
allow for new market developments that can be marketed in the country.

the conclusionanddiscussio; The development of the market in tourism and the difficulty of enlargement cause
a serious problem which is caused by cultural differences and causes a bad intention.

The purpose of the tourism market is also changing the point of view of the problems. It is seen that tourists
who travel for business are less concerned with the problems that cultural differences will have compared to
other tourists. Increasing the level of education also seems to increase the sensitivity to the problems.
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Ulke ekonomilerinde dnemli bir gelir kaynagi olan turizm sektérii cevresel faktérlere oldukga duyarli pazarlardir.
Bu duyarliik 6Gnemsenmemesi halinde ciddi pazar kayiplarina sebebiyet vermektedir. Pazar olusumun zorlugu
gbz 6nline alindiginda mevcut pazarin kaybina izin verilmemesi gerekilmektedir. Turizmde yasanilan éncil sorun
farkl kalturlerin karsilagmasidir. Cesitli amaglar ile seyahat eden bir turist igine girdigi fakli kiiltirden bir toplum
icinde zorluklar yasayabilmekte hatta yasadi§l ya da yasayabilecegi sorun sebebiyle seyahatinden
vazgecgebilmektedir. Kilturlerarasi iletisimin sebep olacagi sorunlar ve ulkelerin bu sorunlari ¢éziimleme
becerileri turistlerin olumsuz olan ya da olabilecek algilarini yenerek turizm pazarlarini devam ettirebilecek hatta
yeni pazarlar olusturmalarini saglayacaktir. Bu amagla bu c¢alismada kultirlerarasi farkhliklardan kaynakli
yasanabilecek sorunlar, bu sorunlar karsisindaki tutumlar degerlendirilmistir. Bu dogrultu da sorunlar karsisinda
gelistirilecek ¢ozim vyollari ile turistlerin tutum ve davranislar kiltirel iletisim sorunlarini ¢gozme anlaminda
kontrol altina alinabilecektir. Kontrol edilebilen pazar davranislari ile gerek mevcut pazari koruma gerekse yeni
pazar olusturmaya ciddi destek saglayacaktir.
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1.GiRiS

Gunldmizde Ulkeler arasindaki ideolojik sinirlar kiiltlrel sinirlara donlismis toplum icindeki yasam ¢ok kiltdrli bir hal
almigtir. Bu ¢ok kulturltliik sadece toplumlari degil ayni zamanda isletme ekonomilerinin de dikkat etmesi gereken bir sorun
haline gelmistir. Cok kaltirlalik de karsilasilan 6nemli sorun farkli kisi, kurum ve érgitlerin tutum, davranis ve aliskanliklari
arasindaki farkhliklardir. Bu farkliliklar kiltirlerarasi iletisimi, anlagsmayi, birlikte hareket edebilmeyi hatta ortak karar almayi
gerektirmektedir. Kiltarel farkliliklarin farkinda olarak uzlasabilen 6rgiitlerin yapilan arastirmalara gére daha avantajli olduklari
gorulmistir. Bu sebeple kiltiirel farkliliklari g6z 6nline alan yonetim ve liderlik anlayisi olusabilecek sorun ve kayiplarin 6niine
gecilmesini saglayacaktir (Saran, 2005: 59).

Hemen her sosyal disiplinde iletisimin énemi biiyik olup turizmde de bu 6nem oldukga fazladir. Turizmin ulkelerin
ekonomisine katkisi 6nemli derecede etkilidir. Bu ekonomik faydadan yararlanabilmek igin turizmin gelismesinin saglanmasi
dolayisiyla turizmin dogru iletisim ile desteklenmesiyle mimkin olmaktadir. Toplumlarin birbirleri arasindaki kultlr
farkhhklarina iletisimde dikkat edilmesi gerekmektedir. Olasi farkhlklar hatal iletisime sebep olabilmektedir. Kiiltirlerarasi
iletisim anlaminda farkh kilturler, kimlikler ve topluluklar arasindaki etkilesim ve iletisim siiresince engeller gikarabilecek 6n
yargilar, kaliplasmis fikirler, benmerkezcilik ve onlar anlayisi turizmde ciddi iletisim sorunlarina sebebiyet verebilmektedir. Bu
¢alismada kultirlerarasi iletisim kavrami, becerisi, turizmdeki yeri ve dnemi, turizme kazandirabileceklerine yer verilecektir.

2. KULTUR VE iLETiSiM iLiSKisSi

Kultur ile iletisim birbirleriyle stirekli karsilikli etkilesim igindedir. Toplumlar kiiltiir ve iletisim icinde ayrilmaz bir sekilde
karsilikli birbirlerine bagh bir etkilesim icindedir. Kisiler icinde ve temasta olduklari ulusal ve uluslararasi kiiltiirlerin birer
ogeleridir. Kiltur, bireylerin sosyallesmesi ile bireyler yada gruplar ile yapilan paylasimlar ile aktarilmaktadir. Yakin zamana
kadar kilturin, iletisimi olusturdugu kabul gorirken kiltirlerde metafor ve metodolojisi 80’li yillardan itibaren ¢ikmasiyla
linguistik ve sembolik bir bakis agisi geldi ve kiltir ile iletisim iliskisi karsilikl arastirilmaya baslandi. Bu arastirmalarda kaltirin
iletisimi etkiledigini ancak iletisiminde kiltiiriin gelisimi ve degisimi icin dnemli bir rol aldigini géstermistir (Durgun, 2006: 113).
iletisim ayni yada benzer kiiltiirdeki toplum iginde sorgulanmadan gerceklesirken farkl kiiltiirden toplumlarla temasa gegince
sorunlar ve farkliliklar ortaya ¢ikmaktadir.

3. KULTURLERARASI ILETiSiM

Bltin dinya kiresellesmenin etkisinde tek bir pazar haline gelirken, toplumlar arasindaki kilttrel farkhliklari
kaldirmamaktadir hatta kiiresellesen pazar sartlarinda bu farkliliklara olan duyarlilik ve hassasiyet daha da artmistir (Ugedz,
2003: 8). Kultar ve iletisim birbirlerini karsilikh etkilemektedir. Bireylerin icinde bulundugu sosyal yapidaki kaltir iletisim tarzini
da belirlemektedir. Kultlrlerarasi iletisim de bireyler arasindaki faaliyetleri anlatmaktadir (Erdogan, 2002: 26).

Kaltarler toplumlarimizin her kdsesine niifuz etmistir. Genel olarak, kiiltiir ailede, okulda ve isyerinde bireyler tarafindan
Ogrenilir ve deneyimlenir. Kiresel anlaminda, kiltirler milletlerden ve bdlgelerden farkhdir. Cesitli ampirik arastirmalara
dayanarak milletler arasindaki kiilttrel farkhliklari veya cesitliligi farkli boyutlarda ele almaktadir. Bu boyutlar araciligiyla, ulusal
kalturlerin zihinsel programlama olarak nasil calistigini ve farkli Glkelerden insanlarin neden sosyal yanlis anlamalari, hatta
catismalari olabilecegini anlayabilmekteyiz. Ayrica yapila calismalarda, kdiltirlerarasi dinamiklerin temel kavramlarini
tartisilmakta, bireylere ve kuruluslara kiiltirlerarasi iletisim ve isbirligini gelistirmelerine ve gelistirmelerine yardimci olmak igin
anlayigh ve samimi tavsiyeler verilmeye calisiimaktadir(Hofstede, 2005: 76).

Bircok kiltlrde iletisim bicimleri gerek kiltiirleri anlamada gerekse sorunlari ¢6zmede dnemli bir islevi vardir. Benzer
nitelikteki bir davranig farkli klturlerde farkli islevi gérebilmektedir. Dolayisiyla bir kultlrdeki davranisin olumlu yondeki islevi
bir baska kultirde olumsuz bir islevi olabilmektedir (Katrari, 2001: 26).

Toplumlar arasi kiltiirel farkliliklarda baskin kiltiirler diger kiltiirler Gzerinde 6nemli bir etki yaratirken kimi zamanda

bitinlesme etkisi yaratmaktadir. Uluslararasi faaliyet gosteren bir isletmede calisan bireyler ticari iliskide bulunduklari
isletmeler ile iletisimde ¢esitli sorunlar yasayabilmektedir. Turizm isletmeleri de bunlarin basinda gelmektedir. Hizmet sektori
olan turizmde iletisimin yeri ve dnemi biyiik olup iletisimde kullanilan tarz, kltirler arasinda farkhhk gésterip, kiiltiire bagh
sekillenmektedir. iletisimde yapilabilecek bir hata kiiltiirden kiiltiire degisik anlasilabileceginden baglamadan iliskilerin
bitmesine neden olabilmektedir.
Kaltlrler arasi farkhliklar ikili iliskilerde dogru iletisim kurulmasini gerektirmektedir. Bu sebeple kiltir ile iletisim arasinda iliskini
dogru dengelenmesi ve lizerinde calisilmasi gereken bir alan haline gelmistir (Sari, 2004: 1). Kiresel bir pazar olan diinyada
saghkli ve kaliteli iletisim kurmak kiilturlerarasiiletisim icin cok 6nemlidir (Chaisrakeo ve Speece, 2004: 269). Cografi mesafeden
kaynakli iletisim ihtiyaci kaltarel farkhhklar ile kiiresel iletisim ihtiyacina donlismustir Spinks ve Wells, 1997: 287).

Kaltlrlerarasi iletisim multidisiplinel calisma faaliyetlerini kapsamakta olup, kiltiir ve iletisim anlamindaki gelismelerin
glinimuz sartlarinda islevlerini ve degerini ifade etmektedir. Bu ifade de kiltlrlerarasi iletisime olan ihtiyaci arttiran asagidaki
dort dinamik ile iliskilendirilmektedir (Sari, 2004: 1):
iletisim ve Teknolojilerindeki Gelisme,

Kiresellesen Ekonomi,
Kulturel Cesitliligin Artmasi/ Cok Kaltarluluk
Artan Nifus

PwnNR
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3.1. KULTURLER ARASI iLETiSiMiN TEMEL OGELERI
Kilturlerarasi farklihklar kiilttrlerin kendilerine 6zgii yapi ve kaliplariilgili toplum hakkinda bilgi vermektedir. Kilttrler
arasi iletisim kaltiirden kilture degisen sozlii ve sézsiiz olmak Uzere iki temel 6geden olugmaktadir. Sekil 1'de kulturlerarasi
iletisimin temel 6geleri gosterilmektedir.
KULTUR

Davraniglar

Sézsuz Ekstrasozel S6zel — > Paradilsel
Mimikler Zaman Sozcukler

Jestler Mekan

Vicut hareketleri Kisilerarasi mesafe

Dis Gorunus Sosyal degiskenler

Sekil 1: Kiltirlerarasi iletisimin Temel Ogeleri
Kaynak: Oksaar, 2008.

iletisim bicimlerinden szlii sekli ile iletisim siirecinde olan bireyler duygu ve diisiincelerini kendi dili kullanma sekilleri
telaffuz, tonlama, climle yapisi gibi unsurlar ile kendilerini ifade etmektedirler. S6zsiiz iletisimse, iletisim siresince, s6zli
ifadelerin disinda olan, ikili iliskilerde karsi tarafin bir mesaj olarak algilayabilecegi tiim uyarici etkenleri ifade etmektedir
(Kartari, 2006: 158).
3.2.KULTURLERARASI iLETiSiM BECERISi

Kaltlrlerarasi iletisim becerisi, tanimi konusunda tam bir mutabakat bulunmamakla birlikte kiltirlerarasi iletisimin en
o6nemli konularindan biridir. Her gecen giin artan bir donlisiim icinde olan ¢ok kultlrltliukteki iletisim becerisi egitim, ikamet ve
guindelik etkilesim gibi degiskenler ile iliskilidir (Arasaratnam ve Doerfel, 2005: 38).Bu beceri genel olarak, farkli kiiltirden olan
bireyler ile empati kurabilme yetenegi, ilgili bireyleri anlamaya ¢alisma, elestirmeme ve ben merkezci olmayarak farkliliklari
kabul etmeyi ifade etmektedir (Eginli, 2011: 216).

Kulturlerarasi iletisim becerisinin “farkinda olmak” ve “duyarlilik” olmak tzere iki 6n gerekliligi bulunmaktadir (Dong
vd., 2008: 30). Farkh kilturlere sahip bireylerin iletisiminde farkhliklarin farkinda olunmasi iletisimi olumlu etkilerken
farkindahiga duyarh ve hassas davranilmasi da iletisim icin oldukga etkili bir unsurdur.

Kalturlerarasi iletisim becerisi, temel iletisim becerisi, toplumsal iletisim becerisi ve bireylerarasi iletisim becerisi
olarak i temel sekilde olmaktadir. Temel iletisim becerisiyle, belirlenen hedeflere ulasabilmek adina yeni olusuma etkili sekilde
adapte olmayi diger bir deyisle genel yetenekleri ifade edilmektedir. Toplumsal iletisim becerisi, toplum iginde diger bireylerin
duygu ve dusiincelerini tahmin edebilme, toplum iginde rol alarak iletisim ve etkilesimi saglayabilmeyi ifade etmektedir.
Kilttirel farkliliklari olan bireylerin karsilikli iletisiminde hosgord, anlayis ve saygi olmasi gerekmektedir (Katari, 2001: 31).
Kaltlrlerarasi iletisimde ¢oziilmesi gerek problemleri asagidaki gibi siralamak mimkiindiir (Erdogan, 2005: 155);

1. Bireyleri istenilen kaliplara yerlestirme,
. On yargilarda bulunma,
. Yanlis anlamalar (Cinsiyet, irk, yas, din vb farkhliklardan kaynaklanabilecek)
. Kiltarel farklihklar tasiyan bireyler arasindaki olasi hosgorisuzlik,
. Disa doniik olunmamasi ya da stipheci olunmasi
. Benmerkezcilik ve saygi problemi
7. Kultiirel empati eksikligi,
3.3. KULTURLERARASI iLETiSiIMDE YASANAN ZORLUKLAR
Her ne kadar hareketler, isaretler hatta kelimeler ortak varsayilip evrensel kabul edilse de, kiltiirel unsurlar her
topluma 6zgii olup farkhliklar gbstermektedir. Evrensel unsurlar bireylerin biyolojik, psikolojik veya baska degiskenlere bagh
olabilir yada belirli bir amaca yénelik olarak sonradan olusmus olabilir. Kltlrler arasi iletisimi ile ilgili cahismalarda eylem
kuramina da deginilmektedir (Yildirim, 2012: 204). Bu kuram farkh kiltirlerin ortak &zellikleri gérmeyi konu almaktadir.
Kaltlrler arasi iletisim sirecinde bireyler kendi iginde bulunduklari topluma benzemeyen toplumlar iginde korku
duymaktadirlar. Benzer nitelikteki kiiltirler ile olan iletisimler daha kolay ve olumlu oldugu gérilmektedir.
4. TURIZM VE TURIZMDE PAZARLAR
Turizmin kelime olarak Latincede hareket etme, donme, dolasma gibi anlamlara gelen “tournus” kelimesinden
tiremistir. Turizmin kelime anlamini tanimlar ve agiklarken dikkat edilmesi gereken oncelikli olarak geri donme ve harekettir
(Aydin, 2012: 91). Turizmin asil 6znesi insandir. Bir¢ok turizm tanimina bakildiginda turizme iliskin ortak iki 6zellik

o Uk, WN
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bulunmaktadir. Bunlar, insanlarin yasadiklari yerlerden gecici olarak ayrilarak farkli yerlere giderek, gittikleri yerler de tiketici
olmalaridir. IUOTO'nun (Uluslararasi Resmi Turist Organizasyonlari Birligi) gére turizm; "24 saatten az olmasi sartiyla, daimi
kalisa donismemesi ve gelir saglayici herhangi bir ugrasida bulunmamasi kosuluyla, kisilerin yolculuk ya/yada konaklamalarinin
sonucu olusan islemlerin timddar" (Tolungtic,1999: 11-13).

Turizmde bireyler gezi, saglik, is vb amaclar ile farkli yerlere giderler. Bu sebeple turizmin bir llkede olabilmesi adina
bireylerin bu amaglari hizmet eden birtakim ihtiyacglarini karsiliyor olabilmesi gerekmektedir. Bu ihtiyaglarin karsilanmasi
halinde Ulkeler kendilerine belirledikleri alanlarda turizmin kapilarini agmis olurlar. Bu asamadan itibaren sadece ihtiyacin
karsilanmasiyla bu pazarin kazang saglayacagini soylenmesi mimkin degildir. Dogru iletim kurulmamasi halinde talebin
olmadigl yada ¢ok diisik oldugu tutundurulamayan bir pazar olarak kalir. Bu agamadan itibaren bu calismaya konu olan
kilturlerarasi iletisim becerisine ve bunun saglayacag alternatif pazar olusumuna ve pazarda tutunma avantajina gegilecektir.
5. KOLTURLERARASI iLETiSIMDE TURiZM VE ALTERNATIF PAZARLAR

Turizm endustrisi ulusal ekonomiye faydasi ve kalkinma igin 6nemli bir gelir kaynagidir. Gerek Ullkeye doviz girisinin
saglanmasi gerekse istihdam saglamasinin yani sira ayrica uluslararasi boyutta gerek toplumsal gerekse kiiltirel iletisim
saglamasi sebebiyle llkeler icin kaybedilmemesi gereken 6nemli bir sektérdir (Cimat ve Bahar, 2003: 2).

Kaltlrler arasi iletisimin 6nemli bir pargasi turizm sektéridir. Turistik gezi, bireylerin yalnizca farkli yerlere gitmesi
degil ayrica ekonomik, toplumsal ve tabi ki kiiltiirel olarak iletisim i¢cinde olunmasidir.

Bireyler is amagl isletme organizasyonlari, egitim/6gretim, turistlik amagl gezi, siyasi, diplomatik, ekonomik gibi sebepler ile
farkli toplumlar ile kiltlirel temasa gecerler. Kiltlrel bu temaslar iletisim ile kaltirel kimlik, dil ve anlam kullanimi agisindan
dnem tasimaktadir (Sezgin ve Uniivar, 2010: 392).

6. UYGULAMA

Uygulamanin Amaci; Turistlik amach seyahat eden kisilerin kiltirler arasi farkliliklardan dogan iletisim sorunlarinin neler
oldugu, bu sorunlar karsisinda ki duruslarinin neler olabilecegi sorgulanmigtir. Turistin olasi bu sorunlar karisindaki tutum ve
davraniglara bagh hem turizm de pazarin idame ettirilmesi hem de alternatif pazar olusuna yénelik neler yapilabilecegine dair
¢6zlm Onerileri gelistirmek amaglanmistir.

Uygulamada kullanilan yontem; Yukarida belirtilen amaglar dogrultusunda olusturulan anket galismasi ile elde edilen
veriler SPSS 16 programi yardimi ile analiz edilmistir. Genel istatistiksel degerlendirmelerin yani sira turistlerin kalttrel
farkhhklardan kaynaklanan sorunlar karsisinda verdikleri tepkiler karsilastirmali tablolara ile degerlendirilmistir.

Calismanin érneklemi maddi ve cografik sebepler ile istanbul bélgesi ile kisitlandiriimis olup, istanbul’u ziyarete gelmis
turistler ya da ilke disinda en az bir kere seyahat etmis Tirk vatandaslarindan 312 anket verisi elde edilmistir. Calisma tesadifi
orneklem yontemiyle toplanan veriler ile sinirli olup uzun vade de farkli gruplar ile derinlemesine milakat galismalari ile
desteklenebilir.

Galismanin gegerlilik glivenilirlik degerleri Cronbach’s alfa katsayisi ile 6l¢lilmus ve ylizde 81.4 olarak bulunmustur. Verilerin
yani degiskenlerin degerlerinin tutarliligi gésteren Kaiser-Meyer-Olkin (KMO) istatistik tablosu asagidaki gibidir.

Tablo 1: KMO tablosu

Kaiser-Meyer-Olkin Ornekleme Yeterliligi Testi 0,854

X2 4934,157
Bartlett Kiiresellik Testi

Serbestlik derecesi 1114

Sig. 0,000

Bulgulara dair 6zet tablolari ve yorumlari asagidaki gibidir.
Tablo 2: Demografik Ozellikler

Seyahat Amaciniz Yasiniz Egitim Durumuzu
N % N % N %
is Amach 85 27,24 |12--18 18 | 5,77 |ilkokul 23 7,37
Saglik Amagli 88 | 28,21 | 19-24 26 | 8,33 |Lise 94 |30,13
Turistlik Amach 122| 39,10 | 25-30 77 | 24,68 | Universite 129 | 41,35
17 | 5,45 Yuksek
Diger 30-35 68 | 21,79 | Ogretim 66 |[21,15
Vatandashginiz 36-45 72 | 23,08 Geliriniz (Euro)
N % 46-55 27 8,65 N %
TC 167 | 53,53 |56 ve Ustl |24 | 7,69 |100-300 2 0,64
Diger 145 | 46,47 Cocugunuz varmi? 301-600 1 0,32
Calistiginiz Sektor N % | 601-900 12 |3,85
‘ N ‘ % | Yok 108 | 34,62 |901-1200 13 4,17
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Kamu 113 36,22 | 1--2 120 | 38,46 | 1201-1500 34 |10,90
Ozel 199 | 63,78 | 3--4 61 |19,55 |1501-2000 82 |26,28
Medeni Haliniz 4 ve Ustl 23 | 7,37 |2000-3000 116 | 37,18
N % 3000 ve Gstu |52 |16,67
Bekar 202 | 64,74
Evli 110 35,26

Demografik 6zelliklerin dagilimi tablo 2’deki gibi olan 6érneklemden alinan veriler asagidaki gibidir. Tablo 2’de verilen farkh
kiltirden kaynaklanabilecek sorunlar hakkindaki gorisler 5°li likert 6lgek yardimi ile 6lgilmis olup, degerlendirmede 1
kesinlikle sorun olmadig1 gériistinii temsil ederken 2 sorun olmadig, 3 tarafsizligi, 4 sorun oldugu, 5 ise kesinlikle sorun oldugu
gorusiinl temsil etmektedir.

Tablo 3: Farkh Kultirden Kaynaklanabilecek Sorunlar

Standart
Ortalama | Sapma
1 Dil sorunu 4,82 0,85
2 inanglar /Din sorunlari 2,02 0,72
3 Disiplin sorunu 3,26 0,34
4 Yiyecek igecek sorunu 4,34 0,32
5 Sofra diizeni sorunu 2,97 0,96
6 Trafik sorunu 4,21 0,88
7 Toplu tagima sorunu 4,23 0,36
8 Ulasim sorunu 4,52 0,21
9 Duygu/ Mantik sorunu 2,86 1,26
10 Kimlik kargagasi sorunu 3,14 1,14
11 Benimsenmeme sorunu 2,04 1,09
12 Baski sorunu 4,29 0,93
Ulke vatandaslarinin turistleri Glkelerinde istememe
13 arzusu 4,79 0,09
14 Alisveriste turistlere daha fazla fiyat soyleme sorunu 5,00 0,00
Hava sartlarindaki farkliliklar sonucu ortaya cikabilecek
15 sorunlar 4,34 0,87
16 Giyim sorunu 1,99 1,04
17 Yagsam biciminden kaynaklanan sorunlar 2,13 1,18

Farkh kultirden kaynaklanabilecek sorunlara bakildiginda dil, trafik, ulasim, baski, istenmeme, fazla fiyat séyleme, hava
sartlarinin sebep olacagl sorunlar 6n plana cikarken inanclar /din, benimsenmeme, giyim sorunlari daha az énemsendigi
gorilmustir. Bu ifadeler disindaki sorunlar igin tarafsiz kalindigi gézlemlenmistir. Karsilasilan sorunlar karsisindaki tutum ve
davranislarin neler olabilecegine dair gorisler Tablo 4’deki gibidir. Tablo 3’deki degerlendirmede yine 5’li likert 6lgek yardimi
ile yapilmis olup katilma derecelerini (1 kesinlikle katiimiyorum, 5 kesinlikle katiliyorum seklinde) ifade etmektedir.

Tablo 4: Farkli Kiiltiirden Bir Ulkeye Yapilan Ziyarette Karsilasilan Sorunlar Karsinizdaki Tutum Ve Davranislar

Standart
Ortalama | Sapma
1| Tekrar gelmem 2,96 1,21
2 | ligili yerlere sikayet ederim 4,01 1,11
3 | Cevreme bahsederek gelmemeleri 6neririrm 4,12 1,09
4 | Kaltr farkhhg! diyerek 6nemsemem 4,27 0,94

Farkli kdlturden bir Glkeye yapilan ziyarette karsilasilan sorunlar karsinizda bireylerin tekrar gelmeme konusunda daha
gorussiz kalindigi ama sikayet etme, cevrelerine olumsuz bahsettikleri gorilmuistir. Sorunun derecesine gore sorunlar
karsisinda kalttr farkhhgina dayandirilarak géz ardi edilebilindigi de gortlmustdir.

Elde edilen veriler 1siginda bazi demografik ve diger o6zellikler ile sorun yasama sikligi arasindaki farklihk olup
olmadiginin belirlenmesi icin Anova testi ( H1 ve H2 ) ve t-testi (H3 ve H4) yapilmistir. ilgili testler icin alt problemler asagidaki

gibidir.
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H1: Seyahat amacina gére sorun yasama sikhgi arasinda anlamh bir farklilk vardir.
H2: Egitim durumu ile sorun yasama sikhgi arasinda anlaml bir farkhlk vardir.
H3: Vatandashk durumu ile sorun yasama sikligi arasinda anlamli bir farklilik vardir.
H4: Calisilan sektor ile sorun yasama sikligi arasinda anlamli bir farkhilik vardir.
Alt problemlere dair Anova testi sonuglari asagidaki tabloda 6zetlenmistir.
Tablo 5: AnovaTestleri Ozet Tablosu

Seyahat Amaciniz

() Grup (J) Grup Ortalama Farki (I-J) Anlamlilik
Saghk Amach -2,03 ,001
is Amagh Turistlik Amagl -1,96 ,000
Diger -0,31 ,203
is Amagl +2,03 ,001
Saglik Amaclh Turistlik Amach +2,14 ,000
Diger +0,94 ,096
is Amagh +1,96 ,000
Turistlik Amagli Saghk Amach -2,14 ,000
Diger +0,15 ,101
is Amagh +0,31 ,203
Diger Saglik Amacli -0,94 ,096
Turistlik Amacgh -0,15 ,101

Egitim Durumuzu

(1) Grup () Grup Ortalama Farki (I-J) Anlamlilik
Lise -0,11 ,301
ilkokul Universite -1,06 ,000
Yiiksek Ogretim -2,10 ,012
ilkokul +0,11 ,301
Lise Universite -0,47 ,026
Yiiksek Ogretim -1,36 ,000
ilkokul +1,06 ,000
Universite Lise +0,47 ,026
Yiiksek Ogretim -0,33 ,101
ilkokul +2,10 ,012
Yiiksek Ogretim Lise +1,36 ,000
Universite +0,33 ,101

Farkhhklarin kaynagini bulmaya yonelik uygulanan post-hoc Scheffe testleri, farkliklarin is amagli yapilan seyahatlerin
turistlik amacli ve saglik amacl yapilan seyahatler ile aralarinda farkhhk oldugu bu farkhliginda is amacli seyahatlerde digerlerine
gore kualtarel farkliliklardan kaynakl daha az sikliklar sorun yasandigi géstermistir. Saglk amagli seyahatler ile turistlik amagli
seyahatler karsilastirildiginda ise saglik amacli yapilan seyahatlerde kdltirel farkliliklardan kaynakh daha fazla siklikla sorun
yasandigl gbzlemlenmistir. Diger amacl seyahatler icin anlamli bir farklilik gikmamistir. Egitim durumlarina goére sorun yasama
sikliklarina bakildiginda egitim diizeyini artmasiyla sorun yasama sikliginin da azalarak arttigi gdzlemlenmistir. Vatandaslik
durumu ve calisilan sektér gruplarinin sorun yasama sikliklarina ait T testi sonuglari ve degerlendirmesi asagidaki gibidir.

Tablo 6: T Testleri Ozet Tablosu

Vatandashk N Ortalama Standart Ortstd Hata s Slg-. (2-
durumu Hata tailed)
TC 167 3,545 .64344 .02691

— -2,367 .023
Diger 145 3,366 .68239 .02397
Calisilan Standart Sig. ( 2-
sektdr N Ortalama Hata OrtStd Hata t tailed)
Kamu 113 3,293 .34179 .04239
" -1,970 .000
Ozel 199 4,066 42248 .03563

Bagimsiz 6rnek-t testine tabi tutulan alt problemler igin tablo 5’de goruldugi tzere sig. <0,05 olmasindan 6tiirt anlamli farklilik
oldugu tespit edilmistir. Farkliliklara gére vatandasliklarin degismesi kiltirel farkhlik sorunlari yasamanin éncelikli sebepleri
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arasinda yer alirken, ayni zamanda 6zel sektor g¢alisanlarinin kamuda ¢alisanlara goére kiltirel farkhliklardan daha fazla sorun
yasadiklari tespit edilmistir.
SONUC

GUnlmiz pazar sartlarinda turizm iktisadi ve kultlrel katkilari bakimindan oldukga 6nemli bir pazardir. 'Hizmet sektori
icerisinde yer alan turizm, insan odakli bir alan olmasi ve kisilerarasi yiiz yiize etkilesimin zorunlulugu nedeniyle iletisim yeri ve
onemi buydktir. Bireylerin gesitli sebepler ile yaptiklar seyahatler, konakladiklari yerlere kendi kiltlrlerini tasimakta ayni
zamanda bulunduklari yerlerdeki kiltrler ile karsi karsiya kalmaktadirlar. Bu karsilasmadan dogan kiilturlerarasi iletisim turizm
pazarinda etkili kullaniimasi gerekmektedir. Nitekim bu temas ile olasi hatalar ya da yanhs anlasiimalar ilgili taraflarin turizmine
zarar verecek hatta uzun vadede daha agir sonuglar ile pazar kayiplarina sebep olabilecektir.

Bu g¢alismada yapilan degerlendirme ile turistlerin farkl kiltirler ile yasadiklar sorunlarin daha ¢ok lisan farklilig,
ulasim sorunlari ve esnafin turistlere farkh fiyat uygulamasindan kaynaklandigi tespit edilmistir. Bu sorunlarin kilturel
farkhhktan kaynaklandigini diisiinen turistler, sorunlari dnemsemeyebilirler. Ancak koti niyet algisinin olusmasi halinde tekrar
gelmeme, cevresine olumsuz aktarma ve hatta sikayete kadar uzaman bir pazar kaybina neden olmaktadir.

Turizmde pazarin olusturulmasi, strddrilmesi, blyutiilmesinin zorlugu disindldiginde kaltarel farkliliklardan
olusabilecek olasi bir kdti niyet algisina sebep olmasi ciddi soruna sebep olmaktadir.

Turizm pazarinin hizmet ettigi hedef kitlesi de sorunlara olan bakis aginin degistirmektedir. Oyle ki is amagh seyahat
eden turistlerin diger turistlere gore kiltur farklihklarinin olusturacagi sorunlara daha az 6nem verdigi gorilmustir. Egitim
dizeyini artmasinin sorunlara duyarliligi da arttirdig1 gorilmektedir.

Turizmin Ulkelerin ekonomikleri Uzerindeki etkisi her gecen giin daha da biylyerek gelistigi ve ulkelerin
ekonomilerinde can simidi oldugu duslintlurse kiltiirel karsilasmadan kaynaklanabilecek iletisim hatasi dikkate alinmasi
gerekmektedir. Bu sebep ile kiltirlerarasi iletisim becerisi anlayisi ile davranilmasi gerek hatalarin yanhs anlasilmalarin 6nine
gecebilecegi gibi ayni zamanda yeni pazar olusumlarini da saglayacaktir. Calisma farkh bakis agilariyla yapilacak arastirma ve
degerlendirmeler ile desteklenmesi halinde hedef pazara daha uygun iletisim becerisi olusturulmasinda yol gosterici olacaktir.

KAYNAKCA

Aydin, Oguz, (2012), “Tirkiye’de Alternatif Bir Turizm; Saglik Turizmi”, Karamanoglu Mehmetbey Universitesi Sosyal ve Ekonomi Arastirmalar Dergisi 14 (23):
91-96, ISSN: 1309-9132

Arasaratnam, Lily A. DoerfelMarya L., (2005),“InterculturalCommunicationCompetence: Identifyingkey Components fromMulticulturalPerspectives”,
International Journal of InterculturalRelations, 29,137-163.

Chaisrakeo, Sunanta, Speece, Mark, (2004), Culture, InterculturalCommunicationCompetenceandSalesNegotiation: a QualitativeResearchApproach. Journal
of Business &Industrial Marketing, 19 (4), 267-282.

Cimat, Ali, Bahar, Ozan, (2003), “Turizm Sektdriiniin Tiirkiye Ekonomisi icindeki Yeri Ve Onemi Uzerine Bir Degerlendirme”, Akdeniz iktisadi idari Bilimler
Fakultesi Dergisi 6, 1-18.

Dong, Qingwen, Day, Kenneth D., CollagoChristine M., (2008), “OvercomingEthnocentrism Through
DevelopinglnterculturalCommunicationSensitivityandMulticulturalism”, Human Communication, 11(1), 27-38.

Durgun, Serpil, (2006), “Orgiit Kiiltiirii Ve Orgiitsel iletisim”, Yiiziinci Yil Universitesi, Egitim Fakiiltesi Dergisi,Cilt:I11, Sayi:1l, 112-132, Aralik 2006, 5.113

Eginli Temel, Aysen, (2011), “Kiltiirlerarasi Yeterliligin Kazaniimasinda Kltiirel Farklilik Egitimlerinin Onemi”, Oneri Dergisi,.C.9, S.35, 215-227.

Erdogan, irfan, (2002), “iletisimi Anlamak”, Ankara, Erk Yayinevi, 2002.

Hofstede, Geert H.. (2005) Cultures and organizations: software of the mind. ISBN 0-07-143959-5

Katrari, Asker, ( 2001), “Farkliliklarla Yasamak”, Ankara, Uriin Yayinevi, 2001.

Kartari, Asker, (2006), “Farkliliklarla Yasamak, Kiltiirlerarasi iletisim”,Ankara: Uriin Yayinevi.

Oksaar, Els, (2008), “Kiiltiirlerarasi iletisim Baglaminda Kiiltiir Kuram1”, Ceviren: Ayhan Selguk, Cizgi Kitabevi, Konya, 2008.

Saran, Mine, (2005), “Cok Kiiltiirlii Ortamlarda Halkla iligkiler, Kurumsal iletisim Ve Yénetim, Kiiltiirlerarasi Yonetim Ve Liderlik”, istanbul, istanbul Ticaret Odas!
Yayinlari.

Sari, Engin, (2004), “Kiltiirlerarasi iletisim: Temeller, Gelismeler, Yaklagimlar”, Folklor Ve Edebiyat Dergisi, Cilt: X, Sayi: 39, 2004/3.

Sezgin, Mete, Uniivar, Safak, (2010), “Kiltiirler Arasi iletisimde Turizmin Onemi, Alternatif Turizm Ve Pazar Olgusu”, Journal Of AzerbaijaniStudies, Http://Jhss-
Khazar.Org/Wp-Content/Uploads/2010/06/Kulturler-Arasi-lletisimde-Turizmin-Onemi.Pdf, Erisim : 19.09.2017.

Spinks, Nelda, Wells, Barron, (1997), “InterculturalCommunication: A Key Element in Global Strategies. Career Development International”, 2 (6), 1997, 287-
292.

Susar, A.Filiz, (2005), “Cok Kiiltiirli Ortamlarda Karsilasilan iletisim Ve Kiiltiir Engelleri, Cok Kiiltiirlii Ortamlarda Halkla iliskiler, Kurumsal iletisim Ve Yénetim”,
istanbul, istanbul Ticaret Universitesi Yayinlari.

Tolungii, Ahmet, (1999), “Turizm Olgusu Ve Tiirk Turizmi”, Ankara, A.U. ilef Reklam Atélyesi.

Ugedz, Perihan, (2003), “Kiiltiirlerarasi iletisim”, istanbul, Ustiin Eserler Nesriyatevi.

Yildirim, Yilmaz, (2012), “iletisimsel Eylem Kurami Isiginda Siyasal iletisim Ve Ak Parti Ornegi”, Akademik incelemeler Dergisi (Journal Of Academicinquiries)
Cilt:7, Sayi:1.

122


http://www.kmu.edu.tr/
http://jhss-khazar.org/wp-content/uploads/2010/06/KULTURLER-ARASI-ILETISIMDE-TURIZMIN-ONEMI.pdf
http://jhss-khazar.org/wp-content/uploads/2010/06/KULTURLER-ARASI-ILETISIMDE-TURIZMIN-ONEMI.pdf

