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Sosyal Mucit Academic Review (SMAR), yilda dort kez yayinlanan (Mart, Temmuz, Ekim ve
Aralik) cift kor hakemli uluslararasi hakemli bir dergidir. Dergi kapsaminda 6zellikle toplum,
ekonomi, politika, egitim ve kuramlar ile ilgili kavramsal, kuramsal ve nitel ¢alismalara yer
verilmesi hedeflenmektedir. Bunun temel nedeni, SMAR'In sadece akademisyenler, yliksek
lisans ve doktora dgrencileri degil ayni zamanda toplumdaki bireylerin anlayabilecegi makaleler
yayinlayabilme amacindan ileri gelmektedir. Bunun yani sira dergi kapsamina giren nicel
calismalar da kabul edilmektedir. Derginin dili hem ingilizce hem de Tuirkcedir ve Tirkce
makalelerin genisletilmis ingilizce dzete sahip olmasi gerekmektedir.

Sosyal Mucit Academic Review (SMAR) is a double-blind peer review international refereed
journal published four in a year (March, July, October and December). This journal aims at
publishing conceptual, theoretical and qualitative studies related to society, economics,
politics, education and institutions. The main reason for this aim stems from publishing studies
that are understood by not only academicians, graduate and PhD students, but also individuals
and practitioners in society. In addition, quantitative studies within the scope of the journal
have been accepted. In addition, quantitative studies within the scope of the journal have been
accepted. The language of this journal is both English and Turkish, and the Turkish articles need
to have an extended English abstract.
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FROM EDITOR

Dear Readers,

Sosyal Mucit Academic Review (SMAR) SMAR is glad to present the fifth volume and first issue to the
readers. The SMAR continues to increase its committee members with national and international
participants day by day.

As it is known, “Sosyal Mucit” (in English: Social Inventor) refers to the individuals who have systematic
perspectives on the challenges that societies face in the field of politics, economics, sociology,
technology and environment. The main understanding of a “Sosyal Mucit” as an individual is to
diagnose social problems and suggest potential solutions by creating a link between scholarly
discussion and society. For this reason, SMAR aims at creating systematic knowledge by raising critical
guestions and exploring the potential answers to the questions. | indicate the aforementioned
guestions as follows:

1) What is the problem?
2) Why is the problem important?
3) What is your suggestion to overcome the problem?

These questions guide the potential authors of the SMAR to structure their research. | emphasise them
as critical questions because a paper's clarity and communication are important to reaching more
academic and non-academic individuals. | hope the SMAR journal will achieve its aims day by day.
Having adopted the aforementioned aims, the journal publishes five articles on this issue. Within these
articles, the authors focus on the topics of “Gaining Competitive Advantage in SMEs”, “Enhancing
Organizational Sustainability”, “Understanding the Why and How of Entrepreneurs”, “Intersectionality
of Gender Pay Gap among Women Knowledge Workers” and “Gender-Based Digital Violence Against

Women”.

We hope you enjoy reading this issue and also, we look forward to seeing your contribution to the
SMAR journal.

With kindest regards,
Assoc. Prof. Dr. Erhan AYDIN, Assoc. Prof. Dr. Ruogi GENG and Dr. Mushfiqur Rahman

Vi



EDITORDEN

Sevgili Okurlar

Sosyal Mucit Academic Review, besinci cilt birinci sayisini sizlere takdim etmekten mutluluk duyuyoruz.
SMAR ulusal ve uluslararasi katilimcilarla her gecen giin kadrosunu gelistirmeye devam etmektedir.

Bilindigi Uzere SMAR; politika, ekonomi, sosyoloji, teknoloji ve cevre gibi toplumsal konularda
sistematik bakis agisina sahip bireyleri sosyal mucit olarak adlandirmaktir. Sosyal Mucit’in temel hedefi,
akademik tartisma konulari ile toplum arasinda bir bag kurarak toplumsal sorunlari tespit etmek ve bu
sorunlara karsi ¢ozim onerileri gelistirmektir. Bu baglamda SMAR, sistematik bilgi olusturmayi
amaclamaktadir. Bu amaci gergeklestirebilmek icin SMAR kritik sorunlari glindeme getiren ve bu
sorunlara ¢6zim 6nerisi sunan arastirmalara yer vermektedir. S6z konusu arastirmalara ait arastirma
sorulari su ¢ ana kapsama odaklanmahdir;

1) Problem nedir?
2) Bu problem neden 6nem arz ediyor?
3) Bu problemi asmak icin ¢6ziim 6neriniz nedir?

Yazar adaylari bu arastirma sorularini rehber edinerek calismalarini yapilandirabilirler. Sorulari 6zellikle
vurguluyorum clnki dergiye gonderilecek olan makalelerin yalnizca akademik camiaya degil ayni
zamanda toplumsal tabana da ulasmasini 6nemsemekteyiz. Umariz her gegen giin SMAR dergisi
hedeflerine emin ve saglam adimlarla ulasir. Bu amag ve vizyon dogrultusunda SMAR’In bu sayisinda
bes makale yer almaktadir. Bu makalelerde, yazarlar “KOBi’lerde Rekabet Avantaji Elde Etmek”,
“Orgutsel Surdirilebilirligi Artirma”, “Girisimcilerin Nedenini ve Nasilini Anlamak”, “Kadin Bilgi
Calisanlarinda Cinsiyete Dayali Ucret Esitsizliginin Kesisimselligi” ve “Kadina Yénelik Toplumsal Cinsiyet
Temelli Dijital Siddet” konularina odaklanmislardir.

Saylyl okumaktan keyif almanizi diliyoruz ve SMAR dergisine katki saglamanizi dort gézle bekliyoruz.

En icten dileklerimizle,
Dog. Dr. Erhan AYDIN, Dog. Dr. Ruoqi Geng ve Dr. Mushfiqur Rahman

vii
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Abstract

This study aims to examine the effects of strategic agility and environmental dynamism on the relationship
between organizational ambidexterity and digital transformation and competitive advantage in small-scale
SMEs. A quantitative research method is used in the study. The research population is the managers of 17451
small-scale SMEs in the wholesale and retail trade sector within the provincial borders of Istanbul, which employ
less than 50 employees annually and whose annual net sales revenue or financial balance sheet does not exceed
25 million Turkish Liras according to the data of the end of 2020. An online survey was sent to the managers of
450 small-scale SMEs reached by convenience sampling method and the data obtained from 366 valid surveys
were analyzed through the Smart PLS program. According to the research results, organizational ambidexterity
and digital transformation are positively related to competitive advantage. In addition, it is determined that
digital transformation has a partial mediating role on the relationship between small-scale SMEs’ ambidexterity
and competitive advantage, and strategic agility has a moderating role on this relationship. On the other hand,
itis concluded that environmental dynamism does not have a moderating role on the relationship between small-
scale SMEs” ambidexterity and competitive advantage.

Keywords: organizational ambidexterity, digital transformation, competitive advantage, strategic agility,
environmental dynamism

* This study was approved on 07/09/2021 by the Ethics Committee of Istanbul Arel University (DECN-08_2021/12) and
adheres to the Turkish Higher Education Institutions Codes for the Responsible and Ethical Conduct of Research. The study
was derived from a part of Ali Anil UNSAL's (2022) Ph.D. Thesis entitled "Investigation of the Effects of Organizational
Ambidexterity and Digital Transformation on Competitive Advantage in SMEs under the Moderating Roles of Strategic Agility
and Environmental Hostility", conducted under the supervision of Prof. Dr. F. Oben URU at Istanbul Arel University Graduate
School of Education.

* This study is an extended and revised version of the paper titled "Investigating the Effects of Strategic Agility and
Environmental Dynamism on the Relationship between Organizational Ambidexterity and Digital Transformation and
Competitive Advantage in SMEs " published in the 31st National Management and Organization Congress on September 21-
23, 2023.
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KOBI’lerde Rekabet Avantaji Elde Etmek icin
Orgiitsel Cift Yonliiliik, Dijital Déniisiim ve Stratejik
Ceviklik

Ozet

Bu galismanin amaci, stratejik gevikligin ve g¢evresel dinamizmin, orgutsel ¢ift yonlilik ve dijital dontsim ile
rekabet avantaiji iliskisindeki etkilerini KOBI’lerde irdelemektir. Calismada, nicel arastirma ydntemi kullanilmistir.
Arastirma evreni, 2020 yili sonu verilerine gére istanbul il sinirlari icerisindeki 50 kisiden az yillik calisan istihdam
eden ve yillik net satis hasilati ya da mali bilangosu 25 Milyon Tirk Lirasini asmayan ve toptan ve perakende
ticaret sektdriinde yer alan 17451 kiigiik 8lgekli KOBI'lerin yoneticileridir. Kolayda érnekleme yéntemiyle ulasilan
450 kiiguik 6lcekli KOBI’'lerin yoneticilerine cevrimici anket génderilmis ve gegerli sayilan 366 anketten elde edilen
veriler Smart PLS programi araciligiyla analiz edilmigtir. Arastirma sonuglarina gore, érgitsel ¢ift yonliliik ve dijital
déniisiim ile rekabet avantajinin pozitif ydnde iliskili oldugu belirlenmistir. Ayrica, dijital déniisiimiin, KOB/’lerin
¢ift yonlUligu ve rekabet avantaji iliskisinde kismi araci rol Ustlendigi ve stratejik gevikligin ise bu iliskide
diizenleyici rolii oldugu tespit edilmistir. Buna karsin, cevresel dinamizmin, KOB/’lerin ¢ift yonliiliigii ve rekabet
avantaj iliskisinde dizenleyici roliiniin olmadigi sonucuna variimistir.

Anahtar Kelimeler: 6rgiitsel ¢ift yonlilak, dijital dontsiim, rekabet avantaj, stratejik ceviklik, cevresel dinamizm



1. INTRODUCTION

With the great change after the COVID-19 pandemic, especially small-scale SMEs have started
to look for ways to survive and keep up with the digitalized world. Both in our country and all
over the world, SMEs are of great importance in terms of both quantity and quality in the
economic system. SMEs have important roles in healthy and continuous growth, increasing the
level of development and welfare of the people. New and different business lines and
professions have emerged through the realization of production with different techniques under
the influence of technological developments, and the ability of SMEs to adapt to these
innovations and capture change emerges as a key factor in their survival. Although this change
may initially seem to reduce the need for manpower, it is an inevitable fact that the need for
people who can ensure this transformation will increase, as well as the need for new regulations
in the field of labor and social security. Concepts such as the Internet of Things, cloud
computing, and augmented reality are frequently used concepts in SMEs experiencing digital
transformation. The development of these new technologies contributes to the development of
digital transformation at the same rate. In evolutionary models of organizational forms and
technologies, discussions of the choice between exploration and exploitation are framed in
terms of balancing the twin processes of variation and selection. Effective selection among
forms, routines, or practices is essential to survival, but so also is the generation of new
alternative practices, particularly in a changing environment. Because of the links among
environmental turbulence, organizational diversity, and competitive advantage, the
evolutionary dominance of an organizational practice is sensitive to the relation between the
rate of exploratory variation reflected by the practice and the rate of change in the environment
(March, 1991) Today, when SMEs frequently ask the question of how to be effective and
efficient, the use, form, and timing of information within the organization is of great
importance. SMEs have the leading role in capturing change and spreading it throughout the
society. The vast majority of enterprises are far from the mission of capturing and leading
change, adapting it to business processes, and ensuring its ownership throughout the enterprise.

Digital transformation of SMEs should not be seen as a random task but should be managed by
individuals with a strategic perspective. Digital transformation should not be left to the
responsibility of a single person or department, but steps should be taken to ensure that it is
adopted and implemented by the entire organization (Berghaus and Back, 2016). It is seen that
there is a gap in the literature in terms of studies in which digital transformation is different
from the concept of digital technology, its definition and components are revealed, and the
relationship between this concept and different variables is revealed (Morakanyane et al., 2017).

It would be an incomplete definition to express the digital transformation of SMEs only as the
redesign of business processes. It would be more comprehensive to consider digital
transformation from a more holistic perspective and to see it as the organizational structure,
organizational culture, customer service, human resources, sales, and production operations that



SMEs are affected as a whole. Digital transformation that is not realized or owned in one or
more of these concepts will negatively affect the whole of that structure (Henriette et al., 2016).

Knowing the skills, abilities, and technology to create a competitive advantage and be one-step
ahead of competitors does not mean anything on its own. It is necessary to know when and how
to use which skill or technology to realize the opportunities in the market and have them before
their competitors. Skills or technology that are not used at the right time and in the right way
will create a disadvantageous situation for SMEs, let alone a competitive advantage. The skill
should be developed and made effective with technology and used at the right time to be one-
step ahead of competitors at the point of making a difference.

Each SME’s reaction to an opportunity in the market and the time it takes to absorb it varies.
Reducing this time and prioritizing the opportunity is important in creating a competitive
advantage. The skills, abilities, and technology alone may not be sufficient in this regard. It is
very important to know which one or which one will be used and which technology will take a
step forward. The strategic mind comes into play at this point and decides how the business will
react, what to use, and when to use it. However, strategy formulation alone is not enough; the
ability to implement these strategies and the advantages they possess is critical in creating a
competitive advantage (Rosing and Zacher, 2017). Organizational ambidexterity has been
defined as the ability to use skills simultaneously to achieve goals harmoniously and efficiently
(Moreno-Luzon and Pasalo, 2011).

While there are many studies in the literature investigating the relationship between
organizational ambidexterity and digital transformation (Brathen et al., 2021); it is seen that
there is a lack of studies investigating the effects of various moderating variables on the
relationship between organizational ambidexterity and digital transformation with a
competitive advantage as a whole in a single model. In this respect, this study aims to fill this
gap in the literature by investigating whether strategic agility and environmental dynamism
have moderation effects on the relationship between organizational ambidexterity, digital
transformation, and competitive advantage.

2. THEORETICAL BACKGROUND
2.1. Organizational Ambidexterity

In the post-pandemic competitive environment, SMEs need to use their human, technological,
and information resources effectively and efficiently. At the same time, SMEs should design
their short-term, medium-term, and long-term strategies integrated with innovative processes
and seek ways to benefit from these integrated strategies to gain new competencies and markets.
In today’s world, creating competitive advantage is only possible through the selection and
successful implementation of the right strategy. Being able to correctly build the relationship
between gaining competitive advantage and the right strategy formation, selection and
implementation also means being ‘ambidextrous’ (Probst and Raisch, 2005).



Frequent and rapid changes in environmental conditions cause SMEs to have trouble in
decision-making processes. Structures that are not only innovative but also pioneering, creative,
active, and able to approach problems from different points of view are one step ahead of others.
SMEs that not only develop strategies but also differentiate these strategies and have the ability
to use several or more of them at the same time penetrate the market they operate in more than
their competitors and gain a competitive advantage. SMESs need this competency, referred to as
organizational ambidexterity, to ensure sustainability, to achieve medium-term and long-term
goals, and to reach financial targets faster and more easily. Duncan (1976) first mentioned this
concept in the literature and introduced the concept as the harmonization of management
competencies in ambidextrous structures simultaneously with productivity and innovation
(Hughes, 2018). Ambidexterity is defined in the literature as the ability to use both hands
quickly and equally (Bodwell and Chermack, 2010). Organizational ambidexterity refers to the
flexibility and efficiency of organizations in adapting to change. While the ability to use one or
more skills at the same time means ambidexterity, organizational ambidexterity is the
simultaneous execution of innovation and strategies to achieve short and long-term goals
(Gibson and Birkinshaw, 2004).

In the literature, ambidexterity is initially defined as the ability to be harmonious and efficient
in the operations carried out by the organization after Duncan (Rosing and Zacher, 2017, p.696).
Later, as a result of the research on the subject, this concept is expanded and updated as the
ability of organizations to do two different jobs at the same time (Moreno-Luzon and Pasalo,
2011, p.928). Organizational ambidexterity is generally considered as two dimensions in the
literature. The first dimension is exploratory strategies and the other dimension is beneficiary
strategies. The expression of ambidexterity as organizational ambidexterity is possible by
balancing the two dimensions of the concept to the same extent (Lavikka et al., 2015, p.1145;
Fourné et al., 2019, p.568). At this point, what is meant to be expressed by balance is the
capabilities of the human resources that organizations have.

Contextually, ambidexterity involves the ability of everyone in the organization to think and
act in multiple ways at the same time (Gibson and Birkinshaw, 2004, p.214). In the literature,
there are many studies (Preda, 2014; Junni et al., 2015; Clauss et al., 2021) pointing to the
positive relationship between organizational ambidexterity and competitive advantage.
Therefore, the following hypothesis is proposed:

Hai: Organizational ambidexterity is positively related to competitive advantage.

In addition, it is seen that there is a gap in the literature in this field and that there is a very
limited number of studies on the ambidexterity of organizations and their digital transformation,
which has become a necessity in almost every field, especially with the pandemic process. In
this context, the following hypothesis is formulated:

H:: Digital transformation is positively related to organizational ambidexterity.



2.2. Digital Transformation

While all business processes, industrial components, and entire industries are changing with
digital transformation, organizations are trying to adapt to this change. Digital transformation
means that organizations produce products and give services by taking advantage of digital
transformation. Digital technologies help organizations to reduce their costs, achieve above-
average profits, gain competitive advantage, and stay one-step ahead of their competitors.

Digital transformation implies a comprehensive and detailed transformation in SMEs, including
business processes, organizational culture and structure, human resources, and customer
relations. In the face of such a profound and comprehensive change in businesses, redesigning
all processes can have a disruptive effect and as a natural consequence, resistance to change
can occur within the business. Digital transformation or digital technologies alone are not
enough to realize this change. This transformation needs to be supported by different,
sustainable, and measurable strategies that create a competitive advantage (Kofler, 2018).
Businesses need to have digital transformation strategies that help them achieve their goals,
enable them to continue their activities in the long term, reduce the risk of failure, and include
planning, organizing, leading, and controlling stages, which are functions of management.
SMEs that make use of information technology infrastructures, technologies such as virtual
reality, or software programming while implementing these strategies are one step ahead in
both capturing change quickly and ensuring that it is realized within the business.

SMEs can implement digital transformation in different ways. At this point, using a specific
roadmap accompanied by a centralized strategy can help avoid confusion across SMEs
(Fitzgerald et al., 2014). To diversify this situation, while a different business realizes its digital
transformation at the point of providing feedback to the customer in after-sales service by using
social media more actively, another business can include digital transformation from a different
unit and in a different way by minimizing the need for human resources and starting to perform
some or all of the production by robots supported by artificial intelligence. In this case, it is
important to ensure that the planning, execution, and control of digital transformation carried
out by different units and individuals are implemented in line with the chosen strategy.

Digital transformation is an effort to maximize efficiency by incorporating digital technologies
and developments into business processes (Liu et al., 2011, p.1728). Schuchmann and Seufert
(2015, p.31) use the term “digital transformation” to refer to the reorganization of technology
and business processes to reach both suppliers and consumers using digital technologies in a
way that meets all their needs and requirements. When the concepts of digital transformation
and digitalization are examined in the literature, it is understood that there is a confusion of
meaning and there are problems in terms of when and where to use which concept.
Digitalization and new technologies that develop as a natural consequence are phenomena that
facilitate and contribute to the digital transformation of organizations. Considering the
advantages it provides to organizations, ensuring that digital transformation is realized and



owned throughout the organization is among the primary duties of managers. The decisions to
be made about when and how digital transformation will be carried out and at what level are
important for the organization to create competitive advantage and achieve success. In this
context, research shows that with digital transformation, problem-solving, fast decision-
making, and making maximum use of human talents become much easier and this situation
reflects positively on the competitive advantage of the organization. These arguments suggest
the following hypothesis:

Hs: Digital transformation is positively related to competitive advantage.
2.3. Competitive Advantage

Gaining a competitive advantage is extremely important for SMEs and especially for new
market entrants. In this period of intense and ruthless competition, companies attach importance
to R&D activities and innovative product and service development to differentiate themselves
from their competitors. Firms that sell more products and services than their competitors sell
have more favorable costs and as a result, earn above-average profits are defined as firms with
competitive advantage. The basis of the concept of competitive advantage is that companies
have a value or skill that other companies do not have and that they have the key to success in
the market and the ability to sustain it. Competitive advantage is defined as an organization's
unique position against its competitors in the market in which it competes (Hofer and Schendel,
1978, p.64). Competitive advantage is one of the competencies that organizations must have to
become advantageous against their competitors in the sector. This advantage is above the
average profit of the organizations’ competitors in the market and also refers to sustainable
profit (Fleisher and Bensoussan, 2003, p.2).

Creating competitive advantage can be achieved by differentiating or redesigning products and
processes. SMESs are in a race to be one step ahead in intensely competitive markets, not only
to catch the change but also to make a difference in leading the change. By developing
innovative strategies to attract and retain consumers in the long term, SMEs can increase their
market share and achieve their long-term goals. Gaining competitive advantage and financial
concepts such as profitability, sustainability, healthy cash flow, efficiency, and productivity are
closely and linearly related.

For SMEs operating in geographies where uncertainty, competition, and financial and political
factors are difficult to predict, it is of key importance to be aware of their competencies and
skills and to be able to use the advantages they possess to create a competitive advantage.
Businesses that do not stick to a specific strategy, are flexible, and can make quick decisions
are more long-lasting than others, and the share they get from the market they are in increases
at the same rate owing to the competitive advantage they gain. Managers who have the main
goals of sustainable success, above-average profits, and customer satisfaction have the duty and
responsibility to develop and implement flexible strategies and at the same time to check
whether these strategies create a competitive advantage.



The concepts of creativity and innovation are among the indispensable concepts for companies
that want to gain competitive advantage. Companies that internalize these concepts will be one
step ahead in creating products and services and achieving quality. Businesses with competitive
advantage include knowledge and innovation-oriented structures that have a modern,
innovative perspective, develop and disseminate knowledge, and support a learning work
environment (Gil-Gomez et al., 2020, p.2735). The process of organizational development
refers to the absorption, sharing, and redevelopment of the knowledge created by human
resources elements in line with the organizational culture to provide a competitive advantage
within the organization. This process of organizational development is of vital importance for
achieving competitive advantage (Stahle and Gronroos, 2000). In addition to this, the evaluation
of the talents of the human resources of organizations by revealing their capabilities will be the
basis for the development of the organization on the one hand and its ambidexterity on the other
(Lavikka et al., 2015; Fourné et al., 2019). In this respect, based on the idea that digital
transformation can play an important role on the relationship between organizational
ambidexterity and competitive advantage in the digital age we are in, leads to the following
hypothesis:

Ha: Digital transformation mediates the relationship between organizational ambidexterity and
competitive advantage.

2.4. Strategic Agility

SMEs attach great importance to efficiency and information sharing in today’s conditions,
where market dynamics and business processes are changing rapidly and rapid decision-making
and the ability to make a decision when necessary is the key to being one step ahead of others.
Even businesses with redesigned business processes, large market shares, and profitability
ratios above the sector average have faced the loss of their success and financial ratios due to
their inability to catch the change or react in time. Developing strategies to reduce costs and
focusing only on how to produce more and faster is not enough to provide competitive
advantage and profitability, especially for small-scale SMEs. In addition to all these; flexibility
in strategy development and change, quick adaptability to changes in the environment,
developing effective strategies as a result of accurate analysis of opportunities and threats in
the external environment, agility, and easy adaptability are also required.

When the concept of agility is examined in detail in the literature, it is seen that researchers
explain the concept from different perspectives. An example of these different perspectives is
the definition of agility as a capability that enables businesses to design their processes
accordingly against rapid changes in environmental conditions and/or customer demands and
needs (Braunscheidel and Suresh, 2009). According to another point of view, agility is not only
the ability of businesses or individuals but is also more comprehensively related to the
establishment of coherent integrated strategies and systems (Brannen and Doz, 2012). If we
need to express agility not on an individual basis but on a business basis, it can be expressed as



the ability to have flexible sustainable integrated strategies that can adapt not only to business
models or internal activities but also to the external environment.

Businesses with strategic agility can react instantly to the sudden changes, and rise and fall of
the market they are in, while at the same time, they do not hesitate to incorporate practices that
can gain competitive advantage. For this reason, strategic agility is the ability of organizations
to adapt to change, to see opportunities in the market and evaluate them before their
competitors, and to have the ability to update their existing plans according to continuous
changes (Battistella et al., 2017, p.71).

Strategic agility refers to the ability of organizations to quickly adapt to uncertainties. Some
researchers have defined strategic agility as the capacity of an organization to redirect its
resources within a plan to create value. Ahammad et al. (2020, p.1), on the other hand, defined
the concept as the ability to reinvent the strategy affected by external change. In essence,
strategic agility requires developing strategic perception and making quick decisions (Brannen
and Doz, 2012, p.90). Strategic agility allows organizations to respond to, adapt to, and
implement change. As a natural consequence, an increase in financial performance and
competitive advantage can be achieved. In the literature, it is seen that strategic agility
significantly strengthens the capabilities of the organization by capturing emerging
opportunities and has a positive impact on competitive advantage (Chan et al., 2017). In this
respect, the following hypothesis is advanced to examine whether strategic agility strengthens
or weakens the relationship between organizational duality and competitive advantage or the
direction of the relationship:

Hs: Strategic agility moderates the relationship between organizational ambidexterity and
competitive advantage.

2.5. Environmental Dynamism

Businesses are in constant communication and interaction with their environment by nature. As
a natural consequence of this situation, which is expressed as an open system, if businesses
cannot adapt to the changes in their environment on time, their ability to continue their activities
in the long term is jeopardized. Environmental dynamism is related to how often and how
factors such as economic, political, environmental, and physical factors occurring in the
external environment of businesses change (Chan et al., 2016, p.386). Changes in the external
environment can be expressed in terms of changes in customer needs and demands, technology,
or the business models of effective competitors in the market.

When it comes to dynamism, the first thing that comes to mind is change. However, when the
meaning of this term is examined in depth, the intensity of this change, in which direction and
how it occurs, and how it is managed also emerge as important components of the concept (Jiao
et al., 2011). Environmental dynamism can also be defined as the degree of unpredictable
change in the external environment (Achrol and Stern, 1988). In situations where change is



rapid and drastic and uncertainty and complexity prevail, businesses may experience difficulties
in decision-making, strategy development, and implementation. Dynamic processes lead to
uncertainty and ambiguity, which in turn cause difficulties in decision-making processes.
Managers who experience problems in decision-making processes as a result of dynamism give
more importance to information and technology. They try to make uncertainty more predictable
through the possibilities provided by technology and the knowledge created both inside and
outside the organization. Decision-making processes supported by information and technology
reduce uncertainty and allow the gap between the predicted and actual situation to close or even
to be realized in the same way. Environmental dynamism has many elements. Examples include
extreme volatility in prices, rapid changes in legislative practices, and social and political
environments.

An uncertain environment resulting from environmental dynamism can lead to some negative
situations for managers not only in decision-making but also in managing the human element
and psychologically. The necessity of making quick and right decisions can stress managers,
and it is often not easy to manage this stress along with the resistance to change within the
organization. When managers delegate their responsibilities within the business to employees
who have proven their competence, the burden of responsibility and stress they take on will
decrease and in return, they will be able to get feedback in the form of commitment to the
organization, superior performance, and effort, and as a natural consequence of this situation,
the rate of success in dynamic environments will increase.

In short, environmental dynamism is the frequency of changes in customer demands,
technology, competitive structure, and economic, social, and political policies in the
environment in which the firm operates and has a market (Urii Sani et al., 2016). Environmental
dynamism relates to dimensions of the external environment characterized by “changes in
technology, differences in customer preferences, and fluctuations in product demand or material
supply” (Chan et al., 2016, p.386).

The rate, speed, extent, and predictability of environmental change should be monitored
carefully by organizations. Environmental dynamism refers to the degree of unpredictable
change in both the internal and external environment of the organization (Achrol and Stern,
1988, p.37). Research indicates that the competitive advantage of organizations decreases in
business environments where environmental dynamism and thus environmental uncertainty are
high (Urii Sani et al., 2016). In this framework, the following hypothesis is formulated to
examine whether environmental dynamism strengthens or weakens the relationship between
organizational ambidexterity and competitive advantage or the direction of the relationship:

He: Environmental dynamism moderates the relationship between organizational ambidexterity
and competitive advantage.
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3. RESEARCH METHOD

In this study, which aims to examine the relationship between organizational ambidexterity and
digital transformation and competitive advantage under the moderating roles of strategic agility
and environmental dynamism, the research model in Figure 1, which includes the hypotheses
put forward by explaining the rationales in the theoretical framework, is established.

Figure 1. Research Model

Digital Ha
Transformation

Hs
Organizational Competitive
Ambidexterity Advantage

Strategic Environmental
Agility Dynamism

The research population is the managers of 17451 small-scale SMEs in the wholesale and retail
trade sector within the provincial borders of Istanbul, which employ less than 50 employees
annually and whose annual net sales revenue or financial balance sheet does not exceed 25
Million Turkish Liras. This study includes a cross-sectional study and convenience sampling
method is preferred for reasons such as time-cost and pandemic conditions. In this framework,
online questionnaires were sent to a total of 450 enterprises between August and November
2021 in a way that one questionnaire was sent to each enterprise between August and November
2021, taking into account the sample sizes that should be drawn from the population sizes at
95% confidence interval as recommended by Krejcie and Morgan (1970, p.607-610) and
Yazicioglu and Erdogan (2004, p.50). Thus, the sample of the research consists of entrepreneurs
and managers of 450 small-scale SMEs reached by convenience sampling method. After
excluding invalid questionnaires for various reasons, the number of questionnaires included in
the analysis is 366.

Five different scales were used in this research. Details of these scales are as follows:

Organizational Ambidexterity Scale: To measure organizational ambidexterity, the 12-item
Lubatkin Organizational Ambidexterity Scale developed by Lubatkin et al. (2006, p.669) is
used. Translated into Turkish and validated by Akdogan et al. (2019), the Lubatkin
Organizational Ambidexterity Scale includes two subscales reflecting dimensions of
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‘exploratory strategies’ with six items (e.g., “The success of our business is built on the ability
to discover new technologies™), and ‘beneficiary strategies’ with six items (e.g., “Our business
focuses on reducing costs while improving quality””). A 5-point Likert scale (1 = strongly
disagree; 5 = strongly agree) was used to rate the items. In the analysis, one-factor model is
used.

Digital Transformation Scale: 26-item The Digital Transformation Scale developed by
Westerman et al. (2017) in collaboration with Capgemini Consulting and MIT Sloan
Management is used to measure digital transformation. Adapted to Turkish and validated by
Urii and Unsal (2022), this scale has eight dimensions of ‘digital first mindset” with two items
(e.g., “We take advantage of digital solutions whenever possible™), ‘digitized operations’ with
four items (e.g., “Our core operational processes are automated and digitized”), ‘data driven
decisions’ with three items (e.g., “We make decisions based on data and analytics”),
‘collaborative learning’ with five items (e.g., “We make decisions based on data and
analytics”), ‘technology experience’ with five items (e.g., “Our organization has experience
with mobile devices and applications™), ‘digital skills’ with two items (e.g., “Digital skills are
widely distributed across our enterprise”), ‘high engagement’ with three items (e.g., “Our
workers are self-motivated”), and ‘data & tools capability” with two items (e.g., “We can access
flexible computing power and storage (e.g. through cloud services and external assets)”). A 5-
point Likert scale (1 = strongly disagree; 5 = strongly agree) was used to rate the items. In the
analysis, one-factor model is used.

Competitive Advantage Scale: To measure competitive advantage, 6-item Competitive
Advantage Scale developed by Schilke (2014, p.191) is used. Translated into Turkish and
validated by Urii and Unsal (2022), the Competitive Advantage Scale includes two subscales
reflecting dimensions of ‘strategic advantage’ with three items (e.g., “In general, our company
is much more successful than the rivals™), and ‘financial advantage’ with three items (e.g., “Our
company’s profit is always higher than the mean of the sector.”). A 5-point Likert scale (1 =
strongly disagree; 5 = strongly agree) was used to rate the items. In the analysis, one-factor
model is used.

Strategic Agility Scale: The 9-item Strategic Agility Scale developed by Hock et al. (2016,
p.444) is used to measure strategic agility. Adapted to Turkish and validated by Yasar Ugurlu
et al. (2019), this scale has three dimensions of ‘strategic sensitivity’ with three items (e.g.,
“Requirements for strategic adaptations are communicated fast and comprehensively through
the organization™), ‘leadership unity’ with three items (e.g., “Our top management is able to
make bold and fast strategic decisions”), and ‘resource fluidity’ with three items (e.g., “Our
organizational structure allows for flexible redeployment of our resources”). A 5-point Likert
scale (1 = strongly disagree; 5 = strongly agree) was used to rate the items. In the analysis, one-
factor model is used.

Environmental Dynamism Scale: To measure environmental dynamism, the Environmental
Dynamism Scale developed by Urii et al. (2011) is used. This scale has 5 items (e.g., “The rate
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of product obsolescence in our industry is high.”) in one dimension. A 5-point Likert scale (1=
not at all; 5= very much) was used to rate the items.

4. FINDINGS

In the study, since some of the scales were adapted to Turkish for the first time, Exploratory
Factor Analyses (EFA) were first conducted in the SPPS 22 program. Then Confirmatory Factor
Analyses (CFA) were conducted in the Smart PLS 4 program. In the study, firstly, within the
scope of the validity and reliability analysis of the organizational ambidexterity scale, factor
analysis of this scale was conducted. Since the scale has a two-factor structure, the principal
components method and varimax rotation were performed. The first factor of the scale alone
explained 44.414% whereas the second factor alone explained 46.665% of the scale. Total
variance explained is 64,330%. A variance explained value between 40% and 60% is
considered sufficient (Scherer et al., 1988, p.765). Factor loading values were found to vary
between 0.789-0.850. Factor 1 and factor 2 in the scale were named “Beneficiary Strategies”
and “Exploratory Strategies”, respectively, as in the original scale. The reliability levels of the
factors were 0.953 and 0.942, respectively, and these values were found to be high enough. As
a result of the analysis of the organizational ambidexterity scale for the Harman’s Single Factor
test, it is seen that a single factor explained most of the variance (71.588%) and it is included
in the analysis as a single dimension. CFA results also confirmed this one-dimensional structure
(Cronbach’s Alpha=0.956, Composite Reliability pC=0.965, AVE=0.821, HTMT<0.85, Inner
VIF<5).

It is seen that the digital transformation scale has a single factor structure with Eigenvalues
above 1 and this single factor explained 86.248% of the total variance. CFA results also
confirmed this one-dimensional structure (Cronbach’s Alpha=0.987, Composite Reliability
pC=0.989, AVE=0.78, HTMT<0.85, Inner VIF<5). When results examined, it is seen that the
confirmatory factor load values of the items are between 0.843 and 0.929. These values are
accepted values for the limits of factor loadings. To examine whether the factor loadings were
significant, t values were examined and since all t values were determined to be above 2.58, it
was determined that the factor loadings were significant. When the model goodness of
confirmatory factor analysis is examined; Since the SRMR value of the model was found to be
0.025 and the NFI value was 0.916, it was determined that the model had a good goodness of
fit.

According to results related with digital transformation scale, it was seen that the AVE values
of the scale factor were above 0.50, and the CR and Cronbach's alpha values were above 0.70.
These values show that the validated scale structure meets the construct reliability, convergent
validity and internal consistency criteria. Since the scale has a single factor, discriminant
validity could not be examined.

In the Smart PLS program analyses of organizational ambidexterity scale, the PLS algorithm is
implemented to test the DFA model. For item reliability, factor loadings of observed variables
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are required to be above 0.70 (Hair et al., 2011). In model and scale development studies, the
factor loading range of 0.50-0.60 can also be accepted (Hulland, 1999, p.198-199). It was
evaluated according to 0.60, which is considered as the threshold value for factor load values
of all variables in the model. It is seen that the factor loading values of the items are between
0.857 and 0.823. These values are accepted values for the limits of factor loadings. To examine
whether the factor loadings were significant, t values were examined and since all t values were
determined to be above 2.58, it was determined that the factor loadings were significant. In the
Smart PLS program, the Standardized Root Mean Square Errors (SRMR) value (Henseler et
al., 2014) and the Normalized Fit Index (NFI) are used to evaluate the goodness of fit. Hu and
Bentler (1998) consider models with an SRMSR value below 0.080 and an NFI value above
0.90 as a good fit value. Since the SRMR value of the model was found to be 0.039 and the NFI
value was 0.915, it was determined that the model had a good goodness of fit.

It is determined that the competitive advantage scale has a two-factor structure with
Eigenvalues above 1 and that factor 1 (Strategic Advantage) alone explained 54.347% of the
scale and factor 2 (Financial Advantage) explained 43.546% of the scale. All two factors
explained 93.723% of the total variance. To decide to keep an item from the scale, the factor
loadings should be above 0.45 and the difference between the factor loadings should be at least
0.10 to avoid overlapping (unstable items) (Biiyiikoztirk, 2009). Factor loading values were
found to vary between 0.550-0.830. As a result of the analysis of the competitive advantage
scale for the Harman’s Single Factor test, it is seen that a single factor explained most of the
variance (67.404%) and it is included in the analysis as a single dimension. CFA results also
confirmed this one-dimensional structure (Cronbach’s Alpha=0.938, Composite Reliability
pC=0.960, AVE=0.890, HTMT<0.85, Inner VIF<5).

It is determined that the strategic agility scale has a three-factor structure with Eigenvalues
above 1 and factor 1 (Strategic Sensitivity) alone explained 38.427% of the scale, factor 2
(Resource Fluidity) explained 37.857% and factor 3 (Leadership Unity) explained 21.553%.
All three factors explained 97.816% of the total variance. As a result of the analysis of the
strategic agility scale for the Harman’s Single Factor test, it is seen that a single factor explained
most of the variance (58.678%) and it is included in the analysis as a single dimension. CFA
results also confirmed this one-dimensional structure (Cronbach’s Alpha=0.939, Composite
Reliability pC=0.961, AVE=0.891, HTMT<0.85, Inner VIF<5).

It is determined that the environmental dynamism scale had a single-factor structure with
Eigenvalue above 1 and this single factor explained 94.663% of the scale. CFA results also
confirmed this one-dimensional structure (Cronbach’s Alpha=0,901, Composite Reliability
pC=0,903, AVE=0,838, HTMT<0,85, Inner VIF<5).

To test research hypotheses partial least squares structural equation modeling (PLS-SEM) was
used, and analyses were performed via the SmartPLS 4 statistical program. In this framework,
it is determined that organizational ambidexterity and competitive advantage are positively
related (B=0.668) (t=18.447; p<0.01). This result means that a one-unit increase in the
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ambidexterity of enterprises will increase competitive advantage with an effect of 0.668 units.
Thus, Hypothesis 1 of the research is supported (See Figure 2).

Figure 2. Path diagram of the first hypothesis of the research
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It is determined that organizational ambidexterity and digital transformation are positively
related ($=0.718) (t=20.226; p<0.01). In addition, it is determined that digital transformation
and competitive advantage are positively related (f=0.622) (t=12,446; p<0.01). In line with
these results, Hypotheses 2 and 3 of the study are supported (See Figure 3).

Figure 3. Path diagram of the second and third hypothesis of the research
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Furthermore, when the model for the mediation test conducted to examine whether digital
transformation mediates the relationship between organizational ambidexterity and competitive
advantage is examined; it is seen that the path of Organizational Ambidexterity = Digital
Transformation = Competitive Advantage is significant, in addition to this, the path of
Organizational Ambidexterity = Competitive Advantage is also significant, and when the
product of the coefficients in these paths is examined, it is seen that these products are positive
(0.718*0.295*0.455=96.37). When these products are positive, it means that there is partial
mediation. In addition, the VAF (Variance-Accounted-For) value in determining the mediation
effect is: 0.718*0.295/(0.718*0.295)+0.668=0.241. Since this value is between 0.20 and 0.80,
it is determined that there is a partial mediation effect relative to the VAF value, and thus
Hypothesis 4 is supported (See Figure 4).
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Figure 4. Path diagram of the mediating role of digital transformation on the relationship
between organizational ambidexterity and competitive advantage
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In the calculation of the interaction terms for testing the moderation effects in the research
model, the two-stage method is used in Smart PLS 4. As a result of the analysis conducted to
determine whether strategic agility moderates the relationship between organizational
ambidexterity and competitive advantage, the effect of the interaction term (Strategic Agility X
Organizational Dual Orientation) on competitive advantage is found to be significant
(p=-0.301; t=2.989; p<0.01). While the relationship between organizational ambidexterity and
competitive advantage is normally positive (f=0.207; t=2.664; p<0.01), the beta coefficient of
the interaction term turns negative when strategic agility is included in the model. According
to the results of the Simple Slope Analysis conducted for a deeper understanding of the
moderation effect of strategic agility, it is seen that small-scale SMEs’ low and medium level
of strategic agility further strengthens the positive relationship between their ambidexterity and
competitive advantage, while small-scale SMEs’ high level of strategic agility weakens the
positive relationship between their ambidexterity and competitive advantage, and even very
high level of strategic agility turns this relationship negative (See Figure 5). All these results
revealed that small-scale SMEs’ strategic agility moderates the relationship between their
ambidexterity and competitive advantage, and thus, Hypothesis 5 of the study is supported. In
this model, where the moderation effect of strategic agility is seen when the R? value is
examined, it is determined that competitive advantage is explained by 65.8%. The relevance of
the moderation effect is evaluated by examining the f? values of 0.005, 0.010, and 0.025,
which indicate small, medium, and large effects, respectively, as suggested by Kenny (2018)
and Hair et al. (2021), and it is seen that the results of the moderation effect of strategic agility
on the relationship between organizational ambidexterity and competitive advantage indicated
a large effect (f2 = 0.080). In addition, the predictive power of the model is found to be greater
than zero (Qpreqic:=0.534) and high.
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Figure 5. Simple slope analysis of the moderation effect of strategic agility

Strategic Agility*Organizational Ambidexterity

0.25 1
@
[=2]
i)
c 0.00 1
]
=
©
<
2 .0.25
2
(=8
5 0501
&)

-0.75 |

-1 :00 -0 .'?5 -0.50 -0 .'25 0.60 0.55 0.50 0.75 1.00
Organizational Ambidexterity

— StrategicAgility at-1SD - Strategic Agility at Mean Strategic Agility at +1 SD

Furthermore, as a result of the analysis conducted to determine whether environmental
dynamism has a moderation effect on the relationship between organizational ambidexterity
and competitive advantage, it is found that the effect of the interaction term (Environmental
Dynamism X Organizational Ambidexterity) on competitive advantage is not significant
(B=-0.108; t=1.798; p>0.05) and Hypothesis 6 of the study is not supported.

5. DISCUSSION and CONCLUSION

Research findings indicate that the relationship between the ambidexterity of small-scale SMEs
and competitive advantage is positive. Accordingly, small-scale SMEs that can use different
strategies at the same time can differentiate from their competitors and take a step forward.
Findings show that the relationships between small-scale SMEs’ ambidexterity and their digital
transformation and between their digital transformation and competitive advantage are also
positive. These findings also show that small-scale SMEs that realize their digital
transformation in many different operational and managerial processes gain a significant
competitive advantage compared to their competitors. In addition, the findings of the study
show that digital transformation partially mediates the positive relationship between small-scale
SMEs’ ambidexterity and competitive advantage. This result shows that the relationship
between small-scale SMEs’ ambidexterity and competitive advantage is positive if digital
technologies, which are an element of digital transformation, are used throughout the enterprise
and the adaptation required by digital transformation is ensured. In other words, the ability to
use different skills at the same time, which is required to be ambidextrous, is positively
associated with a competitive advantage when supported by digital technologies. It is
determined as an important finding that the mediating effect here is “partial”, that is, the positive
relationship between small-scale SMEs’ ambidexterity and competitive advantage cannot be
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explained only through digital transformation. The research findings also show that small-scale
SMESs’ strategic agility moderates the relationship between their ambidexterity and competitive
advantage. Moreover, it is found that small-scale SMEs’ low and medium levels of strategic
agility further strengthened the positive relationship between their ambidexterity and
competitive advantage. In contrast, small-scale SMEs’ high levels of strategic agility weakened
the positive relationship between their ambidexterity and competitive advantage, and even a
very high level of strategic agility turned this relationship negative. This result shows that when
small-scale SMEs react instantly to rapid changes and ups and downs in the business
environment, when they see opportunities and evaluate them immediately before their
competitors when they immediately update their existing plans according to continuous
changes, and when they can do different jobs at the same time, their competitive advantage is
decreased. Furthermore, environmental dynamism is found to have no moderation effect on the
relationship between organizational ambidexterity and competitive advantage. This finding can
be explained by the fact that small-scale SMEs, which have been operating in a frequently
changing, dynamic business (task) environment in our country for decades, have internalized
this situation and have become somewhat immune to it and maintain their existence
accordingly. It can be assumed that small-scale SMEs, which are struggling for survival under
the frequency of change in both economic, political, and social parameters, as revealed by
Turkish Statistical Institute (TURKSTAT, 2022) data between 2000 and 2022, have gained a
natural immunity to living in this ecosystem, and thus, there is a positive relationship between
their ambidexterity and competitive advantage, independent of this environmental dynamism.

5.1. Managerial Impacts

As a result, the success of small-scale SMEs today depends not only on their financial
capabilities but also on what they can do differently and in a value-creating way compared to
their competitors. Organizations gain competitive advantage through the capabilities and
competencies that create value and are rare and hard to imitate. When these characteristics are
combined with the positive contributions of organizational ambidexterity and combined with
digital technologies, competitive advantage can be achieved by making fast decisions and
adapting to change more easily.

5.2. Theoretical Impacts

The theoretical contribution of this study can be explained as examining and explaining the
relationship between organizational ambidexterity and competitive advantage through digital
transformation for the first time in a model, proposing new moderating variables on this
relationship, and filling the gap in this field. The practical contribution of the study is that the
relationship between organizational ambidexterity and competitive advantage through digital
transformation in small-scale SMEs in the wholesale/retail sector in Turkey has been tested for
the first time in a model including moderating variables.
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5.3. Limitations of the Study and Future Research Suggestions

In addition to these contributions, the study also has some limitations. First, methodological
limitations such as sample size and cross-sectional research design should be taken into
consideration. Since the convenience sampling method is used in this study instead of the
simple random sampling method due to time and financial constraints, the results of the study
should be evaluated within the selected sample and should not be generalized. Another
limitation is that the study is conducted in only one province, considering the duration and
pandemic conditions. Thirdly, the use of a cross-sectional research design that limits causality
inferences is another limitation. A longitudinal research design may be preferred in further
research to clearly understand the causal relationships between organizational ambidexterity,
digital transformation, and competitive advantage, and how this relationship evolves. A
limitation of the scope of this study is that it does not cover all variables that potentially predict
competitive advantage. Therefore, the results are specific to our model and another model with
other predictor variables may reveal different patterns. Further research could examine the
moderating role of environmental uncertainty on the relationship between SMEs’
ambidexterity, digital transformation, and competitive advantage through various dimensions
such as government policy uncertainty and economic uncertainty.
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Abstract

This study aimed to investigate the relationships among employees' perceptions of Total Quality Management
(TQM) and Talent Management (TM) practices within their organisations, as well as the impact on Sustainability
Performance (SP). The research used survey data from businesses in Istanbul, Yalova, and Kocaeli provinces. A
convenience sampling method was employed, and the study utilised data from 339 managers and employees in
the manufacturing sector. The data analysis was conducted using least square structural equation analysis. The
study’s findings revealed that an increase in the level of TQM application is associated with higher levels of TM
application and improved SP in enterprises. Furthermore, it was observed that the positive impact of the TQM
level increase extends to both TM and SP through a quadratic effect, in addition to its direct influence. The study
demonstrated that increasing TM application significantly enhances SP, and an elevated TQM level further
amplifies this relationship. Additionally, when the companies were classified based on size, it was found that the
positive effect of an increased TQM implementation level on SP is significantly more pronounced in medium-
sized companies compared to small and large companies. This trend was also observed in the quadratic effect
analysis.
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Orgiitsel Siirdiiriilebilirligi Artirma: Yetenek Yonetimi
Uygulamalarint Gelistirmede Toplam Kalite
Yonetiminin Rolii

Ozet

Bu ¢alismada galisanlarin igcinde bulunduklari kurumdaki Toplam Kalite Yonetimi (TQM) ve Yetenek Yonetimi (TM)
uygulamalarina iliskin algilari ile Surdurtlebilirlik Performansi (SP) arasindaki iliskilerin incelenmesi
amaglanmaktadir. Calisma istanbul, Yalova ve Kocaeli illerinde yer alan isletmeler dikkate alinarak anket yoluyla
toplanan verilerle gergeklestirilmistir. Bu amacla kolayda 6rnekleme yoluyla yapilan c¢alismada imalat
sektorundeki 339 yonetici ve ¢alisandan elde edilen veriler kullaniimistir. Veriler kismi en kigik kareli yapisal
esitlik analizi yardimiyla analiz edilmistir. Elde edilen bulgular; TQM uygulama diizeyindeki artisin isletmelerin TM
uygulama diizeyini ve SP artirdigini ortaya koymaktadir. Ustelik bu iliskide TQM diizeyindeki artis dogrudan
etkisinin yani sira hem TM hem de SP lizerinde ¢arpan etkisiyle artisa neden olmaktadir. Calismada TM uygulama
diizeyindeki artisin SP anlaml sekilde artirdigi ve TQM uygulama diizeyindeki artisin bu etkilesimi daha da
giclendirdigi gozlenmistir. Bulgular ayrica firma blytkligline gore yapilan siniflandirmada kiiglik ve blyik
firmalara gore orta blyukliikteki firmalarda TQM uygulama diizeyindeki artisin SP (izerinde meydana getirdigi
pozitif etkinin anlamh sekilde daha biyilk oldugunu ve bu durumun carpan etkisinde de gegerli oldugunu
gostermektedir.

Anahtar Kelimeler: toplam kalite yonetimi, yetenek yonetimi, strdirilebilirlik performansi, insan kaynaklari
yonetimi, yapisal esitlik modellemesi
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1. INTRODUCTION

In the past fifty years, Total Quality Management (TQM) and practices such as ISO 14001, 1SO
26000, and ISO 28000 have rapidly expanded their scope, becoming significant tools for
sustainability. However, this expansion has increased the need for more talented and skilled
employees, especially in critical positions, to ensure the sustainability and success of TQM
practices. The rapid changes in talent expectations and the necessity to keep up with
technological advancements compel businesses to develop policies and practices focused on
managing employee talents.

Due to the growing scope of TQM practices, there is an increased demand for more competent
business employees and managers. Therefore, examining the relationships between TQM,
talent management, and sustainability performance in organizations is important. However, it
is observed that there are few studies in the literature that investigate the potential relationships
between the level of TQM implementation, talent management, and sustainability. Starting
from this point, this study aims to contribute original insights to the literature, mainly focusing
on Turkiye, by examining the relationships between Total Quality Management practices, talent
management, and sustainability performance. This research intends to show how these factors
interact to gain a competitive advantage, especially in the challenging market conditions
businesses face.

Total Quality Management (TQM) is a management philosophy that gained popularity through
the implementation of the Toyota Production System by Japan, which was striving to recover
from the economic crises following World War | and the significant scarcity experienced after
World War Il. Emerging in an era marked by the challenges of those times, TQM primarily
aimed to improve processes through efficient and effective use of resources, as highlighted in
various studies (Prajogo and Sohal, 2006; Yunis et al., 2013; Abdul Rasit et al., 2018; Saffar
and Obeidat, 2020; Abbas and Kumari, 2021; Kumari et al., 2021). TQM has become a crucial
tool in business because it prevents waste and enhances organisational and employee
performance. With its focus on improving resource efficiency through its practices, the TQM
approach has evolved into a strategic tool for businesses to gain a competitive advantage and
adapt rapidly to changing environmental conditions (AlShehalil et al., 2022).

The beginning of the 20th century saw the Second Industrial Revolution and the advent of mass
production, which contributed to the prosperity of societies. However, this development also
rapidly increased resource consumption and negative environmental impacts. Following the
Second World War, there was a global increase in production, and the process of globalisation,
which began with the establishment of the first wide-area computer network in the United States
in 1965, further intensified pressure on businesses from stakeholders, especially consumers. In
the early 21st century, discussions about the impacts of companies on nature and society gained
severe attention, particularly with the agenda of global warming and climate crises. As a result,
sustainability has become a significant focus in the last two decades. The dimensions of
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sustainability, encompassing economic, social, and environmental aspects, have inevitably
intertwined with the principles of TQM philosophy, especially in leadership, employee
participation, customer satisfaction, continuous improvement, and a systemic approach.

Consequently, the interaction between the sustainability concept and the TQM philosophy has
become inevitable. This is evident in the emergence of various applications and standards under
the TQM umbrella, such as ISO 9001 Quality Management System, 1SO 14001 Environmental
Management System, 1SO 16949 Automotive Sector Quality Management System, 1ISO 22000
Food Safety Management System, ISO 22301 Social Security and Business Continuity
Management System, ISO 26000 Social Responsibility, 1ISO 27001 Information Security
Management System, ISO 28000 Supply Chain Security Management System, ISO 31000 Risk
Management, ISO 45001 Occupational Health and Safety Management System, ISO 50001
Energy Management System, among others, adopted by numerous companies as fundamental
components of their business strategies (Tasleem et. al., 2018).

As part of the societal change experienced today, addressing individual and societal welfare
and ensuring sustainable economic growth require resolving challenges among individuals,
society, and technology. The increase in production and consumption resulting from
technological advancements aimed at improving the well-being of individuals and institutions
also leads to adverse environmental, social, and economic effects such as environmental
pollution, rapid depletion of natural resources, and disparities in prosperity where some
societies experience excessive wealth while others suffer from excessive poverty. Skilled and
competent human factors play a vital role in the interaction between the business and its
environment to solve these problems (Yiicel, 2022). The TQM philosophy embraces a people-
centric approach, summarised by leadership, participation, and customer satisfaction. Over
time, this common ground has formed a significant intersection between sustainability and the
TQM approach.

In the context of continuous improvement at the core of the TQM philosophy, talent
management's function in developing and enhancing the most scarce resource of businesses,
human resources, has become vital. The ongoing increase in the rate of change in the business
environment due to digitalisation and the rise in the mobilisation of the workforce requires
businesses to be more cautious and, at the same time, compel them to improve and support their
human resources to adapt to these changes and acquire the necessary new skills. Therefore,
talent management has gained increasing importance in TQM and sustainability.

In line with the study’s aim, the following headings are addressed sequentially: first, the
concepts of Total Quality Management and sustainability and the connection between these
concepts are discussed. Then, the concept of talent management and its role in sustainability
are examined. In the subsequent sections, the research’'s methodology and findings examining
the relationships between employees' perceptions of Total Quality Management and Talent
Management (TM) practices and Sustainable Performance (SP) are presented. The study
concludes with discussion and conclusion sections.
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2. CONCEPTUALIZATION OF TOTAL QUALITY MANAGEMENT AND SUSTAINABILITY

Although the concept of quality is ancient, its significance in business persisted until the post-
World War 11 era. Notably, the Japanese quality movement, which gained global attention, led
by Crosby (1979), defined quality as "conformance to requirements.” Deming (1986)
emphasised customer satisfaction in defining quality as providing a product and service that
meets multidimensional customer expectations. Juran (1988) considered quality to consist of
product features that meet customers' needs, thereby ensuring product satisfaction. The
common theme in all these definitions is fulfilling requirements related to customer needs.

Hence, the historical focus of quality was initially on product control. The foundation of this
approach lies in checking whether the produced product meets the required specifications. Over
time, the quality perspective gradually shifted from product control to process control,
emphasising prevention over control. This shift aimed to control the process that produces
defective products rather than detecting and controlling them after production. Consequently,
the perspective on quality as an additional cost is transformed into a reduction in costs and an
increase in productivity (Rai, 2018).

In the subsequent period, the prevention approach evolved into the quality assurance
perspective with the development of statistical quality control tools. Ultimately, the current
state involves the Total Quality Management (TQM) philosophy, where quality is not the
responsibility of a specific unit or department but is implemented throughout all levels of
management. The development of the TQM philosophy, based on Feigenbaum'’s (1961) views
suggesting that the effort for quality should spread across all functional areas, occurred slowly
and unnoticed, particularly in the 1970s, coinciding with the global economic crisis, especially
in the United States. The 1980s marked the awareness of the issue and reactive developments
in the U.S. economy to cope with Japanese competition. The establishment of the U.S. Malcolm
Baldrige National Quality Award in 1987 and the initiation of the European EFQM Excellence
Award in 1989 marked the beginning of an era where quality was recognised worldwide. As a
result, the 1990s witnessed the emergence and rapid dissemination of 1ISO 9000 standards as
internationally accepted quality management system standards.

The TQM philosophy views the concept of "Quality™ as a system and adopts the concept of a
"Quality Management System (QMS)" that includes managing and monitoring an entity.
Therefore, by the 2000s, the QMS concept, considered an open system, has formed a broad
range of management systems focusing on quality management theories and sustainability
concepts, such as environmental management systems (EMS), organisational sustainability
(OS), and occupational health and safety (OHS) management systems. Under the umbrella of
TQM, these systems contribute to achieving organisational goals (Kutty et al., 2021)."

In today's quality world, the concept of Total Quality Management (TQM) can be described as
the art of managing an organization in light of both a philosophy and a set of guiding principles
that focus on continuously improving the organisation to achieve excellence. The TQM
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philosophy is about continuously improving and utilising all available resources, including
human resources, in the best possible way. While there are various opinions on the number and
nature of TQM principles, the ISO 9000 standard summarises these principles under the
following eight headings: customer focus, leadership, stakeholder participation and
communication, process approach, system approach to management, continuous improvement,
mutually beneficial supplier relationships, factual approach to decision making (ISO 9000
Family, 2015). With the revision of 1SO 9000:2015, the "process approach” and the "system
approach to management” were merged under the "process approach” principle, reducing the
number of principles from eight to seven.

According to Flynn et al. (1994), TQM is an integrated approach that focuses on implementing,
continuously improving, and preventing defects in processes at all levels and functions of the
organisation to achieve and sustain high-quality outputs, exceeding customer expectations.
TQM can be considered a management strategy that implements customer-focused quality
understanding through the participation and collaboration of all stakeholders to enhance
customer satisfaction and organisational performance (AlShehail et al., 2022). Ozgiiner and
Ozgiiner (2015) summarise the benefits of Total Quality Management as preventing waste,
increasing efficiency, improving quality, reducing costs, shortening processing times, ensuring
continuous improvement and development, and balanced happiness of social stakeholders.
According to Tajouri and Lakhal (2024), TQM practices in businesses not only directly increase
organisational performance but also cause an indirect increase by positively affecting different
concepts such as organisational learning and innovation.

Businesses today face an increasingly challenging management paradigm due to intense
competition, resource scarcity, more informed and demanding consumers, innovative
technologies, climate change, and increased stakeholder pressure (Silva et al., 2021). This
situation has also influenced TQM as a management philosophy, leading to the emergence of
numerous quality management systems. Companies must now develop appropriate strategies,
considering not only the needs of internal stakeholders but also those of external stakeholders,
to survive in the long term and create value for the community in which they operate.

TQM is closely related to sustainability, as defined in the UN World Commission on
Environment and Development Report (1987), which states, "meeting our needs without
compromising the ability of future generations to meet their own needs." Despite many reasons
that bring together both concepts, the most significant and common element is their focus on
considering all stakeholders and creating value for all stakeholders. While the traditional
approach to firm value focuses on financial performance and shareholder value, TQM takes an
approach that focuses on stakeholder value creation, including both financial and non-financial
dimensions, to achieve continuous improvement and excellence. This approach serves the
desired long-term economic, environmental, and social performance dimensions regarding
sustainability.
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The economic dimension focuses on the company's financial performance, considering its
financial health and potential benefits. The social dimension focuses on various values related
to employees and society, such as health and safety, working standards, equality, well-being,
development, and diversity. The ultimate goal of the social dimension is to improve and
preserve human and social interaction within and outside organisations. The environmental
dimension focuses on various values, such as preventing pollution, using renewable resources,
minimising waste, reducing emissions, and preserving biodiversity. This dimension emphasises
that companies should improve their business processes in line with sustainability. In doing so,
companies should focus on producing products that do not harm the environment and can be
reused after completing their life cycles (Mujtaba and Mubarik, 2022).

Zink (2007) suggested combining both concepts under corporate sustainability. Silva et al.
(2021) argued that TQM is an essential tool in strategically integrating Sustainable
Development principles. According to Davenport et al. (2018), sustainability means that
companies should consider the impact of their activities on society and the environment by
using natural resources in the best possible way. In the study conducted by Lepisto et al. (2023)
with 271 CEOs in Finland, it was determined that TQM positively affected environmental and
social sustainability.

Companies affect the natural environment and society with product design, production
processes, purchasing decisions, and business models. Therefore, they must actively contribute
and participate in environmental, social, and economic sustainability. Businesses should
manage all these conflicting aspects of sustainability, focusing on environmental or social
performance and integrating them to manage business sustainability. TQM is concerned with
eliminating negative impacts on corporate structure and the environment, working as a primary
catalyst for developing corporate social responsibility in an organisation. Therefore, while
TQM is seen as an approach to conducting business in an environmentally and socially friendly
manner, it is also accepted as an approach to increasing the wealth of business stakeholders,
which is the primary goal of economic activity. Consequently, TQM demonstrates that it is
possible to balance moral principles and rational economic rules, strive for profit, and respect
the interests of broader stakeholder groups. Therefore, TQM plays a crucial role in facilitating
the inclusion of broad social and environmental dimensions into corporate strategy and
supporting the realisation of the sustainability approach in an organisation (Jasiulewicz-
Kaczmarek, 2015)."

Sustainability is the foundation of a long-term business orientation that aims to meet the needs
of stakeholders both now and in the future. A sustainable company adopts the rule of living
from its capital and income derived from financial, natural, human, and social capital.
Accordingly, a sustainable company overcomes the conflict of objectives between economic,
environmental, and social issues by integrating long-term economic success with environmental
protection and socially responsible actions. Therefore, a company's overall performance is
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determined by financial results and environmental and social performance (Steimle and Zink,
2006).

A study conducted by Tasleem et al. (2018) with 92 organisations in Pakistan concluded that
TQOM and ISO 14001 significantly influence Sustainability Performance (SP), including
economic, social, and environmental sustainability, as essential strategies. The study found that
implementing the ISO 14001 standard does not significantly affect economic and social
sustainability but has a significant impact on environmental sustainability and overall SP.
Additionally, TQM was found to perform better in each dimension of sustainability.

Nguyen et al. (2018) conducted a study examining the relationship between quality
management practices and sustainability performance with data collected from 144 businesses
in Vietnam. The findings suggest that quality management practices have mixed effects on
economic and environmental performance while positively impacting social performance.

Alsawafia et al. (2019) examined the relationship between the quality of management and
employee relationships within the company and SP in service and manufacturing businesses in
the UK. The study, consisting of 430 observations, shows that an increase in the level of
relationship with quality at both management and employee levels increases SP. The findings
also indicate that employee involvement has a positive moderating effect. According to the
authors, increasing employee and management relationships makes companies more
accountable, fair, and sustainable.

Alintah-Abel et al. (2019) argue in their study conducted in the Nigerian construction sector
that implementing TQM principles can achieve sustainable development. The study suggests
that implementing TQM will enhance efficiency by improving customer satisfaction,
organizational culture, and values, leading to increased profitability and ultimately supporting
sustainability. Magd and Karyamsetty (2020) state that TQM practices are effective in
manufacturing and service businesses, influencing corporate performance, excellence, and
sustainability.

AlShehail et al. (2022), in their study with 430 participants in the UAE's service sector, mention
that an increase in TQM practices enhances SP. Wassan et al. (2022) and Zhao et al. (2023), in
their studies with manufacturing businesses in Pakistan, report that an increase in TQM
practices leads to increased SP according to findings obtained from managers at different
management levels. Wassan et al. (2022) also reported a positive interaction between TQM
practices and organisational performance.

Sahaetal. (2022) conducted a study with 240 participants working in Bangladesh’s ready-made
garment (RMG) industries, examining the effects of TQM and Industry 4.0 technologies on SP.
The study shows that TQM and Industry 4.0 significantly impact SP in the Bangladeshi ready-
made garment sector. Additionally, it is observed that TQM mediates the relationship between
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Industry 4.0 and SP. The findings indicate that TQM assists in explaining the relationship
between Industry 4.0 and SP (Tajouri and Lakhal, 2024).

Therefore, within the scope of the study, the first hypothesis is formulated as
Ha: As the level of TQM implementation increases, SP increases.
3. TALENT MANAGEMENT

The dynamic nature of the contemporary business environment compels organisations to adapt
to rapid changes, even anticipating them with a proactive approach to develop and implement
policies and strategies accordingly. In this context, the most crucial element for organisations
to adapt to environmental changes and implement policies and strategies tailored to these
changes is qualified human resources. However, the changes occurring in the environment
rapidly alter the competencies and capabilities required by the workforce. The global
developments experienced in the last quarter-century, particularly radical changes in working
conditions after COVID-19, increased mobility, and the growing need for digital skills, have
heightened the demand for a more skilled workforce. Therefore, Talent Management (TM) has
become a fundamental strategic area for the success and survival of businesses, emerging as a
significant subject in business management. According to Tatli et al. (2013), considering the
existing human resource capacity in organisations, talent shortages make TM a crucial strategic
area for the success and survival of businesses.

TM is the proficiency of a firm in hiring (sourcing, attracting, selecting), engaging, developing,
retaining, and benefiting from individuals to achieve goals and implement business strategies.
TM is a dynamic capability determined by the working culture, working conditions, and talent
development (Benitez-Amado et al., 2015). In highly competitive and changing environmental
contexts, employees are expected to assume more prominent roles, essential for organisational
gains. Therefore, identifying critical positions and selecting talents to fill these positions can
lead to increased commitment among employees and improved firm performance.
Implementing a TM system in an organisation aims to enhance the core skills and competencies
of individuals in critical positions, recognise and reward value contributors, and create a
competitive advantage. Therefore, the TM process includes sub-processes focusing on
identifying essential positions (ICP), competency training (CT), development (D), and reward
management (RM) (Jayaraman et al., 2018).

In this regard, there is a close relationship between TM and TQM, especially regarding
customer focus, leadership, continuous improvement, and stakeholder engagement. Adapting
human resources to environmental changes for customer satisfaction and resource usage
efficiency is crucial to continuous improvement. Additionally, TM practices become a
significant improvement tool for a business that has adopted the TQM philosophy, particularly
in leadership and process management. This situation can increase the need for and awareness
of TM practices in businesses implementing TQM.
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Bou and Beltran (2005) emphasised the critical role of the human factor in the relationship
between TQM and performance. Their study, conducted with data collected through a survey
from quality managers or general managers of 222 service companies in Spain, including sales
dealers, hotels, and transportation companies, shows that the effect of Total Quality
Management on company performance increases when TQM-oriented HRM strategies are
implemented. Other studies have also supported the idea that employee selection, recruitment,
training, or rewarding with characteristics consistent with the TQM philosophy are crucial in
the TQM-performance relationship. For instance, high leadership competencies have been
linked to product quality, continuous improvement, customer focus, employee participation,
and supplier quality management (Ahmad and Schroeder, 2002; Allen and Kilmann, 2001).

The relationship between TQM and performance increases the need for more qualified
employees in firms, thus increasing the need to develop employee skills within a program. This
need prompts firms with rising levels of TQM implementation to focus on Talent Management
(TM) practices. As a natural consequence, an increase in the level of TM implementation is
expected in such firms.

Therefore, within the scope of the study, the second hypothesis is formulated as
H2: The TM implementation level increases as the TQM implementation level increases.
4. TALENT MANAGEMENT AND SUSTAINABILITY

Talent Management (TM) is perceived as a strategic tool that creates a competitive advantage
for the organisation. The theoretical background of this perception is widely based on the
Resource-Based View (RBV) approach. According to RBV, human beings are a talent resource
that forms the foundation of a company's competitive power. Being valuable, rare, and difficult
to imitate, human resources significantly impact organisational performance and business
success. Therefore, they are considered a strategic tool (Barney, 1991). Suppose talents are
valuable (unique skills of an individual), rare (especially at a high level of expertise), and cannot
be imitated or perfectly replicated. In that case, they can provide a resource-based sustainability.

Schiemann (2014) describes TM as a "complete cycle™ focusing on managing employees with
specific and unique competencies and skills, significantly contributing to a company's
performance. Thus, the TM process combines multiple strategies that allow firms to develop an
effective TM system. These strategies primarily involve acquiring, developing, and retaining a
company's best employees (Mujtaba et al., 2022).

TM supports operational sustainability through working conditions. A fair wage and reward
system and the implementation of work-life balance programs can motivate company members
to exert additional effort to embrace innovative behaviours and achieve sustainability goals
outlined in the operational strategy. Skill development programs based on education contribute
to the sustainable success of employees. Sustainability-related goals are prioritised in
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performance evaluations and career planning, encouraging employees' environmental
behaviours (Benitez-Amado et al., 2015).

In this context, while Human Resource Management (HRM) practices focus on all employees
in a company, TM practices are specifically designed to attract, select, develop, and retain the
best employees for strategic roles. TM identifies critical positions and creates a talent pool of
potential employees, ensuring the right talent is readily available to fill essential positions when
needed. Subsequently, employee competencies are developed to fulfil designated roles,
fostering complete dedication to organisations (Mujtaba et al., 2022).

Ambrosius (2018) conducted a case study in the hospitality industry in Scotland, suggesting
that talent development within the scope of TM supports environmental sustainability. Sparrow
and Makram (2015) emphasise that talents can contribute to the organisation's ability to achieve
sustainable performance. According to Kafetzopoulos and Gotzamani (2022), organisations,
through Talent Management (TM), develop valuable, rare, inimitable, and non-substitutable
resources that are socially complex and causally uncertain. This maximises their internal
resources, providing a competitive advantage that competitors cannot easily imitate or obtain
quickly. Pantouvakis and Vlachos (2020) reported, based on findings from 308 transport
companies in Greece, that TM has a more significant impact on sustainability performance than
leadership.

Mujtaba and Mubarik (2022) presented data from a study conducted in the manufacturing sector
in Pakistan involving 196 companies selected through cluster sampling. The results indicate a
significant direct impact of TM on Sustainability Performance (SP). The findings also reveal
that all three dimensions of TM (acquisition, development, and retention) substantially affect
SP. The results suggest that TM strategies are an indispensable source of sustainability when
attracting, developing, and retaining talented employees during talent shortages. The findings
emphasise that a company should consider TM as the top strategy to enhance performance.

Kafetzopoulos and Gotzamani (2022) used hierarchical regression in an empirical study with
480 company participants in Greece to show that talent development positively impacts
sustainability. Entrepreneurial leadership was identified as the most effective style for
economic sustainability, while transformational and interactive leadership were considered the
most effective for social and environmental sustainability. According to Lepisto et al. (2023),
it was determined that TQM had a positive effect on environmental and social sustainability,
while HRM practices along with TQM also had a positive impact on environmental
sustainability.

Elzek et al. (2023) conducted a study with 327 subjects consisting of travel agency employees
in the tourism sector in Egypt, providing empirical evidence of the impact of TM practices on
SP. TM's influence on SP is mediated by Green Intellectual Capital (GIC). The results highlight
the significant effects of TM practices on GIC and, consequently, their substantial impact on
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SP. These findings underscore the importance of a comprehensive approach to employee
development, leading to intellectual capital and enhanced corporate sustainability.

Therefore, within the scope of the study, the third hypothesis is formulated as
Hs: As the TM implementation level increases, the SP level increases.
5. RESEARCH METHOD

This study focuses on the impacts of Total Quality Management (TQM) and Talent
Management (TM) practices on sustainability performance (SP). It examines how the level of
TQM implementation affects TM and SP in businesses and addresses how TM affects SP.
Additionally, the study analyses the quadratic effects of TQM practices on SP and TM.

5.1. Method, Population, and Sample

Partial Least Squares Structural Equation Modeling (PLS-SEM) was employed to test the
research hypotheses. The method developed by Wold (1982) is a statistical approach used for
modelling multivariate complex relationships between observed and latent variables. It is
preferred in models with small sample sizes and many variables as it provides reliable results
(Fornell and Bookstein, 1982; Lohmdller, 1982).

The analyses were conducted based on data collected through surveys from businesses with at
least 20 or more employees in Istanbul, Yalova, and Kocaeli provinces. These provinces were
considered within the scope of the main population, and the study used data obtained through
surveys from 339 managers and employees in the manufacturing sector.

While there are various methods to consider the sample size in the literature, Child (2006)
emphasises that, especially in factor analysis, the sample size should be at least five times the
number of variables. Kline (2005) suggests that this coefficient can go up to 10 times, but it
should be at least twice the number of variables. Siddiqui (2013) states that there should be at
least 100 observations in an analysis with ten or more variables, and the ideal sample size should
be between 200 and 400. Considering these criteria, the aim was to reach 400 participants in
the study. Still, after the data collection process, 339 usable surveys were obtained, which is
considered sufficient as the sample size is more than 200 and well above five times the number
of variables.

The data obtained from the study sample were analysed using Partial Least Squares Structural
Equation Analysis in the SmartPLS environment.

5.2. Research Limitations

Due to budget, time, and physical accessibility constraints, the study was limited to the
manufacturing industry. Therefore, the obtained sample does not represent all sectors from an
industrial perspective. Additionally, considering the sample size ratio to the number of variables
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is 5:1, the Partial Least Squares Structural Equation Analysis method was deemed more
appropriate for the study. Given that a sufficient sample size was reached for testing the research
model using the chosen method, the study results are valid and reliable in representing the
population.

5.3. Variables, Data, and Research Model

The scale used by AlShehail et al. (2022) was employed to measure TQM and SP in the study.
The TQM practices scale consists of 25 statements in 5 sub-dimensions: Leadership, People,
Processes, Strategy and Policy, Partnership and Resources. The SP scale encompasses 15
statements in three sub-dimensions: Environmental, Social, and Economic.

The scale used by Mujtaba et al. (2022) was utilised to measure TM. This scale comprises 26
statements organised into 5 sub-dimensions: identification of critical positions, talent
acquisition, talent development, talent engagement, and talent retention. The scale measures
participants' perceptions of talent management in their respective organisations.

All variables were measured on a Likert scale as follows: 1=“Strongly Disagree”;
2="“Disagree”; 3=“Somewhat Disagree”; 4="“Somewhat Agree”; 5=“Agree”; 6="Strongly
Agree”.

The relationships between the variables measured using the scales explained above and the
research hypotheses were examined within the scope of the research model presented in Figure
1.

Figure 1: Research model and hypotheses
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4. FINDINGS
6.1. Demographic Findings

Among the 339 participants in the survey, 29.7% were female, and 70.3% were male. 96.5% of
the participants had work experience ranging from 1 to 30 years. Regarding educational
background, 43.1% had associate degrees or lower, 51.1% had bachelor's degrees, and 5.8%
had postgraduate education. The ages of the participants varied between 20 and 75 years, with
25% in the age group of 27 and below, 50% in the age group of 37 and below, and 75% in the
age group of 45 and below.

6.2. Factor and Reliability Analyses

Factor and reliability analyses were conducted to examine the validity and reliability of the
scales and variables. In the factor analysis, a first-order confirmatory factor analysis was applied
to shed light on the validity and reliability of the variables and scales. In the studies conducted,
the 26th statement in the talent management scale was excluded from the analysis due to a
statistically insignificant and low factor loading. As a result, based on the factor loadings and
validity results presented in Table 1, it can be observed that the factor loadings and validities
are above acceptable limits (Fornell and Larcker, 1981).

Table 1: Factor loadings and reliability analysis results

TaM1
TQm2
TQm3
Tam4
TQMm5s
™1
™2
™3
™4
™5
ENV_P
SOC_P
ECO_P
Cronbach's alpha
Composite
reliability (rho_a)
Composite
reliability (rho_c)
Average variance
extracted (AVE)

B1S1 | 0.754 0.
B1S2 | 0.773
B1S3 [ 0.769
B1S4 | 0.658
B1S5 [ 0.700
B2S1 0.765 0.792 | 0.802 | 0.858 | 0.548
B2S2 0.804
B2S3 0.762
B254 0.627
B2S5 0.732
B3S1 0.690 0.747 | 0.748 | 0.832 | 0.499
B3S2 0.786
B3S3 0.680
B354 0.708
B3S5 0.660
B4S1 0.741 0.714 | 0.734 | 0.814 | 0.472
B4S2 0.740
B4S3 0.690
B4s4 0.737
B4S5 0.493
B5S1 0.670 0.729 | 0.730 | 0.822 | 0.480
B5S2 0.683
B5S3 0.737
B554 0.708
B5S5 0.664
B6S1 0.762 0.825 | 0.828 | 0.878 | 0.590
B6S2 0.797
B6S3 0.739
B6S4 0.727
B6S5 0.811

N
0
w
I
N
®
N

0.852

o
w
w
a
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B7S1 0.671 0.766 | 0.775 | 0.842 | 0.517
B7S2 0.733
B7S3 0.778
B7S4 0.754
B7S5 0.652
B8S1 0.651 0.727 | 0.737 | 0.821 | 0.481
B8S2 0.736
B8S3 0.730
B8S4 0.585
B8SS5 0.750
B9S1 0.651 0.719 | 0.742 | 0.815 | 0.474
B9S2 0.723
B9S3 0.518
B9S4 0.774
B9S5 0.745
B10S1 0.695 0.807 | 0.811 | 0.866 | 0.566
B10S2 0.790
B10S3 0.776
B10S4 0.691
B10S5 0.801
B11S1 0.693 0.795 | 0.797 | 0.859 | 0.551
B11S2 0.784
B11S3 0.707
B11S4 0.755
B11S5 0.767
B12S1 0.739 0.757 | 0.759 | 0.838 | 0.510
B12S2 0.773
B12S3 0.750
B1254 0.631
B12S5 0.668
B13S1 0.766 | 0.752 | 0.754 | 0.835 | 0.504
B13S2 0.753
B13S3 0.703
B13S4 0.659
B13S5 0.663
TQM: Total Quality Management TQM1: Leadership TQM2: People TQM3: Process TQMA4: Strategy and Policy TQMD5: Partnership and Resources
TM: Talent Management TM1: Identification of Critical Positions TM2: Talent Acquisition TM3: Talent Development TM4: Talent Engagement
TM5: Talent Retention
SP: Sustainability Performance ENV_P: Environmental Sustainability Performance SOC_P: Social Sustainability Performance
ECO_P: Economic Sustainability Performance
All values in the table are significant at the 1% level.

Table 1 shows that the standardized loading coefficients for the variables are at least 50% or
above. Additionally, all variables have reliability values above 70%, and the explained average
variance value is close to or above the expected value of 50%. These findings indicate that
Cronbach's Alpha values are above 0.70, demonstrating acceptable and high internal
consistency reliability of the variables in the measurement tool. Similarly, the values of rho_A
and rho_C being above 0.70 also suggest that structural reliability of the variables is achieved
(Fornell and Larcker, 1981). In the assessment of the validity of the variables in the
measurement tool, the Average Variance Extracted (AVE) value and the Fornell and Larcker
criterion were utilized. Chiang and Hsieh (2012) state that the AVE value should be 0.50 or
higher. Hair et al. (2010) suggest that these values would still be valid, slightly below this
threshold, depending on the number of questions and the sample size. Considering the sample
size for the variables, AVE values close to or above 50% indicate that discriminant validity is
achieved.

Furthermore, when examining the Fornell and Larcker criterion values presented in Table 2, it
is observed that the correlation between the variables and other variables is less than the square
root of the relevant variable's AVE value. Thus, discriminant validity is established.
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Table 2: Fornell and larcker criterion values

™1 | TM2 | TM3 | TM4 | TM5 | TQM1 | TOM2 | TQM3 | TQM4 | TQM5 | ENV_P | SOC_P | ECO_P
™1 | 0.768
™2 | 0.687 | 0.719
T™M3 | 0.672 | 0.561 | 0.693
T™M4 | 0.590 | 0.596 | 0.612 | 0.688
TM5 | 0.566 | 0.656 | 0.598 | 0.725 | 0.752
TQM1 | 0.654 | 0.523 | 0.598 | 0.589 | 0.516 | 0.732
TQM2 | 0.680 | 0.640 | 0.623 | 0.601 | 0.576 | 0.596 | 0.740
TQM3 | 0.684 | 0.646 | 0.595 | 0.590 | 0.563 | 0.701 | 0.678 | 0.706
TQM4 | 0.689 | 0.628 | 0.591 | 0.529 | 0.542 | 0.595 | 0.603 | 0.599 | 0.687
TQMS5 ] 0.794 | 0.712 | 0.627 | 0.577 | 0.621 | 0.606 | 0.659 | 0.677 | 0.709 | 0.693
ENV_P | 0.625 | 0.588 | 0.548 | 0.608 | 0.641 | 0.551 | 0.581 | 0.543 | 0.571 | 0.619 | 0.742
SOC_P | 0.642 | 0.632 | 0.599 | 0.651 | 0.684 | 0.587 | 0.604 | 0.582 | 0.592 | 0.664 | 0.682 | 0.714
ECO_P | 0.678 | 0.661 | 0.622 | 0.721 | 0.675 | 0.592 | 0.662 | 0.594 | 0.633 | 0.678 | 0.670 | 0.744 | 0.710

The values in Table 2 indicate that the correlation between variables and other variables is less
than the square root of the AVE value for the respective variable. This demonstrates that
discriminant validity is achieved.

6.3. Analysis of Interrelationships between Variables

In the scope of the research, the partial least squares structural equation modelling method was
used to examine the relationships between variables. The results of the analysis, which are
statistically significant at least at the 1% level, are observed in Figure 2. When the results are
examined, it is seen that employees' perceptions of TQM have a significant positive impact on
TM and SP. Similarly, increasing TM has a significant and positive effect on SP.

These analysis results indicate that employees' perceptions of quality management have a
positive impact on talent management and sustainability performance. Likewise, the increase
in talent management has a positive effect on sustainability performance.

Figure 2: Results of the path analysis between variables
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The statistical test results indicate that an increase in TQM has a significant (<0.01) and positive
effect on TM (0.938) and SP (0.392). This implies that the hypotheses H1 and Ha of the research
are accepted. Considering the explained variances of the variables, there is a significant
corrected R2 value of 78.6% in the relationship between TQM and TM, indicating that TQM
practices are a strong predictor of TM. Similarly, a significant (<0.01) and positive relationship
is observed between TM and SP, with a standardized effect level of 0.549. This finding implies
the acceptance of hypothesis Hz. The presence of a significant corrected R2 value of 76.6%
between TQM, TM, and SP draws attention, indicating that TQM practices are significant
predictors for both TM and SP. Therefore, in addition to its direct effects, TQM has an indirect
positive significant effect on SP (0.515) through its positive impact on TM.

These results support the research hypotheses put forward within the study’s scope. Table 3
shows the research hypotheses and the hypothesis results according to the findings.

Table 3: Research hypotheses and test results

Hypotheses VaFI)ue Result
Hi: As the level of TQOM implementation increases, SP increases. 0.000 | Accept
H2: As the level of TOM implementation increases, the level of TM implementation increases. | 0.000 | Accept
Hz. As the level of TM implementation increases, the level of SP increases. 0.000 | Accept

The findings also reveal that TQM practices not only have direct effects on TM and SP but also
have quadratic effects. This means that as the level of TQM implementation increases, there is
a significant increase proportional to the square of this increase in both TM and SP. In this
regard, TQM has a significant direct quadratic effect of 0.109 on TM and 0.123 on SP, both at
a standardized effect level of (<0.01). Furthermore, the direct quadratic effect of TQM on TM
also results in a significant indirect quadratic effect of 0.06 on SP at a standardized effect level
of (<0.01).

The high interaction and the existence of both direct and indirect effects among the variables
not only underscore the importance of TQM and TM as significant predictors for SP but also
indicate a much more complex and profound relational structure among the variables. The total
standardized interaction values between variables can be seen in Table 4.

Table 4: Total standardized interaction level between variables

Path Total effects Path Total effects
SP->ECO_P 0.898 TQM -> TM3 0.764
SP->ENV_P 0.880 TQM ->TM4 0.782
SP->SOC_P 0.903 TQM -> TM5 0.796
TM ->ECO_P 0.493 TQM -> TQM1 0.829
TM ->ENV_P 0.483 TQM ->TQM?2 0.845
T™M ->SOC_P 0.496 TQM ->TQM3 0.866

TM -> SP 0.549 TQM -> TQM4 0.821
™ ->TM1 0.850 TQM -> TQMS5 0.862
™ ->TM2 0.839 QE (TQM) -> ECO_P 0.164
™ ->TM3 0.814 QE (TQM) -> ENV_P 0.161
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™ > TM4 0.833 QE (TQM) -> SOC_P 0.165
™ ->TM5 0.848 QE (TQM) -> SP 0.183
TQM -> ECO_P 0.815 QE (TQM) -> T™M 0.109
TQM -> ENV_P 0.799 QE (TQM) -> TM1 0.092
TQM -> SOC_P 0.820 QE (TQM) -> TM2 0.091
TQM -> SP 0.908 QE (TQM) -> TM3 0.088
TQM ->T™M 0.938 QE (TQM) -> TM4 0.091
TQM -> TM1 0.798 QE (TQM) -> TM5 0.092
TQM -> TM2 0.788

When the analysis of SP is conducted considering its sub-dimensions in the research model,
similar results are obtained. In this regard, it has been observed that TQM and TM positively
and significantly affect sustainability in the economic, environmental, and social sustainability
sub-dimensions, both directly and with quadratic effects.

Multiple group analyses conducted on the research model indicate that there is no significant
difference in the relationships between variables based on gender and educational level.
However, when the classification is made based on the firm's size, some differences are
observed among small firms with fewer than 50 employees, medium-sized firms with 50-250
employees, and large firms with more than 250 employees. Accordingly, the positive effect of
an increase in TQM implementation on SP is statistically significant (0.05) more in medium-
sized firms than in small and large firms. This situation is also valid for the quadratic effect of
TQM on SP in medium-sized firms, where the increase is statistically significant (0.01)
compared to large firms. Regarding the effects of TM, no differences are observed between the
groups.

Table 5: Differences in effect levels based on firm size

Difference Difference 2-tailed p value 2-tailed p value
(FSIZE-M - FSIZE-L) | (FSIZE-M - FSIZE-S) | (FSIZE-M vs FSIZE-L) | (FSIZE-M vs FSIZE-S)
TM -> SP -0.382 -0.442 0.151 0.082
TQM ->SP 0.573 0.539 0.042 0.040
TQM ->TM 0.102 0.117 0.070 0.090
QE (TQM) ->SP 0.336 0.128 0.006 0.351
QE (TQM) ->TM 0.090 0.048 0.261 0.654

7. DISCUSSION and CONCLUSION
7.1. Discussion

The results obtained in the study reveal that an increase in TQM practices enhances the level of
TM implementation and SP in businesses. Moreover, in this relationship, the increase in TQM
level not only has a direct effect but also leads to an increase in both TM and SP through a
quadratic effect. This outcome suggests that TQM practices, considered in five sub-dimensions
as leadership, people, process, strategy and policy, partnership, and resources, guide businesses
from a short-term perspective towards a long-term strategic perspective, supporting an
approach that serves the vision of economic, social, and environmental sustainability. The
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increase in TQM implementation requires an approach encompassing all stakeholders'
participation in processes to improve all processes, as it is associated with a process-oriented
perspective and prioritizes customer satisfaction. As TQM implementation increases,
stakeholder participation increases, allowing businesses to better understand and respond to
stakeholder expectations and needs, thus developing solutions that address them more
effectively. Companies paying more attention to stakeholder demands and expectations and
responding to these demands and needs more quickly enhance the sustainability performance
of businesses.

The finding of a positive and significant relationship between TQM and SP across economic,
environmental, and social sustainability sub-dimensions aligns with the results obtained by
Tasleem et al. (2018) in Pakistan, Nguyen et al. (2018) in Vietnam, Alsawafia et al. (2019) in
the UK, Alintah-Abel et al. (2019) in Nigeria, AlShehail et al. (2022) in the UAE, and Saha et
al. (2022) in Bangladesh, Lepistd et al. (2023) in Finland, Tajouri and Lakhal (2024) in Tunisia,
supporting the results they obtained for the Turkish sample.

All the processes described above fall under the management of businesses' human resources,
which play a crucial role in achieving the desired outcomes. This interaction, fueled by
increasing expectations from human resources, requires more competent employees and
managers who can understand and manage multifaceted stakeholder expectations. Therefore,
in companies where the level of Total Quality Management (TQM) implementation increases,
there is a higher need for Talent Management (TM), especially to train and ensure the readiness
of employees in key positions and awareness focused on process improvement.

TQM practices require understanding processes and continuous improvement approaches
through input-process-output analyses. This necessitates identifying human resources as a
critical element and defining roles, responsibilities and needs analyses for all tasks. This
supports an increase in the TQM level by defining critical positions, acquiring talent,
developing talent, talent participation, and talent retention, all of which constitute an increase
in the TM implementation level.

The study found that an increase in TM implementation significantly increases SP, and an
increase in TQM level further strengthens this interaction. An increase in TM implementation
positively influences SP, as it helps meet the critical human resource needs for positions
supporting businesses in meeting stakeholder expectations. The findings support the results of
Bratton (2018) in Scotland, Pantouvakis and Vlachos (2020) in Greece, Mujtaba and Mubarik
(2022) in Pakistan, Kafetzopoulos and Gotzamani (2022) in Greece, and Elzek et al. (2023) in
Egypt for the Turkish sample.

The results also indicate that, in the classification made according to firm size, the positive
effect of an increase in TQM implementation on SP is significantly greater in medium-sized
firms compared to both small and large firms. This situation is also valid for the quadratic effect
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of TQM on SP in medium-sized firms, where the increase is statistically significant compared
to large firms.

Considering the findings, implementing effective talent management practices in business
management will contribute to the long-term sustainability and performance of the business.
Therefore, firms with widespread Total Quality Management (TQM) practices play a crucial
role in creating a conducive environment for effective talent management. Consequently,
companies that implement talent management practices alongside TQM practices will
experience a mutually reinforcing positive impact on sustainability performance and the success
of talent management practices.

7.2. Conclusion

This study examines the relationships between employees' perceptions of Total Quality
Management (TQM) and Talent Management (TM) practices with Sustainable Performance
(SP). For this purpose, data obtained from 339 managers and employees in the manufacturing
sector in Istanbul, Yalova, and Kocaeli provinces were analyzed using partial least squares
structural equation modelling. The findings indicate that an increase in the level of TQM
implementation enhances both the level of TM practices and SP in organizations. Moreover,
besides its direct effect, this increase in TQM level leads to an increase in both TM and SP
through a quadratic effect. An increase in the level of TQM supports an increase in the level of
TM practices. The study also observes that an increase in the level of TM practices significantly
enhances SP, and the increase in TQM level further strengthens this interaction. Furthermore,
the findings suggest that in terms of classification based on company size, the positive effect of
an increase in TQM implementation on SP is significantly greater in medium-sized companies
compared to small and large firms, and this holds for the quadratic effect as well.

7.3. Limitations and Suggestions for Future Research

The study was limited to certain provinces and manufacturing industries due to budget, time,
and physical accessibility constraints. Therefore, the sample obtained does not represent all
regions and sectors from an industrial perspective. For this reason, in terms of the Turkish
sample, examining the relationships between the variables subject to study, especially in areas
such as service, tourism, and financial institutions, due to their basic structure or involving
different working conditions in different regions, will make significant contributions to the
literature. Another important issue for similar studies is to examine how different environmental
conditions and competition levels affect the relationships between variables.
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Ozet

Calismanin amaci, Turkiye’deki girisimcilerin basari kriterlerine yikledikleri anlamlari biitlinsel olarak (bireysel,
orglitsel ve toplumsal boyutta) ele almak ve bu kriterlere yiklenen anlamlari ¢6zimlemektir. Girisimsel basari
literatirdi, Turkiye gibi gelismekte olan llkelerdeki girisimcilerin basariya nasil deger verdiginin arastiriimasini bu
Ulkelerdeki arastirmalarin sinirli olmasindan dolayr énermektedir. Farkli 6znel girisimcilik algilariyla yaratilan
anlamlar, o Ulkeye 6zgl piyasa mekanizmasinin anlasilmasi i¢in gerekli unsurlardir. Girisimci 6zelliklerinin
evrensel olmadigi gibi belirli bir kuralininda olmadigy, ilgili basari kriterlerinin de literatlirde ayri ayri ele alindig
gorulmektedir. Gelistirilen arastirma sorularinin cevaplandirilabilmesi i¢in “Youtube” icerisinde yer alan
girisimcilerin basari kriterlerinin ele alindig1 "StoryBox" kanalindaki 120 video nitel arastirma yontemleri ile analiz
edilmis, video igerikler ¢oziimlenerek tematik analize tabi tutulmustur. Girisimcilerin videolarda vurguladiklari
basari kriterlerinin benzerligi ve tekrari agisindan verinin doyum noktasina ulastig hissedildiginde arastirma
tamamlanmistir. Bulgularda Tirkiye’deki girisimcilerin, girisimsel basariyi niteliksel olarak t¢ farkli tematik bakis
acisiyla (bireysel, orgitsel ve toplumsal) ve alti alt kategoride tanimladiklari, kendi anlayislarina bagli olarak farkh
sekilde yorumladiklari gérilmektedir. Bulgular, literatiiriin genel egilimine uygun olmakla birlikte Tiirkiye'ye 6zgi
bireysel boyutta mayalanmak ve siukretmek, 6érgitsel boyutta kiskanglik ve liiks tiketime yénelme, toplumsal
boyuttaysa ileriye diisme gibi farkl basari kriterleri dikkat cekmektedir. Calisma girisimci profilinin deger yaratma
slreglerinin anlasiimasi agisindan énemlidir. Tlrkiye’de ekonomik ve sosyal kalkinmanin ana unsurlarindan olan
girisimcilik pratigi ve kiltlriniin daha iyi anlagilmasina katki saglamaktadir.

Anahtar Kelimeler: girisimci, basari faktorleri, nitel arastirma, video temelli arastirma
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Understanding the Why and How of Entrepreneurs:
An Analysis via “StoryBox”

Abstract

The aim of the study is to comprehensively examine the meanings attributed by entrepreneurs in Tirkiye to
success criteria, both at individual, organizational, and societal levels, and to analyze the interpretations of these
criteria. The literature on entrepreneurial success suggests the need for investigating how entrepreneurs in
developing countries like Tiirkiye perceive and prioritize success, given the limited research conducted in these
regions. The meanings created through different subjective perceptions of entrepreneurship are essential
elements for understanding the unique market mechanisms specific to that country. Entrepreneurial
characteristics are not universal nor do they have a specific rule, and the relevant success criteria are discussed
separately in the literature. Qualitative research approach was employed to analyze 120 videos from the
"StoryBox" channel on YouTube, where the success criteria of entrepreneurs were discussed. The video contents
were examined and subjected to thematic analysis. Data collection ends when entrepreneurs consistently
emphasize similar and recurring success criteria in the analyzed videos, indicating a saturation point. The findings
indicate that Turkish entrepreneurs define and interpret entrepreneurial success qualitatively through three
thematic perspectives (individual, organizational, and societal) and six sub-categories, reflecting their unique
interpretations. The findings align with the general trend in the literature, but they highlight distinct success
criteria unique to Turkiye, such as individual-level resilience and gratitude, organizational-level competitiveness
(jealousy) and inclination towards luxury consumption, and societal-level forward-thinking. This study holds
significance for understanding the entrepreneurial profile and its role in value creation processes.

Keywords: entrepreneur, success factors, qualitative research, video-based research
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EXTENDED ABSTRACT

Background & Purpose: The aim of this study is to holistically (individually, organizationally
and socially) address the meanings attributed to success criteria by entrepreneurs.
Entrepreneurial success literature theoretically values knowledge in developing countries such
as Tiirkiye, where it has not been investigated how entrepreneurs value success. The literature
indicates that there is a limited body of research focused on exploring how entrepreneurs define
the meaning of success. It is recognized that entrepreneurial characteristics lack universality
and do not adhere to specific rules. The entrepreneurial success literature often treats pertinent
success criteria as separate entities. Definitions of entrepreneurial success stand out with their
emphasis on seeing opportunities (Shane and VVenkataraman, 2000), establishing businesses and
their maintenance (Duane Ireland and Webb, 2007, p.917), combining advantage and
opportunity seeking processes (Ireland et al., 2003), and also growth-oriented definitions
(Carland et al., 1984, p.357). However, the principal objective of this study is to offer a
comprehensive depiction of entrepreneurial success within the context of developing country,
Tiirkiye, considering the unique conditions and circumstances.

Research Method: In this study 120 videos on the "StoryBox" (“Youtube” channel) were
analysed by qualitative research methods, and the video contents were analysed by thematic
analysis. The research was completed when it was felt that the data had reached the saturation
point in terms of the similarity and repetition of the success criteria emphasized by the
entrepreneurs in the videos. All videos in the year range 2020 - 2023 were watched and the
success criteria of Turkish entrepreneurs were investigated. A video offers superior capabilities
to researchers for many different reasons, such as the ability to see facial expressions and body
language and helping researchers understand the interviewees better and repeatability (de
Villiers et al., 2022, p.1769). It has been observed that video-based entrepreneurship research
is handled with three dominant video research methods in the literature. Ormiston and
Thompson (2021, p.976) expressed these three methods as “videography of entrepreneurship
in the wild, video content analysis using videos created by the entrepreneur, and revealing video
in produced contexts.” Thematic analysis was conducted on a dataset consisting of 120 videos.

Conclusion: The success criteria of entrepreneurs in Tiirkiye were determined as “individual,
organizational and social success factors” under 3 separate themes. Under these three themes,
each theme was evaluated in two categories. Subcategories that form the basis of these
categories were determined and stated in Table 5. These determined themes and categories are
in line with the general trend of the literature (Allen et al., 2021; Shakeel et al., 2020; Stam and
Van de Ven, 2021; Sutkowski et al., 2022; Zhao et al., 2021). The concepts of courage
(Bockorny, 2015), diligence (Presenza et al., 2020), not being influenced by the environment
(Guerrero et al., 2021, p.1744), apprenticeship history (Ebereonwu, 2021, p.23), creating value
(Allen et al., 2021, p.359), doing right and proper work (Bauman and Lucy, 2021; Saputra,
2021, p.60), timing (Wood et al., 2021, p.147), which are among the individual success factors
has been discussed in the literature.
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Other factors included in the individual success factors are; The concepts of having a reputation
(Chang and Chen, 2020, s.752), being patient (Doepke and Zilibotti, 2014, p.15), serial
entrepreneur (Bauman and Lucy, 2021), loving (McLaughlin, 2012), successor, continuity
(Santoro et al., 2020, p.145-147), transparency, and being passionate (Newman et al., 2021)
have also been discussed in the literature.

The research has founded distinctive findings that are specific to Tiirkiye. Among the criteria
for entrepreneurial success, qualities such as "resilience and gratitude™ stand out as individual
success factors unique to the country. Entrepreneurs in Tirkiye express that their strongest
source of motivation is their commitment to contributing to their country. This phenomenon
has recently emerged as a concept known as "patriotic entrepreneurship” in the international
literature (Sutkowski et al., 2022, p.297).

There is no issue that can be described as unique to us in the development processes mentioned
among the organizational success factors, and results are obtained in line with the general
literature trend (Florek-Paszkowska et al., 2021; Hossinger et al., 2020; Skawinska and
Zalewski, 2020). However, there are obstacles experienced by entrepreneurs, which are unique
to us. Among these, “the issue of envy” has been expressed by almost every entrepreneur,
solutions have been offered for this and the phenomenon has been examined. It is thought that
studies should be carried out, especially in the field of organizational sociology, which will
shed light on future studies on this issue. Another point that can be specifically mentioned
among organizational factors is that many entrepreneurs immediately “turn to luxury
consumption” instead of investing the first money they earn in their businesses in the first years
of their enterprises. It has been stated that this issue has financial and organizational
consequences and can lead businesses to bankruptcy.

This study includes recommendations for potential young entrepreneurs of Tiirkiye, which is
expressed under the title of social success factors. Among these, the issue of “falling forward”
is explained in detail, emphasis is placed on the fact that it is not “easy to make money”, and
some advice is given to abandon “hopeless shortcuts”. Another social factor that is expressed
by entrepreneurs is the concepts of “charity and zakat”. Charity and zakat already distinguish
our country from non-Muslim geographies. These concepts exist in our own culture and
expressed in researches under the title of social responsibility. Critical situations that
entrepreneurs experienced during the process were also expressed. Demographic information
such as average age, sector information, marital status and graduation information of the
entrepreneurs in the sample were obtained. Incorporation of specific details such as the
technical proficiency of entrepreneurs, their training background, the export status of their
companies, and the average age of their enterprises serves to provide an introductory context
for our dataset.
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1. GIRIS

Girigimcilerin basarilarinin nedenlerinin ve nasillarinin irdelendigi bu calismada sosyal
gercekligin dogasini nitel arastirma yoluyla ortaya koymak istenilmektedir. Isletme
literatiiriiniin odaginda bulunan arastirma konular1 igerisinde yer alan girisimcilerin basari
faktorleri her zaman nicel yontemlerle elde edilemeyecek gizil bilgiler igermekte ve nitel
yontemlerle de arastirilmasi gerekmektedir (Wach vd., 2016, s.1113; Yilmaz vd., 2013, s.155).
Girigimsel basariya iliskin igsel ve digsal faktorlerin birlestirilmesine ve derin anlamlarin
anlasilmasina yol acabilmesi agisindan olgu biitiinsel manada ele alinmastir.

Bu calismanin amaci, girisimcilerin basar1 kriterlerine yiikledikleri anlamlar1 biitiinsel olarak
(bireysel, orgiitsel ve toplumsal boyutta) ele almak ve bu kriterlere yiiklenen anlamlari
coziimlemektir. Fisher vd. (2014, s.478) basarinin girisimciler i¢in ne anlama geldigine iliskin
arastirmalarin  yetersiz oldugu ifade etmislerdir. Girisimsel basar1 her boyutunda
anlamlandirilip, arastirmacilarin empoze ettigi kriterlerden ziyade girisimciler tarafindan
kullanilan kriterleri yansitacak bigimde ele alinmalidir. Wach vd. (2016, s.1098) ¢aligmalarinda
ifade ettigi sekliyle “6znel girisimcilik basarisin1” kavramsallastirip teori ve uygulama
acisindan faydalarini ortaya koymak gerekmektedir. Calisma kapsaminda teorik lens olarak
kullanacagimiz girisimsel bagart literatiirii olguyu analiz diizeyleri bazinda ayr1 ayri ele almistir.
Arastirmanin mevcut tasarimina benzer biitlinciil manada 6zgiin ¢alismalarin sinirli oldugu fark
edilmistir.

Baron ve Henry (2011, s.261) girisimsel basari literatiirdeki biitiinsel yaklagimlardaki
eksikligin, “girisimcilik akademisyenleri i¢in bir sorun oldugunu ve ayrintili arastirmaya deger
oldugunu” ileri siirmektedirler. Angel vd. (2018, s.612) calismasinda girisimsel basariy1
“kritere dayal1 yaklagimlar1 yorumlayici, anlamaya dayali yaklagimlarla tamamlama ihtiyacini”
ortaya koymaktadir. Yazarlar anlamaya dayali yaklagimlarin anlam farkliliklarina kars1 daha
duyarli oldugunu ve basari kriterlerinin anlagilmasina yonelik alternatif yollarin yakalanmasina
olanak tanidigini ifade etmislerdir. Ayrica anlamaya dayali yaklasim, girisimcilerin basariya
nasil ulagsmaya c¢alistiklarina iliskin anlam farkliliklarinin sonuglarina dair iggoriiler
sunabilecektir. Benimsedigimiz teorik konum, mevcut caligmanin arastirma sorunsalini
ayrintili olarak kesfetmemize olanak saglayabilecek nitelikte oldugu diistiniilmektedir.
"StoryBox" kanalindaki 120 video nitel yontemlerle ¢oziimlenmis ve desifre edilen video igerik
tematik analize tabi tutulmustur.

Tiirkiye’deki girisimcilerin girisimsel basartya iligkin bakis acilarini nitel yontemlerle ele
almasi ve ilgili literatiirii biitiinsel manada zenginlestirmesi ¢aligmanin 6zgilinliiglinii ortaya
koymaktadir. Arastirmanin amaci girisimcilerin basar1 kriterlerine yiikledikleri anlamlari
biitiinsel olarak (bireysel, orgiitsel ve toplumsal boyutta) ele almak ve bu kriterlere yiiklenen
anlamlar1 ¢6ziimlemektir. Bu ¢alisma kapsaminda girisimcilerin, girisimsel basariya verdikleri
anlam ve Oriintiilerden basar1 kriterleri, motivasyon kaynaklari, karsilastiklar1 engel ve
zorluklar ve genglere tavsiyeleri gibi sonuglara ulasilmistir.

54



Chatterjee ve Das (2015, s.102) c¢aligmasinda girisimcilik basaris1 lizerinde etkisi olan
psikolojik faktorler iizerine, Chattopadhyay ve Ghosh (2002, s.21) benzer sekilde girisimsel
basarmin sosyo-psikolojik kokenleri tlizerine g¢alismislardir. Wong vd. (2005, s.286-287)
caligmalarinda yenilikgilik, digsal kontrol odagi, basari ihtiyaci, risk alma gibi bireysel
girisimcilik faktorlerinin girisimsel basari i¢in 6nemli oldugunu vurgulamislardir. Literatiirde
gozlenen girisimcilik basarisi ile iliskili baglica psikolojik boyutlar; basar1 ihtiyaci, kontrol
odagi, risk egilimi, 6z yeterlilik, belirsizlige tolerans, yenilikgilik, bagimsizlik ve 6zerklik ve
iyimserlik olarak vurgulanmistir (Rauch ve Frese, 2000). Bireysel unsurlar igerisinde egitim,
deneyim, bilgi ve beceriler dahil olmak iizere beseri sermaye ile girisimsel basar1 arasindaki
iligki etrafinda ele alindig1 goriilmektedir.

Ancak, bireysel faktorler tek basina girisimsel basarty1 agiklamak noktasinda yetersiz kalacagi,
ist yoneticilerin bir yansimasi olan orgiitiin (Hambrick ve Mason, 1984, s.193) disarida
tutulacagr ve bireylerin bliylylip yetistikleri iilkelerin kosul sartlar1 da farklilasacagi
diisiiniildiiglinden olguyu biitiinsel manada ele almanin gerekliligi vurgulanmalidir. Girigimsel
basar1 alaninda yapilan ¢alismalar ¢ogunlukla tek bir analiz diizeyinde ve girisimcinin sahip
oldugu 6zelliklere odaklanarak yapildig: goriilmektedir.

Bu bireysel boyutlarin yaninda girisimciler kendilerini faaliyet gdsterdikleri orgiit agisindan da
basarili addedebilmektedirler. Basari, performansin belirli bilesenlerinin bir 0Slgiisiidiir.
Orgiitsel basari kriterleri olarak dikkat ¢ceken unsurlar igerisinde kar elde etme, rekabet etme,
ekonomik gelisme ve biiylime odaklilik gibi mali gostergeler basari kriterleri arasinda
sayllmaktadir (Altaf vd., 2019; Bauman ve Lucy, 2021; Khan vd., 2021; Tuan, 2023). Firma
diizeyinde, arastirmacilar satis, kar veya calisanlardaki biiyiime gibi kriterleri kullanarak
girisimcilik basarisint  agirlikli olarak firmanin biiylimesi olarak kavramlastirmislardir
(Achtenhagen vd., 2010, s.290). Kar elde etme, biiylime, tesislesme, istihdam yaratma,
degisime ayak uydurma gibi unsurlarin 6rgiitsel manada girisimsel basar1 faktorleri olarak ifade
edildigi goriilmiistiir.

Ancak orgiitsel faktorlerde girisimciligi tek basina agiklama noktasinda s1g kalabilmektedir.
Angel vd. (2018, s.611) girisimcilik aragtirmalarinin agirlikli olarak firma diizeyindeki basari
anlayislarina ve bunlar1 tahmin etmeye yardimer olan kisisel faktorlere odaklandigin1 ancak
bunun girisimciler i¢in ne anlama geldigini aragtirmaktan uzak oldugunu vurgulamislardir.

Girigimsel basariy1 toplumsal diizeyde tanimlayan yaklasimlarda bulunmaktadir. Raine ve
Pandya (2019, s.189) galismasinda diinyanin en basarili girisimcileri toplumu iyilestirme
konusunda merakli, yenilikgi fikirler gelistirmede yaratici, gdrevlerine ve topluma kars1 duyarlt
insanlar olduklarini ifade etmislerdir. Isletmelerin sosyal tarafina vurguyla ele alian toplumsal
faydanin ve sosyal deger yaratmanin bir basar1 kriteri olarak sosyal sorumluluk i¢inde hareket
etmenin 6nemine vurgu yapildigi gézlenmistir (Ahmad ve Seet, 2009; Kroeger ve Weber, 2014;
Stevens vd., 2015). Benzer sekilde Fauchart ve Gruber (2011) girisimcinin sosyal kimligine
bagl olarak kisisel tatmin ve basarimin farkli anlamlar kazandigini ve farkli yollarla elde
edildigini bulmuslardir. Bu basarinin, bir topluluga ait olarak ve onu destekleyerek veya bir

55



sosyal misyonu gerceklestirerek elde edildigi belirtilmistir. Ulkemizde de girisimcinin
perspektifinden kendi girisimsel basarisini degerlendiren ve baglamin 6neminin goz ardi
edildigine vurgu yapan ¢aligmalara rastlanilmaktadir (Cit¢i vd., 2018, s.153).

Toplumsal basar1 faktorleri de yine lilkeler acisindan ve girisimcilerin sosyal kimlikleri
acisindan dogas1 geregi farklilasacaktir. Bir toplum i¢in ayakta kalmak, gecimini siirdiirmek
gibi temel diizeyde unsurlar girisimsel basar1 olarak degerlendirilirken, bir diger toplum
acisindan sosyal faydaya ve topluma doniik ¢iktilara sahip olup olmama (Walske vd., 2007)
hususu girisimsel basarinin tanimi olabilecektir. Goriildiigii lizere olguyu tek bir analiz
diizeyinde ele alan yaklasimlarda bir taraf eksik kalmakta biitiinciil manada derin anlamlar
cikarmak giiclesmektedir.

Tiirkiye’deki girisimciler girisimsel bagar1 kriterlerine nasil anlamlar yiiklemektedirler? temel
arastirma sorusu lizerine iilkemizde faaliyet gosteren isletmelerin kuruculariyla ilgili yapilan
videolar irdelenmis, girisimsel basarilarinin arkasinda yatan nedenler ve nasillar bireysel,
orgiitsel ve toplumsal faktorler ile aciklanmaya calisilmistir. Nitel arastirma yontemleriyle
video veriler ¢oziimlenmis ve desifre edilen icerik “tematik analizi yontemi” ile analize tabi
tutulmustur. Tematik analizde daha onceden belirlenmis olan bir konuda gerceklestirilen
calismalar ele alinmakta, ¢esitli temalar altinda incelenmekte ve genel degerlendirmelere
ulagilmaktadir (Castleberry ve Nolen, 2018, s.807). Arastirmanin amaci, girisimcilerin basari
kriterlerine yiikledikleri anlamlar biitiinsel olarak (bireysel, orgiitsel ve toplumsal boyutta) ele
almak ve bu kriterlere yiiklenen anlamlar1 ¢6ziimlemektir. Calisma kapsaminda analiz edilen
basar1 hikayelerinden elde edilen bulgular su sekildedir.

Bulgular, Tirkiye’deki girisimcilerin bagariy1 bireysel, orgiitsel ve toplumsal basar1 kriterleri
altinda ele aldiklarini ortaya koymaktadir. Elde edilen bulgular genel literatiir egilimine uygun
olmakla beraber her bir kriter agisindan Tiirkiye’ye 6zgii sonuglart yansitmas: bakimindan
onemlidir. Bu nitel bulgular, girisimcilerin yalnizca farkli basar1 kriterlerine verdikleri 6nem
acisindan degil, ayn1 zamanda bu farkli basar1 kriterlerini nasil anladiklar1 agisindan da farklilik
olusturdugunu gostererek girisimsel basariya iligkin literatiirii genisletmektedir. Bireysel
faktorler igerisinde; basar1 kriterleri ve motivasyon kaynaklari, orgiitsel faktorler icerisinde;
gelisim stirecleri ile engel ve bariyerler, toplumsal faktorler icerisinde; genglere verdikleri
tavsiyeler ve sosyal sorumluluk agisindan olguyu degerlendirdikleri bulgulanmistir.

Bu makale 5 boliimden olusmaktadir. Ikinci bolimde girisimsel basar1 faktorleri
kavramsallastirilmis, yeni sayilabilecek video temelli arastirmalar ve video temelli girisimcilik
arastirmalari tamtilmistir. Ugiincii boliimde arastirma ydntemi tanitilmis veri toplama siirecleri
ile ilgili bilgilendirme yapilmistir. Dordiincii boliimde arastirmanin bulgulart degerlendirilmis,
son boliimde ise arastirmanin sonuglari, teoriye ve uygulayicilara katkilari ifade edilip sonraki
caligmalar i¢in Oneriler siralanmistir.
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2. KAVRAMSAL ARKA PLAN

Basariy1 belirleyen faktorler, devlet ve 0Ozel sektérde politika ve strateji yapicilarin,
aragtirmacilarin ve uygulayicilarin giderek daha fazla dikkatini gekmekte ve teorik olarak daha
fazla ilgi gormektedir (Khan vd., 2021, s.2; Omri vd., 2015, s.1074; Shakeel vd., 2020, s.13;
Wach vd., 2020, s.1126). Girisimcilerin aldiklar1 kararlarin da basari ya da basarisizlik
anlaminda kendi isletmelerinin tamamini kapsadigi (Malone vd., 2003) diisiintildiigiinde, 6nce
insani, sonra i¢inde bulundugu oOrgiitii ve toplumu anlamamiz gerekliligi 6ne ¢ikmaktadir.
Literatiirde girisimsel basari, bireysel faktorlerle, orgiitsel faktorlerle ve toplumsal kosul
sartlarin1 dikkate alan bir yaklagimla ayr1 ayri ele alindig1 goriilmektedir.

Girisimciler agisindan bireysel basarinin ne anlama geldigine iliskin pek ¢cok akademik ¢aligsma
yapilmistir. Bu ¢alismalarda: McMullen ve Shepherd (2006), girisimcilerin kisisel tatmininin
neler oldugunu vurgulamis; Fisher vd. (2014, s.480), basariy1 parasal boyutuyla zenginlik
olarak ele almis; Barreira (2004); Overall ve Wise (2016), girisimsel basarinin onciillerini
belirlemeye ¢alismiglardir. Terim anlaminda basarili girisimci, girisimcinin basarisi, girisimin
basaris1 gibi farkli gostergelerle kavramsallastirilabilecek diger yapilari da icerdigi literatiirde
vurgulanmaktadir (Crane ve Crane, 2007). Aslinda bu durum literatiirdeki analiz boyutlarindaki
farklilig1 dikkate almadan kavramsallastiriimaya gidildiginin bir tiir ifadesidir. Literatiirde
erkekler ve kadinlar agisindan basari kriterlerindeki farkliliklarin (Cliff, 1998), endiistrideki
onceki deneyimlerin (Azoulay vd., 2020, s.65) geng yasin (Zhao vd., 2021) ve cinsiyet gibi
faktorlerin (Peter ve Munyithya, 2015) girisimsel basariya etkilerine dair calismalara
rastlanilmistir.  Bunlarin  disinda  bireysel faktorler igerisinde degerlendirilebilecek
girisimcilerin motivasyon diizeylerinin onlarin girisimsel basarisina etkileri (Kuratko vd., 1997
Robichaud vd., 2001), farkli ilkelerdeki girisimciler agisindan motivasyon kaynaklarinin
girisimsel basariya etkileri (Gupta ve Fernandez, 2009) baglaminda yapilan ¢alismalar da
bulunmaktadir. Bireysel basar1 faktorlerindeki bu c¢esitlilikte kendi i¢inde bir kargasa
yaratmaktadir. Pek ¢ok farkli degisken ve kavram ile olgunun ¢alisildig1 gbzlenmektedir. Birey
diizeyinde g¢esitli 6zellik, tutum ve davraniglar ile girisimsel basarinin tanimlandig: (Baron,
2004; Brandstatter, 2011; Marvel vd., 2016; Nicolaou ve Shane, 2009) lakin biitiinlestirici ve
kapsayict manada bir yaklagimla olgunun ele alinmadigi, girisimsel basarmin 6l¢iimii ile ilgili
degerlendirmelere ¢ok gidilmedigi literatiirde gozlenmektedir. Calisma kapsaminda
motivasyon ve bireysel basar1 kriterleri birbirinden ayr alt kriterler olarak ele alinmistir.

Girisimsel basariy1 Orgiitsel ve toplumsal degiskenlerle ele alan bir literatiiriin varlig1 da
gozlenmektedir. Kessler (2007) ¢alismasinda gevresel etkilere odaklanmis ve gelismekte olan
piyasa ekonomilerinde is ortami farklilik gosterdiginden, startup basari faktorlerinin de bu
baglamda farklilik gdosterdigini bulgulamistir. Parasal veya parasal olmayan kriterlerle
girisimsel basariy1 degerlendirme (Jenkins ve McKelvie, 2016), iilkelerin kosul sartlarina ve
farkli ekonomik kosullara gore basar1 farkliliklar1 (Stefanovic vd., 2010) basar1 faktorleri ve
basarisizliga giden yollar (Devece vd., 2016) gibi pek ¢ok farkli agidan degerlendirmeye
gidildigi gozlenmektedir. Girisimsel basari literatiiriinde yillar i¢erisinde goriilen net ilerlemeye
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ragmen kabul gérmiis ve uzlasi saglanmis derli toplu bir kavramsallastirmaya rastlanilmamaistir.
Literatiirdeki bu ¢esitliligin yaninda ¢calismamiza benzer sekilde; kisisel, ¢cevresel faktorler ile
hiikiimetlerin desteklerinin girisimsel basariya etkileri (Gupta ve Mirchandani, 2018, s.220)
gibi konularla ele alinan ¢alismalarda bulunmaktadir. Girisimsel basarinin kiiltiirel konulardan
etkilendigi ve bireysel bakis agisina da bagl oldugu ifade edilmistir (Gupta ve Fernandez, 2009,
5.312-313; Rauch ve Frese, 2000). Girisimsel basarinin anahtar1 olarak “lilkelerin kosul
sartlarin1 daha ¢ok on planda tutan degiskenlere ihtiya¢ duyuldugu” vurgulanmistir (Akarsu ve
Doven, 2022, s.159). Girisimsel basariy1 orgiitsel manada etkileyen unsurlarin belirlenmesine
iliskin calismalara da ihtiyag duyulmaktadir. Literatiir cogunlukla girisimin basarisini ele
almakta, lakin orgiitsel aktorlerin ifadelerinde bu basarinin aranmamakta oldugu getirilecek bir
elestiri olabilir. Hazir sablon ve tasarimlarla girisimsel basar1 olgusu ele alinabilecegi kabul
edilmelidir lakin isletmelerin kendi i¢ dinamiklerinde ve faaliyet gosterdikleri tilkelerin kosul
sartlar1 icerisinde biricik ve kendine 6zgii oldugu unutulmamalidir. Girisimsel basartya iliskin
orgiitsel ve toplumsal basar1 kriterlerinin bireylerin isletmelerine ve topluma iliskin algilar
siire¢ icinde bulunulan zamana ve duruma gore gelisip degismesi bu olgulara nitel arastirma
yontemleriyle yonelmenin 6nemli bir nedenidir. Siire¢ icerisindeki degisiklikleri yorumlayici
bir yapi ile ele almak gerekmektedir.

Calismanin 6zellikle iilkemiz girisimcisinin basar1 kriterlerini nasil tanimladigini kesfetmesine
ve ekonomik ve sosyal kalkinmanin ana aktorlerinden olan girisimci profilinin deger yaratma
stireclerinin anlasilmasina katki sunmasi beklenmektedir. Aragtirmanin girisimcilerin neyi
basar1 olarak gordiiklerini anlamak noktasinda alana teorik katki potansiyeli bulunmaktadir. Bu
arastirma geleneksel manada yapilan nicel yontemlerde kullanilan arastirma yontemlerinden
farkl1 bir tasarimla okuyucunun karsisindadir. Literatiirde girisimsel basarinin anketler ve genel
olarak nicel yontemin enstriimanlari ile ele alindig1 goriilmektedir.

Girigsimciler kendi girisimcilik seriivenini aktarirken etkilesimsel, duygusal, somutlasmis ve
maddi yonlerinin farkina varmadan ya da bilmeden girisimciliginden ve basarilarindan
bahsederler. Baz1 akademisyenler anketler, roportajlar, deneyler ve ikincil veriler gibi baskin
yontemlerin girisimei eylemin gergeklestigi anda yalmizca smirlt bir fikir verdigini ifade
etmislerdir (Dana ve Dana, 2008; Zahra ve Wright, 2011). Anketlerin sinirlilig1 arastirmacinin
paradigmasiyla sinirli iken video temelli arastirmalarda acik uclu sorular genis bilgiler
verebilmektedir. Arastirmaci agisindan arastirma sorularini asamali olarak iyilestirmesine
firsatlar sunan bir yan1 bulunduguna da vurgu yapilmistir (Engle vd., 2014). Video tabanli
yontemler, girisimcilerin yaptiklarini belirttikleri veya arastirmacilarin kendilerinin gorebildigi
seyleri dogrulayabilen, tamamlayabilen veya bunlarla ¢elisebilen girisimcilik faaliyetlerine
iligkin giiclii alternatif bakis acilar1 saglamaktadir (Gylfe vd., 2016). Video temelli aragtirmalar
onemli Olc¢lide arastirma maliyeti azalisi da saglamaktadir (Chalmers ve Shaw, 2017,
Christianson, 2018; Zundel vd., 2018). Ayrica girisimciyi kendini buldugu ortam olan is
yerinde video kayita almanin bazi istiinliikleri bulunmaktadir. Bunlar girisimcinin kendini
rahat hissetmesi, yanliliktan uzak samimi bir ortam sunmasi ve “ortiilii mekénsal bilgiye”
(Kelley, 2011, s.186) ulasilmasina imkan saglamasidir. Video temelli girisimcilik arastirmalari
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akademiye derinlemesine ongdrii ve ¢ikarimlarda bulunma noktasinda yardimeci olabilir.
Alanda pek ¢ok akademisyen bu olgunun ¢alisilmasini 6giitlemistir (Heracleous ve Jacobs,
2011; Shapiro, 2014).

Girisimsel basar1 literatiirii incelendiginde olgunun cogunlukla bireysel, Orgiitsel ya da
toplumsal basari kriterlerinin her birisini tek tek ele aldigi, ¢ogunlukla nicel yontemi kullandig:
goriilmiistiir. Ancak bu arastirmanin, alandaki farkliliklari toparlayici nitelikte biitiinsel manada
anlam arayisi i¢inde ve literatiirdeki bu boslugu doldurmak amacinda oldugu sdylenebilir.
Girigimcilik arastirmalarinda videonun kullanimi, ¢alisilmasi1 Ogiitlenen bir yontem olarak
ortaya ¢cikmaktadir.

Video arastirmalari, analiz, sunum ve yaymn bicimlerine olanak tantyan yeni arastirma
yontemlerinden birisidir ve bu yeni arastirma yontemi son derece farkli yollar 6nermektedir.
Sosyal bilim arastirmalarinda metodolojik ¢ogulculugun onerildigi bir yaklasimla videolarin
ozelikle girisimcilik arastirmalarinda kullanilabilecegi ifade edilmistir (Christianson, 2018;
Van Burg vd., 2022). Cogulculuk yalnizca farkli analitik sablonlarin birlestirilmesi i¢in degil
ayni zamanda verilerdeki bulgularin ve modellerin sunulabilecegi yollar i¢in de gecerli bir
yaklagimdir. Videonun, son yillarda sosyal bilim aragtirmalari i¢in tekrarlanan somutlagmis
hareketlerden ifadelere kadar arastirilan olgu ile ilgili ¢ok farkli konfiglirasyonu gérebilmemize
olanak tantyan benzersiz firsatlar sundugu ifade edilmistir (Gylfe vd., 2016, s.135). Son yillarda
yapilan caligmalarda video tabanli ¢alismalarin, genellikle geleneksel niteliksel yontemleri
giiclendirerek, incelenen kurulusa iligkin zenginlestirilmis bir anlayis sagladigi ifade edilmistir
(Gylfe vd., 2016, s.135; Vaara ve Whittington, 2012).

Bunlarin yaninda video kayitlarinin ayrintili incelemeye tabi tutulabilme, tekrar tekrar analiz
edilebilme ve daha geleneksel yontemlerde bulunmayan davranis ve etkilesimin ince
ayrintilarina erigim saglama gibi avantajlari da bulunmaktadir (Christianson, 2018, s.262).
Ozellikle girisimsel bagar1 gibi bir kavrami ele alirken bu kayitlar, yalmzca diger
arastirmacilarla degil, konuya daha pratik veya uygulamali ilgisi olan kisilere de gosterilebilir
ve paylasilabilir. Yiiz ifadelerini ve beden dilini gérebilme yetenegi, arastirmacilarin goriisiilen
kisileri daha i1yi anlamalarina yardimci olur ve video arastirmalarinin dogasinda olan bu
Ozellikler aragtirmaciya {stiin yetenekler sunmaktadir (de Villiers vd., 2022, s.1769). Video
temelli arastirmalar, analitik bakisi yeniden cergevelemek, yeniden odaklamak ve yeniden
degerlendirmek i¢in zaman agim1 ve unutma gibi riskleri ortadan kaldirir (Christianson, 2018).
Video arastirmalar, verileri birden fazla kez ele almak i¢in farkli durumlarda farkli konulari
arastirmak veya ayni konuyu birden fazla bakis acisiyla ele almak gibi 6zellikle de “nitel
caligmalarda genellenebilirlikle ilgili” yeni agilimlar sunma potansiyeline sahip bir arastirma
tirtidiir. Literatiirde nitel aragtirmacilarin derinlemesine zengin veriler toplamak icin videolar1
kullandiklar1 gériilmistiir (Ash, 2016; Baym, 2015; Gillham, 2005; Heath vd., 2010; Kinsley,
2014; Shuy, 2003). Bu g¢alismada, Tiirkiye’deki girisimcilerin basari kriterlerine yiikledikleri
anlamsal Oriintiiler videolarda aranilmis, bahsedilen temel vurgular ve kodlar vasitasiyla basari
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temalarint anlasilmaya ve iilkemizdeki girisimcimizin bagari1 kriterleri degerlendirilmeye
calisilmgtir.

Ulkemiz alan yazininda da nadir de olsa benzer ¢alismalara rastlanmaktadir. Y1lmaz vd. (2013)
giliniimiiziin yeni teknolojilerinden olan akilli video analiz yazilimlarinin, perakende sektdriine
yonelik kullanimlart degerlendirilmis ve bu tiir sistemlerin gereksinimlerine deginmislerdir.
Video analizlerle magaza yogunluk tespiti, insan sayma sistemi, yas ve cinsiyet tanima
sistemlerinden elde edilen verileri entegre edip, is zekasi yazilimlar ile zenginlestirilmesi
onerilmistir (Yilmaz vd., 2013, s.155). Gelismekte olan bir yontem olarak video ve benzer
teknolojilerin bilimsel arastirmalarda kullanilmas1 (Schumpeter, 1942)’in ifadesi ile yaratici
yikim olusturma potansiyeline sahip bir inovasyon olacaktir. Ciinkii insanlarin beyanlarindan
cikarilacak pek ¢ok “anlam” bulunmaktadir. Girisimsel basariya {ilkemiz girisimcisinin
yiikledigi anlamlarin biitiinsel olarak belirlenmeye calisildigi bu nitel arastirma, veri kaynagi
olarak videolar1 kullanmistir. Alan yazinda video temelli girisimcilik arastirmalariin {i¢ baskin
video arastirma yontemiyle ele alindigi gézlemlenmistir. Ormiston ve Thompson (2021, s.976)
bu ii¢c yontemi “vahsi ortamda girisimciligin videografisi, girisimci tarafindan olusturulan
videolar1 kullanan video icerik analizi, iiretilmis baglamlarda videonun ortaya ¢ikarilmasi”
seklinde ifade etmislerdir.

Video, televizyondan YouTube'a ve kisisel canli yayin kanallarina kadar modern yasamda hizla
yaygin bir varlik haline gelmis, bu alandaki teknolojik gelismeler, arastirmalarda
kullanilabilirligini artirmistir (Miller Scarnato, 2019, s.382). Elbette bu teknolojik gelismelerin
artilar1 ve eksileri, savunucular1 ve elestirenleri bulunmaktadir. Diinyada 2023 yili sonu
itibariyle her giin 3,7 milyon yeni video “Youtube” igerisine yiiklenmektedir. Internet ve dijital
yayin sektoriinlin hizl gelisimi ile yeni, farkli 6grenme ve bilme yollar1 ortaya ¢ikmistir. Bu
bilme ve 6grenme yollarindan birisi de siiphesiz tiim toplumlarin siklikla kullandig1 Youtube
LLC.’dir. Ulkemizde yapilan bir calismada Ferik ve Devrim (2022, s.52) bir “Youtube”
kanalin1 monografik yontem ile incelemislerdir. Farkli alanlarda yapilan bilimsel aragtirmalarda
video yayinlarin kullanimu ile ilgili gelismekte olan bir literatiir géze ¢arpmaktadir (Echeverri,
2005; Gray vd., 2020).

3. ARASTIRMA YONTEMI

Bu calismada Tiirkiye’deki girisimcilerin basar1 kriterlerine yiikledikleri anlamlar1 biitiinsel
olarak (bireysel, orgiitsel ve toplumsal boyutta) ele almak ve bu kriterlere yliklenen anlamlari
¢oziimlemek amaclanmistir. Bu calisma baglamsal, anlamsal verileri kullanarak, girisimcilik
aragtirmalarinda video goriismelerinin kullanimindan faydalanarak {ilkemizdeki ©nemli
sayilabilecek igletme ve start-up’larin kurucu ya da sahiplerinin girisimsel basar1 faktorlerini
degerlendirmektedir. Davis ve Marquis (2005, s.336) nitel arastirmalari “eyleme yaklagsmasi ve
dolayistyla, nicel arastirmayla karsilastirildiginda, genellikle gdzlemlenen sonucu iirettigi
goriilen eylemdeki 'diglileri ve carklari' daha 1iyi ortaya cikarabilmesi” seklinde ifade
etmektedirler. Bu g¢alismada nitel yontemlerle video veriler desifre edilip tematik analiz
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yontemi ile ele alinmistir. Bu veri setiyle Tiirkiye’deki girisimcilerin bagar1 kriterlerine
yiikledikleri anlamlarin biitiinsel olarak ele alinabilmesi amaciyla katilimcilarin girisimsel
basariya iliskin beyanlar1 incelenmistir. Desifre edilecek videolar ““Youtube” iizerinden yayin
yapan Tirkiye’yi anlatan insan hikayeleri lireten yeni bir medya mecrasi olan “StoryBox’dan”
alinmistir. “StoryBox” iilkemizdeki girisimcilerin basar1 hikayelerini yayimlayan bir “Youtube”
kanalidir. izlenme ve abone sayst ile iilkemizde sevilen bir yaym oldugu diisiiniilmektedir. Veri
seti, videolardan elde edilen veri kaynagi oldugu i¢in Orneklem se¢iminde miidahalede
bulunulmamistir. Olasilikli olmayan orneklem tiirlerinden amagli 6rneklem tercih edildigi
sOylenebilir. Bu 6rneklem tiiriinde amaca uygun inceleme birimi, birimleri tercih edilmektedir
(Ferik ve Devrim, 2022, s.52).

Neden bu kanalin tercih edildigini ifade etmeden 6nce kanal hakkinda kisa bir bilgi vermek
yerinde olacaktir. “StoryBox” iilkemizdeki girisimcilerin basar1 hikayelerini yayinlayan bir
“Youtube” kanalidir. Calismanin amacina uygunlugu agisindan tercih edilmis ve veri doyum
noktasina ulastig1 diisiiniildiigiinde arastirma sonlandirilmistir. Izlenme ve abone sayisi ile
tilkemizde sevilen bir yayin oldugu diisiiniilmektedir. Kanalin kurucusu Ceyhun Kuburlu isimli
dijital igerik iireticisidir. Ceyhun Kuburlu Radyo Televizyon boélimii mezunu olup kanalini
kurmadan 6nce de yine 20 y1la yakin Tiirkiye’de faaliyet gosteren Hiirriyet gazetesinin ekonomi
boliimiinde basar1 hikayeleri konusunda yazilar1 bulunan deneyimli bir gazetecidir. “StoryBox”
kanalinin 769 bin abonesi bulunmaktadir. 15.12.2023 tarihinde kanalda 373 adet video
bulundugu goriilmiistiir. Toplam gorilintiilenme sayis1 140.971.667 olarak kayithdir.
“StoryBox” bu arastirmanin veri kaynagidir. Kanalin linki asagida belirtilmistir:
www.youtube.com/@StoryBoxvideos .

Oynatma listeleri igerisinde yer alan “Nasil Basardilar?” boliimiinde sadece girisimcilere ve
girisimcilerin bagarilarina odaklanan videolar paylasilmistir. Dolayisiyla tim videolar benzer
mantikta oldugu ve miilakat igerikleri homojen yapida oldugu diisiiniildiigii icin bu boliim tercih
edilmistir. Videolarda arastirma sorusuna verilen cevaplarin tekrara diistiigii ve doyuma ulagtigi
diisiiniildiiglinde arastirma tamamlanmistir.

Bu ¢aligmada kullanilan tematik analiz, basar1 gibi yasanmis olgu ve deneyimlerin ne anlama
geldigini kesfetmemize olanak taniyan bir yontemdir. Tematik analizde amag, cevabini
aradigimiz arastirma sorularina iliskin zengin ve derinlemesine bilgilere ulagsmaktir. Arastirilan
konuyu katilimeilarin perspektifinden ele almak, katilimeilarin bu perspektifi neden ve nasil
olusturduklarin1 anlamak (Giirbiiz ve Sahin, 2014, s.422) nitel ¢alismalar agisindan 6nemlidir.
Tematik ¢oziimleme, videolardan elde edilen kodlarla birlikte aragtirmacinin zihninde aragtirma
oncesinde var olan onsel kodlar kullanilarak gerceklestirilmistir.

Bu calismada kullanilan veri seti videolar oldugu i¢in yapilan video goriismelerde
arastirmacinin katilimer rolii bulunmamaktadir. Ikincil veriye acik kaynak olarak “Youtube”
tizerinden ulasilmistir. Arastirmacinin katilimer roliiniin bulunmamasi nesnellik sorununu da
ortadan kaldiracak niteliktedir. Nitel arastirmalarin dogas1 geregi biitiinciil bir yaklasimla
girisimsel basariya iligkin timevarimei bir tutum sergilenmistir. Arastirmanin katilimcilarinin
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videolar tlizerinden verdikleri beyanlar aragtirmaciy1 harekete gecirmis ve g¢aligmanin sorulari
yazar tarafindan olusturulmustur. Girisimcilerin videolart 6 tematik alan {izerinden
degerlendirilmistir. Nitel arastirma kapsaminda videolar igerisinde cevaplar1 verilmis sorularla
ilgili tim konugmalarin transkripte dokiim islemi gerceklestirilmistir. Elde edilen veriler bu
calismada kullanilmak tlizere gizli tutularak kayit altina alinmistir. 120 adet girisimci ile ilgili
video transkripti tamamlandiktan sonra videolar ikinci kez tekrar izlenilmis ve betimleyici
kodlar tablosu olusturulmustur. Betimleyici kodlar tablosu, videolar ikinci kez izlenirken
durdurulup ilgili Excel dosyast igerisinde es zamanl belirli isaret¢iler kullanarak st diizey
¢ikarimlara imkan saglayan oriintli kodlar1 (gelisen kodlar) olusturulmaya ¢alisilmistir. Nitel
verilerin ¢ozlimlenerek kategorilerin ve kodlama semasinin olusturulmasi igin tematik analiz
tercih edilmistir. Nitel arastirmalarda “kodlarin verilere iliskin yonlendirici etiketler, veri
analizini baglatan ve analiz siiresince devam eden verilerden daha soyut erisilerin elde
edilmesini saglayan baskalastirma veya bi¢imlendirme faaliyetleri” oldugu ifade edilmistir
(Baltaci, 2017, s.5). Tematik analizde temalar, kategoriler ve kodlar girisimsel basari literatiirii
cergevesinde tlimdengelimsel yaklasimla ele alinmistir. Tablo 1°de yapilan tematik analize
iligkin asamalar verilmistir.

Tablo 1. Tematik analizin asamalari

Asamalar Uygulama Stireci

Veriler yayinda olan videolar tzerinden bizzat arastirmaci tarafindan
toplanilmistir. Veriler video verisi oldugu icin 6nce izlenilmis sonra
katihmcilarin ifadelerinin  bire bir transkriptasyonu yapilmistir.
Ortalama 14 dakika stiren 120 videonun tamami ayri ayri Word dosyasi
icerisine yazilmistir. Veriler yeterince ayrintiyl icerecek sekilde desifre
edilmistir.

Veri setinden elde edilen bilgiler isiginda isletme literatlrd igerisinde
gecen girisimsel basari literatird incelenmistir. Girisimsel basari

Arastirmacinin veriyle tanigikhigi: Verinin desifre
edilmesi

On kodlamanin yapilmast: Tim veri seti boyunca
verinin dikkat ceken o©zelliklerinin sistematik bir
sekilde kodlanmasi, her bir kodla alakali olan
verilerin bir araya toplanmasi

literatiriinden bu calismada kullanilan kodlarin olusturulmasi igin
yapilan arastirmalardaki arastirma sorulari incelenmistir. Verilerin
kodlamalari yapilirken yazarinda dahil oldugu alaninda uzman 3
akademisyenden yardim alinmis ve kodlamalar Uzerinde uzlasiya
varilmistir. Her bir unsura esit uzaklikta olarak, kodlama siireci ayrintil,
kapsamli ve ¢ok yonli gergeklestirilmistir.

Temalarin aranmasi: Kodlarin potansiyel temalar
altinda toplanmasi

Veri seti igerisinde gegen kodlardan ziyade daha genis anlamda tema
dizeyinde analize odaklanilan bu asamada, farkli kodlarin potansiyel
temalar altinda toplanmasi islemi gerceklestirilmistir.

Temalarin gézden gegirilmesi: Analize iliskin
tematik  haritanin  olusturulmasi, temalarin
kodlanmis veri igerigiyle uyumunun kontroli

Olusturulan kategori ve kodlarin temalar altinda uyumlu ve tutarh bir
orantl olusturup olusturmadiginin anlasiimasi amaciyla tema haritasi
olusturulmustur.

Temalarin tanimlanmasi ve isimlendirilmesi: Her
temaya ait ozelliklerin sadelestiriimesi ve her bir
temanin acik bir sekilde tanimlanmasi ve
isimlendirilmesi

Temalarin ve kategorilerin kodlanan igerigi temsili noktasinda doyuma
ulastigina kanaat getirildikten sonra girisimsel basari literaturd
icerisinde gecen analiz dizeylerininde (bireysel, 6rgitsel ve toplumsal)
benzer sekilde islendigi lakin ayri ayri ele alindigi gorulmistdr.

Raporun hazirlanmasi: Somut, ¢arpici ve inandirici
dogrudan alinti 6rneklerinin secilmesi, kodlanan
veri igeriklerinin son kez analiz edilmesi, analiz
sonuglarinin arastirma sorusu ve alan yazinla
tekrar iliskilendirilmesi, analizin akademik bir dille
raporlastiriimasi

Bu asamada nitel arastirmanin dogasi geregi temalarin ve kodlarin
gecerliligini ortaya koymak amaciyla dogrudan alintilara yer verilmistir.
Elde edilen bulgular ve girisimsel basari literatiriindeki bu bulgulari
destekleyici bulgular yardimiyla arastirmanin tartisma ve sonug kismi
elestirel bir sekilde ele alinarak raporlastiriimistir.

Kaynak: Altintas (2023, s.235-236); Braun ve Clarke (2019, 5.883) ¢alismalarindan bu galismaya uyarlanmistir.
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Bilimsel yontemin amaci evrendeki olaylari, olgular1 ve eylemleri kesfetmek, anlamak,
tanimlamak ve agiklamaktir (Giirbiiz ve Sahin, 2014, 5.29). Bu ¢alisma kapsaminda elde edilen
veriler, ayrintili bir sekilde desifre edilip tarafsiz bir sekilde sirf ¢arpici 6rneklerden hareketle
olusturulmamistir. Siire¢ ayrintili, kapsayict ve cok yonlii olarak ele alinmustir. Kodlar
olusturulurken orijinal veri setiyle karsilastirmali ilerlenilmis, temalarin ve kategorilerin
birbirlerinden net ayristig1 goriilmiistiir. Acele edilmeden iistiin korii gecistirilmeden veri ile
zaman gecirilmis, konu ile ilgili ikna edici ve iyi organize edilmis bir hikayeye ulasilmistir.
Izlenen tematik analiz yaklasimiyla raporlanan analizin tutarli oldugu gériilmiistiir. Analitik
anlatim ve literatiirden faydalanilarak, dogrudan alintilara yer vererek siire¢ tamamlanmaistir.
Bu nitel arastirmaya iliskin inandiricilik, tasdiklenebilirlik, aktarilabilirlik ve giivenilirlik gibi
unsurlar Tablo 2’de verilmistir.

Tablo 2. Arastirmada gecerlilik ve glvenilirlik
Olgitler Gergeklestirilen Siregler

inandiricilik, arastirma sonuglari yoluyla gercegin temsil yetenegini ifade eder. Calisma kapsaminda
kullanilan temalarin ve kategorilerin olusturulmasinda Girisimsel basari literatiriinden faydalanilmistir.
Temalar altinda sekillenen kategoriler Turkiye'deki girisimcilerin basari hikayelerinin anlatildigi
videolardan ve ilgili literatirden beslenilerek olusturulmustur. Kategorilerin anlamini yansitacak
orintiler ve kodlar ise girisimcilerin ifadeleri dogrultusunda ilgili kategorilerin altina yerlestirilmistir.
Video veriden elde edilen transkriptasyonlardan kategorilerin anlamini en iyi sekilde yansitacak cimle
ya da paragraflardan kodlar hazirlanmis ve dogrudan alinti seklinde sunulmustur. Ayni anlama
gelebilecek kodlari yansitan ifadeler icerisinden en seckin ve ¢arpici olanlari tercih edilmistir. Ayrica veri
seti iki kez elden gegirilmis, atlanilan ve gdzden kagan unsurlar belirlenmeye galisiimistir. Veriler kendi
icinde anlamli ve tutarhdir.

Tasdiklenebilirlik hususu arastirmacinin kendisini arastirilan veriden siyirip almasi olarak ifade edilebilir.
Kendi 6znel yanhhgini bir kenara birakip arastirmayi nesnel bir agidan ele almasidir. Arastirma sureci
Tasdiklenebilirlik: | boyunca videolar ¢ekilirken arastirmacinin kendisi bulunmadigi igin streci maniplle etme ihtimali
bulunmamakla birlikte verilerin islenmesi noktasinda ©znellik olusturabilecek yorum ve bakis
agllarindan siyrilmaya 6zen gostermistir.

Aktarilabilirlik ayrintih  betimleme igerisinde sonuglarin yeterli dizeyde betimlenmesini ifade
etmektedir. Calisma kapsaminda dogrudan alintilara yer verilmesi bu amagladir. Yapilan bu ¢alisma
sonuglari hem kullandigi yontem hem de video tabanli bir arastirma olmasindan dolayi isletme biliminin
diger alanlarina da aktarilabilir, dogrulugu ya da yanlshgi test edilebilir.

Arastirmanin glvenilirligi noktasinda dissal faktorlerin kontrol altinda tutuldugu ve sire¢ Uzerinde
olumsuz etkisinin bulunmadiginin glvence altina alinmasi demektir. Guvenilirlik arastirmacinin
yUrittigl calismada tutarli davranmasi anlamina da gelmektedir. Kodlanan veriler alaninda uzman
Guvenilirlik: akademisyenlerce incelenmis ve kodlamanin baglama uygunluk noktasinda optimize edilmesine gayret
goOsterilmistir. Ayrica Kiresel Girisimcilik Monitort (GEM) raporlari, Sanayi Bakanligi Girisimci Bilgi
Sistemi (GBS) gibi veritabanlari incelenmistir. Veri seti haricinde girisimcilerle ilgili literattr dikkate
alinmistir.

Kaynak: Altintas (2023, 5.236-237); Braun ve Clarke (2019, 5.883) ¢alismalarindan bu galismaya uyarlanmistir.

inandiricilik:

Aktarilabilirlik:

Literatiir incelendiginde iilkemizde yapilmis ¢alismalarin sinirlh oldugu goriilmiistiir. Sadece
birkag c¢aligmada (Citgi vd., 2018; Derindag, 2018) Tirkiye’deki girisimcilerin basari
kriterlerinin incelendigi gozlemlenmis olmasi, bu alanda bir akademik bilgi boslugunun
oldugunu géstermektedir. izlenen video verilerine iliskin temel istatistiklere bakildiginda nitel
arastirma Ornekleminin ¢ok 6tesinde bir veri seti oldugu i¢in lilkemiz girisimcisinin durumunu
detayli bir sekilde ele almamiza olanak saglayacak hacimdedir. Etkilesimsel tarafta
gorilintiilenme sayisi, yorum ve begeni sayisi ile veri seti lilkemiz girisimcisinin durumunu
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anlatmaya namzet bir durumdadir. Nitel arastirma
detaylar Tablo 3’te sunulmustur.

Tablo 3. izlenen videolara iliskin bilgiler

kapsaminda izlenilen videolara iligkin

Oynatma . . Videolarin Videolarin o
S . u Video U Video " e K Yorum K Begeni
Listesindeki . olusturuldugu gorantileme
. Suresi Kod Sayisi " Sayisi Sayisl
Video Sayisi zaman araligi ortalamasi
120 14.06 3 2020-2023 500 Bin 480 55K

3.1. Arastirmanin Amaci

Bu calismada amag girisimcilerin basar1 kriterlerine yiikledikleri anlamlar: biitiinsel olarak
(bireysel, orgiitsel ve toplumsal boyutta) ele almak ve bu kriterlere yiiklenen anlamlar
coziimlemektir. Bu ¢aligmanin bir 6nemi iilkemizdeki girisimcilere yonelik yapilan giincel bir
arastirma olmasi ve nitel yonden derinlemesine bir betimleme imkani sunmaya ¢aligmasidir.
Bir diger 6nemi ise sonuglart itibariyle tilkemiz girisimcisinin bagari kriterlerini ortaya koymast
ve yeni sayilabilecek bir yontemi kullanmasidir. Calisma ayrica, bu kriterlere yiiklenen
anlamlar biitliinsel olarak ele alarak teorik katki potansiyelini artirmaktadir.

Baltaci (2019, 5.374) galismasinda, nitel arastirmalarda genellikle gozlem, yapilandirilmis veya
yar1 yapilandirilmis goriisme, odak grup goriismesi, sOylev ve metin analizi gibi veri toplama
yontemlerinin kullanildigini ifade etmistir. Bununla birlikte medya yayinlarinin (radyo veya
televizyon programlari) ve sosyal medya kaynaklarmin da veri toplama araci olarak
kullanilabilecegi belirtilmistir (Sullivan ve Forrester, 2018). Merriam (1998) arastirma
konusuyla ilgili video ve ses kayitlarinin, gorsel materyaller gibi belgelerin de metin analizi
yolu ile kullanigl verilere doniistiiriilebildigini ifade etmistir. “StoryBox” kanalindaki oynatma
listeleri icerisinde ‘“Nasil Basardilar?” isimli bdliimde gegen tiim girisimci videolar1 notlar
alinarak izlenilmistir. Notlar icerisinde tekrar eden vurgularin varligi dikkat ¢ekmis ve verilerin
doygunlugu ile ilgili acele etmeden tiim videolar elestirel bir gozle izlenilmistir. Veri seti
olusturmak ic¢in tiim videolarn transkriptasyonu yapilmis ve sonraki analizler igin
hazirlanmastir.

3.2. Arastirma Sorusu ve Evreni
Aragtirmaya ve analize konu olan temel sorular sunlardir:

e Tirkiye’de girisimciler kendileri, orgiitleri ve iginde bulunduklar1 toplum ile ilgili bagari
kriterlerini nasil tanimlamaktadirlar?

e Tirkiye’de girisimciler isletmelerini nasil gelistirip biiyiitmiislerdir?

e Girisimciler genglere tavsiyelerini nasil ifade etmislerdir?

e Girisimciler bir basar1 kriteri olarak yaptiklar1 sosyal sorumluluk projelerini nasil ifade
etmislerdir?

e Girisimciler kendilerini girisimci olmaya iten motivasyon kaynaklarin1 nasil ifade
etmislerdir?

e Girisimciler Tirkiye’de girisimciligi engelleyen unsurlari nasil ifade etmislerdir?
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Hazir video veri seti iizerinden arastirma gerceklestirildigi i¢in O6rneklem se¢imi hakkinda
midahalede bulunulmamistir. Calisma alani olarak iilkemizin her bolgesinde faaliyet gosteren
toplumun ¢ogunun tanidigi ya da tiriinlerini kullandiklar1 koklii isletmelerin sundugu cesitlilikle
bunlarin sahiplerinin se¢ildigi goriilmektedir. Video verilerde segilen girisimcilerle ilgili amagl
orneklem yaklasimi benimsendigi gézlenmistir. Calisma kapsaminda izlenilen girisimcilerle
ilgili kimlik bilgileri gizlenmistir.

3.3. Katilimailara iliskin Demografik Bilgiler

Bu c¢alismada, nitel yontemlerle ¢oziimlenen videolar ve igerikleri desifre edilip tematik analiz
kullanilarak girisimcilerin basari kriterleri degerlendirilmis ve girisimcilere iliskin bulgular elde
edilmistir. Tematik analizde 6n kodlar (6nceden belirlenmis arastirma sorular1), gelisen kodlar
(girisimcilerin vermis olduklar1 yanitlar) bir sistematik i¢inde ele alinmis, verilerden kodlar ve
kategoriler elde edilmeye calisilmistir. 2020 yilinin basindan 2023 yilinin son ayina kadar her
hafta yayinlanan, “Nasil Basardilar?” oynatma listesi igerisinde yer alan tiim videolar
derinlemesine analiz edilmistir.

Katilimci sayist itibariyle nitel aragtirmada kullanilan 6rneklem sayisindan ¢ok daha fazla
sayida ornekleme ulasilmis olmasi, ¢alismanin giivenilirligi ve gecerliligi noktasina katki
sunmaktadir.

Biitiin videolar tamamen izlenildikten sonra verilere iliskin demografik bilgiler tablolastirilmis
ve Tablo 4 igerisinde sunulmustur. Etik kurallar c¢ercevesinde arastirma bulgularinda
katilimcilarin isim ve soy isim ve sirket bilgileri gibi kisisel verilerine yer verilmemis,
katilimcilara kodlar (K1, K2,..K120) verilmistir. Arastirmaya katilan girisimcilerin demografik,
egitim ve sektor bilgileriyle ilgili ayrintili bilgi sunmak ag¢isindan Tablo 4 hazirlanmistir.
Katilimcilarla ilgili bilgileri iceren tablonun ¢ok usandirict olmamasi i¢in 30 tanesine (1/4) yer
verilmistir.

Tablo 4. Girisimcilerin demografik ve diger betimsel 6zellikleri

E = ‘= " = —
- . > & = | & = a Q| Z
2|2l .| £ | 3 = S 158 kg 2 &% &
2] 5 < 2 g |les| 3¢ = x> 0
S| O w 3 T 5 |22 30| B® £ g
(] © 3 o |, [TEN%2] G
= = X o -
K1 E 60 ilkokul Evli Tanker Uretimi 1990 | Var Yok | Ortakh | Var | Var
K2 K 57 Lisans Evli Teknik Tekstil 1992 Yok Var Sahibi Var | Var
K3 E 61 Lisans Evli Saglik Hizmetleri 1993 | Var Yok Ortakh Var | Yok
K4 E 58 Lisans Evli Turizm Operatori 2001 | Var Var Sahibi Var | Var
K5 E 55 ngsek Evli E ticaret 2008 Yok Var Sahibi Var Var
Lisans
K6 E 56 Lisans Evli Bilgisayar, Yatirim 1995 | Var Yok Sahibi Var | Var
K7 | E | 37 | Lisans | Evli Arsa ve Arazi 2017 | var | Vvar | Sahibi | var | Yok
Yatirimlari
K8 E 60 ilkokul Evli Kozmetik 2006 | Yok Yok Sahibi Yok | Var
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K9 E 48 Lisans Evli Enerji 2016 | Var Yok Kurucu | Var | Yok
K10 E 46 \I(_Lijskasrfsl,( Evli MUuhendislik Firmasi | 2013 Var Var Sahibi Var | Var
. Gurme Uluslararasi L
K11 E 68 | Doktora Evli 2015 | Var Var Sahibi Var | Yok
Yemek
K12 K 35 | Doktora Evli Enerji 2018 | Yok Yok Sahibi Var | Yok
K13 | E | 59 | Lisans | Evli Sog”trgi_fog“k 1996 | Yok | Yok | Sahibi | Var | var
K14 E 39 Lisans Bekar Petrol ve Otelcilik 2014 | Var Yok $$I!:ti Yok | Var
K15 E 30 Lisans Bekar Boya Uretimi 2008 | Var Yok Sahibi Var | Yok
K16 K 42 Lisans Bekar Yeme icme 2005 | Yok Yok Ortakh Var | Yok
K17 E 64 | Doktora Evli Havacilk 1973 | Yok Var Ortakh Var | Var
K18 E 49 Lisans Evli Sut Endustri 2009 | Yok Yok Sahibi Yok | Yok
K19 E 56 ilkokul Evli Sigorta 2020 | Yok Yok Sahibi Yok | Var
K20 K 31 Lisans Bekar Pelet Uretimi 2017 | Yok Yok Sahibi Yok | Yok
1 | E | 54 | Lsans | evi | Petrolvedogaleaz ey |y | vok | A | var | vok
boru hatti Uretimi Sirketi
K22 E 32 Yl.JkSEk Bekar Ebeveyn Yazilimi 2021 | Var Yok Kurucy Var | Yok
Lisans Ortak
K23 E 33 Lisans Bekar Mini mobilite 2014 | Yok Yok Kurucu Var | Yok
K24 | K 43 Lisans Bekar Dijital icerik 2010 | Var Yok Sahibi Var | Var
K25 E 43 Lisans Evli Zincir Celik 1940 | Var Yok Aile Var | Yok
K26 K 45 Lisans Bekar Egitim 2018 | Var Yok Sahibi Var | Var
K27 E 61 Lisans Evli Bilgisayar, Bilisim 1989 | Yok Var Kurucu | Var | Yok
K28 E 49 | Doktora Evli Bilgisayar, Robotik | 1995 | Var Yok Sahibi Var | Yok
K29 E 62 Lisans Evli Ayakkabi Uretim 1972 | Var Yok Aile Var | Yok
K30 E 66 Lise Evli Plastik 1985 | Var Var Aile Var | Var

Tablo 4’te girisimcilerin cinsiyet, yas, egitim durumu, medeni durum ve kurumsal hayat
gecmisi, teknik beceri seti varligi, goc gecmisi gibi bireysel 6zelliklerine, isletmelerinin faaliyet
alani, kurulus tarihleri, ortaklik yapist gibi orgiitsel 6zelliklerine ait bilgilere veri setimizi
tanitmak icin yer verilmis, analizde bu verilerden yararlanilmamaistir.

4. BULGULAR

Girisimcilere iliskin demografik bilgilerden dikkat ¢eken unsurlar bulunmaktadir. Orneklem
icerisindeki 120 girisimcinin yas ortalamasi 49.1°dir. Bu durumun bu sekilde olmasinin nedeni
video igeriklerin lilkemizde bilindik koklii isletme sahipleriyle ¢ekilmesinden kaynakli oldugu
disiiniilmektedir. Girisimciler teknik tekstil iiretiminden e-ticarete, kozmetikten elektrikli mini
mobilite araclarina, havaciliktan petrol ve dogalgaz iiretimine, robotikten yazilima kadar genis
bir yelpazede hizmet vermekte ya da iirlin tiretmektedirler. Arastirmalarda sektorel bazda grup
icerisindeki cesitliligin bu sekilde olmas1 tesvik edilen bir unsur oldugu diisiiniilmektedir.
Girisimcilerin %70’1 kendilerinin ¢ekirdekten yetisme alayli olduklarimi ifade etmislerdir.
%901 ihracat yaptiklarini ifade etmislerdir. Girisimcilerin %56’sinin hikayesinde bir sekilde
gd¢ olgusu bulunmaktadir. Isletmelerin kurulus yili ortalamas: 2001 yilidir. Girisimcilerin
%32’sinin girisimci olmadan 6nce kurumsal hayat geg¢misi bulunmaktadir. Girisimcilerin
neredeyse tamami tesislesmeye 6nem vermis kisilerdir.
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Ulkemiz girisimcisinin basar1 faktorlerinin ele alindigi calismada, alt kategorilerden
kategoriler, kategorilerden de temalara ulagilmistir. 120 adet video goriismede vurgulanan
hususlar ayr1 ayr1 kodlandirilip Tablo 5°te elde edilen sonuglara ulagilmistir. Arastirmanin nitel
bulgularin sunuldugu bu boéliimde Tiirkiye’deki girisimcilerin basar1 faktorleri Tablo 5°te
sunulmus ve her bir basar kriteri sonraki boliimlerde tek tek ele alinmustir.

Tablo 5. Tirkiye’de girisimcilerin basari faktorleri

Temalar Kategoriler Sub (alt) kategoriler
Cesaret, caliskanlk, cevresinden etkilenmeme, ciraklik gecmisi, deger olusturma,
Basar, dogru ve dizgln is yapma, zarrlanlama, ekip lideri o-IrT]a, eyleme gegme{ fedakérl}k,‘
Kriterleri firsat odakli olma, hatalardan 6grenme, hayal etme, |§|n.b§§.|r.1da F:lurma, itibar sahibi
Bireysel olma, konforsuzluk, mayalanma, planci, sabirli olma, seri girisimci, sevme, successor,
sureklilik, seffaflik, stikreden olma, tutkulu olma
Motivasyon Aliskanlik, diger hayallerini gerceklestirme, insanlara hizmet etmek, kurumsal karsiti,
kaynaklar, mecbur olma, micadele etme, 6zglrlik, sosyal kabul gdérme, vazgecmeme, yapilan
isten zevk alma, Ulkesi icin Gretmek
Benchmark, blylme odakli, caga ayak uydurma, degisim dnclst, donlistim gelisime
Gelisim aclklik, g[,'lg-lendirme, ihracata yonelme, ilk olma, proaktiflik, kalitg vurgusu, krizi
stirecleri firsata ceviren, kurumsallasma, metropolde olma, network, optimum biylme,
. O0grenen organizasyon, roller coaster, seri girisimci, standartlasma, strekli egitim,
Orgutsel o . o e
teknik bilgi, tesislesme, zihinsel dontsim
Engel ve Bireysel engeller, cekememezlik, cevresel engeller, donemsel farkliliklar, glivensizlik
Bariyerler ve inangsizlik, kusak farkhlklari, kiresel krizler, likse disme, orgltsel engeller,
surddrulemezlik, yetersiz gelir
Bedelini 6deme, beklenti uyusmazligl, cesur olma, ¢alismaya azmettirme, dogru av,
dogru mentér, dizglin ortaklik, firsat géren olmak, hayal kurma, ileriye disme,
dogru iletisim, istisare etme, isini tam bilme, itibar sahibi olma, kendinin farkina
Genglere e : . o
verilen varmak,ul.<o|ay para kzjzanllma;, kvuguklukten bilme, Iukssewda!n'wama, meslek sahibi
Toplumsal | tavsiyeler olun, orijinal olma, 6grenmeyi 6grenme, 6zglven, sevdigin isi yap, sistemli olma,
sorumluluk sahibi olun, streklilik ve devam etme, sansi kendiniz yaratirsiniz, takim
oyuncusu olmak, teknik ve lisan bilgisi, umutsuz kisayol, yatirim almak, yeniliklere
acik olmak, yilmamak, yol 6gretir, zorluklarla micadele etme
Sorstj)r;ylzlluk Sosyal Deger, Sosyal Degisim, Sosyal Ekonomi, Sosyal Misyon, Sosyal Tatmin

4.1. Bireysel Basari Faktorleri

Ulkemizde faaliyet gdsteren girisimcilerin bireysel basar1 faktorleri icerisinde iki kategoride
toplandig1 bulgulanmistir. Bunlar girisimcilerin birey olarak kendilerine iligskin basar1 kriterleri
ve motivasyon kaynaklaridir.

4.1.1. Girisimcilerin Bireysel Basari Kriterleri

Girisimcilerin konusmalarinda bahsettikleri ya da vurguladiklar basar1 kriterleri ile ilgili
detaylar sunulmustur. Bu kriterler Tablo 5 igerisinde 6zetlenmistir. Pek ¢ok is i¢in oldugu gibi
girisimci agisindan da basar1 kriterleri icerisinde firsat gordiigiinde cesaret gostermek en
temelde ifade edilmistir. Uluslararasi1 girisimsel basari literatiiriinde cesaret olgusuna vurgu
yapan c¢alismalara rastlanilmaktadir. Zbierowski ve Gojny-Zbierowska (2022, s.175)
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calismalarinin bulgularinda girisimsel basariya katkilar1 agisindan farkli karakter 6zellikleri
icerisinde cesaret gdstermenin onemine vurgu yapmislardir. Katilimcilar bu durumu soyle ifade
etmektedirler:

“K61: Basarimin yarisi cesaret. Evinizin tenceresini riske etmeyin onun disinda ne yapiyorsaniz
yapin.” Firsat olgusu ile ilgili girisimciye mutlaka bir el uzanacag” ifade edilmistir. “Onemli
olan o eli gorebilmektir.” denilmistir.

“K19: Yoksullugun getirdigi sefalet hikayelerinin aslinda basari hikayelerinin basina ¢ok
yvakistigini” ifade etmistir.

Firsatlara kars1t uyanik olma ve cesaret gostermenin yaninda g¢aligkanlik olgusu girisimciler
acisindan Onemli goriilen basar1 kriterlerinden birisidir. Literatiirde ¢aligkanlik olgusu
genellikle batili toplumlarin baglamlari igerisinde 6nemli bir basar1 kriteri olarak ele alindigi
dikkat ¢ekmektedir (Gok vd., 2021, s.179). Bizim iilkemizdeki katilimcilar da bu konuyu su
sekilde dile getirmislerdir:

“K47: Benim igin basari... varilacak bir yer degil. Basari uzun siire yiiriinecek bir yoldur.
Girisimci, bazi kisilerin gormedigini goriir abi.”

Bir diger girisimci ¢aligmak hususu ile ilgili olarak ¢alismanin bir yasam tarzina doniistiigiinii,
ibadet olarak gordiiklerini sdylemis ve su sekilde ifade etmistir:

“K79: Calismayr bir gérev ve yasam tarzi olarak goriiyorum. Calismak bizim icin ibadettir.
Yilmadan calistik.”

Girigimciler ¢evrelerinden gelen olumsuz sdylemlerden etkilenmedikleri, kendilerini asagiya
¢eken bu yaklasimlara kulak asmadiklar1 gézlemlenmistir. Bu hususla alakali pek ¢ok girisimci:

“K3: Bagsarili insanlar: “el alem ne der diisiincesini bir kenara birakmis korkusuz insanlar”
olarak tanimlamistir.

Girigimcilerin basar1 kriterlerinden bir digeri ise isin ¢iraklifindan gelme, alayli olma ve
adanma gibi unsurlar sayilmistir. Onwuegbuzie (2017, s.280) ¢alismasinda giiniimiiz yiiksek
basarisizlik oranlariyla karsilastirildiginda basarili girisimciler yetistiren degerli geleneksel
ciraklik uygulamalarinin 6nemine vurgu yapmistir. Bunlara 6rnek mahiyetinde girisimcilerden
birisi:

“K94.: Girisimci, bir isin ¢irakligini yapmadiginiz siirece patronlugunu yapamayacagimizi”
ifade etmistir.

Literatiirde istihdam saglama hususu piyasa ckonomisinde bireylerin en temel
motivasyonlarindan birisi oldugu vurgulanmaktadir (Parker, 2004, s.1). Bu ¢alismada
kendilerini basarili gormeleri i¢in girisimcilerin bir deger olusturduklarini hissetmelerine ve
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insanlara “ekmek kapis1 olmanin™ (istihdam saglama) verdigi hazla basariy1 hissettiklerine
vurgu yapilmistir:

“K8: Onemli olan basari kriterinin para degil misyon ve vizyon oldugunu, istihdam yaratip
katma deger olusturmak, global markalar ile rekabet edebilen bir firma olmak yani ¢alismak
oldugu” ifade edilmistir.

Dogru zamanda dogru insanlarla birlikte is yapabilmek liderligin baska sekilde ifade edilis
bicimlerinden birisidir. Girisimciler kendileri ile yapilan miilakatlarda ekip lideri olmanin
onemine pek ¢ok yerde baskin bir sekilde vurgu yapmislardir. Bunlara 6rnek mahiyetinde:

“K80: Girigimci, etrafinizda bilen ve daha akilli insanlari toplama beceriniz varsa diinyanin en
akully en becerikli insant siz olabilirsiniz” demistir.

Bergman ve McMullen (2022, s.689) calismalarinda kulugka merkezleri, teknoparklar,
hizlandiricilar gibi girisimei destek kuruluslarinin girisimcilere destek ve danigmanlik icin
kurulmus organizasyonlar oldugunu ifade etmisglerdir. Girisimciler i¢erisinde bir grubun basar1
kriterleri arasinda ise fikir paylasimi istisare etme goriis aligverisi yaninda asil eyleme gegcme,
hareketli olma gibi aksiyoner davranislara vurgu yapilmistir. Bunlar arasinda:

“K6. Girisimciligin fikir iiretmek degil fikri hayata gecirmek icin tasin altina elini koymak
oldugunu ifade etmistir. Emek, ¢aba, kan ve gézyasi olmadan bagaril bir girisim gormedigini”
ifade etmistir.

Bu hususun yaninda fedakarlik gosterildiginde basarili olunabilecegine vurgu yapilmistir.

“K65: Her basarimin altinda bir hikdye vardir. Fedakarlik gosterilmeyen hi¢chir basart yoktur.’

Girisimcinin hatalarindan ders ¢ikaran, hatalarindan 6grenen bir yaninin basari i¢in bir kriter
oldugu pek ¢ok girisimci tarafindan ifade edilmistir. Bunlardan:

“K46: Basarili olmaniz icin hata yapmaniz gerekir.” seklinde ifade etmistir.

Pek ¢ok girisimci “hayal etmeyi girisimin ve sahsinin basarisi agisindan kritik bir unsur olarak
ifade etmistir. Katilimeilar bu konuyu su sekilde dile getirmistir:

“K57: Basari senin mutfak masanda olusturdugun fikrin etrafinda 200 insanin gece giindiiz
calisip iilke ekonomisine kazandirdigin degerdir.”

“K6: Girisimci, hayalini eyleme doniistiiren, fantezi olmayan fikirlerini risk alarak hayata
geciren kisiyi” girisimci olarak tanimlamistir.

Girigimciler agisindan is hayatinin iginde basarili olmak i¢in itibarin olmazsa olmaz bir kavram
oldugu goze ¢arpmaktadir. Bu hususla alakali pek ¢ok girisimci:
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“K36: Itibar en biiyiik servet. Tek telefonla isi halledebilivorsan isin olmustur.” Piyasa
kredibilitesinin 6nemine yapilan bu vurgu hayati derecede dnemli goriilmektedir.

“K84: Bu isin sirrt bankalarla dost olmaktan ziyade piyasa ile dost olmak. Piyasa kredibiliten
¢ok onemli. Ticari kredi bu adam diizgiin bu adam mal verdigi vakit namuslu éder derlerse
yiirtirsin.”

Orneklemdeki girisimcilerin birgogunun hayatlar1 ile ilgili konforsuzluk iginde olduklari
izlenimi fark edilmektedir. Girisimciler bu durumu soyle ifade etmektedirler:

“K101: Girisimcilige girmek icin rahat bir donemi beklememek gerekiyor. Konfor alanindan
ctkip risk almak gerekiyor. Yasayarak ogreniliyor.”

K102: Insan rahatsiz oldugunda is kurma fikrine yoneliyor. Ozgiir olmak istiyorsa rahatsiz

’

olacak. Girigimcilik rahatin batmasidir.’

Girigimciler konfor alanlarindan ¢ikip girisimcilige adim attiklarinda ise parayr yonetmekle
ilgili de basarili olmalar1 gerekmektedir. Bu hususa vurgu yapan bir girisimci soyle demistir:

“K7: Kiiciik miktarlarla yapilan birikimlerin maya yapilmasina” vurgu yapmistir. Paranin
yavrulama etkisi lizerine konusan girisimci yatirimlarin mayalanabilecegini ifade etmistir.

Girigimcilerin hayatlarinda oldugu gibi islerinde de plan program iizerinde devam etmeleri
onlar1 basarili kilacaktir. Bu hususa vurgu yapan girisimciler sunlar1 sdylemislerdir.

“K60: Bir ig adami bir sene sonra ne yapacagini bilmiyorsa yarmmi yoktur”

Girisimcilerin  bazilarimin  seri  girisimci  oldugu, pek ¢ok basarili  “exit” (cikis)
gerceklestirdikleri goriilmektedir. Literatiirde girig ve tekrar giris olarak ifade edilen bu hususla
alakali olarak (Tipu, 2020, s.198) c¢alismasinda Ozellikle girisimsel basarisizliktan sonra
yeniden ise girisme dinamikleri hakkinda bilgilendirici bulgulara yer vermistir. Caligsma
kapsaminda katilimcilardan birisi sunlar1 sdylemistir:

“K123: Hayw demezsen O teklif yiikselmiyor biz 100 milyon dolar teklife evet deseydik zaten
satmistik.”

Girisimcilerin yaptiklari isi ¢ok sevdikleri, is yerleri veya girisimleriyle ebeveyn cocuga benzer
bir iliski kurduklari, start up’larini bebege benzettikleri, is yerinde fabrikalardaki giiriiltii ortama
asik olduklarini, keyifle ¢alismanin 6nemini ifade etmislerdir.

“K77: Sizin gittiginiz yolun dogru yol oldugunu bir giin herkes gordiigiinde basarili oldum
diyebilirsiniz.”

Girigimcilerin pek cogunun tatminsiz ve bu da yetmez fikrinde insanlar oldugu goriilmektedir.
Siireklilik olarak adlandirdigimiz bu hususa iligkin vurgulart girisimciler soyle ifade
etmektedirler:
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“K13: Eger siz ¢alisirsaniz ayni yere ayni gii¢le vurursaniz o tas bir giin kirilir onun adina

1

birileri sans der degil abi sen ayni tasa 2000 kere vuruyorsun ayni noktaya o tas kirilir.’

“K56: Bu da yetmez fikrini hep aklimizda tutmaliyiz.” Mermeri delen su analojisini sik sik
kullandiklar1 goriilmiistiir.

Baz1 girisimcilerin ise i¢ huzurunu ve siikredebilmeyi basari olarak gordiikleri dikkat
¢ekmektedir:

“K89: Ben her haliikdrda siikreden bir insanim. Aksam yattigimizda vicdanin rahatsa mutlusun
basarilisin.”

Genel literatiir egilimlerine uygun olarak iilkemiz girisimcisi agisindan da tutkunun basari i¢in
bir 6n kosul, bir sart oldugu ifade edilmistir. Katilime1 bu durumu su sekilde izah etmistir:

“K120: Bir isin tutkuyla yapilmas: ona ciddi anlamda emek verilmesi tiim eforu sarf etmeniz
boyle yillar boyu devam edebilecek sizden sonra nesiller boyu devam edebilecek bir kimlik
olusturuyor ashinda bir marka olusturuyor.” Ancak bu tutkuyu devam ettirdigimiz takdirde
global markalar olusturabilecegimizi belirtmislerdir.

4.1.2. Girisimcilerin Bireysel Motivasyon Kaynaklari

Orneklemimiz igerisinde gegen girisimcilerin konusmalarinda bahsettikleri ya da vurguladiklari
motivasyon kaynaklari ile ilgili detaylar sunulmustur. Ulkemiz girisimcisinin motivasyon
kaynaklar1 icerisinde siklikla tekrarlanan nokta miicadele azmidir. Girisimcilerin zoru
basarmak, sikintilardan kurtulmak, devam etmek, sans1 ve firsatlar1 yakalama istekleri ve
vazgecmeme miicadele azmi basligi altinda degerlendirilmistir. Girisimciler bu durumu soyle
ifade etmektedirler:

“K17: Zor isin olmadigint onemli olan isi bitirebilecek kadar takatin olup olmamasinin
onemli” oldugu ifade edilmistir.

“K70: Hayatim boyunca hi¢birinin yaninda ¢alismayt segenek olarak bile gérmedim. Birileri
iz birakmay sever, birileri de izi takip eder. Imkansizliklarin icinden basarabildiysen motive
oluyorsun.”

Literatiirde girisimsel sebat olarak ifade edilen vazgegmeme hususuna 6rnek mahiyetinde
(Caliendo vd., 2020, s.617) ¢alismalarinda girisimsel motivasyonun siirekli olarak olumlu bir
sekilde siirdiiriilmesine ve sorluklara ragmen devam etmeye vurgu yapmislardir. Vazgegcmeme
ve azimle miicadeleye vurgu yapilan hususlarda girisimciler sunlar1 séylemislerdir:

“K47: Cay harda piger, yigit darda piser.” Yani zorluklarin insan1 besleyen bir tarafi oldugu
ifade edilmektedir.
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Girisimcilerin miicadelelerin arka planinda hep bir hayal oldugu goriilmektedir. Girisimcilerin
bireysel motivasyon kaynaklari arasinda hayal unsuru 6n plana ¢ikmaktadir. Girigsimci paranin
kendisi i¢in bir motivasyon kaynagi olmadigini su sekilde ifade etmistir:

“K19: Para bizim igin bir motivasyon kaynagi degildir, anlamli bir basariyr satin alamaz.

Hayallerimi hayata gecirmek benim i¢in miithis bir motivasyon.”

Ulkemiz girisimcilerinin belki de diger iilkelerdeki girisimcilerden ayirma potansiyeline sahip
bir motivasyon kaynagi ise insanlara hizmet etmek ve {ilkesi i¢in iiretmektir. Bu husus pek ¢ok
girisimci ile yapilan goriismede mutlaka vurgulanmigtir. Katilimcilar bu konuyu su sekilde dile
getirmislerdir:

’

“K5: Ulkemin bana verdiklerinden dolay: kendimi bu topraklara bor¢lu hissediyorum.’

“K58: Ben iiretmeyi seviyorum. Ulkemi ¢ok seviyorum. Eger iilkeme faydali isler yapiyorsam
beni inanilmaz mutlu ediyor. Yani yurt disindan ithal edilen iiriinlerin ne kadar oniine gegersek,
bu iilkede iiretirsek ben bundan mutluluk duyarim.’

1

“K81: Memleketimize katki sunmak bizi mutlu ediyor. Ulkeme boyle bir marka biraktigim igin
mutluyum.’

’

Diger bir girisimci llkelerinin yurtdisinda temsil edilmesinden sorumluluk duyduklarini ve
bunun onlar1 motive ettigini ifade etmistir:

“K103: Diinya da bircok cografyada var olabilmek ¢ok kritik bir éncelik. Ulkemizden bir diinya
markasi ¢ikarmak en oncelikli hedefi. Bunu bir sorumluluk gibi gormekteyiz.”

Girisimciler icerisinde bir grup kendilerini deyim yerinde ise kurumsal karsit1 olarak sessizce
ifade etmektedirler. Birisinin yaninda, altinda ya da iistiinde calismayi, hesap vermeyi
istemediklerini anladiklar1 anda girisimcilige yoneldikleri goriilmektedir. Bu girisimciler
acisindan takintili derecede “0zgiirliik” 6nemli bir motivasyondur. Genellikle tecriibe edilen
kurumsal hayatta edindikleri teknik bilgileri de kullanarak “spin off” ya da bagimsiz girisimci
olduklar1 gézlenmistir. Girisimcilerden birisi sunlar1 sOylemistir:

“K5: Kendimi kurumsal hayatta baskalarina bagl bir hayat siirmek istemedigini anladigimda
bir arayis icine girdim ve bu motivasyon beni girisimci yapti. Lyi ki de 6yle yaptim ciinkii mutsuz

)

olurdum.’

Glimiisay (2015, s.203) calismasinda “rizik” kavraminin risk ile yakindan iliskili oldugunu
ifade etmistir. Katilimcilardan birisi rizik kavraminin ticarette daha ¢ok olduklarina inanmislar
ticaret yapmanin dini 6gretilerinin bir emiri oldugunu su sekilde ifade etmistir:

“K31: Ticaret yapin ¢iinkii rizkin onda dokuzu ticarettedir hadisi serifi bize yol gostermistir.
Peygamberimiz bile bunu hadisinde belirtmistir.’

)

72



Baz1 girisimcilerin ise sosyal kabul gérme ihtiyaglar1 onlarin motivasyon kaynaklari olmustur.
Girisimciler bu durumu soyle ifade etmektedirler:

“K70: Ben kendimle alakali hep bir savas icerisindeyim. Ben dogru yaptigimda kendimi
alkisliyorum. Beni parayla kimse kandiramaz. Benim tek motivasyonum, alkislanmak.”

“K43: Itibarda aym sekilde parayla satin alinamayacak bir seydir. Insanlar zengin oluyorlar

)

itibar goremedikleri i¢in spor kuliiplerine yonetici oluyorlar, baskanim dedirtmek igin.’
4.2. Orgiitsel Basari Faktorleri

Ulkemizde faaliyet gdsteren girisimcilerin orgiitsel basar1 faktorleri igerisinde iki kategoride
toplandig1 bulgulanmistir. Bunlar girisimcilerin 6rgiit olarak gelisim siiregleri ve girisimcilerin
stirec igerisinde tecriibe ettikleri engel ve bariyerlerdir.

4.2.1. Girisimcilerin Orgiitsel Gelisim Siiregleri

Orneklemimiz igerisinde gegen girisimcilerin konusmalarinda bahsettikleri ya da vurguladiklari
gelisim veya biiylime siiregleri ile ilgili detaylar sunulmustur. Girisimciler agisindan
orgiitlerinin biiyiiyiip gelismesi kurulumu kadar énemli ve hayatidir. Ulkemizde ve diinyanin
pek c¢ok iilkesinde girisimlerin Omiirleri c¢ok kisa denilebilecek zaman dilimlerini
kapsamaktadir. Bu baglamda orgiitsel gelisim siirecleri igerisinde vurgulanan hususlar tilkemiz
girisimcilerinin orgiitlerini nasil biiyiitiip gelistirdiklerine dair bir 6ngorii sunacaktir.

Girisimcilerin bir kismi biliylime hususunda yabanci iilkelerden ya da iilkemizden gordiikleri 1y1
uygulamalar “benchmark” (kiyaslama) ettikleri konusmalarindan anlasilmaktadir. Literatiirde
kiyaslama hususuna iliskin fazlaca ¢alismaya rastlanilmaktadir. McKay ve Chung (2005, s.207)
girisimciligin hayatta kalmasini tesvik etmede sadece 6l¢limlerin degil, kiyaslama siire¢lerinin
de yararliligina dikkat ¢ekmislerdir. Girisimcilerin biiylime odakli olmalari, teknolojiye ve
degisime direnmeden ayak uydurmalar1 ve gecmisi gelecege tasimalart gerekliligi cesitli
sekillerde ifade edilmistir. Bunlara 6rnek mahiyetinde bir girisimci kendi oOrgiitsel gelisim
stireclerini su sekilde dile getirmistir:

“K47: Once miisteriyi artirdik, sonra miisterinin kendisinde biiyiidiik, biiyiime bir zaman geldi
durdu, markayr artirdik, marka bir zaman geldi durdu, cesitliligi artirdik, cesitlilik bir zaman
geldi durdu, yurtdisina acgildik. Ulkede basarili olursun kitanla yarisirsin, kitanda basarili

’

olursun diger kitalarla yarisirsin, sonra diinyayla yarigirsin. Baska yolu yok bunun.’

Girisimcilerin sdylemlerinde biiylime hususu ile ilgili ¢irakliktan gelmeyi alayli olmay1
onceleyen bir yaklasim fark edilmistir. Ezenwakwelu vd. (2019, s.1) ¢alismalarinda gelismekte
olan iilkelerde ciraklik egitiminin girisimciligin gelismesi noktasinda katkilar1 olacagini ifade
etmektedirler. Orneklemimiz icerisinden bir girisimci sunlar1 sdylemistir:

“K29: Ustalik yaziyla ¢iziyle olmaz ustanin yaninda yagarsan olursun. Oglan babadan ogrenir
sofra agmayi, kiz babadan dgrenir komsu gezmeyi. Para ya isten ya disten artar.” Is ¢alismak,
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dis tasarruf olarak analojik hale getirilmistir. Bu noktada ¢irakliktan gelmek isin mutfagini
bilmek, tanimak gibi kavramlarla karakterizedir. Usta ¢irak iliskisinin kazandirdig1 yetenege
vurgu vardir.

Girisimin Orgiitsel olarak biiyiiylip gelismesi hususunda, ¢aga ayak uydurma, degisim onciisii
olma, gelisime agiklik, giiclendirme, ihracata agilma, zihinsel doniisiim ve proaktif olma gibi
unsurlara vurgu yapilmistir. Bunlara 6rnek mahiyetinde girisimcilerden birisi sunlar1 ifade
etmektedir:

“K95: Sektorde ¢cok fazla Mercedes, BMW diyebilecegimiz aktorler var ama biz bu sektoriin
Teslasiyiz.”

Girisimciler orgiitsel bliylimeyi yakalarken ayni1 zamanda kaliteden de 6diin vermeden bunu
yapmalar1 gerektigi ifade edilmistir:

1

“K18: Biiyiik olmak degildir esas olan verimli ve kaliteli olmaktir.’
Tesislesme ile ilgili yapilan vurgulara 6rnek olarak su girisimcinin sdyledikleri nemlidir:

“K1: Kayserili bir miisterimize bir is yaptik tir yaptik adam bir giin bizi gormeye geldi abi dedi
vanlis anlamayin da dedi isminiz biiyiimiis kendiniz ufak kalmigsiniz yani yeriniz ufak demeye
getirdi.”

Isletmelerin orgiitsel biiyiimesinde insan kaynaklarmin yeterli ve ¢cagin sartlarina uygun rekabet
edebilecek diizeyde teknik bilgiyle donatilmasi hayati onem arz etmektedir. Dijitalizasyona ve
otonom teknolojilere 6nem vererek biiylimeyi yakaladiklar1 ifade edilmistir. Literatiirde benzer
bulgulara rastlanilmaktadir. Chatterjee vd. (2022, s.1-3) calismalarinda bilgi yogun
sektorlerdeki basarili girisimcilerin, isletmelerini biiyilitmeye yonelik is faaliyetlerinde farkli
dijital platformlar kullandiklarini ifade etmislerdir. KOBI’lerin, dijital teknoloji platformlarim
benimseyerek tedarik¢iler ve alicilar arasinda dogrudan baglantilar kurabilecegini ifade
etmislerdir. Katilimci teknik ve dijital altyap ile ilgili bu konuyu su sekilde ifade etmistir:

“K10: Bir de iiretime ge¢cmeden once yapilmas: gereken ¢ok kritik bir asama var diinyaya
baktigimiz zaman Tiirkiye'nin en gelisme acik noktasi test altyapisi tizerine ¢alistyoruz. Airbus
gibi  biiyiik sirketlerin ucaklarinda kullanacaklar: sistemlerin testini Tiirkiye'de biz
gergeklestirecegiz. Bunun i¢in diinyamin dort bir yamindan miihendislerimizi kurumumuza
kazandirmanin gayreti igerisindeyiz.”

4.2.2. Girisimcilere Gore Girisimciligin Oniindeki Engel ve Bariyerler

Orneklemimiz icerisinde gegen girisimcilerin konusmalarinda bahsettikleri ya da vurguladiklari
girisimciligin  6niindeki engel ve bariyerler ile ilgili detaylar sunulmustur. Ulkemiz
girisimcisinin tecriibe ettigi, slirecin bagindan sonuna her asamada karsilastiklar1 engellemeler
ve zorluklar girisimciler degisik sekillerde ifade etmislerdir. Bunlar icerisinde belki de en géze
carpan1 ¢ekememezlikten kaynakli olumsuz tavir ve sdylemlerdir. Orneklem igerisindeki
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neredeyse tiim girisimciler bu durumu tecriibe ettiklerini ifade etmislerdir. Katilimcilar bu
konuyu su sekilde dile getirmislerdir:

“K49: Tiirkiye'de girisimcilik hakikaten zor bir meziyet. Etrafinizda size inanmayan, sizin gibi

diigtinmeyen, sizi asagr ¢cekmek isteyen ¢ok insan oluyor. Cogu kez; "Bu isi birakalim mi?",
"Aslinda yaptigimiz islere... geri mi donelim?", "Calisma hayatimiza geri mi donelim?" diye,
bu soruyu kendimize sorduk.”

K88: Tiirkiye de girigsimcilerin en biiyiik sikintist sen yapma, yapamazsin gibi seyler soyleniyor

’

stirekli. Bu ortamdan nasil diinya markasi ¢iksin.’

Girisimcilerden bir tanesi Tiirkiye’de girisimciligin 6niindeki engel ve bariyerlerle ilgili sunlar
ifade etmistir:

i«

“K7: Tiirkiye deki girisimcilerin en onemli eksikligi “El alem ne der”, “itibar diiskiinliigii” ve
“gosterig merakidir”

Bazi girisimciler kendileri ve aileleri ile ilgili yasadiklar1 sikintilar onlarin girisimciliginin
ontindeki en onemli etken olabilmektedir. Katilimcilardan bir tanesi kendi yasadigi ailevi
sikintilar girisimciliginin 6niindeki bireysel engeller olarak sdyle ifade etmistir:

“K24: Ya geliyorsun biz de ¢alistyorsun ya da evladimiz degilsin dediler 30 yasina kadar onlar
mutlu olsun diye ¢alistim.”

Bir diger girisimcimiz bireysel manada olgunlagmadan girisimcilige girisildiginde olumsuz
sonuglarla karsilagildigini soyle ifade etmistir:

“K60: Olgunlasma ile olmak ayri seyler. Ben oldum diyen armut agaclarimin dibi ¢iiriik

’

armutlarla doludur.’

Ulkemiz girisimcileri acisindan bireysel engeller igerisinde en dikkat ¢eken husus is aile
dengesinin kurulamamis olmasidir. Is aile dengesi uluslararasi literatiirde de vurgulanan bir
husustur. Bu kapsamda Zincir ve Tung (2020) girisimci kariyer modeli unsurlarini belirledigi
calismalarinda is-aile dengesini kariyer gelisimi basligi altinda aileye iligskin sorunlar i¢erisinde
vurgulamiglardir. Bir girisimci bu hususu su sekilde ifade etmistir:

“K68: Tiirkiye 'de sanayici olmak demek ailenden ¢almak demektir.”
Girisimciligin 6ntindeki ¢evresel engeller ve krizlerle ilgili olarak ise sunlar ifade edilmistir:
“K19: Hep soylerim, bu cografyada bir giin zengin yatip sabah fakir kalkabilirsiniz.”

“K64: Tiirkiye ¢alkantili bir ¢evre ve siirekli darbe ve ekonomik kriz gormiis bir tilke.”

Tiirk girisimcisinin gelisiminin Oniindeki engellerden bir tanesi de tam bilylime asamasina
girecekken likkse diisme oldugu su sekilde ifade edilmistir: Bu husus uluslararasi literatiirde de
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cok fazla ele alinmayan bize 6zgii sonuglar icerisinde degerlendirilmistir. Yeterli bliylimeyi
saglamadan liiks tiikketime yonelen girisimciler kendileri ve orgiitlerini sikintiya diisiirebilme
potansiyeline sahiptir. Bu husus isletmenin kurulus maliyetlerinden, yiiksek miktarda
bor¢lanmaya ve iflasa giden bir siireci de beraberinde getirecektir.

“K36: Ihtivaclardan sonra ihtiraslarin basladigi bir diinya basliyor onlar icin, bu ok yanlis ev
alip araba alip ne yapacaksin igini biiyiitsene.”

Ulkemiz girisimcisinin tecriibe ettigi orgiitsel engeller ve bariyerler igerisinde yetersiz gelir,
yatirim alamama, siirdiiriilemezlik, verimlilik sikintisi, disiplin eksikligi, departmanlagamama,
eksik kurum ve is kiiltiirii sayilmistir. Ornek mahiyetinde sunlar sdylenmistir:

“K34: Bizim iilkede girisimci olarak en sikintili yanmimiz yeterince yatirim alamamak bence.”
Bir girisimci iglerin kotiiye gittiginde once disiplin sahibi ¢alisanlarin kaybedildigini soyle ifade
etmistir:

’

“K53: Batan is yerlerini once disiplinliler terk eder. Disiplinsizler kalir.’
4.3. Toplumsal Basari Faktorleri

Ulkemizde faaliyet gosteren girisimcilerin toplumsal bagar1 faktérleri igerisinde iki kategoride
toplandig1 bulgulanmistir. Bunlar girisimcilerin yasadiklar1 toplumdaki genclere verdikleri
ogiitler ve tavsiyeler ile bir basar1 kriteri olarak sosyal sorumluluktur.

4.3.1. Genglere Verilen Tavsiye ve Ogiitler

Orneklemimiz igerisinde gegen girisimcilerin konusmalarinda bahsettikleri ya da vurguladiklari
genclere verilen tavsiye ve odgiitler, mevcut durum tespitleri ile ilgili detaylar sunulmustur.
Bunlar igerisinde girisimcilerden bir tanesi bedel 6demenin Onemine su sekilde vurgu
yapmuistir:

“K64: Sabirla bedelini odeyerek tecriibe edineceksin. Bu parayla alinacak bir sey olsa biitiin

’

sanayiciler parayt basar ¢ocuklarina tecriibeyi alir verir onlara.’

Genglerin tecriibesizliklerle basa ¢ikmak i¢in mutlaka dogru mentérler edinmelerinin nemine
vurgu ile sunlar sdylenmistir:

“K27: Ben genglerimizin her daim c¢evrelerinde en az 3 mentorleri olsun tavsiyesinde

)

bulunuyorum.’

Bir diger girisimci kurulacak ortaklik yapisinin diizgiin ve sartlarin ve katkilarin esit olmasi
gerektigine vurgu ile sunlari ifade etmistir:

“K5: Tek girisimcili yapilardan ziyade ortak bulunmasi gerekir.”
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Girisimcilerin toplumumuz genglerine yonelik tavsiyelerinden bir digeri ileriye diisme
hususudur. Gengler hatalar yapmadan 6grenemeyeceklerine vurgu yapilmistir. Lakin yapilan
hatalardan ders almanin (ileriye diismenin) dnemine vurgu vardir. Girisimciler ileriye diigme
ifadesi ile bir analojik benzetme yaptiklari, kelimenin tam anlamiyla kontrollii tecriibeleri
yasamalarini genglere tavsiye etmektedirler. Katilimci bu konuyu su sekilde dile getirmistir:

“K19: Iflas yasamamis is insam benim icin iflas yasayacak is insanidir. Ciinkii bu ogreti
akademik teorilerle... veya tiniversitelerde ogretilemez, 6grenilemez.” Yaparak, yasayarak,
gerekirse batarak ama hep ileriye kontrollii diiserek kazanilabilecek bir beceridir. Ileriye
kontrollii diisme hususu genglere verilecek 6nemli tavsiyeler arasinda degerlendirilebilir.

Diizgiin iletisim ve yonetisim hususu genclere verilen bir diger tavsiyedir. Sokagin dili ifadesi
hem alayli olmay1 hem de miisteriyi anlayip ihtiyacini, ifade etmek istedigi unsurlar1 anlama
noktasinda 6nemli goriilmektedir. Katilimei bu konuyu su sekilde dile getirmistir:

“K29: Sokagin dili vardir. Satmak icin miisterinin dilini konusman gerekir. Insanlarla
konusacaksin. Yanindaki arkadasiyla konusmuyor gengler bu biiyiik sikintidir.”

Diizgiin iletisimin yaninda mutlaka istisare kiiltiiriiniin gelistirilmesi dgiitlenmistir. Istisare bir
konu hakkinda cok bilgisi olsa dahi ¢evresindeki insanlara fikir sormak, konunun altini iistiinii
tartip bigmek gibi ifadelerle aktarilmistir. Uluslararasi literatiiriin bu hususu danigmanlik ve
koc¢luk almak (Kotte vd., 2021, 5.518), bir kiimelenmenin i¢inde yer almak (Temouri vd., 2021,
s.171) gibi makro boyutta ele aldig1 goriilmektedir. Girisimcilerden birisi bu hususu su sekilde
aktarmstir:

“K93: Patronluk istisareye doniistii. Daha fazla istisare ederek daha giizel sonuglar aldim. Ben
her seyi biliyorum dersen yanilirsin. Genglere tavsiyem istisareden vazge¢mesinler.”

Girisimcilerimiz yaptiklar1 ise duygularini ve ruhlarimi katmalari, islerini tam her seyiyle
bilmeleri gerektigi su sekilde vurgulanmistir:

“K70: Eger isini igne deligi boslugu birakmadan biliyor olursan kazanirsin.”

Girisimcilerimizin genglere tavsiyeleri arasinda en cok tekrar eden husus kolay para
kazanilmadigidir. Ornek mahiyetinde birkag girisimcinin sdylemleri su sekildedir:

“K19: Paramn sizde kalma siiresi size gelis stiresiyle dogrudan orantilidir. Kisa zamanda ve
kolay kazanilan para, kisa zamanda ve kolay gidecek paradir.” Bir girisimci bu hususu “easy
money” ifadesini kullanarak izah etmistir.

“K3: Genglerin birazcik zimpara kagidini ellerine almalarint ve ellerini bir siire o kdgida
stirtmeleri ¢ok istiyorum.”
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Genglere verilen tavsiyeler igerisinde belki de iilkemiz girisimciligi agisindan en Onemli
hususlardan birisi ise girisimcilikten biraz kazaninca hemen liikks tliketime dalmamalaridir.
Katilimcilar bu hususu su sekilde ifade etmislerdir:

“K53: Yorulmamay: kendinize siar edineceksiniz. Once planlayip, calisacaksin, kaynaklart iyi
planlayacaksiniz, liikse dalmayacaksiniz once sermayenin gelismesini saglayacaksiniz,
sermaye azken araba ev sevdasina diismemek gerekir.”

“K100: Gengler hemen ilk kazandiklar: parayla gereksiz harcamalar yapmasinlar.”

Genglere verilen tavsiyeler arasinda kendilerinin farkina varmalar1 (Dej, 2010, s.93), meslek
sahibi olmalari, sistemli bir sekilde siireklilik ve devam etmeleri ve en 6nemlisi takim oyuncusu
olmalaridir. Takim oyuncusu olma hususu literatiirde (Xing vd., 2020, s.2) tarafindan “ekip
kompozisyonu ve yapisal esneklikle ilgili bir dinamizm” olarak tanimlanmistir. Bu hususlarla
alakali girisimciler sunlar1 ifade etmislerdir:

“K42: Genglige onerim isin matematigini, arastirmasini, i¢ gortistinii ve sonrasinda kurguyu
ihmal etmesinler, ekiplerle i¢ ice takimlarla birlikte ¢calismalar: gerekir.”

’

“K24: Genglerin “self realization” (kendinin farkina varma) yasamasi gerekir.’

Genglerin umutsuz kisa yollar pesinde kosmamalarini, lisan 6grenmeleri, yeniliklere agik
olmalar1 gerektigini, sans1 kendilerinin olusturmalarini, sorumluluk ve vizyon sahibi olmalarini
ogiitlemislerdir. Zorluklarla miicadele etmeden kolay para kazanma pesinde olmamalarini
tavsiye etmislerdir. En Onemlisi zorluklardan yilmadan, siireklilik iginde devam edilmesi
gerektigi, yola koyulmalari tavsiye edilmis, kervanin yolda diiziilecegi gibi hususlar
vurgulanmistir. Bu hususlardan bazilar ile ilgili olarak girisimciler sunlar ifade etmislerdir:

“K70: Eger sen hayallerinden vazgegersen eger sen umudunu yitirirsen inan bana ¢evren zaten
senin o yok olusunu izlemek icin éliiyor bitiyor. Dost dediklerine sakin kanma. Sana dostmusg
gibi goziikenlere, haline ah vah diyenlere sakin inanma. O giin yalmizsin ve diistiigiinde
kalkmay bilmek zorundasin. Seni oradan kaldiran olmayacak.”

Literatiirde dogrudan yabanci yatirnm, melek yatirimcilar, kitlesel fonlama gibi olgularla
yatirim alma hususu ele alinmaktadir. Munemo (2018, s.372) Afrika’daki girisimsel basari
olgusunu arastirdigi makalesinde dogrudan yabanci yatirnm ve kalkinmanin etkisi {izerine
calismistir. Dogrudan yabanci yatirimin girisimsel basari iizerine olumlu etkisini bulgulamistir
(Munemo, 2018, s.383). Bu ¢alisma bulgulari igerisinde girisimciler agisindan genglere verilen
tavsiyeler icerisinde belki de en Onemlisi isletmelerini farkli bir noktaya tasiyacak yatirim
almalar1 hususudur. Bir girigsimci yatirim almak isteyen girisimcilere sunlari tavsiye etmektedir:

“K6: Genglere yatirnmla ilgili tavsiyem sudur: yatirim kriterlerinin teknoloji iiretecek ya da
mevcut teknolojiyi doniistiirecek, elinde kaynak olmasa bile kaziya kaziya iiriinii ya da fikvi bir
yere getirmis olacak, fikrin bir pazart olacak, son olarak ta fikir ol¢eklenebilir olacak yani
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biiyiidiikce daha fazla kadrolar isteyen ve gider olarak bataga saplanan bir is olmayacak, ayni
zamanda yurtdisi potansiyeli olacak.”

4.3.2. Bir Bagari Kriteri Olarak Yapmis Olduklari Sosyal Sorumluluk Projeleri

Sosyal sorumluluk ve sosyal girisimcilik literatiiriindeki ana akim egilimlere uygun olarak
tilkemizde de bu durum, sosyal deger iliretme, sosyal degisim amacglama, sosyal ekonomi
yaratma, sosyal misyona sahip olma ve sosyal tatmin gibi unsurlarla karakterize olduklar
goriilmektedir.

Sosyal sorumluluk projelerini sosyal deger olarak yapan girisimciler sunlar1 ifade etmislerdir:

“K6: Sosyal sorumluluk olarak tarihi binalar: tadilat ve restorasyon yapmaktayiz, binalarin
tarihini anlatan kitaplar yayinliyoruz.”

Sosyal sorumlulugu uluslararasi literatiirde girisimsel basar1 kesisiminde ele aldigimizda ilging
sonuglar ortaya ¢ikmaktadir. Khan vd. (2021, s.14) kadin girisimcilerin bagar1 faktorlerini
belirlemeye calistiklar calismalarinda yerel vatandagslari ise almay1 calismamiza benzer sekilde
bir sosyal sorumluluk ve deger olarak ifade etmisglerdir.

Literatiirde tabandan gelen degisim ve yenilik olarak ifade edilen olgu ile sosyal degisimin ele
alindig1 (Singh vd., 2021), sosyal girisimcilik yonelimi (Halberstadt vd., 2021) ile isletme
basarisinin degerlendirildigi ve kismen olumlu aracilik etkisinin bulundugu (Gali vd., 2020,
S.7) caligmalar goriilmektedir. Sosyal sorumluluk projelerinde sosyal degisim amaglayan
girisimcilerden birisi sunlar1 ifade etmektedir:

“KI118: Temsa Art projesi ile basladi fabrikamizdaki yaklasik bir bucuk ton atiktan
kullanmadigimiz malzemeden tiretim sirasinda ¢ikan endiistriyel atiklarimizdan sanat eserleri
yapmaktayiz. Sanatin iginde olmak bizi mutlu ediyor.”

Sosyal sorumluluk projelerinde sosyal ekonomi yaratmayi1 amaglayan girisimcilerden birisi
sunlar1 ifade etmistir:

“K59: Dijital tarim istasyonu diye bir iiriiniimiiz var. En son Is Bankasi ile yaptigimiz bir proje
oldu. Bu projede de ¢ok sayida ciftcive ulastik. Onlarin verimliliklerini de onemli ol¢iide
arttirdigimizi gozlemledik. Buradaki amacimiz, gercek bilgileri aymi anda aktararak aslinda
tarimdaki verimliligi arthirmak. Ulkemiz acisindan ekonomi yaratmak.”

Bir diger girisimci su hususlara vurgu yapmustir:

“K63: Sadece istihdam degil tarim projelerinin icindeyiz. Uretimdeki maliyetlerin artmast,
kiiresel gida kaynaklarinin ¢ok kirtlgan olmasi bizi sosyal anlamda bu hususa egilmeye yoneltti.
Suyun tasarruf edilmesi ile ilgili ¢aliymalarimiz var. Asevi kurduk, yemekler yapilyyor. 1200
kisinin yemegi hazirlaniyor. Bu da bir basaridir en nihayetinde”
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Pek ¢ok girisimcinin kendi faaliyet alani ile ilgili sosyal fayda yaratmayi amagladigi
gozlenmistir. Bu genel bir egilim olarak degerlendirilmelidir. Faaliyet alan1 yazilim olan bir
girisimci sunlar1 ifade etmistir:

“K69: Yazilima erisimin demokratiklestirme amaci var. Gelecek agisindan varmak istedigimiz
hedeflerinden birisi bu. Tiirkiye tiretimimin gelecegi projesini yiiriitmekteyiz.”

Sosyal sorumluluk projelerinde sosyal misyona sahip olmaya vurgu yapan girisimciler toplum
acisindan fayda saglayacak isleri yapmayi1 kendilerine gorev addetmis kisiler olduklari
gbzlenmistir. Katilimcilardan birisi sunlar1 ifade etmislerdir:

“K21: Sosyal sorumluluk kapsaminda paray: yine insana doniik projelerde kullaniyoruz. Bolge
halkimin (Dogu Anadolu) dinamiklerini de harekete gegiren bir yapt olusturmak istiyoruz.”

Bir diger girisimci kadinlarin zorluklar igerisinde is hayatinda var olduklarini bildiklerini ve bu
yiizden kadin ¢alisanlarina pozitif ayrimcilik yaptiklarini su sekilde ifade etmistir:

“K70: Kadin ¢alisanlarimiza ekstra hak edis vermekteyiz. Bunu yapan firma sayisi ¢ok az
tilkemizde.”

Girigimcilerin biiyiik bir cogunlugunun 6grencilere ya da ihtiyag sahiplerine burs verdikleri
gozlenmektedir:

“K91: Kurtsan Vakfimi kurduk. Saghk sektorii profesyonellerine ve ogrencilere burs

’

vermekteyiz.’

Son olarak sosyal sorumluluk projelerini sosyal tatmin i¢in yapan girisimciler bulgularimiz
icerisinde yer almaktadir. Literatiirde bulgularimiza benzer ¢alismalara rastlanilmistir. Wach
vd. (2016, s.1098) calismalarinda girisimsel basariya iligkin alt1 faktorli bir yap1 6nermistir.
Girigimcilerin sosyal tatmini bir bagar1 kriteri olarak ele alinmistir. Katilimcilar igerisinde yer
alan hastane grubu sahibi bir girisimci sunlar ifade etmistir:

“K2: Erken dogan bebeklere “bilabedel” (iicretsiz) kalp ameliyati yapmaktayiz.”
5. TARTISMA ve SONUC
5.1. Teori ve Uygulayicilara Katki

Bu caligmanin amaci, girisimcilerin basar kriterlerine yiikledikleri anlamlar1 biitiinsel olarak
(bireysel, orgiitsel ve toplumsal boyutta) ele almak ve bu kriterlere yiiklenen anlamlari
¢oziimlemektir. Girisimsel basari literatiirli temel alinarak Tiirkiye’deki 120 isletme sahibi ile
ilgili ¢ekilen videolardan yararlanarak, bireysel, Orgiitsel ve toplumsal basari kriterlerini
sekillendiren ¢esitli kriterler derinlemesine arastirilmistir. Yapilan nitel aragtirma kapsaminda
elde edilen bulgular girisimsel basart olgusunu agiklamada yeni bir yaklasim ortaya
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koymaktadir. Video iizerinden yliriitiillen bu arastirmada girisimcilerle ¢ekilen video veriler
analiz edilmis ve her bir analiz diizeyine ait temalara iligkin sonuglara ulagilmistir.

Bulgular, genel olarak ii¢ baslikta siniflanmaktadir. Tiirkiye’deki girisimciler basari kriterlerini
bireysel, orgiitsel ve toplumsal kriterlerle ifade etmektedirler. Elde edilen bulgular genel
literatiir egilimine uygun olmakla beraber her bir kriter acisindan Tirkiye’ye 6zgii sonuglar
yansitmaktadir. Arastirma bulgular1 arasinda dikkat ¢eken bazi hususlar bulunmaktadir.

Bireysel basar1 faktorleri altinda ifade edilen basari kriterlerinde igerisinde "mayalanmak ve
stikretmek" bize 6zgii sayilabilecek sonuglar arasinda yer almaktadir. Zbierowski ve Gojny-
Zbierowska (2022, s.178-179) calismalarinda, yasam memnuniyetine benzer sekilde, zevk,
umut, merak, sevgi, siikkran ve genel olarak duygusal giiclerin, genel is tatminini ifade ettigini
belirtmislerdir. Zbierowski ve Gojny-Zbierowska (2022) ayni ¢alismalarinda benzer sekilde
girisimcilerin 6nemli karakter 6zelliklerinden birisi olarak siikretmeyi, siikranlik duymayz,
O0zglin ve adaletli olmayr siralamislardir. Mayalanma hususunun literatiirde genellikle
girisimcilik firsatinin mayalanmas: (Bowey ve Easton, 2007), insanlarla iligkileri
zenginlestirme ve mayalama (Lee vd., 2019, s.539) agisindan ele alindigi goriilmektedir.
Tiirkiye’deki girisimcilerin ise mayalanma ifadesini ¢ogunlukla kiiciik birikimleri biiyilitme igin
kullandiklar1 goriilmektedir. Motivasyon kaynaklari arasindaki en belirgin fark girisimcilerin
calismalarini iilkeleri i¢in yaptiklarini defalarca ifade etmeleri ve bu durumun onlar1 ¢cok motive
ettigini belirtmeleridir. Uluslararasi literatiirde bu hususun vatansever girisimcilik olarak yeni
yeni gelistigi gozlenmektedir. Sutkowski vd. (2022, s.297) galismalarinda vatansever
girisimcilik kavraminin ydnetim ve ¢alisan eylemleri i¢in 6nemli bir motivasyon kaynagi
oldugunu ifade etmislerdir. Polonya’da ger¢eklesen calismanin sonuglari arasinda iilkelerinin
tyiligi i¢in ¢alismanin, is kurmanin, onlar i¢in O6nemli bir motivasyon kaynagi oldugu
bulgulanmistir (Sutkowski vd., 2022, s.308). Bu olgunun diinya genelinde ulus devlet
anlayisia dogru ilerlemenin bir sonucu olarak ortaya ¢iktig1 diisiiniilmektedir. Halihazirdaki
literatiirde Polonya, Ukrayna ve iilkemizde benzer sonuglarin elde edildigi goriilmekle birlikte,
ulus devlet anlayisinin ve jeopolitik risklerin fazla oldugu tilkelerde sonraki yillarda bu sekilde
degerlendirilmesinin muhtemel bir konu oldugu diistiniilmektedir.

Orgiitsel basar1 faktorleri arasinda belirtilen gelisim siireglerinde bize 6zgii olarak
nitelendirilebilecek bir konu bulunmamaktadir ve genel literatiir trendine uygun sonugclar elde
edilmektedir. Ancak orgiitsel faktorler icerisinde ifade edilen kategoriler arasinda girisimcilerin
yasadig1 bize 6zgii engeller bulunmaktadir. Bunlardan “kiskang¢lik meselesi” hemen hemen her
girisimci tarafindan dile getirilmis, ¢6ziim Onerileri ortaya konulmus ve olgu incelenmistir.
Uluslararasi literatiirde girisimsel basarinin 6niinde bir engel olarak kiskanclik meselesi yeni
yeni ele alinan bir olgudur. Malakoti vd. (2023, s.803) Iran’da yaptiklari ¢alismalarinda, bu
girisimsel engeller arasinda meslektas kiskangligi ve profesyonel olmayan tutumlari ifade
etmiglerdir. Nambiar (2015, s.51) ¢alismasinda kadin girisimcilerin tecriibe ettikleri zorluklar
ve engeller arasinda “kiskanclik ve toplumdan destek eksikligini” ifade etmistir. Literatiirde
girisimsel basariya iligskin yapilan ¢aligmalarin kiskanclik ve engeller olarak ¢ogunlukla kadin
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girisimciler iizerinde olmasi dikkat ¢ekicidir (Ghiat, 2014). Bu durum &rneklemimizden bu
noktada farklilasmaktadir. Katilimcilarin biiyiikk ¢ogunlugu erkeklerden olugmaktadir. Bu
hususla ilgili literatiir gelisimi ¢ogunlukla gelismekte olan iilkelerden bulgularla
desteklenmistir (Hatala, 2005; Meyer ve Mostert, 2016; Mohamad ve Bakar, 2017). Orgiitsel
manada girisimcilerin tecriibe ettikleri engeller icerisinde is yasam dengesinin kurulamadigi
goriilmektedir. Bakic1 ve Aydin (2020, s.92) ¢alismalarinda bu hususa vurgu yapmuislar ve “is
yasam dengesi saglandiginda bireylerin is ve is dis1 yasam memnuniyetlerinin yiiksek
olacagin1” ifade etmislerdir. Orgiitsel faktorler arasinda dzellikle deginilebilecek bir diger nokta
ise bircok girisimcinin, girisimlerinin ilk yillarinda kazandiklar ilk paray: islerine yatirmak
yerine hemen liiks tiiketime yoOnelmeleridir. Bu konunun finansal ve orgiitsel sonuglarinin
oldugu ve isletmeleri iflasa siiriikleyebilecegini ifade etmek gerekir. Calismanin bulgularini
destekler nitelikte Chow vd. (2001, s.191) Cinli girisimcilerin tiiketim aligkanliklarini analiz
etmis ve isletmelerinden kar elde eden girisimcilerin likks yemeklere, seyahate, ¢ocuklara
yonelik oOzel egitime ve liikks esyalara daha fazla para harcadiklarini ifade etmislerdir.
Literatiirde bu manada goriilen eksikliklerden bir digeri ise ticari kazancin gegici niteligi géz
Oniine alindiginda gosterisci tiikketimle iligskilendirilmemesi sayilabilir. Liiks tiiketim uzun
zamandir nadirlik, benzersizlik, yliksek fiyatlandirma ve miikemmel kalite gibi ayricalikli
niteliklerle iligkilendirilmis ve hazcilik, estetik ve 6zgiinliik gibi igsel iirlin 6zelliklerini agsan
unsurlarla tanimlanmistir (Christodoulides vd., 2021, s.89). Girisimcilerin liiks tiikketime
yonelmelerinin kendileriyle ilgili algilarinin hedonist ve hak ettiklerini diisiinmelerinden
kaynakli olabilecegi sdylenebilir. Bu unsurlar girisimsel bagar1 agisindan hem iilkemiz hem de
yabanci literatiirde engeller icerisinde ele alinmistir.

Bu calisma, sosyal basar1 faktorleri ve sonuglar1 baslig1 altinda ifade edilen iilkemiz gengligine
yonelik Onerileri ve sirketlerin sosyal sorumluluk anlayisi icerisinde bize 6zel iyi uygulamalari
icermektedir. Genglere verilen Ogiitlerden “ileriye diigmek” konusu detayli bir sekilde
anlatilmis, “para kazanmanin kolay olmadig1” vurgulanmis ve “umutsuz kestirme yollardan”
vazgecilmesi tavsiye edilmistir. Uluslararas1 literatiirde de benzer tavsiye ve Ogiitlere
rastlanilmistir. Cull (2006, s.17) ¢alismasinda geng girisimcilerin basar1 faktorlerini incelemis
ve onlara bulgularimiza benzer tavsiyelerde bulunmustur. Bu tavsiyeler arasinda mentor
edinme, olumlu katkilar biriktirme, iletisimi gelistirme, aileye baglilik siralanmistir. Ulkemizde
yapilan ¢alismalardan birisi olan Cit¢i vd. (2018) ¢alismalarinin amacini 6znel girisimsel basari
literatiiriinde ihmal edilen “baglamin” etkisini ortaya koymak olarak ifade etmisler, li¢ diizeyli
baglam modeli gelistirmislerdir. Sosyal sorumluluk baslig1 altinda ise bizim 6z kiiltlirimiizde
var olan hayir ve zekét gibi kavramlar zaten iilkemizi Miisliiman olmayan cografyalardan
ayirmaktadir. Sosyal esitligin saglanmasinin bir yolu olarak zekat ve hayir, isletme sahipleri
acisindan iglerinin bir pargasi olarak algilanmaktadir. Hayir hususu yeni yeni diger kiiltiirlerde
sosyal sorumluluk agisindan (Bowen, 2013; Moon, 2002) ele alinmaya baslanmistir. Peri¢ ve
Turalija (2018, s.35) calismalarinda sosyal sorumlulugun “6nemli bir tartisma konusu haline
geldigini ¢linkii bu kavramin uygulanmasiin yalnizca sirketin islerini degil, ayn1 zamanda
sirketin faaliyet gosterdigi dar ve daha genis toplulugu da etkiledigini” ifade etmislerdir.
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Bu ¢aligmanin mevcut literatiire katkilarindan bir digeri, girisimsel basar1 literatiiriinii biitiinctil
manada ele almasidir. Mevcut literatiirden farkli olarak ayr1 ayr1 degil tiim analiz diizeylerine
odaklanilmistir. Ulkemizde benzer calismalarin nispeten az yapilmis olmasi arastirmayi
kiymetli kilmaktadir. Arastirmanin girisimsel basari literatliriine katkisinin yaninda, ekonomik
ve sosyal kalkinmanin ana aktorlerinden olan girisimci profilinin deger yaratma siire¢lerinin
anlasilmasi agisindan 6nemlidir. Bu kapsamda bulgular devlette ve 6zel sektorde politika
ylriitiiciiler i¢in 6nemli ipuclar1 vermektedir.

Orneklemimiz igerisinde gegen girisimcilerin konusmalarinda bahsettikleri ya da
vurguladiklari, yagsamlarinda ve girisimcilik siireglerinde tecriibe ettikleri kritik olaylar ile ilgili
detaylar sunulmustur. Kritik olaylar girisimciler agisindan doniim noktasit olmus, onlarin
hayatlarin1 ve Ozellikle girisimcilik seriivenlerinin seyrini degistirmis hususlar olmasi
noktasinda dnem arz etmektedir. Girisimcilerin tecriibe ettikleri kritik olaylar su sekilde ifade
edilmistir: Eski patronlarinin vefati, okul ve ¢alisma arasinda se¢ime zorlanma, iiniversitede
boliim degistirme, isle ilgili yeni bir sertifika ya da mezuniyet, yurtdisina agilan ilk sirket olma,
pazarda ilk olma, ebeveyn iflasi, ebeveyn vefati ya da ayriligi, biiyiik sehirlere go¢ etme, tersine
gb¢, inovatif liriin patenti, yurtdist egitim, pazar kaymagini alma, sektor degistirme, deprem vb.
dogal afetler, dogru insanlar1 ise alma, 2008 y1l1 mobil devrimi, ¢ocukluk ¢agindan itibaren usta
cirak iliskisi icinde olma, ilk iirlinlerin tutmasi, ebeveyn rahatsizligi sonucu isin basina
mecburen gecme, ebeveyn iglerine uygun olmadigini diisiinme, yonetmelik ya da yasalarin
isletme lehine ¢ikmasi ve bunun gibi kritik olaylar olarak siralanmistir.

5.2. Arastirmanin Kisitlari

Arastirmanin 6rneklem biytikliigli, katilimcilarin genis cografi dagilimi ve katilimcilarla
zaman sinirlamasi nedeniyle genelleme potansiyeli a¢isindan bazi sinirlamalar1 bulunmaktadir.
Video temelli bu arastirma yaklagiminin avantajlar1 oldugu kadar dezavantajlar1 da
bulunmaktadir. Bunlar icerisinde video veri setine sahip olan bu arastirma verisinin duragan
yapist noktasinda sabit ve toplanildiktan sonra degistirilemez olmasi sayilabilir. Nitel
arastirmalarin genelinde var olan genellebilirlikle ilgili sikintilar bu arastirmanin kisitlari
arasinda ifade edilmelidir. Orneklem se¢imi noktasinda “StoryBox”’kanalinin genelde biiyiik ve
iilke capinda faaliyet gosteren isletmeleri tercih etmesi, KOBI’lerdeki girisimsel basariy1 ele
almamasi arastirmanin kisitlart arasinda sayilabilir.

5.3. Gelecek Galismalar igin Oneriler

Bu arastirma makalesi icerisinde bulgulanan Tablo 5’teki kategorilerin bircogu nicel
arastirmalardan kullanilmak ic¢in elverigli degiskenlerdir. Calisma, konu ile ilgilenen
akademisyenlerin model gelistirmesine temel olabilir. Caligmada belirlenen temalarin
potansiyel olarak girisimci adaylarinin girisimsel basar1 Onciillerini ve sonuglarini daha iyi
analiz etmelerine yardimci olacagi diisiiniilmektedir. Diger lilkelerde yapilan ¢aligmalar ile
kiltlirler aras1 basari kriterleri karsilastirilabilir. Gelismekte olan tilkeler ile gelismis tilkelerin
girisimcilikle ilgili basar1 faktorleri karsilastirmali degerlendirmeye alinabilir. Olgiilebilir
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nitelikteki nicel degiskenlerin kullanimi ile bu ¢alisma da vurgulanan hususlar, ileri istatistiksel
analize konu olabilir. Sonraki ¢aligmalarda kesinlikle video temelli arastirmalara yonelinmesi
tavsiye edilmektedir. Yeni nesil denilebilecek bir arastirma modeli olarak video temelli
arastirmalarin 6zellikle girisimcilik ve strateji alaninda uygulanabilecek potansiyele sahip
oldugu distiniilmektedir. Literatiir igerisinde rastlanilan “bilgi zenginligi teorisi ve kanal
genisletme teorisi” video gorlismelerde kullanilabilecek teorik lensler arasinda yer alabilir.
Videolar iizerinden daha detayli nitel ve karma arastirmalar yapilabilir. Video temelli
arastirmalara ¢esitli yazilimlarin ve yapay zeka vb. teknolojik araglarin entegrasyonu
onerilmektedir. Arastirmanin bulgulari, girisimcilerin basarty1 anlama sekillerinde 6nemli
farkliliklar oldugunu ortaya koymaktadir. Bu ek motivasyonlardan yararlanarak, daha fazla kisi
girisimci  bir kariyere cekilebilir. Girisimcilerin firmalarini nasil gelistirdiklerine dair
bulgularimiz, ayn1 zamanda farkli tiirdeki girisimcilerin firmalarin1 daha da gelistirmeye tesvik
edecek potansiyel unsurlara da isaret etmektedir. Ulkemizde girisimcilige yonelmek isteyen
genglerin, basarili girisimcilerin tecriibelerinden ve deneyimlerinden faydalanmalari,
isletmeleri agisindan karsilastiklar1 zorluklara hazirlikli olmalari, ongorii gelistirmeleri ve
basaril1 girisimciler olma yolunda birey olarak kendilerini gelistirmeleri 6nerilmektedir.
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Katki Orani Beyani: Yazar calismayi tek basina gerceklestirmistir.

Destek ve Tesekkiir Beyani: Calismada herhangi bir kurum ya da kurulustan destek alinmamistir.
Katkilari bu makalenin gelisimini blyk olctide etkiledigi icin hakemlere ve editdre tesekkir ederim.
Catisma Beyani: Yazar herhangi bir ¢ikar catismasi olmadigini deklare etmektedir.

Bu calismada “YUksekogretim Kurumlan Bilimsel Arastirma ve Yayin Etigi Yonergesi” kapsaminda
uyulmasi belirtilen kurallara uyulmustur.

Bu makale benzerlik tespit yazilimlariyla taranmistir.
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Abstract

The purpose of this study is to explore women knowledge workers’ experiences of the intersectionality of the
gender pay gap and to scrutinize the reasons behind gender pay gap. The study problematizes the gender pay
gap phenomenon by using intersectionality theory. The study describes how the gender pay gap varies based on
ethnical differences besides being women and reveals how this situation deinstitutionalizes women’s careers.
The study utilized a descriptive qualitative research design employing thematic analysis conducted in Germany
and Tirkiye with a purposively selected sample of participants. The study’s empirical material was generated
through semi-structured interviews with women knowledge workers who differ in ethnicity and generally work
in science, technology, engineering, and mathematics (STEM) fields. The study’s findings indicated that ethnicity
should be considered among other intersectional factors to analyze the gender pay gap comprehensively. The
reasons behind the gender pay gap are found to be the lack of transparency in the workplace, gender-based
occupational segregation, culture, the glass ceiling, the existence of male-dominated informal communication
channels, and the fact that women workers are more easily preferred in organizational downsizing initiatives.
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Kariyer Coziilmesi: Kadin Bilgi Calisanlarinda
Cinsiyete Dayali Ucret Esitsizliginin Kesisimselligi

Ozet

Bu ¢alismanin amaci kadin bilgi ¢alisanlarinin cinsiyete dayali Ucret esitsizliginin kesisimselligine iligkin
deneyimlerin kesfedilmesi ve cinsiyete dayali Gicret esitsizliginin sebeplerinin sorgulanmasidir. Calisma, cinsiyete
dayali Ucret esitsizligi olgusunu kesisimsellik teorisi baglaminda sorunsallastirmaktadir. Calismada (icret
esitsizliginin kadin olmanin yaninda etnik koken farkliliklari agisindan nasil degistigi ve kadinlarin kariyerlerinde
nasil bir ¢cdzlilmeye neden oldugu betimlenmeye galisiimistir. Betimsel nitel tasarimin kullanildigi calisma tematik
analize dayali olarak Almanya ve Tirkiye’de amagli olarak secilen katihmcilarla gergeklestirilmistir. Calismanin
gorgll materyalini etnik koken agisindan farkhlik gosteren, genelde bilim, teknoloji, mihendislik ve matematik
alanlarinda ¢alisan bilgi calisani kadinlarla yapilan yari-yapilandirilmis gorismeler olusturmaktadir. Calisma
sonuglari cinsiyete dayali licret esitsizliginin kapsamli analizinde etnik kékenin diger kesisimsel faktorlerle birlikte
ele alinmasi gerektigine isaret etmektedir. Cinsiyete dayali licret esitsizliginin nedenleri arasinda ise isyerinde
seffafligin olmayisi, cinsiyete dayali mesleki ayrimcilik, kiltiir, cam tavan, erkek egemen bigimsel olmayan iletisim
kanallarinin varligi ve kadin calisanlarin 6rgitsel kigllme girisimlerinde daha kolay tercih edilebilmeleri
siralanmaktadir.

Anahtar Kelimeler: cinsiyete dayali licret esitsizligi, kesisimsellik teorisi, kadin bilgi calisanlari, Aimanya, Turkiye
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1. INTRODUCTION

The Royal Swedish Academy of Sciences has awarded the Sveriges Riksbank Prize in
Economic Sciences in Memory of Alfred Nobel 2023 to Claudia Goldin (The Swedish
Academy of Sciences, 2023). Claudia Goldin has been recognized for her contributions to our
understanding of women’s labor market outcomes (see Goldin, 1990). With this award, the
issue of the gender pay gap has come into the spotlight once again. Numerous studies have been
conducted to explore the gender pay gap and explained the factors that contribute to it (Bishu
and Alkadry, 2017; Acker, 2012). According to these studies, men tend to earn more than
women in all kinds of organizations, whether they are female-dominated, male-dominated, or
gender-balanced (Budig, 2002). Furthermore, the gender pay gap demonstrates that even if the
job-related characteristics of men and women were the same, they would still receive different
wages across the wage distribution (Arulampalam et al., 2007).

Recent Pew Research findings suggest that the gender pay gap, which has barely improved in
the past twenty years, has stalled, and remains unchanged, even for college graduates (Kochhar,
2023). Efforts are being made to diminish gender pay gap. Despite the progress made so far, it
is not happening as quickly as it should, and more efforts are needed to achieve significant
change (Bishu and Alkadry, 2017; Alkadry and Tower, 2013; Jarrell and Stanley, 2004,
Weichselbaumer and Winter-Ebmer, 2005). Even countries like Iceland (Henshall, 2018),
benchmarked for combating the gender pay gap, struggle with addressing the issue (Vock,
2023).

The gender pay gap can have devastating consequences for one’s career, since organizational
wage-setting processes can create gendered subcultures through identity work, interactions, and
acculturation (Acker, 2012). Arthur and Rousseau (1996, p.3) define a career as a series of work
experiences over time, and they discuss a shift from traditional organizational careers to
boundaryless careers. Over three decades ago, people started to experience fragmented careers,
according to Arthur and Rousseau (1996). Fragmentation resulting from flexibility increases
career and retirement risks (Settersten, 2006). Similarly, women often experience career
disadvantages, leading to fragmented and discontinuous careers for various reasons (Cohen and
Duberley, 2020). Deinstitutionalization is a term that refers to the disruption of an institution,
which can lead to the erosion or discontinuity of an institutionalized organizational activity or
practice (Oliver, 1992, p.564). However, studies on deinstitutionalization are rare, as noted by
Maguire and Hardy (2009). If we consider career as an institution, it is argued in this study that
the gender pay gap has led to the deinstitutionalization of careers for women.

It is self-evident that gender inequalities still exist across nations, with varying degrees of
reduction (Acker, 2012). In addition to cross-national differences, global immigration adds
another dimension, making understanding the dynamics of the gender pay gap even more
complicated within national borders. For this reason, it is important to understand the career
struggles of women through an intersectional lens (Crenshaw, 1991) that considers their cultural
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background, in addition to their gender. Intersectionality is a framework that has been widely
used by social justice advocates and scholars who are socially conscious (Tomlinson, 2013).
The power web that surrounds human beings in multiple ways can be deconstructed by fine-
tuning the intersectionality lens (Ozbilgin et al., 2011). Moreover, it is argued that
intersectionality can overcome single-axis thinking, thus enhance social justice (Cho et al.,
2013). Therefore, this study aims to shed light on the intersectionality of the gender pay gap
among women, most of them are employed within science, technology, engineering and
mathematics (STEM) careers, in Germany and Tiirkiye inquiring how gender pay gap is
deinstitutionalizing women’s careers. Our utmost objective with this study is to investigate the
gender pay gap’s impact on women’s work experience and explore how intersectional this
phenomenon is. The article will proceed as follows: Firstly, the theoretical background of the
study will be introduced, which includes the gender pay gap and intersectionality theory.
Secondly, the methodological approach used in the study will be elaborated. Thirdly, the
empirical findings of the study will be described. Lastly, the article will be concluded with the
discussion of the findings.

2. THEORETICAL BACKGROUND
2.1. Gender Pay Gap

The gender pay gap, also known as the gender wage gap, refers to the unequal payment between
male and female employees, regardless of their performance, competence, and knowledge. This
pay gap adversely affects the performance and motivation of women, and prevents them from
having equal opportunities for hiring, promotion, and career advancement. Rubery and
Koukiadaki (2016) observed that women have made significant progress in the workforce by
becoming more continuous members and receiving better education, diversifying their
university subjects, taking dual breadwinner roles, and joining trade unions. In fact, women join
trade unions as frequently as men when they work in organized sectors. Moreover, social policy
support for women’s employment has grown with an increase in state-paid leave and childcare
support. However, the gender pay gap persists across all demographics and earnings definitions
(Roos and Gatta, 1999). Moreover, according to Acker (2012) organizations perpetuate gender
inequalities through embedded gender assumptions about femininity and masculinity.

Parenthood, age, industrial characteristics, and occupational gender segregation contribute to
the gender pay gap (Kochhar, 2023). The gender pay gap and gender discrimination go against
modern societies’ values and disrupt social order. International corporations are increasingly
supporting movements like “HeForShe” to boost the number of women in various roles,
including hiring and promotion (UN Women, 2024). But what causes the gender pay gap?
According to Blau and Kahn (2017), the gender pay gap can be attributed to two main factors:
human capital and gender segregation. The human capital factor is related to the education and
training opportunities available to women, which affects their performance and wages. In
contrast, discrimination plays a role in limiting women’s presence in the workplace and their
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advancement to higher organizational levels. Explanation of the causes are also bifurcated. The
gender pay gap can be explained through two different theories: individualist and
institutionalist. Individualist theories suggest that the gender pay gap exists because of certain
“attitudes, preferences or qualifications” that make women less productive than men. On the
other hand, institutionalist theories argue that the gender pay gap is a result of “the competitive
market breaking down, creating constraints and limitations that restrict women’s choices”
(Roos and Gatta, 1999, p.106-110).

Social world is constructed on the multiple grounds therefore our analysis should be capable of
engulfing these various identities (Crenshaw, 1991). Although there are theoretical attempts to
explain gender pay gap, there is still ambiguity on what causes the gender pay gap, thus making
the phenomenon more complicated to overcome. For instance, according to Klode et al. (2017),
the gender pay gap among human resources managers in Germany may be caused by invisible
factors. Moreover, Chevalier (2007) states that a significant part of the difference in earnings
between genders remains unexplained, contributing to the gender pay gap. Research suggests
that women’s attitudes towards competition and performance-based contracts explain only a
small portion of the gender wage gap (Manning and Saidi, 2010). It is still interestingly unclear
what portion of the gender pay gap can be attributed to personality traits or social norms.
(Roethlisberger et al., 2023).

It has been argued that simply analyzing gender alone is not sufficient to fully understand and
address inequalities related to the gender pay gap. Acker (2012) suggests that intersectionalities
play a crucial role in their reproduction. Recent research has highlighted that the gender pay
gap varies depending on race and ethnicity (Kochhar, 2023; Woodhams et al., 2021). Therefore,
it becomes necessary to adjust our approach to the gender pay gap by utilizing the
intersectionality theory.

2.2. Intersectionality Theory

This study uses intersectionality theory to explain the gender pay gap, utilizing its analytic
sensibility to illuminate contextual power dynamics (Cho et al., 2013). Intersectionality theory
has gained prominence in recent years, and it has been interpreted in two main ways. For some,
it is seen as a result of the “postmodern turn” in academia and aims to explain the perceived
fragmentation of identities within political movements in the late twentieth century. However,
for others, intersectionality provides a set of tools for complicating our understanding of the
systems and processes that define society. It is a method for examining how inequality is
reproduced within institutions such as the state, family, or legal structures (Grabham et al.,
2009). Intersectionality has been found to be a productive concept for many disciplines
including organizational studies (Cho et al., 2013).

The term intersectionality was coined by Kimberlé Crenshaw, a leading authority in civil rights,
Black feminist legal theory, and race, racism, and the law. In her groundbreaking work titled
“Mapping the Margins: Intersectionality, Identity Politics, and Violence Against Women of
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Color,” Crenshaw employed intersectionality to highlight how social movement organization
and advocacy around violence against women ignored the vulnerabilities of women of color,
particularly those from immigrant and socially disadvantaged communities (Carbado et al.,
2013). For Crenshaw (1991) intersectionality is used to denote how gender and race interact
shaping being as a Black woman. According to Crenshaw (1991) social categorizations need to
be reconsidered as these categories may hinder or blur the intragroup differences. For instance,
violence against women can result from multiple factors beyond their gender and should not be
reduced to an issue of identity politics (Crenshaw, 1991).

Intersectionality has the potential to widen our horizon on inclusionary action and discourse
(Cho et al., 2013). Intersectionality refers to the interconnectedness of different types of
oppression through institutional and symbolic mechanisms. This perspective recognizes the
complexity of power relations and is seen as a productive approach by many scholars (Carbado
et al., 2013). Crenshaw’s works are instrumental in uncovering and challenging the ways in
which institutionalized discourses, such as the law, legitimize existing power structures and
marginalize certain groups. Crenshaw (1991) also highlighted that even movements of
resistance, like feminism and antiracism, can themselves perpetuate marginalization (Carbado
et al., 2013). Intersectional subordination states Crenshaw (1991) does not have to be
intentionally produced; it can emerge when preexisting conditions interact thus creating
intersectional disempowerment. Therefore, it can be concluded that intersectionality is a term
used for focusing on “difference and sameness” in the context of anti-discrimination and social
movements and its relation to power (Cho et al., 2013, p.787).

Intersectionality has become increasingly popular among feminist and antiracist scholars across
the globe (Cho et al., 2013). Intersectionality problematizes the limitations of mainstream
discourses by incorporating multidimensional experiences from Black feminist thought
(Tomlinson, 2013). Intersectionality refers to the ways in which an individual’s various
identities can intersect and lead to unique forms of discrimination. These identities are often
social or political, and when discussing intersectionality, the most commonly considered factors
are gender, race, ethnicity, sexual orientation, gender identity, disability, and class (Center for
Intersectional Justice, 2024). Various metaphors such as the road intersection, matrix and the
interlocked vision of oppression has been used to depict what intersectionality is (Cho et al.,
2013, p.787).

The experience at the intersection can be much larger and heavier than the dimensions analyzed
alone (Crenshaw, 1991). Intersectionality views identities as “both/and” not “either/or” kind of
completions (Chun et al., 2013, p.921). Ozbilgin et al. (2011) argued that any social phenomena
regarding power and diversity is inherently intersectional. For instance, in addition to racial and
ethnic discrimination, LGBTQ and disabled women in the US are facing a wider gender pay
gap than White women (Kochhar, 2023). Additional burden is more than mere addition making
former one least bearable (Crenshaw, 1991). For instance, discrimination is normalized against
black men and white women, while it is often a blind spot for black women narratives (Cho et
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al., 2013). It is even asserted that women of color were marginalized even within feminist and
antiracist discourses (Crenshaw, 1991). Thus, only intersectional analysis according to
Crenshaw (1991, p.1283) can provide “intellectual and political response” to this dilemma.

Experiences of women according to Crenshaw (1991) is the product of other intersecting
patterns. Uncovering differences beyond gender at work can also highlight other aspects of
diversity, such as disability, religion, belief, and sexuality (Ozbilgin et al., 2011).
Intersectionality adds complexity to our understanding of gender by highlighting how gender
processes intersect with and are influenced by race and class processes, as well as other forms
of inequality and exclusion (Acker, 2012). In other words, gender cannot be studied in isolation
and must be viewed in the broader context of social hierarchies and power relations.

Not every difference is a difference (Tomlinson, 2013). Intersectionality provides an
antiessentalist critique for the socially constructed identities siloed in categories for the sake of
“linguistic economy of difference” (Crenshaw, 1991, p.1296). Compound marginalization of
identities cannot be analyzed by using single-axis tendencies, as those identities can fall into
the intellectual voids (Crenshaw, 1991). The ones trapped in the void are challenged by power
exercised mutually reinforcing by each dimension (Crenshaw, 1991), since their sorrows are
often overlooked. Hence, coalitions of identities should be forged to combat societal struggles
(Chun et al., 2013). In this study, intersectionality theory is used to better understand the gender
pay gap. It is expected that gender pay gap can be analyzed more comprehensively than
employing single-axis theoretical frameworks (Cho et al., 2013).

3. RESEARCH METHOD

The study utilized a descriptive qualitative research design employing thematic analysis
conducted in Germany and Turkey with a purposively selected sample of participants.
According to Creswell (2016), qualitative research has several characteristics that can help
researchers apply it better. Qualitative research involves reporting how people talk about things,
describe things, and see the world. It also involves going out to a particular setting and studying
it firsthand. This helps the researcher to focus on how the context or setting shapes what they
have to say. Qualitative research is exploratory research, which means that it helps researchers
to explore a situation in an open-ended way. This way, they can develop a complex
understanding of the situation. According to Denzin and Lincoln (2005, p.10), the method of
research in question is a field that is “interdisciplinary, transdisciplinary, and sometimes
counterdisciplinary, crosscutting the humanities, social sciences, and physical sciences.” It is
important to note that using given categorical identities alone may not be enough to fully
understand and explore complex identities (Chun et al., 2013), which is why the methodological
choice made in this study was necessary.

A descriptive qualitative design (Doyle et al., 2020) was preferred for the overall construction
of the study. Qualitative data was collected through semi-structured interviews to examine the
gender pay gap and its intersectionality. Qualitative research methods aim to explore
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experience, meaning, and perspective from the participants’ point of view (Hammarberg et al.,
2016). The techniques used in qualitative research include small-group discussions, semi-
structured interviews, in-depth interviews, and the analysis of texts and documents. These
techniques are employed to investigate beliefs, attitudes, concepts of normative behavior, views
on a focused topic, background information, institutional perspective, and private knowledge
(Hammarberg et al., 2016). Qualitative researchers strive to maintain the integrity of their work
through various means such as trustworthiness, credibility, applicability, and consistency
(Leininger, 1994). The qualitative method provides a comprehensive understanding of
everyday life including attitudes, behaviors, interactions, events, and social processes. This
enables social scientists to gain insight into how society-wide factors like social structure, social
order, and various social forces influence everyday life (Crossman, 2020). In the upcoming
sections, how the empirical material of the study was generated, and the research participants
were selected will be described.

3.1. Semi-Structured Interviews

Empirical material of this study was generated by conducting semi-structured interviews. Semi-
structured interviews are a type of data gathering technique that make use of both open-ended,
pre-planned and theory driven questions. The goal is to generate empirical material based on
the experiences of the participants, as well as on established concepts within the field of study.
This method can be used with individuals or groups, and it allows for easy comparison of
responses. Additionally, it can help the interviewer reach a consensus more efficiently on key
issues related to the research topic (Galletta, 2013).

According to Adams (2015), semi-structured interviews are time-consuming, labor-intensive,
and require an interviewer to be intelligent, sensitive, poised, nimble, and knowledgeable about
relevant substantive issues. Alvesson (2003) provides several strategies for comprehending and
constructing research based on interviews. Semi-structured interviews are a great way to
establish good communication between the interviewer and interviewee, making it easy for the
interviewer to obtain detailed information (Kvale and Brinkmannn, 2009). Eye contact is an
important factor during the interview process. It enables the interviewer to empathize with the
interviewee and facilitates the researcher’s entry into the interviewee’s world (Dempsey et al.,
2016). Maintaining eye contact helps the interviewer establish trust and confidentiality, which
is essential for studies of this nature.

A semi-structured interview guide with 13 questions and corresponding probes was developed
based on the theoretical background of the study and Kallio et al.’s (2016) recommendations,
acknowledging the investigative notion of research interviews (Czarniawska, 2014). Due to the
COVID-19 pandemic, the semi-structured interviews that were originally planned to be
conducted face-to-face had to be conducted either online or face-to-face. The interviews were
conducted with four groups of women workers from Germany and Tiirkiye. This purposeful
selection of participants, described in detail below, contributed to the study by providing

101



valuable insights on subjects such as the intersectionality of the gender pay gap and gender
discrimination.

The semi-structured interviews were carried out in the participants’ respective languages, which
included Turkish, English, and German. The interviewees were given the choice of language,
and their preference was adhered to. The questions were prepared and translated into all three
languages prior to the interviews. This helped the participants to express themselves clearly,
reduced ambiguity during the interview process, and alleviated their anxiety about language
and expressing their ideas.

To ensure that there was no ambiguity about the semi-structured interview guide, a pilot
interview was conducted. The answers given during this interview were compared with the
theoretical background of the study to ensure coherence. The participants were informed about
the confidentiality of their personal information and were asked to sign a voluntary participation
permission form before the interview. This form contained their rights as participants.
Additionally, a participant information form was filled in by every participant, which contained
their age, birthplace, educational background, position, sector, and other relevant information.
While verbal permissions were obtained and recorded during all interviews, in some of the
online interviews written consent were not supplied.

3.2. Research Participants

Given the novel and ever-evolving nature of the intersectionality of the gender pay gap, a
purposeful sampling strategy based on theory was utilized (Palinkas et al., 2015). It is observed
in previous studies that the geographical location has significant effect on gender pay gap
(Chapman and Benis, 2017). For this study, participants were selected from a diverse group of
women knowledge workers in Germany and Tiirkiye, considering factors such as birthplace,
nationality, and work country, to maximize diversity (Patton, 2002). The aim of this selection
was to obtain a wider range of answers and real-life experiences related to the research
questions. The study included 40 participants in total, consisting of 10 Turkish women workers
who work in Tiirkiye, 10 Turkish women workers who were born in Germany, 10 Turkish
women workers who immigrated from Tiirkiye to Germany, and 10 German women workers
who work in Germany. The group classification was designed to better understand the research
subjects and address the main research questions. Knowing group unity may force us to think
group uniformity in the long run (Chun et al., 2013), within group nuances revealed during the
interviews were highlighted coherent with the purpose of the study.

The participants in this study had diverse backgrounds, including differences in age,
occupation, sector, education, and position within their workplace. The background information
of each participant is presented in the four tables below (Table 1, Table 2, Table 3, and Table
4), which include details such as their age, occupation, sector, years of experience, and the
gender of their first line manager. Participants provided short or long responses to each question
on the participant information form. The interviews were conducted between June 2019 and
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August 2020, and lasted 10 to 20 minutes, an average length of about 12 minutes. Due to the
relative sensitivity of the phenomenon under scrutiny, the interviews had to be shorter than
expected. Code names were assigned to each participants denoting their intersectionality such
as “Turkiye as birthplace Turkish participants working in Tiirkiye” were coded as Th/Tw_n,
“Tirkiye as birthplace Turkish participants working in Germany” were coded as Th/Gw_n,
“Germany as birthplace Turkish participants working in Germany” was coded Gb/Gw_TR_n,
and “German participants working in Germany” were coded as Gb/Gw_DE_n.

Table 1. Turkiye as birthplace Turkish participants working in Tirkiye

Gender of the First

Name Age Occupation Sector  Year Line Manager
Th/Tw_1 25-35 Software Engineer Private 2 Male
Th/Tw_2 25-35 English Teacher Public 3 Male
Th/Tw_3 25-35 Human Resources Consultant Private 4 Male
Th/Tw 4 25-35 English Teacher Public 2 Male
Th/Tw_5 25-35 Civil Engineer Private 4 Male
Th/Tw_6 25-35 Clinical Psychologist Private 4 Male
Th/Tw_7 25-35 Psychological Counselor Private 5 Male
Th/Tw_8 25-35 Operational Coordinator Public 4 Male
Th/Tw_9 25-35 Method Engineer Private 2 Male
Tb/Tw 10  46-55 Nurse Public 10+ Female

Table 2. Turkiye as birthplace Turkish participants working in Germany

Gender of the First

Name Age Occupation Sector Year Line Manager
Th/Gw_1 25-35 Software Engineer Private 7 Male
Th/Gw_2 25-35 Data Analyst Private 3 Male
Th/Gw_3 25-35 Civil Engineer Private 2 Male
Th/Gw_4 36-45 Information Security Architect Private 3 Male
Th/Gw_5  25-35 Dentist Private 4 Female
Th/Gw_6  25-35 Nurse Private 4 Male
Th/Gw_7 25-35 Purchase Manager Private 9 Male
Th/Gw_8 25-35 Central Tender Manager Private 2 Male
Th/Gw_9 25-35 Brand Manager Private 9 Female
Thb/Gw_10  36-45 Teacher Public 10+ Male
Table 3. Germany as birthplace Turkish participants working in Germany
Gender of the
Name Age Occupation Sector Year First Line
Manager
Gb/Gw_TR_1  36-45 German Teacher Public Female
Gb/Gw_TR_2  25-35 Physiotherapist Private Male
Gb/Gw_TR_3  25-35 Architect Private Male
Gb/Gw_TR_4  25-35 Architect Private Female
Gb/Gw_TR_5  36-45 Teacher of Mentally Handicapped Public Male
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Gb/Gw_TR_6  25-35 Buying Specialist Public 5 Male
Gb/Gw_TR_7  25-35 Buying Specialist Public 2 Female
Gb/Gw_TR_8  25-35 Industrial Manager Private 8 Male
Gb/Gw_TR_9  25-35 Therapist Private 8 Female
Gb/Gw_TR_10  25-35 External Quality Controller Private 2 Male
Table 4. German participants working in Germany
Name Age Occupation Sector Year Gen'der of the First
Line Manager
Gb/Gw_DE_1 25-35 Group Partner Manager Private 1 Male
Gb/Gw_DE_2 25-35 Big Data Engineer Private 9 Male
Gb/Gw_DE_3 25-35 Consultant Private 2 Male
Gb/Gw _DE 4 25-35 Junior Project Manager Private 2 Male
Gb/Gw_DE_5 25-35 Teacher (D.A.F.) Public 3 Female
Gb/Gw _DE_6 25-35 Requirements Engineer Private 1 Male
Gb/Gw DE_ 7 2535 Master and Business Private 4 Female
Analyst
Gb/Gw _DE_8 36-45 Sales Manager Private 4 Male
Gb/Gw_DE_9 25-35 Requirements Engineer Public 1 Male
Gb/Gw _DE_10 25-35 Industrial Engineer Public 4 Male

4. FINDINGS

This study is designed as a qualitative descriptive study (Kim et al., 2017), and thematic analysis
(Braun and Clarke, 2022) was conducted to understand the intersectionality of the gender pay
gap. According to Lambert and Lambert (2012, p.255) main goal of this type of design is to
generate “a comprehensive summarization, in everyday terms, of specific events experienced
by individuals or groups of individuals” who are facing the phenomenon under scrutiny. The
interview transcripts were translated from Turkish and German to English. To avoid
misunderstandings and ambiguities, the terms mentioned by participants were expressed in
English, and verbatim comments were included with their direct quotations to make them more
coherent. The findings will be presented in two parts below: intersectionality of the gender pay
gap and causes of other discriminatory issues related with the gender pay gap uncovered during
the interviews.

4.1. Intersectionality of Gender Pay Gap

Convergence of various diversity factors requires intervention strategies that will not be
designed for single diversity factor (Crenshaw, 1991). Utilizing an intersectional lens, we can
understand the multidimensional oppression experienced by women workers with an immigrant
background, recognizing that “no single oppression is subordinate to another” (Chun et al.
2013, p.918). The analysis revealed that the gender pay gap or gender discrimination is not
solely caused by gender factors. Other factors like nationality, language, cultural background,
and religion also contribute to it. Women report experiencing discrimination not only on the
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basis of their gender, but also due to their race and ethnicity. The intersectionality of these
factors results in wage disparities and barriers to career advancement.

“The wage distribution is unequal in my organization. My male colleagues who do the same
job as me and although we are at the same age and have the same qualifications, they earn
15,000 EURO per year more than me. Because of the gender and nationality factor, | earn less
than my male colleagues.” (Participant Tb/Gw _7)

Some of the participants stated that Turkish women who have immigrated to Germany
experience gender and race-based wage discrimination, as well as ethnic discrimination.

“Due to my language problem, don’t think that it seems possible to rise to the executive position
for me. But still, | believe that male candidates are chosen, and they have priority in top
managerial positions.” (Participant Tb/Gw_8)

According to Erbil et al. (2023), linguistic capital is generally acknowledged as reflecting talent
at work. It is unfortunate that language proficiency can lead to discrimination against women
employees. Non-native speakers may face obstacles in career advancement, even if they are
fluent in English. For instance, a woman who cannot speak German well might be overlooked
for a promotion, particularly if she is competing with native speakers. This problem is
particularly pronounced for women who were not born in Germany. However, Turkish women
who were born in Germany have the advantage of being bilingual in both languages.

When we take into account language and ethnic background and categorize these groups in a
triangle, women from Turkey are at the lowest point, just below women born in Germany.
Learning a new language is a time-consuming process, and many German companies require
proficiency in German, especially for local firms and higher positions. Women born in
Germany seem to be more optimistic about their chances of getting promoted.

“Of course, I can get a promotion. Right now, I am already on the promotion process. Our goal
with my boss is that he will remain from his position completely, then he will do his works and
I will be like an assistant manager. During this process being a woman, I had no difficulties.”
(Participant Gb/Gw_TR_3)

“Definitely, I can get a promotion, and gender or other things do not play a role in this.”
(Participant Gb/Gw_TR_5)

During the interviews, the participants talked about their personal experiences and emotions
related to the gender pay gap, discrimination, and cultural issues that exist in both Tiirkiye and
Germany. They mentioned that the distribution of wages has changed over the years, leading
to a pay gap between man and woman employees.

“At first, the payment was the same with me and my male colleagues at hiring. However, in the
following periods, | see that men are selected to rise or get promotions faster and women stay

105



behind them. This situation leads to their election for high positions and the pay gap between
genders.” (Participant Tb/Gw_3)

According to the research findings, the government needs to address gender discrimination and
the issue of unequal pay gaps. To tackle this problem, it is suggested that suitable legislation
should be implemented to regulate and control such practices. The government should use its
legislative power to ensure that those who breach the law are penalized accordingly.

“It does not matter whether women or men in my workplace, however, I see that in many
organizations, men earn higher than women. The government should tighten the laws to get the
pay gap under control.” (Participant Gb/Gw_TR_7)

The gender pay gap is more prevalent among participants who are classified as “Tiirkiye as
birthplace Turkish participants who work in Germany (Tb/Gw)”. These participants find it
difficult to adapt to German culture and tend to reflect Turkish culture more than the group
“Germany as birthplace Turkish participant work in Germany (Gb/Gw_TR).” The latter group
is more assimilated to German culture and language, making it easier for them to understand
the local people. Lack of German language skills can cause discrimination against Turkish
women workers, especially in higher positions.

4.2. Causes of Gender-Based Discrimination and Gender Pay Gap

This section summarizes participants’ views on the causes of gender-based discrimination and
the gender pay gap.

4.2.1. Lack of Workplace Transparency

Transparency in wages leads to a diminishing gender pay gap (Abudy et al., 2023; Bennedsen
et al., 2023). However, woman employees are often unable to determine if they are being paid
fairly due to the lack of transparency in wage distribution. They are not provided with
information about the wages of male employees who have the same job position. This lack of
transparency encourages firms to implement different wage distributions which can lead to
unequal pay for women. Participant Th/Gw_2, who works as a data analyst in Germany,
highlights this issue.

“I am curious about the earnings of my male colleagues, but I do not have any data that they
earn. The company says that there is no discrimination in this way, but I want to trust their
words because they don't publish everyone’s salaries. If male employees earn more, this has
been never acceptable and salaries should be according to performance and experiences, not
considering gender differences. The government should also detect this issue and if such
injustice is concerned, it should be urgently intervened and eliminated. ” (Participant Tb/Gw_2)

Findings of the study has shown that a considerable number of workers in both countries are
uncertain whether they receive equal pay as their male colleagues. Their respective companies
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tend to keep the salary information confidential. The absence of transparency in payment
reinforces women’s conviction that there is a gender pay gap, even if it is not present.

“I do not have any clear information about the salaries of my male colleagues, but I guess they
are getting more than me.” (Participant Gb/Gw_TR_2)

“From time to time I think about how much my male colleagues earn, and I do not find wage
inequality normal. I also do not know if any initiative has been taken for this situation in my
company. As for the government, it should also determine the wage policy by measuring
positions, not individuals.” (Participant Tb/Gw_9)

4.2.2. Human Capital Theory Is Not Working

Although the percentage of women with a bachelor’s degree has increased, the gender pay gap
in the US has remained stagnant for the last two decades (Kochhar, 2023) which is not in line
with the issues raised during the interviews. According to the findings of this research, the
human capital theory is not a significant factor in explaining the root causes of gender-based
discrimination and the pay gap between genders. This is because women are of the opinion that
they have the same opportunities as men when it comes to education and training.

“I don’t see any difference in human capital, because in the field of education we have the same
opportunities, and we get the same education. In this regard, | would like to have the
opportunity to work as men have by taking more responsibility for my job satisfaction. I think
that women should be given more responsibility in the business world.” (Participant Tb/Gw_3)

“I have never thought that the human capital differs because practically all opportunities are
available for both women and men in Germany and | decide my job without considering as it
is men or women'’s job.” (Participant Gb/Gw_TR_1)

4.2.3. Occupational Segregation

Highlighted by intersectional approaches, power work unevenly with the society (Chun et al.,
2013). Although our purposeful sample had more women working in STEM areas, early-career
women in social sciences, humanities, and business administration (excluding accounting) face
a higher gender pay gap (Morgan, 2008). Our findings revealed that gender-based occupational
segregation creates an unfair pay gap by dividing jobs into well-paid and low-paid.

“Occupational segregation is true for some other occupational groups, although it does not
include software. For example, you cannot see a female construction worker, or a taxi driver
or a bus driver. In other countries, women also work in these occupational groups. I think it is
related to the perspective of society. Construction work may be a power-based job that women
may not prefer especially. You can never see a female municipal employee. | do not know what
the reason for this is. It may be because there are unfamiliar professions, a woman may be
uneasy to work in these environments, even if she prefers in case of compulsory need. How can
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1 woman in 100 men work peacefully? The same goes for taxi, minibus, bus driver. How can
work in this profession without harassment in Turkey, | cannot imagine a woman in those
positions.” (Participant Tb/Gw 1)

“I think that the tasks and positions are not equal. I observe that the responsible duties which
seem important to the society are given to men, while women are assigned to jobs which are
less important, in the background and seem lower.” (Participant Gb/GW_TR_8)

4.2.4. Culture

Unsolved problems of the society require new forms of identity coalitions (Chun et al., 2013).
Gender roles play a significant function in determining how women act and behave in society.
Cultural norms have a profound impact on the occupational segregation of genders. WWomen are
often pressured to conform to societal expectations of femininity, which often result in them
being directed towards jobs that are considered more suitable for women. As a result, women
are expected to behave, act and work in a manner that aligns with these gender norms.

“I always think that certain jobs are done by certain genders in society. I have been living in
Antalya for 25 years and | saw a woman chauffeur for the first-time last year. | was surprised
too, although I am a woman. The chauffeur as an occupation is done by men in Turkey. Men
always use machines, for example, the shovel operators are always men, and managers also
consist of men. When you say ‘chauffeur’, everybody thinks man first and if you ask it, from 5
people, 4 of them will be considered such as that. ” (Participant Tb/Tw _4)

“I wanted to be an electric-electronic engineer, while | was deciding on my university
preferences, but in that time electric-electronic engineering was known as a male-specific
profession. The majority in the class and the faculty consisted of male students. Let’s say that
there are 60-person in a class, the number of women is not more than 3 or 4. Because of these
prejudices, | decided on being a computer engineer. Like electrical-electronics engineering,
civil engineering has also this impression that men do it better. While | was going to choose the
area which | wanted, | had to choose a different area. ” (Participant Tb/Tw_1)

4.2.5. Glass Ceiling

Gender, immigration status and poverty are found to be used for labor exploitation purposes in
previous studies (Chun et al., 2013). The current study also reveals that women in Tiirkiye and
Germany face a glass ceiling that hinders their promotion opportunities.

“I do not think that I can get a promotion for the management positions. In fact, I think, I have
good knowledge and experience in my field. With the certificates | have received, I think I am
better than my colleagues with my competences. But the thing that my institution keeps in the

highest priority is the gender factor, so in order to get a promotion, your gender must be male.”
(Participant Th/Tw_7)
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“According to research that we have conducted, management positions are not still dispersed
equally between men and women. The glass ceiling phenomenon, even if foreign companies’
operations in Turkey, is still there, because this is a social issue, and it is also in the perspective
of companies that women should be more interested in their homes after giving birth, especially
after having a baby. Therefore, it does not appear equal in the currently.” (Participant
Th/Tw_3)

“Men are working on more managerial roles. In my organization, from 7 head of directors, 6
of them are men.” (Participant Gb/Gw TR 7)

“I would say to the promotion process to managerial positions in my institution is not
transparent or how the gender plays a role” (Participant Gb/Gw_DE 1)

In Germany, as in Tirkiye, women often report experiencing gender discrimination and
encountering a glass ceiling in managerial positions. This discrimination is particularly
prevalent among older generations and can be especially felt by women working in firms where
there is a generation gap. Participant Gb/Gw_DE_4, a junior project manager, has shared her
personal experiences of navigating being a woman manager within her company.

“Actually, I feel sometimes women are rejected. For example, in my project manager position,
I come across a lot of old men who did not want to help or inform or follow suggestions or
decisions just because I am a younger woman. However, in today’s life, it IS a more
conservative attitude rather than misleading organizations.” (Participant Gb/Gw_DE 4)

Regarding promotion, there is a noticeable difference between Tiirkiye and Germany for
women workers. In Tirkiye, cultural norms tend to limit women’s chances to rise to higher
positions in an organization. On the other hand, the corporate sector in Germany focuses on
tackling the gender pay gap and gender-based discrimination. Strategies are being implemented
to increase the global commitment to gender equity. However, managerial positions in
Germany are still predominantly held by men. This can be attributed to the strong effect of the
glass ceiling, which is prevalent in most countries, including Germany. As stated by
Arulampalam et al. (2007) the gender pay gap tends to be more significant at the top of the
wage distribution, and this is due to the glass ceiling effect.

4.2.6. Male Grapevine

We are living in social groups that make us similar and different than the others (Chun et al.,
2013). Findings reveal that men tend to be more effective than women at gaining work-related
critical information through informal channels due to the fact that most managerial positions
are held by men. The informal connections between men in the workplace facilitate the flow of
work-related critical information. Unfortunately, this can leave women feeling excluded or
alienated. Women often report that they only learn important news or information through their
male colleagues.
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“My male colleagues who smoke with my manager always get information before me or my
manager tells them to forward the information to me.” (Participant Gb/Gw_DE 2)

“If the manager is male, I do believe that information gets spread more quickly between them.
I have not yet felt alienated due to this situation, but I have felt not included in my job.”
(Participant Gb/Gw_DE_6)

“Men definitely have better informal connections than women, especially in Turkey the work-
related information is learned after football matches in the evenings.” (Participant Tb/Gw_4)

“I think the work-related key information flows more man to man. In general, men dwell in top
positions more than women. Therefore, employees of the same sex can be closer to each other
and become better friends. Because there can be misunderstandings in the relationship between

men and women, male-to-male communications are easier than the opposite sex.” (Participant
Th/Tw_5)

4.2.7. Downsizability

The likelihood of women being downsized more than men, due to physical abilities or
traditional gender roles, is a significant factor causing gender-based discrimination and the pay
gap. For instance, COVID-19 has disproportionately affected women, resulting in a “she-
cession” (Gupta, 2020). Physical force often plays a significant role in determining who gets
dismissed during downsizing. Women who work in jobs that require more physical strength are
more likely to be laid off than men. This is due to the perception that women are physically
weaker than men, which negatively affects their performance evaluation. However, this factor
has a minor impact on knowledge-based work. While most participants agree that women are
more likely to be laid off than men, none of them have reported being dismissed due to physical
force requirements.

“The removal of women, in general, is a situation that I have come across by my friends around
me. Generally, women are dismissed because it is thought that men have more powerful than
women. Or, if the woman is at home and has a child, or if she is likely to become pregnant, the
managers decide that women should be removed.” (Participant Tb/Gw_5)

Perceived gender roles in Turkish society dictate that women are primarily responsible for
caring for and serving the household, while men are responsible for earning money.
Unfortunately, these social norms often result in women being dismissed from their jobs more
frequently than men. These cultural and traditional beliefs have a significant impact on the way
women are treated in the workplace in Turkey.

“It seems that women are more likely to be dismissed in case of downsizing because when you
are a woman, you have different responsibilities at home. Our society has given women some
duties and responsibilities. We have learned and taken these responsibilities from our
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childhood... 1f awoman is married, then her husband is already looking after her about money.
If she is single, then her family look after zer.” (Participant Th/Tw_1)

5. DISCUSSION

A civilization that proves incapable of solving the problems it creates is a decadent civilization.
A civilization that chooses to close its eyes to its most crucial problems is a stricken civilization.
A civilization that uses its principles for trickery and deceit is a dying civilization.

(Aimé Césaire, 2000, p.31)

“Most White people do not want to be called racists; many men do not want to be accused of
sexism. And almost no one talks about class” Acker (2012, p.221) concluding that this is
making it harder to pinpoint intersectional inequalities. When one digest Césaire’s (2000, p.31)
verses together with Acker’s (2012, p.221) points, in a “tricked and deceit” system of
civilization, it becomes impossible to find out and cure several vulnerabilities of women of the
contemporary working life, and eventually most of us may found ourselves in these societal
voids. We should remember that categorizations and under- or non-acknowledgement of
current and potential identity coalitions impose power with its social and material consequences
(Crenshaw, 1991). That’s why differentiating the distinctions, which are otherwise blurred, can
empower subgroups that are part of a larger group (Chun et al., 2013).

The gender pay gap is multidimensional, complicated, and abstruse. Under the given
circumstances, this study tried to unravel the dynamics that create and sustain gender pay gap
for women knowledge workers in different cultural settings. Through this study, a significant
question related to the intersectionality of the gender pay gap faced by Turkish women
knowledge workers in Germany due to cultural, religious, and linguistic factors has been
explored in-depth. This has been achieved by examining various processes, such as hiring,
promotions, access to knowledge, authority, and exit management. The empirical data collected
through the study reveals that Turkish women knowledge workers who have migrated from
Tirkiye to Germany are subjected to discrimination based on their gender and race.
Furthermore, their language skills also impact their chances of getting promotions or earning
as much as their German-speaking colleagues. The current study and other research in this area
may help fostering mutual understanding and respect among women which is strongly needed
according to Chun et al. (2013) for overcoming intersectional inequalities.

6. CONCLUSION

Intersectionality provides the nodal point from which researchers can further their research
endeavors about various inequalities (Cho et al., 2013). Tomlinson (2013, p.996) states that
intersectional understanding revealed “how politics defined identities, rather than identities
defining politics.” Integrating individualist and institutionalist perspectives is needed to better
understand and address the gender pay gap (Roos and Gatta, 1999). Intersectionality is the idea
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that social identities, like race and gender, are interconnected and cannot be understood
separately from each other. It is a framework for understanding how different forms of
oppression intersect and it emphasizes the importance of addressing these intersections to
achieve a more democratic and egalitarian society (Chun et al., 2013). Based on the experiences
gained by analyzing women of color, intersectional critique can foster our understanding of
other coalitions of identities (Crenshaw, 1991). It can also be argued that education may
overcome gender pay gap, but over the past 40 years, the gender pay gap has decreased more
for women without a bachelor’s degree in the US than for women with a bachelor’s degree
(Kochhar, 2023). It can be concluded that providing support for educating women is one thing,
but not everything in terms of battling with the gender pay gap.

As with other empirical studies, the findings of this study have limitations and practical
implications. It should be noted that the claims of discrimination based on gender and race
presented in this study require further empirical evidence to be considered systemic and
therefore strengthened. Although more studies similar to this one are needed, the following
suggestions aim to minimize the gender pay gap and its intersectionality for women in Germany
and Tirkiye. Discrimination against Turkish immigrant women must be addressed, and the
German government should focus on controlling multicultural organizations in terms of racial
discrimination. Governments should also strictly regulate the private sector to ensure gender
distribution is equal for both men and women in Germany and Tiirkiye. Governments must also
balance the number of women employees in the public sector, not just in lower positions but
also in higher ones. Family-friendly policies are recommended to address the gender pay gap
resulting from differing child-rearing expectations (Chevalier, 2007). Organizations are also
advised to raise awareness of gender discrimination and the negative effects of the gender pay
gap, and gender balance should be monitored at higher levels of the organizational hierarchy as
well. Lastly, in addition to racial and ethnic discrimination, LGBTQ and/or disabled women’s
intersectionalities should be analyzed further. Since it is known that LGBTQ and disabled
women in the US are facing a wider gender pay gap than White women in the US (Kochhar,
2023), this issue should also be considered in future studies on gender pay gap.
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Farkl Siddet Bicimlerinin Bir Siirekliligi Olarak
Kadina Yonelik Toplumsal Cinsiyet Temelli Dijital
Siddet

Ozet

Cevrimici veya dijital toplumsal cinsiyete dayal siddet ve kadina yonelik siber siddet terimleri, kadinlara ve kiz
cocuklarina karsi toplumsal cinsiyetleri nedeniyle islenen gevrimigi/teknoloji destekli istismar eylemlerini ele
almak igin genellikle esanlamli olarak kullanilmaktadir. Bu ¢alisma, kadina yonelik siddetin ¢evrimigi veya dijital
boyutunun, Kadinlara Karsi Her Tiirlii Ayrimciligin Onlenmesi Sozlesmesi (CEDAW) ve istanbul Sdzlesmesi gibi
uluslararasi ve boélgesel yasal cergevelerde agikga belirtiimemis olmasina ragmen; CEDAW'in 1. ve 3. maddelerinin
kapsamina uygun olarak kadinlara karsi bir ayrimcilik bigimi olarak yorumlanmakta ve istanbul Sézlesmesi'nin 33.
maddesi (psikolojik siddet), 34. maddesi (israrli takip) ve 40. maddesi (cinsel taciz) gibi gesitli maddeleri
kapsaminda dijital/cevrimici toplumsal cinsiyet temelli siddet analiz edilmektedir. Bu ¢alisma, konuyu CEDAW ve
istanbul S6zlesmesi ve kadina yénelik siddetin dijital boyutunu ele alan tavsiye kararlari izerinden metodolojik
olarak analiz eden bir masa basi ¢alismasidir.

Anahtar Kelimeler: toplumsal cinsiyete dayali siddet, dijital siddet, cevrimigi siddet, CEDAW, istanbul Sézlesmesi
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1. INTRODUCTION

Technologies are known as double-edged sword on violence against women (hereafter VAW).
First, using technology is crucial on combatting VAW, for instance, women can demand their
rights to live free from violence via social media platforms (Boethius et al., 2023). Social
networks have permitted women to become a voice at an unprecedented scale and to build
transnational impactful movements (Wilk, 2018). Second, technology can be also used to
perpetrate VAW. By using technology, sexual, physical, and psychological violence taking
place offline is spread and worsened. Gender stereotypes and online misogyny are also settled
in the creation of these social platforms. Violations of women’s and girls’ human rights have
become much more visible through the ever-rising rates of internet access globally and the
wider use of digital technologies. Further, maximum impact for technology-facilitated violence
and abuse is delivered through distinctive features of information communication technologies
such as reach, portability and speed (Hall and Hearn, 2017).

Although VAW has been rooted in gender inequality in all societies and cultures across the
world, it depends on the specific social, economic, cultural, and political context. Thereby,
different, or new forms of VAW may arise when societies undergo political and economic
changes, or cultural and social shifts. Emphasising Kelly’s conceptualisation as a ‘continuum
of violence’ (Kelly, 1988), digital or technology related violence is the continuity of the
different forms of violence against women taking place offline (Wilk, 2021). Acts of violence
against women and girls are committed through information and communication technologies
(ICTs) and they have become a primary concern for individuals and communities. While
digital/online violence or cyberviolence may be targeted at any individual or group and may
involve a broad kind of acts, this paper focuses on women, who are often the victims of online
violence. Acts of gender-based violence are committed by using technology such as social
media platforms, phones, or the internet. This has a serious effect on women’s lives, including
psychological and physical health, their livelihoods, their physical safety, and their reputation
(Group of Experts on Action against Violence against Women and Domestic Violence, General
Recommendation No.1, 2021).

Recently, there is no international convention to define or regulate the phenomenon of gender-
based digital dimension of violence against women. Although the United Nations recognizes
online violence as a continuum of violence, international legal framework is not completely
addressing this phenomenon. Therefore this paper evaluates that although online or digital
dimension of VAW may not be stated and referenced in the international and regional legal
frameworks, such as the Convention on the Elimination of All Forms of Discrimination against
Women (CEDAW) and Council of Europe Convention on the Preventing and Combatting
Violence Against Women and Domestic Violence (the Istanbul Convention) (Council of
Europe, 2011a), it is interpreted as a form of discrimination against women aligning with the
spirit of Articles 1 and 3 of the CEDAW and several articles of the Istanbul Convention can be
applied to the specific topic of digital/online violence such as Article 33 (psychological
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violence), Article 34 (stalking), and Article 40 (sexual harassment). With General
Recommendation No. 1 of the Istanbul Convention, the Committee introduced the definition of
digital dimension VAW. There are other fundamental mechanisms to combat digital violence
which are Council of Europe’s Budapest Convention on Cybercrime and its additional protocols
regulating cybercrimes (Council of Europe, 2001) and Convention on Protection of Children
against Sexual Exploitation and Sexual Abuse (Council of Europe, 2010). However, these legal
instruments are not addressed specifically digital dimension VAW and thus, this is the
limitation of this research.

Online violence and abuse are prevalent and illustrated through surveys and reports across the
world. For instance, European Union Agency for Fundamental Rights (FRA)’s survey of 28
European states on VAW revealed that 11% of women have received unwanted and sexually,
and offensive explicit emails or SMS messages or inappropriate advances on social media
platforms (European Union Agency for Fundamental Rights, 2014). Moreover, Pew Research
Centre works on online harassment found that “21% of women ages 18 to 29 report being
sexually harassed online, a figure that is more than double the share among men in the same
age group (9%)” (Duggan, 2017, p.7). 38% of respondents who live in the UK experienced
online abuse according to Glitch UK and End Violence Against Women Coalition (2020).
According to KONDA Research and Consultancy, one in five people have been subjected to
digital violence in Turkey (Sener and Abmik, 2021). While women have experienced digital
violence because of their gender and physical appearance, men have faced to digital violence
because of their political views (Sener and Abinik, 2021). 51% of women receive texts, voice,
or video harassment messages in digital environments, and 46% are persistently face online
stalking (Sener and Abinik, 2021). People are most exposed to digital violence by people they
don't know and trolls. The platforms where acts of digital violence are most common are
Instagram (53%), Facebook (35%) and Twitter (19%) (Sener and Abinik, 2021). Although this
paper is desk-based research paper which analyses the issue methodologically through the
CEDAW and the Istanbul Convention and their recommendations which address digital
dimension of VAW, these reports and surveys indicate the prevalence and the importance of
the digital dimension of violence against women throughout the world.

2. DEFINING DIGITAL DIMENSION OF VIOLENCE AGAINST WOMEN

As Harris (2020) evaluates violence is the root and effect of inequalities and social control,
which evidences structurally and institutionally, offline, and online. These forces various forms
of technologies. The use of technologies provides insight into how violence is enacted, fostered,
and normalised (Harris, 2020). Digital or technology-facilitated VAW covers variety of very
specific forms of violence that have an important impact on victims (Wilk, 2021). Most of them
are existing crimes and offences but expanded via the internet and digital technologies (Wilk,
2021). Moreover, it comprises acts of gender based VAW aggravated, committed, in partly or
fully, by the use of ICTs and includes:
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amongst others, cyberstalking, bullying, threats, blackmail and sexual harassment; accessing
or uploading/disseminating intimate photos, videos or audio clips without consent; accessing
or disseminating private data without consent; uploading/disseminating altered photos or
videos through dating, pornography or other kinds of websites; creating fake profiles and other
forms of identity theft; mob attacks; grooming predation (of children in particular); doxxing
(searching and publicising another’s personal data) and exploitation of women and girls
(Association for Progressive Communications, 2015).

According to United Nations Special Rapporteur on Violence against Women (UNSRW),
Dubrovka Simonovic offered a broad definition of online or ICT-facilitated forms of violence:

The definition of online violence against women [...] extends to any act of gender-based
violence against women that is committed, assisted, or aggravated in part or fully by the use of
ICT, such as mobile phones and smartphones, the Internet, social media platforms or email,
against a woman because she is a woman, or affects women disproportionately (United Nations
Human Rights Council, 2018, p.23).

Yet, Simonovic stated that while the general term “information and communications
technology” (ICT) is used in several official UN documents, “online violence”, “digital
violence” or “cyberviolence” are used interchangeably in other reports (United Nations Human
Rights Council, 2018, p.15). Correspondingly, European Parliamentary Research Service’s
(2021) report used the expression ‘gender-based cyberviolence’, emphasising the gendered
natured of cyber violence. The term ‘cyber’ is helpful to link the definition to cybercrimes,
particularly to the Council of Europe Convention on Cybercrime (2001), also known as
Budapest Convention.

Technology-facilitated violence and online abuse have carried out using technologies such as
mobile devices or internet (European Institute for Gender Equality, 2020). Therefore, the
phenomenon of digital VAW on social media platforms is called with different terms such as
“cyber harassment, cyber violence, cyber bullying, cyber sexism” in the literature. Thereby, the
terms are more commonly used interchangeably. | consider using the expression ‘gender-based
digital violence’ by emphasizing that violence stems from gender-based discrimination.

3. ADDRESSING GENDER-BASED DIGITAL VIOLENCE IN THE CONTEXT OF THE CEDAW

Violence against women is a form of discrimination against women and human rights violation
as recognised under the Convention on the Elimination of All Forms of Discrimination against
Women (CEDAW) and other international and regional instruments. Although online or digital
dimension of VAW may expressly not be stated in the CEDAW, but it is interpreted as a form
of discrimination against women aligning with the spirit of Articles 1 and 3 of the CEDAW
(Arimatsu, 2019). Article 1 of the CEDAW, ‘discrimination against women’ is defined as: “any
distinction, exclusion or restriction made on the basis of sex which has the effect or purpose of
impairing or nullifying the recognition, enjoyment, or exercise by women...on a basis of
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equality of men and women, of human rights and fundamental freedoms in the political,
economic, social, cultural, civil or any other field”. The broad definition used in Article 3
obliges States to “take in all fields, in particular in the political, social, economic and cultural
fields, all appropriate measures, including legislation, to ensure the full development and
advancement of women, for the purpose of guaranteeing them the exercise and enjoyment of
human rights and fundamental freedoms on a basis of equality with men”. Reading these two
articles together foresees the emergence of new forms of discrimination that may not have
considered at the time of drafting of the CEDAW Convention (Arimatsu, 2019, p.199). Thus,
discrimination against women in the digital space is one such example.

Moreover, CEDAW Committee’s General Recommendation No. 35 (GR. No.35) on gender-
based VAW, updating General Recommendation No. 19, being catalyst for this process
recognised “the continuum multiple, interrelated, and recurring forms of gender-based VAW,
in a range of settings, from private to public, including ‘technology-mediated settings’
(CEDAW Committee, 2017, p.6). The Committee further called States to take preventive
measure to combat online VAW, including self-regulatory mechanisms created or strengthened
by online and social media (CEDAW Committee, 2017, p.37(a)). Yet, CEDAW GR. No. 35
did not address in detail the gender-based nature of online abuse of women and its harmful
effects and nor elaborated the obligations of State Parties in preventing and fighting against
online VAW (Barker and Jurasz, 2019).

Further, pursuant to Article 1 of the Declaration on the Elimination of Violence against Women
(DEVAW), the wording of ‘any act of gender-based violence against women’ can be extended
to the definition of online violence “that is committed, assisted, or aggravated in part or fully
by the use of ICT, such as mobile phones and smartphones, the Internet, social media platforms
or email, against a woman because she is a woman, or affects women disproportionately”
(United Nations Human Rights Council, 2018, p.22-23). As pointed out in the report that
“women and girls across the world have increasingly voiced their concern at harmful, sexist,
misogynistic and violent content and behaviour online’ (UNHRC, 2018, p.14). Appropriately,
Simonovic also noted on the States’ failure to recognize VAW in digital sphere as a ‘real” form
of violence (United Nations Human Rights Council, 2018).

The terms online or digital gender-based violence (GBV) and cyber VAW are generally used
synonymously to address acts of online/technology-facilitated abuse against women and girls
committed against them because of their gender. However, Dorokhova et al. (2021, p.9) points
out that cyber VAW compromises violence in the form of online harassment; online sexual
harassment; online defamation; cyber stalking and surveillance/ tracking; hacking;
impersonation; identity theft; image-based abuse; malicious distribution (including threats
thereof); cyber bullying and many other forms of abuse. In case of domestic violence, for
instance, “Trolling, verbal abuse, sextortion, non-consensual sharing of intimate images, the
manipulation of photos, cyberstalking, doxing, hacking, damage to intellectual property, and
distributed denial-of-service attacks (DDOS attacks) may occur exclusively online, they may
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also occur in connection with offline events, and they almost always have repercussions that
are experienced both on- and offline”” (Ging and Siapera, 2018). Owing to the extensive range
of the phenomena and the variety of categories, the Working Group of the Council of Europe
(2018) reached consensus on using ‘cyberviolence’, defining as “cyberviolence is the use of
computer systems to cause, facilitate, or threaten violence against individuals that results in,
or is likely to result in, physical, sexual, psychological or economic harm or suffering and may
include the exploitation of the individual’s circumstances, characteristics or vulnerabilities”
(Council of Europe, 2018, p.5)

This adaptation of the wording of ‘cyber’ is from the context of the definition of VAW of
Article 3 of the Istanbul Convention to encompass all forms of violence. Correspondingly,
Article 1 of the Inter-American Convention on the prevention, punishment, and eradication of
violence against women (the Belém do Para Convention) provides a definition on VAW as “any
act or conduct, based on gender, which causes death or physical, sexual or psychological harm
or suffering to women, whether in the public or the private sphere”. These definitions on VAW
that are common in the context of the violence are not limited to physical harm. The Working
Group of CoE acknowledges that using cyberviolence is rather broad and need to mature further
(Council of Europe, 2018, p.5).

4. APPLICATION OF GENDER-BASED DIGITAL VIOLENCE FROM THE CONTEXT OF THE
ISTANBUL CONVENTION

Although the Istanbul Convention does not contain an explicit reference to the digital dimension
of VAW, several articles of the Convention can be applied to the specific topic of digital/online
violence such as in Article 33 (psychological violence), Article 34 (stalking), and Article 40
(sexual harassment). Besides, its scope as outlined in Article 2 encompasses violence
committed in the digital sphere, as this was intended by its drafters (Wilk, 2021, p.7). Group of
Experts on Action against Violence against Women and Domestic Violence (GREVIO) which
has been monitoring the implementation of the Convention by the State Parties since 2016, has
gradually increased attention to the technology related VAW (GREVI10, 2021). It also noted
the existence of the crime of revenge porn to prosecute sexual harassment committed on the
Internet since 2016 (GREVI10, 2021). Recently, GREVIO published General Recommendation
No.1 (GR No. 1) on the digital dimension of VAW in November 2021. The Istanbul Convention
encompasses forms of digital dimension of violence against women in several articles that will
be analysed in this section.

First, sexual harassment forms “any form of unwanted verbal, non-verbal or physical conduct
of a sexual nature with the purpose or effect of violating the dignity of a person, in particular
when creating an intimidating, hostile, degrading, humiliating or offensive environment”
(Article 40 of the Istanbul Convention). This definition applies to online and technology-
facilitated sexual harassment. This comes under GREVIO’s GR No. 1 considering the
behaviour online or through digital means to come under the definition of Article 40 of the
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Convention, as follows: 1) non-consensual image or video sharing; 2) non-consensual taking,
producing, or procuring of intimate images or videos; 3) exploitation, coercion, and threats 4)
sexualised bullying: and 5) cyberflashing (GREVI10, 2021, p.38). These behaviours are also
identified as sexist hate speech recognised by the Committee of Ministers Recommendation on
preventing and combating sexism (Council of Europe, 2019). This recommendation points out
that “these acts are often humiliating and contribute to a social climate where women are
demeaned, their self-regard lowered and their activities and choices restricted, including at
work, in the private, public or online sphere” (Council of Europe, 2019, p.4). As a sexist
behaviour, for instance, sexist hate speech forming a first step of the physical violence, may
escalate to or incite overtly offensive and threatening acts, including sexual abuse or violence,
rape, or potentially lethal action (Council of Europe, 2019, p.4). Thus, sexist behaviour comes
within the remit of Article 40 of the Convention.

Second, Article 34 of the Istanbul Convention also applies to online and technology-facilitated
stalking. It defines stalking as “the intentional conduct of repeatedly engaging in threatening
conduct directed at another person, causing her or him to fear for her or his safety”. Council
of Europe Explanatory Report to the Istanbul Convention (2011b, p.182) (hereafter Explanatory
Report) extends the scope of Article 34 to the digital sphere, as the threatening behaviour
consisting of repeatedly following another person physically or following the victim in the
virtual world (chat rooms, social networking sites, etc.). In line with the Explanatory Report,
GREVIO elucidates stalking practices perpetrated in the digital sphere including “monitoring
and gathering of private information on the victim, solicitation for sex, identity theft, threats of
economic, physical, psychological or sexual nature, impersonating the victim” (GREVIO,
2021, p.41).

Third, many forms of online and technology-facilitated violence can result serious
psychological damages on women and girls. The Istanbul Convention requires to criminalise
psychological violence pursuant to Article 33 that takes on significant meaning. Article 33
defines psychological violence as “the intentional conduct of seriously impairing a person’s
psychological integrity through coercion or threats”. Explanatory Report of the Istanbul
Convention clarifies that Article 33 discusses to a course of conduct rather than a single event.
It is intended to capture the criminal nature of an abusive pattern of behaviour occurring over
time — within or outside the family (Council of Europe, 2011b, p.181). In the context of
domestic violence, forms of psychological violence doubled with new technology take radical
forms (GREVIO, 2021, p.43). For instance, perpetrators who are most commonly former or
current intimate partners misuse victim’s intimate images through physical devices (like
phones, computer), platforms (such as Twitter, Instagram, YouTube), and virtual or electronic
accounts (including social media profiles, online customer accounts, or email or employments
accounts). Such practises of digital violence have harmful effects mentally and physically on
women. Moreover, concerning psychological violence, Boukemidja (2018) states that verbal
abuse can lead to various behavioural, emotional, and physical problems. Furthermore, online
psychological violence can take the form of threat, coercing the victims or their family that can
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lead incitement to suicide or self-harm (GREVIO, 2021, p.46). This is another rising
phenomenon, “the impacts of which are intensified by the anonymity offered to perpetrators
online, the longevity of content and the ease of bringing together a large number of perpetrators
to commit a mass attack on the victim” (Wilk, 2021, p.36).

On the other hand, women who are multiple identities, such as journalists, bloggers, women’s
human rights defenders, women with disabilities, indigenous women, and women from
marginalized groups and political parties are also targeted by digital violence (United Nations
Human Rights Council, 2018). GREVIO also takes attention on the risk of intersecting forms
of discrimination within digital forms of gender based VAW. Digital forms of gender-based
VAW can be particularly pronounced for women and girls at risk of or exposed to intersecting
forms of discrimination, and may be exacerbated by factors including migration status, sexual
orientation, disability, religion, political affiliation, social origin, or celebrity status, among
others” (GREVI0, 2021, p.12).

5. CONCLUSION

Digital technologies can bring enormous benefits that support the advancement of women and
gender equality, by enabling women and girls to exercise their human rights. However, the
misuse of these technologies might limit women’s enjoyment of their human rights, and even
worse, threaten their security.

The omnipresence of gender based digital violence against women urges an evaluation of
domestic legal frameworks and security policies under its obligations of the CEDAW and the
Istanbul Convention. State Parties have a due diligence obligation to prevent, protect and punish
acts of VAW, including gender-based digital violence. Thus, the CEDAW Committee called
State Parties that “online and social media should be encouraged to create or strengthen
mechanisms focusing on the eradication of gender stereotypes, and to end any gender-based
violence committed on their platforms” (CEDAW Committee, 2017, p.63). The Committee
promotes these standards extensively in the digital space. Further, the GR No.1 of the Istanbul
Convention also cope with the digital dimension of VAW. This is reflected as an important step
to tackle with the gender based digital VAW.

On the other hand, the Istanbul Convention is criticised since it has not included digital
dimension of VAW in its core text in 2012. Rather, it has brought into account this issue through
its GR No. 1. However, the Recommendation shows how the gender based digital VAW is
taken seriously within the concept of the Istanbul Convention in specific and the mainstream
understanding of VAW in general from the international human rights law. With GR No. 1, the
Committee introduced the definition of digital dimension VAW and offered a guidance for
application of some forms of VAW of the Istanbul Convention, such as cyberviolence, online
harassment or cyberstalking. On the other hand, both recommendations of the CEDAW and the
Istanbul Convention are soft law mechanisms which mean not legally binding. This paper
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contributes to the literature since there is no effective international legal framework to
specifically define and regulate gender-based digital dimension of VAW,
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