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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 fourth 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 “lllegitimate Tasks in Academia”, “Turkish Adaptation of the
Compassionate Leadership Scale”, “The Mediating Role of Self-Esteem in the Effect of Job Insecurity
Perceptions on Social Loafing Behavior”, “Platform Capitalism and Transformation of Market” and “The
Phenomenon of Calling”.

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
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EDITORDEN

Sevgili Okurlar

Sosyal Mucit Academic Review, besinci cilt dordlincli sayisini sizlere takdim etmekten mutluluk
duyuyoruz. SMAR ulusal ve uluslararasi katihmcilarla her gegen 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 Onerisi 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 gegcen 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 “Akademide Mesru Olmayan Gorevler”, “Sefkatli
Liderlik Olgeginin Tiirkge Uyarlamas!”, “is Givensizligi Algisinin Sosyal Kaytarma Davranisi Uzerindeki
Etkisinde Benlik Saygisinin Aracilik Roll”, “Platform Kapitalizmi ve Pazarin Donisiimi” ve “Meslek Aski
(Calling) Olgusu” 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
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Research Article / Arastirma Makalesi

Cited/Atif: Oztiirk-Tirkmen, N. A. and Duygulu, E. (2024). lllegitimate tasks in academia: A phenomenological study on the
experiences of social science academics. Sosyal Mucit Academic Review, 5(4), 498-532. doi: 10.54733/smar.1588172

Illegitimate Tasks in Academia: A Phenomenological
Study on the Experiences of Social Science
Academics*

Nur Ayca Oztiirk-Tiirkmen!  Ethem Duygulu?

Received/ Basvuru: 19.11.2024 Accepted/ Kabul: 24.12.2024 Published/ Yayin: 31.12.2024

Abstract

The concept of “illegitimate tasks” (ILT) refers to tasks assigned to employees that fall outside their professional
role definitions and are perceived as unnecessary or unreasonable. ILT has gained attention as a stress-inducing
factor affecting employees’ well-being and sense of self, distinguishing it from other occupational stress sources.
This study explores how social science academics in Tirkiye perceive and experience ILT, their coping
mechanisms, and the individual and organizational implications. A phenomenological study was conducted with
40 academics from various levels and institutions through semi-structured, in-depth interviews. Findings reveal
that most participants view their profession as encompassing lecturing and research, with irrational tasks being
more frequent than unnecessary ones. Research assistants and assistant professors bear the heaviest burden of
such tasks. ILT causes were categorized into two groups: those related to human resource capacity and those
stemming from organizational processes. ILT results in relational issues (deteriorating relationships, reduced
tolerance), physiological effects (sleep problems, fatigue), psychological impacts (anger, worthlessness,
depressive moods), and work-related consequences (role conflict, diminished reputation, reduced commitment).
Addressing ILT requires supervisors to offer social support through clear communication, define job roles at the
institutional level, and ensure fair task distribution. This study contributes to the ILT literature by examining its
antecedents, effects, and mitigation strategies in academia.

Keywords: illegitimate tasks (ILT), tasks out of professional norms, unnecessary tasks, unreasonable tasks,
academia, phenomenology

" This article is derived from the doctoral dissertation titled “An Exploratory Study on the Concept of Illegitimate Tasks” by
Oztiirk, N. A.

* Ethical approval for this study was obtained from the Ethics Committee for Scientific Research and Publication Ethics in
Social and Human Sciences at Dokuz Eyliil University, with decision number 2023/6 dated April 25, 2023.

! Research Assistant Dr., Dokuz Eyliil University, Turkiye, ayca.ozturk@deu.edu.tr, Orcid: 0000-0003-1682-7558

2 Prof. Dr., Dokuz Eyliil University, Turkiye, ethem.duygulu@deu.edu.tr, Orcid: 0000-0001-5054-5795
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Akademide Mesru Olmayan Gorevler: Sosyal Bilimler
Akademisyenlerinin Deneyimleri Uzerine
Fenomenolojik Bir Inceleme

0z

Mesru olmayan gorevler (MOG) kavrami, calisanlarin mesleki rol tanimlarinin disinda kalan, gereksiz veya
mantiksiz olarak algiladiklari gorevleri ifade eder. Bu kavram, son vyillarda isle ilgili stres faktorleri Uzerine
tartismalarda 6ne ¢ikmistir. Kisaca, MOG galisanlardan mesleki sorumluluklarinin diginda tstlenmeleri beklenen
gorevleri kapsar ve bu durum, calisanlarin iyi oluslarini etkileyen, benlik algilarina zarar verebilen bir stres
faktorudir. Bu arastirma, Tlrkiye’deki sosyal bilimler akademisyenlerinin MOG’a bakis agilarini, bu gérevleri nasil
deneyimlediklerini, tepkilerini ve basa ¢ikma yollarini incelemeyi amaglamaktadir. Ayrica, bu gérevlerin bireysel
ve kurumsal etkileri arastiriimistir. Blyuksehir, bolgesel, devlet ve vakif tiniversitelerinden farkli unvanlardaki 40
akademisyenle yari yapilandiriimis gorismelere dayali fenomenolojik bir arastirma yapilmistir. Bulgular,
katilimcilarin gogunun meslegi ders verme ve arastirma olmak Uzere iki boyutta gordigini ve mantiksiz
gorevlerle gereksiz gérevlere gére daha sik karsilastigini gostermistir. En agir yik ise arastirma gorevlileri ve
doktor Ogretim Uyelerinin Uzerindedir. MOG’un nedenleri insan kaynagl kapasitesi ile orgltsel slreglere
baglanmaktadir. MOG, iliskilerin bozulmasi, toleransin azalmasi; uyku sorunlari, yorgunluk; 6fke, degersizlik hissi,
depresif ruh hali gibi sonuglara yol agmaktadir. Ayrica rol gatismasi, belirsizlik, mesleki itibar kaybi ve orgitsel
baghlkta azalma gibi isle ilgili etkileri vardir. Amirlerin sosyal destek sunmasi, gorev tanimlarinin netlestirilmesi
ve adil gérev dagilimi, MOG’un etkilerini azaltmada 6énemlidir.

Anahtar Kelimeler: mesru olmayan goérevler (MOG), mesleki norm digi gorevler, gereksiz gérevler, mantiksiz
gorevler, akademi, fenomenoloji
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1. INTRODUCTION

Illegitimate tasks (ILT), conceptualized as tasks expected of employees despite falling outside
the scope of their defined roles, have become a focal point in academic discussions within recent
literature. In organizational behavior research, ILT represents a relatively new area of
exploration, with a key distinction from other occupational stressors: employees perceive these
tasks as unreasonable and meaningless, prompting them to question the nature of their work. In
other words, ILT are rooted in employees’ subjective assessments and perceptions (Semmer et
al., 2007, p.43). The concept of ILT is examined in two dimensions—unreasonable tasks and
unnecessary tasks. Its theoretical background is grounded in theories such as the Stress-as-
Offense-to-Self (SOS) model (Semmer et al., 2007, p.45), Conservation of Resources (COR)
theory (Hobfoll, 2001, p.342), and role theory (Semmer et al., 2010, p.73).

The concept of "illegitimate tasks,” which refers to tasks assigned to employees that fall outside
their professional role definitions and are perceived as unnecessary and unreasonable, has
increasingly become a significant part of the literature on job stress and stress-inducing task
elements, particularly in recent years. It has been observed that studies in the literature on this
topic often do not address the relational and social dimensions within organizations or their
impact on professional perception. Furthermore, research on illegitimate tasks in the local
literature remains quite limited. This study aims to address this gap by exploring how social
science academics in Tiirkiye’s higher education sector perceive illegitimate tasks, the
dimensions in which they experience them, the reasons behind ILT, and the individual and
organizational outcomes that result from these experiences. With this aim in mind, the research
questions the study focuses on are as follows: how academics working in the field of Social
Sciences in Tiirkiye perceive their professional roles, how illegitimate tasks are perceived and
experienced by academics, the reasons for illegitimate tasks based on participants' perceptions,
and what the key processes and outcomes of illegitimate tasks are for academics.

2. CONCEPTUAL FRAMEWORK
2.1. The Concept of lllegitimate Tasks (ILT)

The concept of “illegitimate tasks” (ILT), referring to tasks assigned to employees that fall
outside their professional role definitions and are perceived by employees as unnecessary and
unreasonable, is defined as a stress factor involving tasks that should not be expected of
employees within the norms and accepted standards related to their profession (Semmer et al.,
2007, p.43).

Employees who perceive tasks as ILT experience stress due to a sense of threat to their self-
concept. This perception leads to role ambiguity or role conflict, fostering a sense of injustice.
ILT can pressure employees by hindering their ability to meet desired performance goals
(Akyiirek and Can, 2021, p.240). Since ILT is inconsistent with employees' pursuit of a positive
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self-assessment, it has the potential to pose a threat to their self-perception (Alicke and
Sedikides, 2009, p.3).

These conceptual relationships regarding tasks have not been sufficiently discussed in the
occupational stress literature (Akyiirek and Can, 2021, p.242). Moreover, ILT serve as
obstructive stressors because they represent an individual threat source for employees.
Voluntary tasks, such as organizational citizenship behaviors, are not considered within the ILT
framework (Eatough et al., 2016, p.110). For a task to be perceived as ILT, it does not
necessarily have to be inherently negative or detrimental (Akyiirek and Can, 2021, p.240). A
task perceived as an ILT by one employee may not be viewed the same way by another.
Similarly, a task deemed legitimate within one profession may be perceived as illegitimate in
another (Semmer et al., 2010, p.73). For example, while changing a patient’s bed is a legitimate
task for a caregiver, it is not considered legitimate for a nurse.

2.2. Dimensions of lllegitimate Tasks (ILT)

ILT is evaluated in two sub-dimensions: unnecessary and unreasonable tasks (Semmer et al.,
2007, p.44). Unnecessary tasks are those that could be completed with minimal effort or may
not need to be done at all if better organized. In such cases, employees may think, “There’s no
need for me to do this” (Oztiirk and Duygulu, 2023, p.139). An example of this type of task is
filling out documents that no one ever sees or uses (Eatough et al., 2016). A clear example of
an unnecessary task would be requiring a specialist doctor to prepare numerous reports on paper
and digitally, rather than allowing them to focus on patient care or further research (Basinska
and Daderman, 2023).

Tasks are classified as unnecessary under the following conditions: (1) if the task does not need
to be done at all, (2) if the task is meaningless, (3) if it could be completed with less effort
through better organization, (4) if it could be done with less effort if others made fewer errors,
or (5) if it reflects the supervisor’s preferences rather than actual requirements (Jacobshagen,
2006; Semmer et al., 2015).

Unreasonable tasks are those that do not align with the employee’s professional role and
position, fall outside the acceptable boundaries of the profession, and thus should not be
expected of them (Semmer et al., 2010; 2015). Such tasks prompt employees to think, “I
shouldn’t be the one doing this” (Akytirek, 2020). An example of an unreasonable task would
be asking an employee to handle their supervisor’s dry cleaning (Pindek et al., 2019, p.232).
Unreasonable tasks contradict employees’ professional roles and can disrupt the psychological
contract between employees and their employers (Bjork et al., 2013). For instance, requesting
a private school teacher to collect donations from parents exemplifies unreasonable tasks
(Akytirek, 2020).

Tasks are classified as unreasonable under the following conditions: (1) if the task should be
performed by someone else, (2) if it falls outside the employee’s defined responsibilities, (3) if
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it places the employee in a difficult position, or (4) if the assignment is perceived as unfair
(Jacobshagen, 2006). Unreasonable tasks undermine employees’ professional identity by
overstepping and eroding professional boundaries and principles (Semmer et al., 2007). A task
may also be perceived as ILT if it exceeds the skills and knowledge required for the employee’s
position (Akytirek and Can, 2021). For instance, a newly enrolled master’s student working as
a research assistant may be asked to independently teach a course that should be conducted by
a faculty member with a PhD in the field.

2.3. Theoretical Background

ILT’s theoretical background is grounded in theories such as the Stress-as-Offense-to-Self
(SOS) model (Semmer et al., 2007, p.45), Conservation of Resources (COR) theory (Hobfoll,
2001, p.342), and role theory (Semmer et al., 2010, p.73).

The Stress-as-Offense-to-Self (SOS) theory focuses on individuals' efforts to preserve both
personal and social self-esteem, with failure to do so resulting in stress (Semmer et al., 2010,
p.73; 2015, p.34). lllegitimate tasks undermine employees' self-esteem and social respect by
evoking feelings of belittlement and worthlessness, leading to stressful situations (Akytirek and
Can, 2021). In the literature, this is referred to as stress through insufficiency and stress through
disrespect (Semmer et al., 2007). Unreasonable tasks threaten professional identity, while
unnecessary tasks evoke a sense of inadequacy due to their lack of meaning (Eatough et al.,
2016). These findings highlight illegitimate tasks as a unique social stressor.

The Conservation of Resources (COR) Theory emphasizes individuals' efforts to acquire,
protect, and expand valued resources. Stress arises when there is a threat to resources, a loss of
resources, or insufficient acquisition of new resources despite resource utilization (Yiirtir, 2011,
p.109). According to the theory, resource loss is more impactful than resource gain and is
strongly associated with emotional stress (Hobfoll, 2001; Hobfoll and Lilly, 1993). lllegitimate
tasks (ILT) can cause resource loss by hindering the utilization of essential professional
elements and threatening professional identity and task processes, thereby limiting new
resource acquisition. Given the interaction between resource loss and gain, ILT may create a
context that fosters a loss cycle by preventing the formation of new resources.

Role theory highlights that individuals’ social status and expectations are based on roles and
that professional roles are a significant part of social identity (Biddle, 1986; Haslam and
Ellemers, 2005). Professional roles are integral to one’s identity and self, providing a sense of
meaning and purpose (Thoits, 1991; Sluss and Ashforth, 2007). According to role theory,
undefined or conflicting job roles lead to role conflict, causing stress and negatively impacting
productivity (Rizzo et al., 1970; cited in Gliger¢in and Sigircikoglu, 2019, p.154). While the
affirmation of professional identity enhances self-esteem and pride, threats to this identity can
result in adverse outcomes. lllegitimate tasks (ILT) exemplify "person-role conflict" by
reflecting a misalignment between an individual’s internal values and the expected role
behavior.
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3. METHOD
3.1. Research Questions

The fieldwork of this study focuses on academics from various ranks and levels in the social
sciences across metropolitan and regional areas, as well as public and foundation universities
in Tiirkiye. The main research problem is to uncover the ILT experiences encountered by these
academics. The study’s research questions aim to address this problem.

The research questions addressed in this study are as follows:

1) What are academics’ perceptions of their professional roles?
2) How are ILT perceived and experienced by academics?

3) What are the reasons behind ILT?

4) What are the consequences of ILT for academics?

3.2. Research Design

The study adopts a phenomenological approach as its qualitative research design. This approach
was chosen to understand how academics experiencing ILT within the context of higher
education in Tiirkiye make sense of these experiences. Phenomenology is a qualitative research
method that allows individuals to express their understanding, feelings, perspectives, and
perceptions regarding a particular phenomenon or concept and is used to describe how they
experience this phenomenon.

3.3. Data Collection Tool

A semi-structured interview form was used, with some interviews conducted face-to-face and
others on online platforms. In-depth interviews included questions on the following topics:

e Professional values and attitudes

¢ The quality of relationships with colleagues and administrative supervisors

e The participant's experiences with ILT demands

¢ The effects of ILT on physiological, psychological, and work-related emotions, attitudes, and
behaviors

e The causes/sources of ILT

3.4. Study Group

The study group consists of academics working in the field of social sciences within the context
of higher education in Tiirkiye. The sample was narrowed to social science academics because
the literature emphasizes that ILT vary across sectors and professions (Akyiirek and Can, 2021).
This selection was made with the assumption that social science academics are more likely to
encounter similar ILT. In this context, participants were invited via email, and in-depth
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interviews were conducted with those who responded positively. Subsequently, the sample was
expanded using the snowball sampling method. The sample size (40 participants) was
determined based on the point of data saturation.

The participants, numbered from P1 to P40, consist of 31 female and 9 male academics. Nearly
half of the participants are research assistants and research assistants with doctoral degrees.
Additionally, there are 5 lecturers with doctoral degrees, 10 assistant professors, 6 associate
professors and 2 professors. Nine participants hold a master’s degree, and 31 hold a doctoral
degree. While 33 participants work in faculties, 5 work in vocational schools, and 2 work at
institutes. Eleven participants hold administrative positions.

3.5. Data Analysis

The interviews lasted between 35 and 120 minutes. They were recorded via audio and later
transcribed manually for all 40 interviews. The interviews were conducted in complete
confidentiality. The interviews were conducted between November 2022 and March 2023. As
a result of the transcription process, approximately 700 pages of data were generated. In large
datasets, scanning documents can lead to "drowning" in the texts, and to ensure a more
systematic coding process, it is necessary to use computer software (Sigri, 2018). Therefore,
MAXQDA software was used for coding and analyzing the transcribed interviews.

During the data coding process, both a deductive approach, which took into account the
literature and theoretical frameworks, and the coding paradigm of Strauss and Corbin (1998)
were utilized. The study employed open, axial, and selective coding techniques simultaneously.
The method used for analyzing the data was thematic analysis.

4. FINDINGS
4.1. Theme 1: Academicians’ Perception of Professional Roles

The theme of academics’ professional role perception was examined under three different
categories (Figure 1). These categories are perspective on the profession, tasks included in the
professional role definition, and what academic identity represents in life.
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Figure 1. Categories and codes of the theme academics’ professional role perception
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The category of perspective on the profession is defined by 16 different codes (Figure 2). When
asked what academia represents for them, participants predominantly responded with themes
of contributing to society, scientific inquiry, and contributing to students’ development.

Figure 2. Codes and quotations of the perspective on the profession category
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When asked about the tasks included in the role definition of academics, participants
predominantly responded with teaching and conducting research/contributing to the field. Many
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participants believe that the profession consists of two main dimensions: teaching and research
(Figure 3).

Figure 3. Frequency chart of codes related to tasks included in the professional role definition
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When asked what academic identity represents in life, participants predominantly responded
with respect/status. Participants who stated that academic identity means nothing in life rank
second in terms of response frequency (Figure 4).

Figure 4. Codes and frequency of what academic identity represents in life
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4.2. Theme 2: Perceived ILT

Figure 5. Representation of the frequency of codes for the categories and subcategories of
perceived ILT
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The theme of perceived ILT is examined under two different categories (unreasonable and
unnecessary tasks) and 16 different subcategories. Looking at the frequency of codes, it is
evident that participants encounter unreasonable tasks much more frequently than unnecessary
tasks.

4.2.1. Category 1: Unnecessary Tasks

Figure 6. Participant-based frequency graph of subcategories for the unnecessary tasks
category
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Figure 6 shows that the most encountered unnecessary tasks by participants were faculty-related
tasks and department-related tasks. Since the graph in Figure 6 is a participant-based frequency
graph, it can also be interpreted that 20 participants mentioned faculty-related unnecessary
tasks, while 13 participants referred to department-related unnecessary tasks.
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4.2.1.1. Subcategory 1: Faculty-Focused Tasks

The most frequently mentioned task within faculty-focused unnecessary tasks is the repetitive
academic data entry requests. Thirteen out of forty participants identified repetitive academic
data entries as unnecessary tasks. The participants view the need to input their academic data
across multiple platforms, coupled with the frequency of these requests, as a waste of time.
P23’s views on the matter are as follows:

“These systems never seem to end, they don’t interact with each other, and they are not
integrated. | believe this is entirely unnecessary and a waste of time.” (P23)

Another unnecessary task mentioned by the participants is unproductive meetings. The
participants describe meetings that lack sufficient content or those that could be held online but
are instead conducted face-to-face as unnecessary. The frequent requests for performance
targets have also been identified as another unnecessary task. P2’s views on the matter are as
follows:

“But we keep doing this strategic or reporting work, for example, constant quarterly and semi-
annual reports. I don’t understand it, I mean, we re not a business. How much did we sell this
month? How much will we sell next month? Academic work takes much longer. There’s a sort
of data fetishism here. There’s always data being collected.” (P2)

Regarding unnecessary formalization/bureaucracy, P24 states the following:

“There are standard, formalities-required writings; | just rewrite and send what | wrote last
month. They don’t say ‘if nothing has changed, don’t write it,’ they say, ‘write it,” and I have
to rewrite it.” (P24)

4.2.1.2. Subcategory 2: Department-Focused Tasks

Thirteen participants provided feedback in the subcategory of department-focused unnecessary
tasks. The preparation of department activity tables and Bologna-related paperwork are the
most frequently mentioned topics in this category:

“Our activity reports; how many seminars were held in the department? Who conducted how
many events? (...) Going back and asking the professor ‘What did you do last year?’ 10 times,
or 2 times throughout the year...” (P30)

“The filling out of Bologna packages... First, we fill them out, and then they say, ‘do the upload
like this.” We fill them out again, and this time they say, ‘these are the general errors, fix them
this way.” They don’t provide guidelines at first, and after we do it multiple times, it’s as if the
guidelines are created. Also, constant updates are requested.” (P11)
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4.2.1.3. Subcategory 3: Administrative Task-Related Tasks

This subcategory pertains to participants with administrative tasks. The most frequently
mentioned topic in this subcategory is the responsibility of attending official
events/openings/meetings. P20, who works at a higher education institution located in the
district, states that she attends most of the events in the city center on behalf of her superior
because she lives in the city center. P23 mentions that she is constantly at an event, opening, or
meeting and must dedicate a significant amount of time to these. P34 explains that the openings
and protocol visits she is required to attend are completely beyond her control, and she feels
her participation in most of these events is unnecessary. P22 shares that she is obliged to attend
ceremonies unrelated to her work, such as those on national holidays like April 23, while P25,
in his role as assistant dean, describes feeling like the dean's assistant, which provides an
interesting perspective:

“When I was in the administrative part, [ was supporting the dean, and I couldn’t focus on my
academic work. For example, | had to attend an event at the rectorate that had nothing to do
with me, at the dean’s request; instead of preparing for my associate professorship, my time
was spent there. | was forced to attend events like AFAD (Disaster and Emergency Management
Presidency) training or intercultural dinners, which I actually wouldn’t want to attend.” (P25)

P23, who served as assistant dean, mentioned that commissions are constantly being established
at the university, and due to the lack of communication between these commissions, she must
repeatedly perform the same tasks for different commissions. She also added that as the
individuals in charge of the commissions change, the system is restructured according to the
new administrator, and the same tasks are requested from the beginning once again.

4.2.1.4. Subcategory 4: Student-Focused Tasks

Another subcategory formed based on the participants’ views is student-focused unnecessary
tasks. In this subcategory, the views are grouped under the code “tasks due to indirect
communication (acting as a bridge).” Five out of forty participants stated that they have to act
as intermediaries in students' communication through various channels. P7’s statement on the
matter is as follows:

“(...) When issues like class schedules and paperwork, which should actually be handled by
administrative staff or secretaries, are left to us, we end up going beyond academic tasks.” (P7)

4.2.1.5. Subcategory 5: Promotion-Focused Tasks

The most frequently mentioned task in promotion-focused activities is the responsibility of
attending promotional days. P4 and P16’s statements on the matter are as follows:
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“At university promotional days, in our tourism-oriented city, during a time when there are no
students in the summer, they set up an unnecessary promotional booth in a shopping mall and
assign research assistants to it.” (P4)

“After I became a doctor, I was assigned to promotional days at both universities; however, [
was trying to promote a university that hadn’t even prepared its brochure.” (P16)

The statements of P26, who stated that they had a task to greet students coming from out of
town at the station, are noteworthy:

“During registration periods, since students come from outside, and Eskisehir is a very central
location, both on the railway and bus routes, professors are assigned to the bus station or train
station. A booth is set up, and as a professor, you go there and welcome the students.” (P26)

4.2.1.6. Subcategory 6: Exam-Focused Tasks

The codes in the subcategory of exam-focused tasks, each with a participant-based code
frequency of 1, include: preparing answer keys for exams, creating grade distribution charts,
initialing exam papers, and unnecessary assignments for exam proctoring.

4.2.1.7. Subcategory 7: Other Tasks

In the subcategory of other tasks, the codes are divided into two categories: printing documents
in a way that leads to paper waste and requesting tasks that will not be used or have not been
fully assessed for feasibility. Nine participants shared their views on this matter.

P8 stated that working on paper in a digital environment creates an unnecessary workload. P21
sees printing pages of exam venue announcements when they could be shared digitally, as a
waste of time. P25 finds it unnecessary to print and sign documents for online education when
the files are already stored in the system. P28 emphasized that keeping multiple copies of
graduate student registration slips leads to paper waste and time loss. P29 is surprised that tasks,
which are provided in electronic format, still require printing and signing, and cannot be solved
with an e-signature.

P9, working at a private university, explained that during the pandemic, due to the perception
that research assistants were not working, they were tasked with preparing materials for an
elective course that was never offered, and the course was later removed from the curriculum.
P22 mentioned that despite putting significant effort into quality-related work, all documents
were rendered invalid due to a change in guidelines, and during this process, while they could
have written an article or a book, they dedicated all their time to this task. P32 shared that they
wasted two months on a task that had not been properly assessed for feasibility, while P40 stated
that they believed most commission tasks were done merely to “appear to be completed.”
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4.2.2. Category 2: Unreasonable Tasks

Figure 7. Participant-based frequency graph of subcategories related to the category of
unreasonable tasks
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The category of unreasonable tasks is defined by 9 different subcategories. As seen in Figure
7, the most encountered unreasonable tasks by participants are those related to departmental
work and exam-related tasks. It is also noteworthy that personal tasks are the third most
frequently mentioned subcategory.

4.2.2.1. Subcategory 1: Departmental-Related Tasks

The codes defined by participants as illogical tasks related to the department, along with their
participant-based frequencies, are as follows: preparing course schedules (15),
exemption/validation tasks (7), teaching a course outside of their expertise (4), preparing
departmental activity tables (3), preparing accreditation files (2), curriculum preparation (2),
advising on probation students (2), registration approvals (2), validation tasks (2), and
translation (2). The most frequently mentioned codes in this subcategory are preparing course
schedules and exemption/validation tasks.

Most participants who felt that the task of preparing course schedules was not part of their
responsibilities were research assistants. P4, working as a research assistant, stated that they
prepared the course schedule for their department, which not only took up a lot of their time but
also caused stress due to faculty members' requests for changes during exam periods. Similarly,
P7, also working as a research assistant, explained that they were tasked with scheduling the
graduate courses of faculty members, along with the faculty's course schedule. They attributed
this responsibility to the lack of administrative staff available at the faculty or institute to handle
such tasks but noted that it did not align with their job description.

Some participants, despite not being research assistants, are required to prepare course
schedules due to their administrative tasks:
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“The process of adjusting the course distribution according to everyone’s requests prolongs
the task when it should be done by the department or program head. If the program were
determined from a single source, no one would be able to say, 'l didn’t want it like that."” (P20)

“If it were up to me, I think as the Deputy Head of the Department, I shouldn't be doing so
much work. For example, why are we preparing the course schedule? It should be done by the
administrative staff.” (P24)

Of the 7 participants who expressed their views on exemption/validation tasks, 5 were research
assistants. The consensus among the research assistants is that it would be more appropriate for
a faculty member to handle this task.

“For example, exemptions should not be the assistant's job. Because it really should be done
by a faculty member, ideally the instructor of the course. The question 'Is this course equivalent
to the other course?" is given to us, and | just write whether it is equivalent or not based on the
descriptions.” (P11)

The situation of teaching courses outside their area of expertise is another unreasonable task
that participants have expressed concerns about. Participants attribute this to staff shortages,
but they have stated that it makes them feel inadequate and that students do not receive optimal
benefits from these classes.

Regarding the preparation of departmental activity tables, P14’s views are as follows:

“It's not my area, and I don't understand anything about it. For example, it asks, 'How many
students have dropped out?' or "How many students are still enrolled?' To find out this, | would
need to contact the student affairs office. So, this task should be given to student affairs, and
they should handle it.” (P14)

4.2.2.2. Subcategory 2: Tasks Related to Examinations

The most frequently mentioned tasks in this subcategory are preparing the exam schedule,
preparing exam questions, grading exams, and entering grades. Among the 16 participants who
found preparing the exam schedule to be illogical but were still required to do it, 8 worked as
research assistants. Additionally, there are participants who prepare the exam schedule due to
their roles as department heads or assistant department heads. Participants agree that this task
should be carried out by student affairs. P16's views on this issue are as follows:

“Yes, the assistants do those tasks as well. And I believe student affairs should handle them.
But there seems to be an issue; I think professors often make a lot of changes later, so they have
trouble coordinating with the administrative staff.” (P16)

The delegation of tasks such as preparing exam questions, grading exams, and entering grades
to research assistants has been frequently mentioned. P1 highlights that the faculty members
they assist grade both faculty and institute courses, emphasizing that professors receive extra
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compensation for these tasks, making it clear that these tasks belong to them. P9 expresses that
while these tasks reduce the workload of faculty members, they hinder their own academic
development. P5, on the other hand, mentions that they occasionally enter grades for 1,500-
2,000 students.

4.2.2.3. Subcategory 3. Personal Tasks

Figure 8. Quotations related to personal tasks subcodes
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One of the most notable subcategories within the category of irrational tasks is personal tasks.
The personal tasks subcategory is defined by the codes for private and school-related/academic
tasks. Nineteen out of 40 participants have expressed their views on this matter. Some of the
quotes related to these two codes are presented in Figure 8.

The participants who shared their experiences regarding personal tasks all reported experiences
during their assistantship period, and many of the unreasonable tasks were assigned by the
faculty members they assisted. P1 was asked to perform tasks such as picking up medicine from
the pharmacy and arranging car repairs, while P6 had to arrange flight tickets for the professors
they assisted. P15 was tasked with sending documents by mail for their supervising professor,
and P19 had to deal with various tasks, such as collecting the retirement documents when their
professor was leaving the university, making photocopies, delivering documents to another
department, retrieving the professor’s computer tower from their home and bringing it to the
university, sending parcels, and cleaning the office. P20 and P22 were asked to guide university
visitors around the city on weekends. P22, who responded with “This is not my job,” continued
by saying, “There are companies in this field that can handle reception services on your behalf.
Support should be sought from them.” P23, while working as a research assistant, stated that
the dean of their faculty frequently assigned such tasks, including once being asked to write
hundreds of postage stamps. When P23 expressed that this was not part of their job, they
reported facing serious problems as a result. Similarly, P23, during a workshop they attended
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as a participant, was asked by the same professor to pick up a guest from the airport and take
them to the hotel at 3 a.m. When P23 stated they could not do it, the professor replied, “You
can’t do anything anyway.” A similar situation occurred when P26, working as a research
assistant, was called by their professor at 2 a.m. and asked to pick them up from the bus station
at 2:30 a.m. P26, who complied without objection, was told by the professor, “You research
assistants don’t do anything, you earn money while lying down.” Both P23, who refused the
unreasonable task, and P26, who carried it out, ended up facing mistreatment. P26 mentioned
that they believed such tasks had become a tool for mobbing by a particular professor and shared
their experience as follows:

“l was in my own office, and the professor was in theirs; they called me on the phone and said,
‘Come here." | went, and there were students in the office. In front of the students, they handed
me their invoice and asked, '‘Could you pay this?' This is mobbing. (...) Then, at one point, it
got even stranger; the professor's friend's mother-in-law and father-in-law were coming to the
city, and I had to go pick them up from the bus station and take them to the hotel.” (P26)

The experiences of the participants who shared their views on school-related/academic tasks all
stem from their assistantship periods, and the illogical tasks they received mostly came from
the faculty members they assisted. P1, P13, P15, and P35 do not find it appropriate for faculty
members to place all responsibilities solely on them. P15 describes being required to attend a
class of a faculty member they assisted, despite feeling unqualified, with the following
statement:

“I had just been appointed and was in my graduate studies. I was required to fully teach a
production course, which I had never taken before. I don’t think tasks performed without having
the necessary qualifications benefit either the students or the assistants; it's nothing but a
menial task.” (P15)

P4 states that academic advising for students has been transferred from faculty members to
research assistants, while P7 mentions that the faculty members they assist are required to act
as thesis advisors for graduate students. P11°s experiences in this regard are notable:

“Sometimes, very informally, things like reviewing are assigned; for example, faculty members
ask to do peer reviews for themselves... Apart from that, sometimes the faculty member asks me
to read a master's thesis and provide an evaluation. Once, they even asked me to evaluate their
associate professorship dossier...” (P11)

The statements of participants who were tasked with doing the academic work of the faculty
members they assisted are as follows:

“For example, having the assistant do the work related to their own article, an analysis process,
or a specific section of it.” (P15)

“We wrote many projects on behalf of the professor.” (P35)
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“For instance, in my case, when I publish an article, his name will be on it, without any
contribution or effort from him.” (P36)

4.2.2.4. Subcategory 4: Event-Related Tasks

The most frequently mentioned tasks in this category are related to creating technical
infrastructure for events and preparing posters. P3 mentions that they were frequently assigned
the responsibility of live broadcasting, while P4 has repeatedly been tasked with establishing
the infrastructure for presentations at conferences within their institution. P8 highlights the
necessity of becoming proficient in Zoom due to online events, and P9 mentions being
responsible for checking whether equipment like projectors and computers in classrooms are
functioning correctly. P16 and P22 state that they were assigned the task of preparing the
conference room prior to events. Except for P22, all participants who shared experiences related
to this task were research assistants. Furthermore, research assistants P2, P4, P5, P8, P10, and
P16 are responsible for preparing event posters. P4’s views on the matter are as follows:

“When an announcement needs to be made about an upcoming event, a poster is required. This
is something that actually requires a professional with graphic design skills or someone who
knows how to use software like Photoshop or similar tools. But I'm the one who does it.”” (P4)

4.2.2.5. Subcategory 5: Promotional Activities

This category includes tasks coded as managing the unit’s social media (8 participants),
attending promotional events (5 participants), and managing the website (5 participants). The
most frequently mentioned task in this subcategory is managing the unit's social media.
Regarding this, P8 states:

“All social media channels are managed by research assistants, and we use them to an
incredible extent. I'm not sure if such extensive use is necessary, but | suppose it's because we're
a foundation university.” (P8)

All participants who commented on attending promotional events were research assistants.
Regarding this, P16 stated:

“A similar assignment was given to us for the promotional days. The event was held inside a
shopping mall. (...) We sat at a table waiting for students, and not a single student came. They
made us do this for an entire week.” (P16)

P12’s views on managing the website are as follows:

“For instance, I'm not someone with expertise in information systems; I haven’t received any
training or guidance on this. Yet, I am working on our faculty’s web committee, which, frankly,
defies any logical explanation.” (P12)

515



P20 and P22, who work at an institution in the district, report that they visited local government
officials to distribute graduation invitations. P17 states that orientation activities in their
institution are handled by research assistants, a task they find absurd. P36, who had prior
experience in advertising, mentions being compelled to participate in the school's corporate
image activities due to this background.

4.2.2.6. Subcategory 6: Administrative Tasks

The most frequently mentioned unreasonable task in the subcategory of administrative tasks
was performing secretarial tasks or handling secretarial tasks. P4 had an interesting experience
with such an unreasonable task. Working at an institute, P4 explained that due to staff shortages,
research assistants took turns on weekly shifts over a two-month period, answering phones and
assisting visitors next to the institute secretary's office. P4 felt that this task crossed the line
from an unreasonable task to outright mobbing, stating the experience as follows:

“At the institute, we were assigned tasks such as filing documents and answering phones
because a staff member was not fulfilling their tasks properly. These tasks were directed to us
by the institute director, and, in a way, we were also responsible for monitoring whether this
person was even at work during office hours. This was the most absurd and pointless task I ever
experienced.” (P4)

P8 mentions having served as a department secretary for a period at their institution, while P21
states they had to take over the tasks of their department secretary due to the latter nearing
retirement. P21°s remark is particularly noteworthy:

“(..) For a long time in our department, we handled these tasks without our professors even
being aware of it. What’s worse is that we didn’t question whether we were supposed to be
doing it. In fact, it was something the secretary was responsible for and supposed to do. It was
only much later that we realized this.” (P21)

P23, who served as an assistant dean, expressed that their administrative tasks required him to
engage extensively in secretarial tasks, leaving them with no energy for his primary
responsibilities. Similarly, P24, a department chair, stated that they often had to take over
certain tasks from the faculty secretary, dedicating half a day to tasks the secretary could
complete in 10 minutes. P26, recalling their time as a research assistant, mentioned that when
the department secretary left the faculty, research assistants were assigned to rotate as
department secretaries temporarily. P28, an assistant department chair at a well-established
university, shared the following reflections:

“Why am I doing this? For instance, I'm acting as a secretary—because we don’t have one.
The secretary goes on leave for a month, and the assistant department chair ends up doing
secretarial work for an entire month!”
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P4, who works at an institute but handles inter-departmental correspondence within the faculty,
noted that given his position, he may transfer institutions in the future, making his current
administrative tasks both illogical and unsustainable. P39, who serves as the head of the
department as well as the director of a university center, stated that he manages all
administrative tasks himself due to the lack of support staff at the center.

P22 and P28 mentioned that they actively handle procurement tasks for their department. P28
expressed this with, “l mean, | remember buying things for the department, like a toilet seat...
if you know what I mean.”

P29 and P33, appointed as expert witnesses in investigations, feel this role does not align with
their job descriptions. Similarly, P5 and P12 expressed that, due to a shortage of administrative
staff, they were required to clean their own offices for a time, finding it unreasonable to spend
their time on such tasks.

P28 also mentioned being tasked with tasks typically assigned to administrative staff, such as
preparing lists for occupational health and safety certification and creating recycling reminder
signs for restrooms. P24, who received training in quality standards, reported being frequently
assigned as an internal auditor for various university departments, which significantly limited
the time available for their primary responsibilities.

4.2.2.7. Subcategory 7. Student Counseling on Non-Academic or Professional Issues

One of the nonsensical tasks mentioned by participants is providing student counseling on non-
academic or professional issues. Eleven participants agree that the boundaries of student
counseling tasks have become unclear. Among the most frequently discussed issues in this
subcategory is that academics are often required to contact students for various tasks.

Another frequently mentioned task in this subcategory is providing technical counseling to
students. P17, who works as a research assistant at a regional university, stated that research
assistants handle technical student consultations, attributing this responsibility to the nature of
working at a smaller university.

4.2.2.8. Subcategory 8: Tasks from Different Departments

In the subcategory of Tasks from Different Departments, three distinct codes were defined for
four participants. P1, who works as a research assistant, mentioned that they also supervise
exams for graduate courses taught by the faculty members they assist, which they found
unreasonable. Both P1 and P6 indicated that they are sometimes called upon to supervise exams
in other departments, which they feel does not align with their role definitions. P1 further noted
that the faculty members they assist expect them to also assist in their graduate courses, while
P4, despite working in a different unit, was tasked with preparing the course schedule for the
faculty.
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4.2.2.9. Subcategory 9: Activities Related to Graduate Programs

Some participants working in institutes stated that they themselves conduct checks on incoming
theses, while three participants mentioned that they were tasked with preparing the files for the
upcoming graduate programs.

4.3. Theme 3: The Reasons for ILT

Figure 9. Categories of the theme reasons for ILT
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Participants’ views on the reasons for ILT are defined by two distinct categories.
4.3.1. Category 1: Organizational Operations and Process-Related Causes

In the category of organizational operations and process-related causes, the most frequently
highlighted issue by participants is the ambiguity in job descriptions. Participants agree that the
item "other tasks assigned by the administrative supervisor" creates a legal loophole. Regarding
this, P17, who works as a research assistant, shared their thoughts as follows: "I feel like an
academic laborer. What does laborer mean? Whatever job is given, it is done, and it’s an
unskilled task." The words of P30, who works as an assistant professor, are as follows:

“In my opinion, the job descriptions and task distributions are unclear for both research
assistants and professors. And we pay the price for this ambiguity by having other professors
do the work of those who are unable to do their tasks, hiding behind the inability to perform
their tasks.” (P30)

Another frequently mentioned issue in this category is system inefficiency. Some of the views
on this topic are as follows:

“Now, if we move away from the mentality of ‘all right on the night' and think more proactively
and analytically, perhaps at some point, we could do more efficient work.” (P22)
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“It shouldn't be something personal, or something that changes from one period to another,
depending on who does the job. It's not even legal if you look at it that way. Unfortunately,
some things are not being systematized, maybe more so in smaller universities...” (P30)

“System inefficiency. In a proper university, the administrators should have the intention to
establish a system.” (P40)

Participants believe that one of the organizational process-related reasons for ILT is
organizational culture/traditionalism. They think that some of the illegitimate tasks requested
from them have become normalized as part of the culture. Some participants have expressed
the following views on this matter:

“I think there's this mentality of "it's been like this, so it will continue this way.'” (P3)

“For example, the professors can have the assistants grade the exam papers, but technically,
according to the law, that's an irregular procedure. What can you do? It's something that has
come as a tradition. ” (P12)

“Because they’re dealing with it, I now think there’s nothing to be done. It’s a system, it’s
become embedded in the organizational culture.” (P28)

As research assistants, P2, P6, P8, P14, P15, and P18, who works as an assistant professor,
believe that the illegitimate tasks requested from them stem from their academic titles. P2 and
P18 expressed the following on the matter:

“For example, I know that when | become an assistant professor or associate professor, I'll be
much more relaxed in academia. Therefore, until I reach that point, I think I am expected to do
everything at any given moment.” (P2)

“However, depending on my title, being assigned roles in areas where | am not an expert can
be really exhausting at times.” (P18)

Centralization in decision-making and implementation, lack of coordination, and the mindset
of doing more work with fewer personnel are less frequently mentioned codes in this category.

4.3.2. Category 2: Reasons Related to Human Resource Capacity

The most frequently mentioned issue by participants regarding the human resource capacity-
related causes of ILT is the characteristics of the managers:

“Some people in administrative positions in faculties... Some may be very good academics, but
not very good administrators. Therefore, this is a significant shortcoming.” (P6)

“They have created a fear mechanism. I mean, let me put it this way: the fear of losing the
position should not exist. There should be room to speak out and respond to factors that do not
operate within the framework of fairness.” (P22)
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“If the system creates these meaningless tasks, it is the management that creates them.
Therefore, the characteristics of the managers are very important.” (P32)

Twelve out of 40 participants identified personnel shortage as a reason for ILT. Some
participants believe there is a lack of administrative staff, while others attribute ILT to the
insufficient number of academic staff. The following are some of the participants' statements
on the matter:

“The fundamental issue, | believe, is that tasks that could be done by administrative staff are
being carried out by us as assistants.” (P5)

“Personnel shortage is a huge problem for my institution. Since the student affairs office
consists of only two people and they can't keep up with anything, many tasks end up falling on
me, on us.” (P20)

“I think, in academic life or at the academic level, due to personnel shortage, the lack of
specialized staff, or the shortage of specialized administrative staff, these tasks somehow need
to be handled, and whatever resources you have at that moment is what you turn to.” (P34)

One of the reasons mentioned by participants in this category is administrative staff who are
unwilling to work.

“But there's no one to send, because if he calls the secretary, the secretary says, This isn't my
job.'” (P14)

“This is also true for administrative staff, and there’s the problem of too many administrative
tasks being assigned to academics. Especially with events and the technical aspects of these
arrangements, it’s honestly a burden for us to have to handle them.” (P21)

“But look, even the tasks that the department secretariat is supposed to handle end up being
done by the research assistants and us. The department secretaries are also very comfortable;
they just say, 'That’s not my job.” (P31)

The following are the participants’ statements regarding reasons stemming from peer-related
issues and unqualified personnel in this category:

“It’s not just the managers, sometimes it’s also due to colleagues not taking enough
responsibility. ” (P38)

“Unfortunately, there are people who just don’t know how to do their jobs. For instance,
especially in X district, staff who transfer from the Ministry of Education often join as
administrative staff, but they don’t understand student affairs, can’t read regulations, and are
unaware of many things. They constantly come to us with questions.” (P16)
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4.4. Theme 4: Outcomes of lllegitimate Tasks (ILT)

Figure 10. Categories and code frequencies of the outcomes of illegitimate tasks (ILT) theme
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The theme of the outcomes of illegitimate tasks (ILT) is defined in four distinct categories:
relational outcomes, physical health-related outcomes, psychological and emotional outcomes,
and work-related outcomes.

4.4.1. Category 1: Relational Outcomes

The most frequently experienced relational outcome reported by participants (11 out of 40) is
the deterioration of workplace relationships. Participants facing frequent exposure to ILT
indicate a decline in workplace tolerance. Seven participants expressed feeling a sense of
detachment from colleagues or supervisors as a relational consequence of ILT. Believing that
increased visibility results in more ILT assignments, some participants tend to isolate
themselves in the workplace. Here are a few statements from participants in this category:

“The risk and potential for conflict between individuals of equal status is created. There is a
dilemma, and you start questioning whether the source of the problem is the manager's
incompetence or your colleague's skill in avoiding work.” (P12)

“But when some people are exposed to this while others comfortably do only what they want
and avoid what they don't want, a serious conflict environment arises. | believe this creates
something that seriously disrupts the work environment, something that disrupts work peace. ”
(P21)
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“My tolerance level decreases, of course. For example, when someone asks for something,
instead of doing it at a normal time, | might do it with a harsh look or in a sharp tone.” (P3)

“Basically, you hold off toward those who do or don't do the work, or those who deem you
worthy of menial tasks. You start to feel devalued, and the other person also becomes
devalued. ” (P23)

“Everything starts to become bureaucratic. | just come, give my lecture, do my task, and leave.
1 don’t want anyone to bother me, I don’t want to see anyone.” (P20)

“(...) That would really upset me. We both have the same title, the same profession, the same
salary, and we work at the same faculty, but there is definitely an unfair distribution, and the
feeling of injustice would engulf my entire body. Sometimes, | would even feel resentful toward
my colleague.” (P1)

4.4.2. Category 2: Physical Health-Related Outcomes

The physical health-related outcomes of ILT have been defined through 12 different codes
based on the participants’ statements. The most commonly reported issues are sleep
disturbances and fatigue. Some participant statements related to this issue are as follows:

“Physically, of course, you face irregular eating habits and sleep disturbances; malnutrition
and sleeping disorders as well.” (P6)

“Sleep problems create a situation where it's not insomnia, but rather a desire for more sleep
and resting. It’s like a form of escape syndrome.” (P34)

“We have academic work, the courses we are teaching. So, when things are suddenly loaded
onto you without questioning whether you have time for them, and because you tire yourself
trying to keep up with everything, it causes physical exhaustion.” (P21)

P7, P13, and P39 specifically mentioned experiencing muscle pain in the back and neck areas,
while P11 stated that frequent muscle tension occurred due to anger. P6 and P7 noted that when
illegitimate tasks were overwhelming, their eating habits were disrupted, while P22 expressed
that during such times, they had no desire to eat, and P34 mentioned turning to sugary foods.
P3, P25, and P28 indicated that the intensity of such tasks weakened their immune systems,
leading to frequent illnesses. P23 stated that the stress caused by these tasks resulted in serious
health problems. P4 shared that the time pressure of these tasks caused stress, which led to
stomach cramps. P22 also reported experiencing stomach issues, while P37, reflecting on their
assistantship period, mentioned battling conditions like gastritis and acid reflux due to the
perception that ILT were being used as a tool for mobbing. P5 expressed extreme frustration
upon learning about the ILT assigned to them, realizing how time-consuming it was, and how,
if approached systematically, it would not fall to them. They experienced tremors in their jaw
and were unable to stop them. P33 also reported experiencing teeth grinding during times of
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high workload. Both P22 and P33 noted that the stress from these periods caused hair problems.
Finally, P33 mentioned issues with fluctuating weight, while P28 believed that stress-related
forgetfulness had increased during such periods.

4.4.3. Category 3: Psychological State and Emotional Outcomes

ILT create stress for participants due to their inability to dedicate time to their core tasks and
their need to perform tasks outside their area of expertise. This situation leads to feelings of
anger, unhappiness, anxiety, and a sense of worthlessness. The inability to voice concerns and
the feeling of being compelled to comply with these tasks generate a sense of being trapped by
the participants. Another emotion felt by participants in response to ILT is frustration, stemming
from the conflict between their role expectations and the actual situation they face. Some of the
participants' statements on the matter are as follows:

“When | found myself unable to do my own work due to the unskilled tasks assigned to me, |
became angrier, reaching the point of wanting to explode, whereas | consider myself a patient
person. It led to a change in my character.” (P3)

“When these tasks were assigned to me, | first learned to be excessively angry, and then |
learned how to cope with my anger.” (P36)

“It makes me feel worthless, that’s the right word. I feel worthless. I think I don’t deserve that
treatment or the task.” (P13)

“Since I've been doing so many unreasonable administrative tasks, I can’t publish because 1
don’t have time for anything else. As a result, I can’t reach my potential, and that creates a
sense of being stuck in me.” (P28)

“Or, there’s unhappiness, it’s like a depressive state.” (P39)

“Yes, as a profession, | thought, '/ didn’t envision academia this way." | was deeply
disappointed. Like I said, I didn’t see academia like this through my professors. Then, when
encountered this here, | thought, 'This wasn’t my dream."” (P26)

“Because an intense anxiety disorder developed. It’s unpredictable when or where something
will arise.” (P17)

4.4.4. Category 4: Work-Related Outcomes

The most frequently discussed issues regarding the work-related outcomes of ILT are role
ambiguity and role conflict. Thirty-three participants reported experiencing role ambiguity or
role conflict because of the ILT assigned to them. The lack of clear role boundaries in academia
contributes to the frequent exposure of participants to ILT, leading to role ambiguity:
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“I experience a lot of role ambiguity because what happens is, when these menial tasks are
assigned to me, I first wonder, 'Is this something | should be doing? Is this my responsibility?
Or is this the responsibility of the administration or the student affairs department, or the
instructor teaching this course?"” (P20)

“Sometimes I don 't understand—am | an academic or an administrative staff? Or what exactly
am | in this context?” (P28)

“I experience role conflict because on the one hand, there are tasks the institution expects from
me, and on the other hand, there are academic tasks... Since these occur simultaneously, | need
to create a priority structure, so yes, | experience role conflict. Work-life conflict is also part
of this.” (P34)

One of the significant findings of the study is that ILT reduce professional reputation. What is
particularly noteworthy is that the decline in professional reputation is not only observed among
those who perform this profession but also in their surrounding environment. According to the
participants, the reputation of the academic profession is diminishing not only among the
participants but also among their close circles, students, and other university staff:

“I think my academic identity has been eroded, degraded, and devalued. In this sense, yes, |
would call it a professional reputation assassination. I am experiencing a situation where my
professional reputation is being damaged. ” (P34)

“There are points where | feel I am being brought down as an academic. As | mentioned, when
| call a student, it's as if I'm trying to attract customers to my company. It feels like the value of
an academic is somewhat diminished in the eyes of the student. I don't like this.” (P20)

“Also, people's perspective changes. Even officers in the administrative staff view research
assistants in that way. They look at them as mere couriers.” (P2)

“Even my spouse says things like, 'You go to the exam and come back, and that's it." Is that
something | really want to hear? Apparently, from the outside, they see research assistants as
just going to exams or doing menial tasks. If even the closest person to you has such a
perception, that's concerning.” (P29)

Participants reported that ILT hindered their ability to focus on their core tasks. Due to the
intensity of ILT, participants not only felt devalued but also believed that these tasks were
taking away time from their primary tasks, leading to a decrease in their sense of organizational
commitment and loyalty. Over time, participants began to perform tasks that they did not view
as part of their core responsibilities with less diligence. Those who felt that the majority of their
time was consumed by ILT expressed that they were falling behind academically compared to
their colleagues:
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“Because the work | should actually be doing, such as teaching or writing articles, | don't have
enough time for. This becomes a more challenging factor for me; it can be psychologically
demanding.” (P22)

“But here, there is so much bureaucracy, so many administrative tasks, that I can never
dedicate time to my academic work. For example, even if you're an administrator, it's like a
front desk here.” (P39)

“There is a situation where my sense of belonging to the institution decreases. Yes, there is a
ceremonial sense of belonging to the institution, or it seems like there is. But ceremonially, |
question the real sense of institutional belonging.” (P34)

“I could have done much more productive things in that time, and so, because I'm not doing
the task that's not my core responsibility with high motivation, I am just doing it to say I've done
something.” (P3)

“During the reappointment periods, the questions asked were not about the ILT I took on, but
about the academic publications | made...” (P25)

“I feel left behind academically while dealing with these menial tasks. | experience this sense
of academic stagnation every day.” (P31)

Another effect of ILT observed in participants is the intention to leave the job. Participants
expressed thoughts of silent resignation, moving to another institution, quitting the profession,
or pursuing an academic career abroad:

“I might one day really say, 'I'm resigning,’ or I might say, 'Goodbye, I've found a position
abroad, I'm leaving.' | feel this way right now. ” (P28)

“I've started looking for positions, having interviews, and if nothing works out, I'm thinking of
resigning and entering the NGO project sector. | still have some time for that. ” (P17)

“Do this, do that, do everything, but none of them provide financial satisfaction, and that leads
to what they call silent resignation.” (P9)

“There could be a break. Quitting the profession is also a possibility. ” (P22)

Participants reported that, due to ILT, they are forced to carry out their academic work during
time they had set aside as personal time, leading to a disruption of work-life balance.
Furthermore, the unequal distribution of tasks outside of role definitions, with these tasks
consistently assigned to the same individuals, leads to a deterioration in participants' perception
of organizational justice:

“Because the time | want to reserve for myself—meaning personal time, but in an academic
sense—gets eaten up by tasks that | don't consider part of my main job. My academic work ends
up at home. I no longer want to bring work home.” (P39)
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“People with the same status and salary, although they claim to be part of the profession, do
not contribute to the work produced. This undermines the sense of fairness.” (P21)

Participants also reported experiencing a loss of motivation and professional alienation:

“It breaks your personal motivation in some areas. After all, you're wasting time, and I think
the most valuable thing in academia is time.” (P30)

“It distances you from the profession. It breaks your motivation. Actually, it creates a
motivation problem, I would say.” (P38)

“Professionally, you become alienated because instead of working on what you re supposed to
be doing, you're dealing with irrelevant tasks. Since the work you really want to do always
takes a backseat, this causes you to become disconnected from the profession and yourself.”
(P34)

5. DISCUSSION and CONCLUSION
5.1. Theoretical and Practical Contributions

In the study, ILTs negatively impact professional identity and occupational prestige by causing
role conflict and ambiguity. Expecting academics to perform tasks beyond professional norms
fosters occupational alienation. Academics entering the field with distinct expectations feel
devalued when faced with tasks outside their roles, undermining their sense of self-worth within
the SOS theory framework.

One of the significant findings of the study is that ILT diminish occupational prestige. Notably,
this decline in prestige is observed not only among those in the profession but also within their
surrounding circles. The prestige of the academic profession is perceived to be decreasing
among participants' close circles, students, and other university staff. Within the framework of
role theory, this study contributes to the literature by demonstrating that employees facing
excessive work demands due to unnecessary tasks and experiencing conflicts related to their
roles because of unreasonable duties can lead to a diminished sense of purpose and meaning. A
similar finding was also presented in the study by Akyiirek (2024, p.212). Moreover, this
situation may be interpreted as a micro-level outcome of the broader process of devaluation of
academia at a macro level.

It can be inferred that academics ascribe positive meanings to the profession, reflecting a
favorable perception of their professional role. An interesting finding is that participants who
report that their academic identity holds no personal significance are typically younger
academics. The majority of participants view their profession as having two primary
dimensions: teaching and conducting research. Within the framework of the Conservation of
Resources (COR) theory, the study reveals that academics who encounter ILT experience
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significant losses of vital resources, such as time and energy, as they are unable to perform tasks
they consider their primary responsibilities.

When evaluating how academics perceive and experience ILT, it was found that participants
encounter unreasonable tasks far more frequently than unnecessary ones. The highest burden
of unreasonable and unnecessary tasks falls on those in the early stages of an academic career,
including research assistants, doctoral research assistants, and assistant professors. Notably,
“personal tasks” emerged as the third most frequently mentioned subcategory among
unreasonable tasks. All participants who reported experiences with personal tasks described
these tasks as part of their assistantship period, with most unreasonable requests originating
from the faculty members they assisted. Similar findings were reported by Yilmaz and Sahin
(2016) and Uguz and colleagues (2020) in their qualitative studies on research assistants. The
reason research assistants, who are most frequently exposed to ILT, endure these tasks can be
explained through the lens of social exchange theory. Social exchange involves the expectation
that contributions made will be reciprocated in the future, with an anticipation of gains (Ertiirk,
2014, p.15). It can be suggested that research assistants, positioned at the initial rung of
academia, undertake ILT assigned by their superiors in the hope of climbing the academic steps
more easily. However, it is crucial to note that social exchange, even when based on
expectations, fundamentally relies on the principle of voluntariness. Additionally, according to
Anskar et al. (2019) and Thun et al. (2018), administrative tasks can divert time and focus away
from core responsibilities, thereby leading to perceptions of these tasks as unreasonable. The
frequent mention of administrative duties among unreasonable tasks may be explained by this
factor. Tasks labeled by participants as illegitimate differ from their core responsibilities, such
as publishing academic work and teaching. This finding aligns with previous research (Semmer
etal., 2015), which suggests that illegitimacy primarily occurs within auxiliary tasks rather than
fundamental ones. Similar to the findings of Ma and Peng (2019), these tasks contribute to a
decline in perceived job quality, motivation loss, and decreased productivity. According to van
Schie and colleagues (2014), unnecessary tasks in particular reduce employees’ motivation,
while unreasonable tasks decrease their intention to remain in their position. Our study also
revealed that some participants expressed intentions to leave their institutions as a result of ILT.
The key point here is that academics express a desire not to leave their profession but to change
institutions. As seen in Theme 1, participants assign positive meaning to their profession and
view illegitimate tasks as obligations imposed by their institutions rather than intrinsic parts of
their roles. Only a few participants regard administrative duties as part of their role; others
categorize these duties as unreasonable tasks. The extent to which academics should assume
administrative responsibilities remains an open question.

Empirical studies in the literature have found, in line with the results of this study, that ILT
negatively impact employees' psychological and physical health (Stocker et al., 2010; Semmer
et al., 2015; Fila and Eatough, 2020; Munir et al., 2017; Minei et al., 2018; Pindek et al., 2019;
Meier and Semmer, 2018; Akyiirek, 2020; Kottwitz et al., 2021).
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It is noteworthy that in-depth research on the antecedents of ILT remains limited. To date, most
studies have focused on the outcomes of ILT, with only two studies (Faupel et al., 2016; Bjork
et al., 2013) addressing their antecedents. In Faupel and colleagues' (2016) study, which is
recognized as the first qualitative research on illegitimate tasks, ILT antecedents are categorized
into structural and social conditions. A comparison of studies suggests similarities in codes
related to factors such as lack of planning and organization, disorganization, additional efforts
required due to colleagues' inefficiency or underperformance, unwilling administrative staff,
lack of supervisor support, and managerial attributes. In Bjork et al.'s (2013) research, concepts
such as insufficient staffing and organizational control deficiencies—positively associated with
ILT in administrative roles—align with the codes of personnel shortages and disorganization.

On a practical level, transparent communication from supervisors demanding ILT in terms of
social support could help mitigate the effects of ILT. Clarifying the job descriptions of
academics at every level, at least on an institutional basis, would also be a beneficial approach.
Additionally, ensuring the fair distribution of unavoidable ILT within the institution could
reduce their negative impacts. Issues related to administrative staff unwilling to perform their
duties or peers avoiding ILT responsibilities could be addressed through the establishment of a
more effective monitoring mechanism.

5.2. Recommendations for Future Studies

Numerous empirical studies in the literature have investigated the negative impact of ILT on
employees' psychological and physical health (Stocker et al., 2010; Semmer et al., 2015; Fila
and Eatough, 2020; Munir et al., 2017; Minei et al., 2018; Pindek et al., 2019; Meier and
Semmer, 2018; Akyiirek, 2020; Kottwitz et al., 2021). These studies have explored the
mediating variables through which these effects occur and the factors that moderate these
impacts. However, despite the significant results of these predominantly quantitative studies,
the concept of ILT requires further support through both theoretical and empirical studies based
on qualitative methods specific to sector, industry, and context. The use of data collected from
multiple sectors and professions in published studies may hinder the identification of
profession-specific ILT, as all occupations are measured with the same scale. This approach
leaves unanswered questions regarding how or why perceptions of ILT may vary across
professions. Future studies focusing on job- and profession-specific ILT could enable more
accurate comparisons. Developing specialized scales tailored to specific jobs and professions
through qualitative research designs would offer a valuable contribution to the ILT literature.
Additionally, no studies examining the relational outcomes of ILT have been identified in the
literature. Based on this finding, it can be suggested that ILT disrupt long-term workplace
harmony, emphasizing the need for more empirical research in this area.

Moreover, examining the full range of antecedents causing ILT, which lead to negative
individual and organizational outcomes, would provide a valuable contribution to the literature.
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Finally, examining the moderating factors that mitigate the adverse effects of ILT, focusing on
academics' strategies for coping with ILT, and investigating whether the ILT faced by
academics differ between public and private universities would contribute significantly to the
literature.

5.3. Limitations

The study is limited to the responses provided by a sample group of 40 participants. A key
limitation of the sample is the impossibility of examining the entire research population.
Another limitation is the assumption that the responses given by the participants are accurate
and sincere.
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Bu c¢alisma, ulusal yazinda kavramsal acidan énem kazanan “sefkatli liderlik” kavrami ile ilgili nicel ¢alismalarin
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yakali galisandan toplanmistir. Verilerin analizinde SPSS 25 ve AMOS 24 programlarindan yararlaniimistir. Orijinal
olcek yapisi ‘fark etme’, ‘anlama’, ‘empati’ ve ‘harekete gecme’ olarak adlandirilan dort boyutlu bir yapidadir.
Olgegin ispanyolca giivenirlik ve gecerlik calismasinda boyutlara ait Cronbach alfa degerleri ‘fark etme’ icin 0,905,
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Turkish Adaptation of the Compassionate Leadership
Scale: Reliability and Validity Study

Abstract

This study aims to adapt “The Compassionate Leadership Scale,” developed by West (2019), to Turkish in order
to facilitate quantitative research related to the conceptually significant “compassionate leadership” concept in
the national literature. The goal is for the scale to attract attention from researchers and contribute to scientific
studies related to compassionate leadership. Data were collected from 164 white-collar employees working in
various institutions and positions in both public and private sectors using a survey technique. The data were
analyzed using SPSS 25 and AMOS 24. The original structure of the scale is a four-dimensional framework named
‘attending,’ ‘understanding,” ‘empathising,” and ‘helping.’ In the Spanish reliability and validity study of the scale,
the Cronbach’s alpha values for each dimension were found to be 0.905 for ‘attending,’ 0.723 for
‘understanding,’” 0.858 for ‘empathising,” and 0.940 for ‘helping.’ In this study, based on the results of reliability
and validity analyses, it was determined that the Turkish adaptation of the scale exhibits a one-dimensional
structure different from its original form, with a Cronbach’s alpha reliability coefficient of 0.969. Hereby, it is
concluded that the one-dimensional structure of The Compassionate Leadership Scale can be considered a
reliable and valid measurement tool for researchers.

Keywords: compassionate leadership, attending, understanding, empathising, helping, the compassionate
leadership scale
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EXTENDED ABSTRACT

Background & Purpose: A compassionate response to stress and pain is central to human life.
Compassion gives people hope that they can do something to help each other. Scientifically,
compassion is defined as a person’s sensitivity to the suffering of oneself and others, and their
commitment to alleviating and preventing it (Kirby, 2022). In this context, compassion is not
exactly the same as kindness, empathy, sympathy, and altruism. Compassion is an emotion that
relieves pain, stress, or trouble; kindness is a type of behavior that promotes happiness; empathy
is the ability to understand the feelings and thoughts of others; sympathy is an automatic
emotional response to situations (Kirby, 2022); altruism is the person’s effort for the well-being
and happiness of others rather than oneself. The word compassion has an origin in the Latin
word ‘compati’, meaning ‘to suffer’ (Balamur, 2023). The etymological connection between
the word compassion, which is the source of the Arabic words, safaka (worried) and safka
(compassion), and worrying is quite remarkable (Aksoy, 2022). However, the meanings of
words change over time and across cultures, and this is also true for compassion (Gilbert, 2017).
Compassion is a human-specific emotion that is formed by unconditional love, manifests itself
with emotional awareness, and provides emotional transfer through empathy (Tarhan, 2010).
The most important feature that distinguishes compassion from empathy is that it reveals the
motivation and ability to take action. Global natural events, wars, and technological
developments have directly affected human life and increased the responsibilities of leaders,
while creating an expectation from new generation leaders to act with an attitude of empathy
and compassion. The pandemic period, which has been particularly challenging, has ensured
that the importance of employee needs is understood and required leaders to take action on how
to guide their employees through the difficulties they face in crisis situations. Therefore, leaders
have begun to take on the responsibility of leading with compassion on the basis of being aware
of the problems their employees are experiencing, being understanding, empathetic and taking
action to help solve the problems. The autocratic leadership that dominated twenty years ago,
and in which leaders had full control over their employees, has undergone changes and
transformations with the changes in business life, the impact of digitalization and the
developing workforce, and has led to more collaborative and people-oriented leadership
approaches (Aksoy, 2021). This explains why soft leadership characteristics are needed more
than hard leadership characteristics in institutions, that is important to support employees from
within, and that being people-oriented before being task-oriented can have positive effects on
the future of the leader, employee, and institution. Compassionate leadership requires
recognizing and understanding the problem, empathizing with employees experiencing the
problem, taking action to solve the problem, and playing an active role in creating change. In
other words, compassionate leaders use their position, skills, and resources to help their
employees, and solve their problems. The aim of the compassionate leader is to provide an
environment where all employees can present their personal ideas, and come together on a
common ground by cooperating. In other words, the leader's practice of compassion is made
possible by moving from "1" to "We" (Aksoy, 2021). Especially in times of crisis, a leader who
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expects their team members to show their best effort and loyalty, should act on the path of
compassion, which is a necessary step for compassionate leadership. A compassionate leader
is aware of the importance of employees as individuals, and embraces that each employee is an
important part of the organizational structure.

Research Method: In this study, the survey technique, which is one of the quantitative research
methods, was used. An online survey was used considering factors such as saving time during
the data collection phase, affordable transportation costs for the participants, and providing easy
access to the data set. In the literature, in order to conduct a reliable factor analysis, it is deemed
the minimum sample size to be between 100 and 200 (Tabachnick and Fidel, 2018), 4 or 5 times
the number of items (Child, 2006), a value between 5 and 10 times the number of items
(Tavsancil, 2002), or 10 times the number of items used in the scale (Kline, 1994). Accordingly,
for the Turkish adaptation study of The Compassionate Leadership Scale consisting of a total
of 16 items, data was collected on the basis of voluntary participation from 164 white-collar
employees working in different institutions and positions in the public and private sectors
within the province of Adana through the convenience sampling method. During the translation
process of The Compassionate Leadership Scale, permission was first obtained from Michael
West, who developed the scale, to adapt the scale and use it in the studies. The translation-back
translation studies of the scale were carried out independently by 2 experts who are proficient
in Turkish-English languages, the field and the concept of compassionate leadership planned to
be measured, following the method suggested by Tsang et al. (2017). SPSS 25 and AMOS 24
programs were used in the analysis of the data obtained from 164 participants who were reached
as a result of the survey applied after the translation studies were completed. The skewness and
kurtosis values of the scale items were obtained through the SPSS 25 program to check whether
the data showed frequency analysis, descriptive statistics, and normal distribution. Cronbach's
alpha coefficient and item-total correlation coefficients were calculated to evaluate the
reliability criteria of the scale. For the factor analyzes to be carried out to test the validity of the
scale, the Kaiser-Meyer-Olkin (KMO) coefficient, which provides information about the
suitability of the data for factor analysis, was first calculated and the Bartlett test was performed.
Confirmatory Factor Analysis (CFA) was performed with the AMOS 24 program to check the
similarity of the scale with its original four-factor structure. In order to explore the factor
structure of the scale, an Exploratory Factor Analysis (EFA) was performed with the SPSS 25
program.

Conclusion: In order to test whether the adapted scale has a similar structure to the original
version, a first-level four-factor CFA was performed using the AMOS 24 program. Despite the
modification improvements of the four-factor structure, a sufficiently good fit could not be
obtained, and the discriminant validity of the scale could not be provided. Therefore, the EFA
was performed for The Compassionate Leadership Scale consisting of sixteen items using the
SPSS 25 program. After removing seven items whose correlation values were outside the
threshold values from the analysis, the EFA was repeated and it was determined that the scale
consisted of a single factor with an eigenvalue above 1. In order to test the structural validity of
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The Compassionate Leadership Scale consisting of a total of nine items and showing a single-
factor structure, a first-level single-factor CFA was performed using the AMOS 24 program.
According to the CFA results obtained, it was seen that the single-factor structure had good fit
values, and the CR and AVE values calculated to check the internal consistency reliability and
convergent validity were sufficient. In the scale adaptation studies seen in the literature, despite
the structural differences between the original and adapted scales, it was concluded that the
single-factor Compassionate Leadership Scale consisting of nine items obtained from this study
has sufficient features in terms of reliability and validity, based on the evidence of the scale
adaptation studies that are accepted as reliable and valid in its adapted form. Therefore, it can
be said that this scale is a reliable and valid data collection tool for measuring the perception of
compassionate leadership. In this context, it can be stated that this scale, which has been adapted
into Turkish, can be used in quantitative studies on compassionate leadership in the national
literature.
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1. GIRIS

Gegmisten giinlimiize yasanan olaganiistii olaylar, degisen ¢evre kosullar1 ve teknolojide
meydana gelen bliylik gelismeler sonucu insanlarin 6zel ve ¢alisma yasamlarina ait degisen
ihtiyaglari farkli kosullarda farkli liderlik tarzlarina ihtiya¢ duyulmasina neden olmustur. Iyi bir
liderin iistlenmesi gereken sorumluluklar, sahip olmasi gereken 6zellikler ve beceriler, liderlik
kavraminin ortaya ¢ikti§1 zamandan beri tartisilmig, her durumda ve kosulda gegerli en iyi
liderlik tarzini isaret eden bir goriis heniiz s6z konusu olmamistir. Bu durumun gerekgeleri
arasinda; insan yasaminin siirekli degisim gostermesi, yagsanan olaylar ve gelismeler neticesinde
farkli yasam, yonetim ve liderlik tarzlarinin olugmasi, bireyin yasamina anlam katan ve 6nceligi
degisen degerlerinin 6zel ve is yasamindaki tercihlerine olan etkisi, bireysel, orgiitsel ve
toplumsal ihtiya¢ ve beklenti farkliliklar1 sayilabilir. Her tiirli problemin ve zorlugun
istesinden gelebilmek insan dogasinin sinirlarin1 zorlayan bir beceri olmakla birlikte insanin
karsilastig1 giicliikkleri tek basina miicadele ederek asmasi her zaman miimkiin olmayabilir.
Bunun yaninda, oldukca hizli bir sekilde degisen ekonomik, sosyal ve ¢evresel kosullar da goz
oniinde bulundurulursa, boyle durumlarda bireyin 6zellikle is yasaminda kars1 karsiya kaldigi
sorunlarin iistesinden gelebilme becerisi iizerinde birlikte calistig1 liderinden almis oldugu
destek onemlidir. Sahip oldugu konum ve iistlendigi sorumluluk agisindan daima karar vermek
durumunda olan bir lider bazen gerekeni yapmak ile insani degerleri goz 6niinde bulundurarak
duygusal karar vermek arasinda bir ikilem yasayabilir. Ozellikle son birkag yilda iilkemizde ve
diinya genelinde yasanan, olduk¢a 6nemli kayiplara yol agan, maddi ve manevi olumsuz etkileri
hala devam eden pandemi donemi, dogal afetler ve savaslar olaganiistii durumlarla miicadele
etme konusunda lider-¢alisan ve calisan-galisan iliskilerinin degistigini ve daha anlayisli,
sefkatli, empatik ve yardimsever iligkilere ihtiya¢c oldugunu ozetlemektedir. Bu anlamda,
yasamin siirdiiriilebilirligi i¢in 6nemli bir deger olan “insan”1n gelecegin belirsizliginden kaygi
duymasi ve bunun i¢in endiselenmesi sefkat kavraminin 6nemini artirarak liderlere biiyiik
sorumluluk yiiklemistir. Bunun nedeni, duygu, eylem ve iyilestirici bir gii¢ olarak tasvir edilen
sefkatin ozellikle kriz anlarinda birliktelik giicii yaratma becerisinin olmasi ile agiklanabilir
(Taskiran vd., 2023). Dolayisiyla, giiniimiiz kosullarinda birgok alanda oldukga ilgi goren ve
giin gectikge farklt boyutlara evrilen yapay zeka giicliniin “insan” ve “is giicii” degerini
sorgulattig1 bir zamanda “sefkatli liderlik” kavraminin ele alinmasi elzemdir. Sefkat, 6ziinde
yeni bir kavram olmamakla birlikte daha ¢ok sosyoloji, din ve felsefe alanlarinda ilgi gérmiis,
yonetim ve organizasyon yazini kapsamina ilk defa 1999 yilinda Peter Frost tarafindan
kazandirilmigtir (Barghouti vd., 2023). Sefkatli liderlik agisindan sefkat; ¢alisanlarin ihtiyacinin
veya sorununun farkinda olma, i¢inde bulunduklari durumu anlama, hissettikleri ve yasadiklari
ile bag kurma ve onlara yardim etmek amaciyla harekete gegme anlamu tasir (Aksoy, 2021). Bu
baglamda sefkatli liderlik, ekip liyelerinin yasadiklari giicliiklerin farkinda olmayi, sorunlarini
anlamayi, i¢inde bulunduklar1 durum ile empati kurmay1 ve degisim yaratma diisiincesiyle
onlara destek olmay1 gerekli kilar (Taskiran vd., 2023). Ramachandran vd. (2023), alanyazin
tanim sentezine dayanarak sefkatli liderligi; sevgi, 6z-sefkat, sefkat, ilgi, 6zveri, bilgelik,
diirtistliik, empati, hesap verebilirlik, 6zgiinliik, mevcudiyet ve sayginlik gibi 6zellikleri ve
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davraniglar1 kapsayan bir kisilik 6zelligi, bireysel ve orgiitsel gelisimi tesvik etme, motive etme,
etkileme ve ikna etme becerisi olarak tanimlamaktadir. Sefkatli liderlik, son yillarda yabanci
literatiirde 6zellikle saglik sektorii ve sosyal politika konulartyla ilgili alanlarda ¢alisma konusu
olarak ilgi gérmiistiir. Bu bakimdan, sefkatle liderlik etmek, pandemi doneminde olaganiistii
glicliiklerle miicadele etmek durumunda kalan calisanlarin ilgisini ¢ekme, onlara destek olma
ve motivasyon saglama agisindan oldukga etkili olmustur (Riley, 2022). Sefkati kurum
kiltliriine yerlestirmeye calisan liderlerin ekip liyelerinde gérmek istedikleri davranislar ve
degerleri sefkat c¢ercevesinde modellemeleri gerekir. Bunu gerceklestirmeye calisan
liderlerden; fark etme, anlama, empati kurma ve harekete gegme seklinde adlandirilan sefkatli
liderlik becerilerini kazanmalar1 ve gelistirmeleri beklenir (\West, 2019). Burada s6z konusu
olan sefkatli liderlik becerileri ayn1 zamanda bu ¢alisma kapsaminda ele alinan orijinal sefkatli
liderlik dl¢eginin boyutlarini ifade eder. Fark etme, bir sorunu ya da ihtiyaci fark etmek;
anlama, sorun olusturan nedeni ya da nedenleri anlamak; empati, empati kurarak hissedilen bir
bag olusturmak; harekete ge¢me, sorunu ¢dzmeye yardimci olmak i¢in etkili bir eylemde
bulunmak anlamina gelir (West ve Cowla, 2017). Ulusal yazinda dikkat ¢eken ve 6nem kazanan
sefkatli liderlik kavraminin is yasamindaki yansimalarini, Onciillerini ve ardillarini
inceleyebilmek adina Tiirk¢e bir 6lgme aracinin heniiz var olmamasi bu aragtirmanin kaleme
alinmasimna neden olmustur. Bu calismanin amaci, "Sefkatli Liderlik Olgegi”ni Tiirkce’ye
uyarlamak, giivenirlik ve gecerlik 6l¢iitlerini incelemektir. Ilgili alanyazinda sefkatli liderlik ile
ilgili olarak gelistirilen ya da uyarlanan herhangi bir Tiirk¢e dlcege heniiz rastlanmamistir. Bu
calisma ile bu eksikligin giderilmesi ve Sefkatli Liderlik Olgeginin Tiirkce yazina
kazandirilmas1 hedeflenmektedir. Bu 6l¢ek sayesinde, liderlerin sefkatli liderlik 6zelliklerini
Olgmeye yarayan Tiirk¢e bir veri toplama araci elde edilmis olacaktir. Sefkatli liderlik,
calisanlar cesitli sorunlarla ya da giigliikklerle karsilagtiginda liderin calisanlan ile ilgili
farkindaligi, anlayisi, empatik yaklasimi ve ilgili problemleri ¢6zmek adina harekete gegme
eylemlerini ne derecede gerceklestirdigi hakkinda bilgi sunar. Bundan dolay1 sefkatli liderlik,
liderin bir baba gibi koruyucu ve yardimsever davranislar sergiledigi babacan liderlik tarzi gibi
algilanabilir. Ancak, babacan liderlik, ast iist iliskisi temelinde disiplin ve otoriteyi baba sefkati
ile birlestirirken (Ornek ve Arslan Kavaz, 2022); sefkatli liderlik, ast iist iliskisi, disiplin ve
otoriteyi korumak yerine calisanlarin sorununu ¢é6zmek ya da acisini dindirmek i¢in etkili
iletisim ve harekete ge¢me tizerine odaklanmaktadir. Dolayisiyla, farkli bir liderlik tarzini ifade
eden Sefkatli Liderlik Olgeginin Tiirkce uyarlama ¢alismas1 énem arz etmektedir. Bunun
yaninda, lilkemizde kavramsal agidan ilgi goren sefkatli liderlik ile ilgili Tiirk¢e nicel bir
caligmanin heniliz kesfedilmemesine dayanarak, bu c¢alisma sayesinde, sefkatli liderlik ile
iliskilendirilebilecek olan konularin nicel olarak ¢alisilmasina katki saglanmis olacaktir.

2. SEFKATLI LIDERLIK

Strese ve aciya sefkatli bir tepki vermek insan yagaminin merkezinde yer alir. Sefkat, insanlara
birbirlerine yardim etmek i¢in bir seyler yapabileceklerine dair umut verir. Bilimsel anlamda
sefkat, kisinin kendisinin ve baskalariin ac1 ¢ekmesine karsi duyarliligi, bunu hafifletmeye ve
Onlemeye calisma taahhiidii olarak tanimlanmaktadir (Kirby, 2022). Bu baglamda sefkat;
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nezaket, empati, sempati ve fedakarlik ile tam olarak ayn1 sey degildir. Sefkat, aciyi, stresi veya
sorunu hafifleten bir duygu; nezaket, mutlulugu tesvik eden bir davranmis tiirii; empati,
baskalarinin duygu ve diislincelerini anlama becerisi; sempati, durumlara kars1 otomatik olarak
gosterilen duygusal bir tepki (Kirby, 2022); fedakarlik, kisinin kendinden ¢ok baskalarimnin
tyiligi ve mutlulugu i¢in caba gostermesidir. Sefkat kelimesinin bir kdkeni, ‘act ¢ekmek’
anlamina gelen Latince ‘compati’den gelmektedir (Balamur, 2023). Arapca safaka (kaygilandi)
ve safka (merhamet) kelimelerinin kaynagi olan sefkat kelimesinin kaygilanma ile etimolojik
olarak bir baglantisinin olmasi oldukg¢a dikkat ¢ekmektedir (Aksoy, 2022). Ancak kelimelerin
zamanla ve kiiltiirler arasinda kullanimina bagl olarak anlamlar1 degisir ve bu durum sefkat
icin de gecerlidir (Gilbert, 2017). Sefkat, kosulsuz sevgi ile olusan, duygusal farkindaklikla
kendini gosteren ve empati ile duygusal aktarim saglayan insana 0zgii bir duygudur
(Tarhan, 2010). Sefkati empatiden ayiran en 6nemli 6zellik harekete gegme motivasyonunu ve
becerisini agiga ¢ikarmasidir. Kiiresel anlamda yasanan doga olaylari, savaglar ve teknolojik
gelismeler insan yasamini dogrudan etkileyerek liderlere diisen sorumluluklari artirmis olmakla
birlikte yeni nesil liderlerden empati ve sefkat tutumu ile hareket etmeleri beklentisini
olusturmustur. Ozellikle zorlu miicadeleler ile gecen pandemi ddénemi, ¢alisan ihtiyaglarinin
Ooneminin anlasilmasmi saglamis, liderlerin kriz durumlarinda calisanlarina karsilastiklar
zorluklarda nasil yol gosterecegi konusunda harekete gegmesini gerekli kilmistir. Dolayistyla
liderler, c¢alisanlarmin yasadigi sorunlarin farkinda olan, anlayisli, empati kurabilen ve
sorunlarin ¢éziilmesine yardimei1 olmak icin harekete gegme eylemi temelinde sefkatle liderlik
etme sorumlulugunu iistlenmeye baglamistir. Yirmi yil oncesinde hakim olan ve liderlerin
calisanlar1 iizerinde tam kontrole sahip oldugu otokratik liderlik, is yasamindaki degisimler,
dijitallesmenin etkisi ve gelisen is giicii ile birlikte degisime ve doniisiime ugrayarak daha is
birlik¢i ve insan odakli liderlik yaklasimlarini ortaya ¢ikarmustir (Aksoy, 2021). Bu durum,
orgiitlerde sert liderlik 6zelliklerinden ¢ok yumusak liderlik 6zelliklerine neden daha g¢ok
ithtiya¢c duyuldugunu, calisanlarin igten desteklenmesinin 6nemli oldugunu ve gérev odakh
olmadan 6nce insan odakli olmanin lider, ¢alisan ve orgiit gelecegi agisindan olumlu etkiler
ortaya koyabilecegini agiklamaktadir. Sefkatli liderlik, modern liderlik yaklagimlarindan lider-
tiye etkilesim teorisi ve hizmetkar liderlik teorisi ile iliskilendirilmektedir (Chaiprasit ve
Rinthaisong, 2022). Bu iki teori, calisanlarin duygularmi ve ihtiyaclarii vurgulayan
yaklagimlardir (Tortumlu, 2024). Lider tiye etkilesimi, liderlerin ve ¢alisanlarin is yerinde
kendilerinden beklenenin Gtesine gecerek nasil bir iliski kurduklarini gosterir (Chaiprasit ve
Rinthaisong, 2022). Calisanlar rollerinin disinda gorevler istlenirken, liderler ¢alisanlarina
daha fazla 6zgiirliik ve bagimsizlik saglar (Geertshuis vd., 2015). Bu bagin olusmasi i¢in sefkat
onemli bir rol oynar, ancak lider-iiye etkilesimi dziinde bir degisimdir. Ote yandan, sefkatli
liderligin odak noktasi degisim degildir. Sefkatli liderler, ¢alisanlarinin iste ne yaptiklarina
bakmaksizin onlarla ilgilenirler. Sefkatli ve hizmetkar liderler, calisanlarinin duygusal
ihtiyaclarmin dikkate alinmasi ve karsilanmasi gerektigini bilirler, ancak teoriler onemli
sekillerde farklidir. Hizmetkar liderlik etik bir ¢ergevede hareket eder ve liderin ¢alisanlarina
nasil davranmasi gerektigini soyler (Mikkelson vd., 2019). Sefkatli liderlik ise, bir liderin belirli
bir hedefe ulagmak i¢in nasil davranmasi gerektiginden ¢ok liderin nasil davrandigiyla ilgilidir
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(Parris ve Peachey, 2013). Lider-iiye etkilesiminde oldugu gibi, sefkatli liderlik de hizmetkar
liderlikten daha ikili bir yaklagim kullanir. Sefkatli liderlik, o6zgecilik, diiristliik,
alcakgoniilliiliik ve bilgelik gibi hizmetkar liderligin somut niteliklerini, baskalarina deger
verme ve onlar1 giiclendirme ile birlikte tesvik eden bir liderligi ifade eder (de Zulueta, 2016).
Son yillarda Kock ve arkadagslar1 (2019) tarafindan gelistirilen empatik liderlik teorisi de empati
ve iletisim yonii agisindan sefkatli liderlik ile benzerlik gostermektedir. Fakat, baskasinin
deneyimini anlama ve onu desteklemek i¢in harekete gegme istegi bakimindan sefkatli liderlik
empatik liderligin bir {ist basamaginda yer alir. Sefkatli liderlik, sorunu fark etmeyi, anlamay,
sorunu yasayan c¢alisanlarla empati kurmay1 ve sorunu ¢ézmek i¢in harekete gecerek degisim
yaratmada aktif rol oynamay1 gerektirir. Bir baska ifade ile, sefkatli liderler, pozisyonunu,
becerilerini ve kaynaklarini ¢alisanlarina yardimei olmak ve onlarin sorunlarini ¢ézmek igin
kullanirlar. Sefkatli liderin amaci, tiim ¢alisanlarin sahsi fikirlerini sunabilecegi ve is birligi
yaparak ortak bir noktada birlesebilecegi bir ortam saglamaktir. Yani, liderin sefkat pratigi
“ben”den “biz”’e ge¢gmesiyle miimkiin olmaktadir (Aksoy, 2021). Ozellikle kriz zamanlarinda,
ekip tiyelerinden en iyi ¢abay1 ve sadakat gostermelerini bekleyen bir liderin sefkat yolunda
hareket etmesi sefkatli liderlik i¢in atilmasi gereken bir adimdir. Sefkatli lider, ¢alisanlarin
birey olarak 6neminin farkinda olmakla birlikte her bir ¢alisanin kurum yapisinin énemli bir
parc¢asi oldugunu benimser. Farkindalik, anlayis ve empati ile hareket eden sefkatli bir lider
birlikte ¢alistig1 ekip tiyelerinin potansiyelini aciga ¢ikarabilir ve tiim ekibe motivasyon
saglayabilir. Boyle bir durumun siirdiiriilebilirligi acisindan liderin karsilastig1 bireysel sorunlar
karsisinda ¢ikmaza diismemesi ve tiikenmislik hissi yasamamasi icin sefkati benligine
yonelterek 6z-sefkat gostermesi elzemdir. Oz-sefkat, kisinin zorluklar karsisinda kendisine
kars1 gerekli hassasiyet gdstermesi, nazik davranmasi ve negatif algilarina ragmen benliginin
farkinda olmasidir (Aksoy, 2022). Baska bir deyisle 6z-sefkat, kendine dikkat etmeyi, kendi
yasam durumunu anlamayi, kendine karsi empati kurmayr ve kendine yardim etmek i¢in
sefkatle, akillica ve nazik eylemlerde bulunmay: ifade eder (\West, 2019). Bu durum, kisinin
baskalaria kars1 sefkatli olmasini saglayacak kaynaklar1 ve bilgeligi gelistirmesine yardimci
olur. Bagkalarinin sikintilarin1 gidermeye ¢alisan bir lider ¢evresine daha faydali olabilmek ve
etkili eylemlerde bulunabilmek adina kendisine kars1 da kabullenici, anlayisli, destekleyici ve
pozitif bir tutumla yaklagabilmelidir. Boyle bir tutum, liderin, ortaya ¢ikan problemin zorluk
derecesi yerine ¢oziim yollarina odaklanmasini saglar. Dolayisiyla, problemin kaynagini
anlamaya c¢alisirken sakinligini koruyabilen ve sorumluluk {istlenen liderin, seffaf yaklagimi ile
saglikll bir iletisim saglamasi miimkiin olur. Liderin, kurum ve ekip iiyelerinin kosullarinin
farkliligin1 goéz oOnilinde bulundurarak o6zellikle kriz durumlarinda ihtiyaca gore harekete
gecmesi sefkatle liderlik edebilme becerisini gosterir. Sefkatli liderlik kapsaminda yapilan
caligmalarin ¢ogunlukla yabanci literatiirde ve saglik sektorii tizerinde olmasinda pandemi
doneminde yasanan sorunlarin etkisi biiyiiktiir. Bu durum, sefkatli liderlik tarzinin saglik
sektorii disindaki sektorlerde Gnemi olmadigi ya da etkili olmayacagi anlamina gelmemektedir.
Ciinkii sefkatli liderlik, saglik kuruluslarinda oldugu gibi sefkati temel deger olarak benimseyen
kurumlar i¢in de uygun bir liderlik modelidir (West, 2019). Liderler i¢in en énemli beceri,
ortaya c¢ikan durumlara uygun sekilde yanit vererek durumlar arasinda akici bir sekilde gecis
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yapabilmektir (de Zulueta, 2016). Bu yetenege yonelik egitim, sefkatli liderligin anahtari
olacaktir. Sefkatli liderlik, kurumlarda sefkat kiiltiirlinli yerlestirmek i¢in dnemli bir rol oynar.
West’e gore (2019), sefkatli liderlik, dort temel bilesene dayanmaktadir. Bu bilesenler; fark
etme, anlama, empati ve harekete gegme olarak adlandirilmaktadir.

Fark Etme: Sefkatli liderligin ilk bileseni, liderin ¢alisanlarinin farkinda olmasi ve onlarla ilgili
miidahale edilmesi gereken sorunlar1 ya da durumlar fark etmesidir. Bunu yaparken, lider,
oncelikle muhatap oldugu bireyi ¢ok dikkatli dinlemelidir (Kline, 2002). Ciinkii dinleme,
liderligin en 6nemli becerilerinden biri olmakla birlikte (West vd., 2015) basar1 ve zevklerin
yani sira zorluklar, engeller, hayal kirikliklar1 ve bireylerin ac1 veren deneyimleri hakkinda bilgi
saglar. Bundan dolayi, liderin ilk gorevi karsilastigi durumla yiizlesmek ve liderlik ettigi kisileri
derinlemesine dinlemek i¢in yeterli zaman ayirmaktir (\West, 2019). Bilinenin aksine, yalnizca
isler kotiiye gittiginde degil, ¢alisanlarin ve kurumun siirdiiriilebilirligi i¢in her zaman dinleme
motivasyonu ile hareket etmek sefkatli liderlige 6zgii bir 6zelliktir.

Anlama: Ikinci bilesen, liderin, calisanlarinin 6l¢iilii bir anlayisa ulasmak icin miicadele
ettikleri durumu degerlendirmesini igerir. Ideal durumda, liderin kendi anlayisina, calisanlari
ile kurdugu diyalog yoluyla ulasmasi ve kendi anlayisini empoze etmek yerine ¢atisan bakis
acilarint uzlagtirmas: gerekir (West, 2019). Durumun degerlendirilmesi veya sorunlarin
nedenlerinin anlasilmasi, en iyi sekilde, lider ve calistig ekip tiyeleri ile birlikte yapilir. Boyle
bir is birligi, ortak bir anlay1s, karsilikli iliskiler, mevcut durum veya sorunun saglikli bir sekilde
anlasilmasi i¢in daha dogru ve yararl olacaktir. Yiiksek baskinin oldugu is durumlarinda
calisanlarin  siklikla liderleri tarafindan dinlenmedigini ve karsilastiklart durumlarin
anlasilmadigini hissetmesi (\West vd., 2011) anlama yetisinin 6nem derecesini yansitir.

Empati: Sefkatli liderligin {gilincii bileseni empati kurmaktir. Sefkatli liderlik, liderin,
calisanlarinin sikintilarin1 veya hayal kirikliklarini, duygularina yenilmeden ve dolayisiyla
yardim etmeden Once hissedebilmesini gerektirir. Empati kurmak, kendini digerinin yerine
koymak, onun bakis acisini dikkate almak anlamina gelir. Bu da karsilagilan zorluklarin
kaynaklar1 ve baglami hakkinda anlayis1 artirir. Insan, gdzlemlenen duyguyu yansitmaya
yonelik norofizyolojik kapasitesi nedeniyle bir tiir olarak baskalarinin sikintisini hissetme
konusunda benzersiz bir yetenege sahiptir (Gilbert, 2010). Duygularin bu sekilde yansitilmasi,
liderin, c¢alisanlarinin kars1 karsiya kaldiklar1 durum hakkinda daha derin bir anlayisa
ulagmasini ve onlara yardim etmek i¢in daha etkili adimlar atmasini saglar (\West, 2019).

Harekete Ge¢me: Dordiincii ve son bilesen, liderin, ¢alisanlarina yardim etmek i¢in diistinceli
ve akilli bir sekilde harekete gegmesidir. Ornegin, saglik hizmetlerinde liderlerin en énemli
gorevi, calisanlarin saglamak istedikleri yiiksek kaliteli ve sefkatli bakimi1 sunmalaria yardimet1
olmaktir (West, 2019). Liderler sefkat gosterdiginde, calisanlarin temel deger yonelimleriyle
tutarli olacak sekilde onlara destek saglarlar.

Is yerinde sefkat gérmenin hem calisanlar hem de kurum acisindan faydali etkileri vardir
(West, 2019). Liderin sefkatli bir yaklagim sergilemesi ¢alisanlarin siikran, gurur ve ilham gibi
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olumlu duygular yasamasina yol agabilir ve duygusal refahi pozitif yonde artirabilecek
duygusal sarmallar olusturabilir (Lilius vd., 2008). Boylece, itibar ve degerin iletilmesine ve
calisanlarin baskalariyla psikolojik olarak daha iyi bag kurmasina yardimci olabilir (Dutton vd.,
2014). Sefkatin sarmal bir potansiyele sahip olmasi, sefkat gorenlerin nasil daha iyi becerilere
sahip olduklarini, sefkatli ve destekleyici davraniglar1 baskalarina yonlendirme konusunda
oldukga basarili olduklarini agiklamaktadir (Lilius vd., 2011). Bunun yaninda, sefkat gérmek,
calisanlarin sahsi yeteneklerini, meslektaslarina olan bakis agilarini, olaylar1 algilama
bicimlerini ve pargast olduklari kurum tiirti hakkindaki degerlendirmelerini olumlu yonde
sekillendirir (Dutton vd., 2014). Sefkatin hakim oldugu kurumlarda daha yiiksek duygusal
baglilik, daha diisiik stres ve kaygi, artan olumlu sosyal davranislar, yiiksek ¢alisan bagliligi ve
performansi ve daha yiiksek is tatmini gibi sonuglarin goriildiigli ve bunlarin lider, kurum ve
calisanlar i¢in daha iyi sonucglara yol agtig1 ifade edilmektedir (Papworth, 2023). Sefkat,
kurumun, calisanlarin ve miisterilerin yani sira liderlerin bireysel sagligina da olumlu etki
ederek stres ve kaygi karsisinda daha fazla direncli olmalarini saglar. Sosyal baglilig: gelistirir,
psikolojik giiven saglar ve ¢atigmalarin daha etkili bir sekilde ¢oziimlenmesine yardimei olur.
Sefkatli lider, ekip tiyeleri tizerinde olumlu ve kalict etkiler birakir, ekip liyelerini becerileri ve
yetenekleri dogrultusunda tesvik eder ve uyum i¢inde hareket etmeleri i¢in onlara yol gosterir.
Isinden memnun ve mutlu galisan sayisin1 artirmak, sadakat ve giiven iliskisine dayali ¢alisan-
lider bagi olusturmak, c¢alisanlarin ise ve kuruma olan bagliligini artirarak c¢alisan devir
oranlarmnin yiikselmesine engel olmak gibi kazanimlar sefkatli liderler sayesinde elde edilebilir
(Aksoy, 2021). Sikintilara tolerans gosterme kapasitesi sefkatli davranisin 6nemli bir
belirleyicisidir. Sefkat, dogas1 geregi karsiliklidir; insanlarin i¢inde ve arasinda gerceklesir.
Karmasik, dinamik ve niceliksel Ol¢limlere direngli olan sefkatin taninmasi kolaydir
(de Zulueta, 2016). Sefkati deneyimlemek, insanlarin baskalarina daha iyi sefkat gostermelerini
saglar ve bu da erdemli bir dongiiye yol agar. Sefkati bir giic olarak gormek ve Ozgiirce
sergilemek, calisanlara sevgi ve giiven dolu bir ¢alisma ortami saglayabilirken, sefkati bir
zayiflik olarak degerlendirmek ve gostermekten kaginmak, rekabet¢i ve acimasiz bir ¢alisma
ortamina neden olabilir (Kirby, 2022). Bundan dolay1, sefkatli liderligin, kurum kiiltiiriiniin bir
parcas1 olarak kurum yapisina yerlestirilmesi bireysel ve kurumsal problemlerin ¢oziimii
acisindan olumlu yonde bir fark yaratacaktir. Liderlik, kurumsal bir rol veya is unvanindan ¢ok
daha fazla anlam ifade eder. Liderligin sefkatli yolu bu yolda yiiriimekle saglanir. Sefkat,
liderligin stirdiiriilebilir gelecegi i¢in temeldir. Lider ve calisan arasindaki goriinmez ama
varlig1 yok sayilamaz simirlar1 koruyarak, sefkatin bulasici etkisinden yararlanan ¢alisanlar,
liderden aldig1 sefkat giicliyle hareket ederek sefkatli lider sayisinin artmasina katkida
bulunabilir. Bundan dolayi, sefkatli liderligin kurumlara ve giinliik hayata entegre edilmesi
biiyiik 6nem arz eder (Papworth, 2023).

3. ARASTIRMA YONTEMI

Bu calisma kapsaminda yapilan literatiir taramasi, 26.04.2024-01.06.2024 tarihleri arasinda
arastirmacilar tarafindan belirlenen anahtar kelimeler ve elektronik veri tabanlar araciligiyla
yuritilmistir. Google Akademik, TR Dizin, Web of Science ve Scopus elektronik veri
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tabanlarinda hem Tiirkce hem de Ingilizce olarak belirlenen “sefkatli liderlik”, “sefkatli liderlik
Olcegi”, “compassionate leadership” ve “compassionate leadership scale” anahtar kelimeleri
kullanilarak tarama yapilmistir. Calismada, uyarlamasi yapilan “Sefkatli Liderlik Olcegi” ve
boyutlari ile iliskilendirilebilen Tiirkce ve Ingilizce bilimsel arastirmalara yer verilmistir. Farkli
dillerde yapilan, farkli bir 6l¢egin incelendigi, nitel ve tam metne ulasilamayan arastirmalar bu
calisma kapsami disinda tutulmustur. Calismada nicel arastirma araglarindan biri olan anket
teknigi kullanilmistir. Verilerin toplanmasi asamasinda zaman tasarrufu saglamasi,
katilimcilara ulagim bakimindan maliyetin uygun olmasi ve veri setine kolay erisim firsatt
sunmast gibi faktorler dikkate alinarak ¢evrimici anket yontemi kullanilmistir. Anketin birinci
boliimi; cinsiyet, yas, medeni durum, egitim durumu ve mesleki deneyim gibi demografik
sorulardan olusmaktadir. Anketin ikinci boliimii ise Sefkatli Liderlik Olgegi ifadelerini

icermektedir.

3.1. Orneklem Ozellikleri

Bu calisma, farkl dilde gelistirilen bir 6l¢egin Tiirkge’ye uyarlanmasi olarak tasarlandigi i¢in
Olcegin glivenirlik ve gecerlik ¢aligsmalarini yapabilmek adina ilgili alanyazinda kabul géren
orneklem biiyiikligi dikkate alinarak yiiriitiilmiistiir. Alanyazinda, giivenilir bir faktor analizi
yapabilmek i¢in minimum Orneklem sayisinin 100 ila 200 arasinda olmasi (Tabachnick ve
Fidel, 2018), dlgekte yer alan ifade sayisinin 4 ya da 5 kati olmas1 (Child, 2006), ifade say1isinin
5 ila 10 kati1 arasinda bir deger almasi (Tavsancil, 2002) veya ifade sayisinin 10 kati
biiyiikliigiinde olmasi (Kline, 1994) seklinde goriisler bulunmaktadir. Bu dogrultuda, toplam
16 ifadeden olusan Sefkatli Liderlik Olceginin uyarlama c¢alismasi icin minimum &rneklem
bliytikliigti Tabachnick ve Fidel’e (2018) gore 100-200, Child’e (2006) gore 64 ya da 80,
Tavsancil’a (2002) gore 80-160, Kline’a (1994) gore ise 160 olmalidir. Kolayda 6rnekleme
yontemi yoluyla Adana ili kapsaminda kamu sektoriinde ve 6zel sektorde farklt kurum ve
konumlarda calisgan 164 beyaz yakali calisandan goniilli katilim esasina dayanarak veri
toplanmistir. Dolayisiyla, toplanan veri, minimum 6rneklem biiyiikliigii gerekliligini sagladig:
i¢in yeterli ve uygundur. Katilimcilarin demografik grup 6zelliklerine iligkin bilgiler Tablo 1°de
verilmistir. Tablo 1 incelendiginde, kadin katilimcilarin (%56,7) erkek katilimcilara (%43,3)
gore daha fazla oldugu, 35-45 yas grubunda olanlarin ¢cogunlukta oldugu (%53,1), medeni
durumu evli (%71,3) olanlarin digerlerinden fazla oldugu, egitim durumlarna goére lisans
(%43.9) ve yiiksek lisans (%44,5) mezunu olanlarin birbirine yakin ve digerlerinden fazla
oldugu, mesleki deneyimi 12-22 yil (%45,1) arasinda olanlarin digerlerine gore daha fazla
oldugu goriilmektedir.
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Tablo 1. Katilimcilarin demografik gruplari

Degiskenler Grup f %
Erkek 71 43,3
Cinsiyet Kadin 93 56,7
Toplam 164 100
24-34 32 19,5
35-45 87 53,1
Yas 46-56 45 27,4
Toplam 164 100
Bekar 31 18,9
) Evli 117 71,3
Medeni Durum Bosanmis 16 98
Toplam 164 100

Onlisans 6 3,7
Lisans 72 43,9
Egitim Ylksek Lisans 73 44,5
Doktora 13 7,9
Toplam 164 100
1-11vil 43 26,2
. ) 12-22 Vil 74 45,1
Mesleki Deneyim 53-33 il 47 287
Toplam 164 100

3.2. Orijinal Sefkatli Liderlik Olgegi

Bu caligmada, Tiirk¢e'ye uyarlanmasi, giivenirlik ve gecerlik calismasi yapilmasi planlanan ve
Ingilizce "The Compassionate Leadership Scale" olarak adlandirilan Sefkatli Liderlik Olgegi
West (2019) tarafindan gelistirilmistir. Orijinalinde; fark etme (attending), anlama
(understanding), empati (empathising) ve harekete gecme (helping) seklinde dort boyuttan
olusan bu 6lgek, her bir boyutu dort ifade olan ve toplam 16 ifadeden olusan 5'li Likert tipi
(1-Higbir zaman, 2-Nadiren, 3-Siklikla, 4-Neredeyse her zaman, 5-Her zaman) bir olgektir.
Olgegin, yoneticilerin kendi kendilerini degerlendirdigi 6z-bildirim hali ve Ispanyolca'ya
uyarlama caligmasi Sans6 vd. (2022) tarafindan gergeklestirilmistir. Sans6 vd. (2022), yasam
sonu bakim alaninda uzman 296 Ispanyol vatandas: iizerinde arastirma yapmus ve faktor analizi
sonuglarina gore 6l¢egin dort boyutlu bir yapiya sahip oldugunu dogrulamistir. Bu doért boyutlu
6l¢egin boyutlarina ait Cronbach alfa giivenilirlik katsayilar fark etme, anlama, empati kurma
ve harekete gecme icin sirasiyla 0.905, 0.723, 0.858, 0.940 olarak bulunmustur. Dogrulayici
faktor analizi sonuclarina gore Olgegin model uyum iyiligi degerleri ¥2(98) = 277.595
(p < 0.001); CFI = 0.986; SRMR = 0.047; RMSEA = 0.088 [0.076, 0.100] seklinde tespit
edilerek orijinal 6lgegin faktdr yapisinin Ispanyol kiiltiiriine uygun, giivenilir ve gegerli oldugu
sonucuna ulasgilmigtir (Sanso vd., 2022).

3.3. Olgegin Ceviri Calismalan

Sefkatli Liderlik Olgeginin ceviri calismalari siirecinde dncelikle dlcegi gelistiren Michael
West’den 6l¢egi uyarlama ve ¢alismalarda kullanma hakkinda izin alinmistir. Olgegin geviri-
geri ceviri ¢alismalari, Tsang vd. (2017)’nin &nerdigi yontem izlenerek Tiirkge-ingilizce
dillerine, alana ve Ol¢lilmesi planlanan sefkatli liderlik kavramina hakim 2 uzman tarafindan
bagimsiz olarak gerceklestirilmistir. Dilsel esdegerlik i¢in dlgegin geviri, geri ¢eviri ve orijinal
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versiyonu karsilagtirilarak incelenmis; anlamsal, deyimsel ve kavramsal agidan esitligin
saglandig1 tespit edilmistir. Uzmanlarin ortak goriisleri ¢ergcevesinde tlizerinde fikir birligine
varilan Olgek ifadeleri 6n degerlendirme yapmak adina birbirinden bagimsiz 4 katilimer ile
yapilan birebir goriismeler araciligiyla tek tek incelenmis ve gerekli diizeltmeler yapilarak 6lgek
ifadelerinin son hali olusturulmustur. Olgek ifadelerinin son hali ilgili uzmanlar tarafindan
tekrar incelenerek Tiirkge 6lgegin anlasilabilir ve uygulanabilir olduguna karar verilmistir.

3.4. Veri Analiz Yontemleri

Ceviri ¢aligmalar1 tamamlanarak uygulanan anket sonucu ulasilan 164 katilimcidan elde edilen
verilerin analizlerinde SPSS 25 ve AMOS 24 programlar1 kullanilmistir. Verilerin frekans
analizi, tanimlayic istatistikleri ve normal dagilim gosterip géstermedigini kontrol etmek i¢in
Ol¢ek maddelerine iligkin ¢arpiklik ve basiklik degerleri SPSS 25 programi aracilifiyla elde
edilmistir. Olgegin giivenirlik dlgiitlerini degerlendirmek igin Cronbach alfa katsayis1 ve
madde-toplam korelasyon katsayilar1 hesaplanmistir. Olgegin gegerligini sinamak amaciyla
gerceklestirilecek olan faktor analizleri ig¢in Oncelikle verilerin faktdr analizine uygunlugu
hakkinda bilgi sunan Kaiser-Meyer-Olkin (KMO) katsayis1 hesaplanmis ve Bartlett testi
yapilmustir. Olgegin orijinal dort faktdrlii yapisi ile benzerligini kontrol etmek i¢in AMOS 24
programi ile Dogrulayici Faktor Analizi (DFA) yapilmstir. Olgiilen dért faktorlii modelin
uyum degerlerini iyilestirmek amaciyla yapilan kovaryans baglantilarina karsin yeterince uyum
elde edilememistir. Boyutlar aras1 birlesme gecerligi saglanmasina karsin boyutlarin
birbirinden farkli bir kavrami 6l¢tiigline dair kanit sunan ayrisma gegerliginin saglanamamasi,
Tiirkce ifadelerden olusan Slgek yapisinin bu ¢alismanin 6rneklemi agisindan orijinal 6lgek
yapisindan farkli olabilecegini diisiindiirmiis ve 6lgegin faktor yapisimi kesfetmek amaciyla
SPSS 25 programi ile A¢gimlayici Faktor Analizi (AFA) gerceklestirilmistir. AFA sonucu elde
edilen faktor yapisinin dogrulugunu test etmek i¢in DFA tekrarlanmistir.

4. BULGULAR

Yapilan giivenirlik ve gecerlik analizleri neticesinde elde edilen bulgular 6lgegin orijinal
yapisina benzerligi ve farklilig1 acisindan ayri1 ayr1 degerlendirilerek bu ¢alismada ele alinan
orneklem dogrultusunda yorumlanmistir. Bu bakimdan, bu béliimde yer alan giivenirlik ve
gecerlik analizi bulgularinin ilk ve son hali seklinde anlasilir bir bigimde ifade edilmesi
acisindan analiz siralamasi dikkate alinmustir.

4.1. Verilerin Tanimlayia istatistikleri ve Dagilimi

Olgek ifadelerini tanimlayan istatistiki degerler incelendiginde, ifadelerin ortalama degerlerinin
3.84 — 4.05 araliginda, standart sapma degerlerinin ise 1,092 — 1,413 araliginda degistigi
goriilmiistiir. Katilimcilarin 6lgekten aldiklar en diisiik puan 16 iken en yiiksek puan 80 olarak
hesaplamustir. Ifadelerin carpiklik ve basiklik degerlerinin -1.5 ve +1.5 degerleri arasinda
olmasina (Tabachnick ve Fidell, 2013) dayanarak veri setinin normal dagilim gosterdigi
sOylenebilir.
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4.2. Olgegin Dort Faktorlii Yapisinin Giivenirlik Analizi

Olgege iliskin faktor yiikleri ve madde-toplam korelasyon degerlerine gore faktor yiiklerinin
0,30’dan biiyiik olmasi ifadelerin 6lgek ile uyum sagladigini ve en diisik madde-toplam
korelasyon degerinin 0,643 olarak tespit edilmesi 6l¢ek ifadelerinin ayirt etme giiciine sahip
oldugunu isaret etmektedir (Biiyiikoztiirk, 2011). Olgegin geneline ait Cronbach alfa giivenirlik
katsayis1 0,985 olarak bulunmustur.

4.3. Olgegin Dért Faktorlii Yapisinin Gegerlik Analizi

Olgegin gecerlik 6lgiitii kapsaminda DFA analizini gergeklestirmeden &nce verilerin faktdr
analizine uygunlugunu test etmek amaciyla hesaplanan KMO degerinin (0,966) esik deger
(0,60) iizerinde oldugu ve Bartlett Kiiresellik Testi Ki-kare (X?) degerinin (X?=4116,932;
p<.000) anlamli oldugu goriilmiistiir. Bu bilgilere dayanarak 6rneklem biiytikliigiiniin faktor
analizi icin yeterli oldugu kararina varilmistir (Kalayci, 2018). Veri setinin normal dagilim
gostermesine dayanarak Maksimum Olabilirlik yontemi kullanilarak AMOS 24 programu ile
birinci diizey ¢ok faktorlii DFA yapilmigtir. Orijinalinde dort faktdrden olusan dlgegin yapisal
modelini dogrulamak amaciyla tasarlanan Sekil 1°de yer alan Model 1, birinci diizey dort
faktorlii DFA analizi sonucu elde edilen faktor yiiklerini; Sekil 2°de yer alan Model 2 ise Model
I’in uyum iyiligi degerlerini iyilestirmek amaciyla her bir faktorde ilgili ifadeler arasinda
gerceklestirilen kovaryans baglantilarint gostermektedir. Analizde kolaylik saglamasi ve
anlasilir bir gorsel sunmak amaciyla Model 1 ve Model 2’de gosterilen dort faktorlii yapinin
her bir faktoriinii temsil eden faktor isimleri sirasiyla FE (fark etme), A (anlama), E (empati)
ve HG (harekete gecme) olarak kodlanmustir. Olgek ifadeleri ise SL (sefkatli liderlik) olarak
adlandirilmigtir. Birinci diizey dort faktorlii DFA sonucu elde edilen model uyum degerleri,
Yaslioglu’nun (2017) Byrne (2011) tarafindan yazilan kitab1 kaynak gostererek tasarlamis
oldugu orneklem biiyiikligii 250°den kiiciik (N<250) ve 6lcek ifade sayis1 12 ila 30 arasinda
(12<m<30) olan model i¢in kabul gbren 1yi uyum degerlerinin hangi esik degerler oldugu Tablo
2’de sunulmustur. Tablo 2’de yer alan degerler genel olarak DFA analizlerinde yaygin olarak
kullanilan indekslerdir. Bu indekslerden X2 ve SRMR degerleri mutlak uyum indeksleri olarak
adlandirlir. X? degeri (AMOS programindaki karsiligt CMIN), dlciilmek istenen modelin elde
edilen veri ile uyum derecesini gosterir; SRMR degeri ise Ortalama Hatalarin Karekokiiniin
(RMR) standardize edilmis hali olup 6rneklem ve evren ile ilgili varyans veya kovaryans
degerlerinin ortalamalarmin farkidir (Giirbiiz, 2021). X? degerinin (p<0,05) anlaml1 olmast,
X? degerinin serbestlik derecesine oranmin (X?/df) 2.5’in altinda olmas1 ve SRMR degerinin
0,05 ten kiiciik olmas1 beklenir. Tablo 2°de Model 1 ve Model 2 igin bu degerlerin X2 ve SRMR
icin esik degerleri karsiladigi, X?%/df icin beklenen degerin Model 1’de elde edilemedigi
goziikmektedir. Yaklasik Hatalarin Ortalama Karekokii olan RMSEA degeri basitlik uyum
indeksi olup bu degerin 0,08’in altinda olmasi kabul edilir. Tablo 2’de goriildiigii izere bu deger
Model 1 i¢in saglanamamis olup yapilan modifikasyon iyilestirmelerinden sonra Model 2’de
elde edilmistir.
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Sekil 1. Model 1 Sekil 2. Model 2
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Tablo 2. Dort faktorli yapinin model uyum degerleri
Model CMIN(X?) X?/df RMSEA SRMR CFI NFI TLI IFI GFI
Model 1 254,397 (0,000) 2,596 0,099 0,022 0,962 0,941 0,954 0,963 0,849

Model 2 159,447 (0,000) 1,696 0,065 0,016 0,984 0,963 0,980 0,984 0,903

fyi Uyum Degerleri: CMIN (p<0,05 anlamli olmali); X2/df<2.5 RMSEA<0,08; SRMR<0,05; CFI>0,95; NFI>0,95; TLI>0,95; IFI>0,95; GFI>0,95
(N<250; 12<m<30) N: Orneklem biyikligi; m: Madde sayisi

Karsilagtirmali uyum indeksi (CFI), normlastirilmis uyum indeksi (NFI), normlastirilmamis
uyum indeksi (TLI) ve artirmali uyum indeksi (IFI) gibi degerler karsilastirmali uyum
indeksleri kapsaminda degerlendirilir. Bu degerlerin her birinin 0,95’in iistiinde bir deger
olmasi iyi uyum elde edildigini gosterir. Tablo 2’de yer alan CFI, NFI, TLI, IFI degerlerinin
Model 2°de Model 1’e gore daha iyi derecede uyum gosterdigi soylenebilir. Bir bagska uyum
1yiligi indeksi olan GFI ise model uyumunu test ederken 6rneklem biiyiikliiglinden bagimsiz
olarak hareket eder ve bu degerin 0,95’ten biiyiik olmas1 6nerilmektedir. Tablo 2’de goriildiigii
tizere bu degere hem Model 1 hem de Model 2 i¢in ulasilamamistir. DFA kapsaminda 6lgiilen
modelin dogrulugu degerlendirilirken ayni kavrami dlgen Ol¢lim aracini olusturan faktorlerin
birlesim gecerligi ve ayrisim gegerligi olgiitleri de kontrol edilir (Giirbiiz, 2021). Olgiilen
modelde yer alan her bir faktérdeki ifadelerin kendi aralarinda ve ait olduklar faktor ile iliskili
olmasi birlesim gegerligi oldugunu; ifadelerin diger faktorler ile daha az iliskili olmast ise
ayrisim gegerligi oldugunu gosterir. Olgiilen modeldeki faktdrlerin birlesim gegerligine sahip
olabilmesi i¢in Ortalama Agiklanan Varyans (AVE) degerinin 0,50’den biiyiik olmasi, Bilesik
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Giivenirlik (CR) degerinin 0,70’ten fazla olmast ve CR degerinin AVE degerinden yiiksek
olmasi gerekmektedir (Raykov, 2004; Hair vd., 2014). Tablo 3’te yer alan AVE ve CR degerleri
incelendiginde Model 1 ve Model 2 i¢in her bir faktér (FE, A, E, HG) ag¢isindan birlesim
gecerliginin saglandig1 sylenebilir. Olgiilen modeldeki faktdrlerin ayrisim gecerligine sahip
olabilmesi i¢cin Maksimum Paylasilan Varyansin Karesi (MSV) degerinin AVE degerinden
kiiciik olmasi, Paylasilan Varyansin Karesinin Ortalamasi (ASV) degerinin AVE degerinden
bliyiik olmas1 ve AVE’nin karekdk degerinin faktorler arasi korelasyon degerlerinden fazla
olmasi sartlar1 saglanmalidir (Fornell ve Larcker, 1981). MSV ve ASV degerlerinin yer aldigi
Tablo 3’teki parantez i¢indeki degerler her bir faktor i¢in AVE’nin karekdk degerini ve ilgili
sttunlardaki diger degerler faktorler arasi korelasyon degerlerini ifade eder. Bu degerler
incelendiginde Model 1 ve Model 2 i¢in faktorler arasi ayrisim gecerliginin saglanamadigi
goriiliir. Bu durumda, tiim faktorlerde yer alan ifadelerin benzer bir sekilde algilanmis olmast,
her bir faktoriin ayn1 kavrami 6lgme potansiyelini gostermesi ve algilanan Tiirkce Olcek
ifadelerinin farkli faktor yapisini olusturmasi olasiliklart g6z 6niinde bulundurularak AFA
yapilmasina karar verilmistir.

Tablo 3. Dort faktorlt yapinin birlesme ve ayrisma gegerligi 6lgutleri

Model Boyutlar AVE CR MSV ASV 1 2 3 4
1. FE 0,819 0,947 0,939 0,885 (0,905)
Model 1 2.A 0,755 0,923 0,941 0,938 0,969 (0,869)
3.E 0,879 0,966 0,970 0,923 0,931 0,966 (0,937)
4. HG 0,892 0,970 0,970 0,920 0,922 0,970 0,985 (0,944)
1. FE 0,828 0,950 0,953 0,897 (0,910)
Model 2 2.A 0,740 0,918 0,972 0,966 0,976 (0,860)
3.E 0,866 0,963 0,990 0,950 0,942 0,986 (0,930)
4. HG 0,883 0,968 0,990 0,938 0,923 0,986 0,995 (0,940)

4.4. Agimlayici Faktor Analizi (AFA)

Dort faktorlii yapinin KMO, Bartlett testi, tanimlayici istatistikler ve normal dagilim 6zelligine
iliskin ispat niteligindeki bilgilere dayanarak 16 ifadeden olusan Sefkatli Liderlik Olgegi igin
SPSS 25 programindan faydalanilarak AFA tanimlayici istatistik degerleri hesaplanmustir.
Oncelikle 6lgek ifadeleri arasindaki korelasyon katsayilarmi gosteren korelasyon matrisi
incelenmistir. Korelasyon matrisinde yer alan ve korelasyon degerleri 0,30-0,90 degerleri
disinda olan ifadeler analizden cikarilmistir (Hair vd., 1995; Ozdamar, 2004). Bu ifadeler
sirastyla SL2, SL4, S8, SL10, SL11, SL13 ve SL14 seklindedir. Kalan ifadeler i¢in korelasyon
matrisi Sig. (1-tailed) tablosundaki tiim degerlerin 0,000 olmasi ifadelerin korelasyon
katsayilarinin 6nemli ve istatistiksel olarak anlamli oldugunu gostermistir (Sonmez Cakir,
2019). Veriler AFA icin uygun hale getirildikten sonra faktér sayisini belirlemek igin
Tabachnick ve Fidell’in (2013) onerisi dikkate alinarak Temel Bilesenler ve Maksimum
Olabilirlik teknikleri kullanilarak en uygun faktor sayisi belirlenmeye ¢alisilmistir. Elde edilen
bulgulara gore Kaiser-Guttman kurali dikkate alinarak 6zdegeri 1’in lizerinde olan yalnizca bir
faktor olustuguna karar verilmistir. Bu faktor toplam varyansin %80,854 {inli agiklamaktadir.
Tek faktorlii yapinin ifadelere ait faktor yiikleri, madde-toplam korelasyon degerleri, 6zdeger
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ve aciklanan toplam varyans orami Tablo 4’te anlasilir bir sekilde verilmistir. Tablo 4
incelendiginde, faktor yiiklerinin 0,30’un iizerinde oldugu ve en diisik madde-toplam
korelasyon degerinin 0,639 oldugu goriilmektedir. Bu degerlere bakarak ifadelerin dlgek ile
uyum sagladigi ve her bir 6l¢ek ifadesinin ayirt edici giice sahip oldugu sdylenebilir.

Tablo 4. Olcege iliskin AFA sonuclari

Madde Faktér Yiki Madde-Toplam Korelasyonu  Bilesen Ozdeger Varyans (%) Toplam Varyans (%)

SL1 0,892 0,860 1 7,277 80,854 80,854
SL3 0,886 0,853 2 0,560 6,220 87,074
SL5 0,946 0,928 3 0,277 3,074 90,148
SL6 0,643 0,639 4 0,224 2,491 92,639
SL7 0,920 0,894 5 0,174 1,932 94,570
SL9 0,934 0,913 6 0,151 1,675 96,245
SL12 0,946 0,927 7 0,147 1,639 97,884
SL15 0,931 0,909 8 0,107 1,191 99,075
SL16 0,916 0,891 9 0,083 0,925 100

4.5. Dogrulayici Faktor Analizi (DFA)

Toplam 9 ifadeden olusan tek faktorlii model icin AMOS 24 programi kullanilarak DFA
gerceklestirilmistir. Birinci diizey tek faktorlii DFA modeli ve modele ait faktor yiiklerini
gosteren gorsel Sekil 3’te verilmistir. DFA sonucuna gore faktor yiiklerinin 0,644 ila 0,947
araliginda farkli degerler aldig1 gézlenmistir. Tek faktorli modele iliskin uyum indeksleri, bu
indekslerin orneklem biiytikligii (N<250) ve olgek ifade sayisina (m<12) gdre modelin iyi
derece uyum gosterdigini isaret eden esik degerler (Yaslioglu, 2017) Tablo 5’te verilmistir.
Uyum indekslerine bakildiginda X? indeksinin p degerinin anlamsiz oldugu (0,099>0,05) ve
X?/df indeksinin esik degerin altinda (1,363<2.5) oldugu goriilmektedir. RMSEA (0,047<0,08)
ve SRMR (0,013<0,05) indekslerinin miikemmel diizeyde oldugu sdylenebilir. CFI, NFI, TLI,
IFI indeksleri miikemmel diizeyde, GFI indeksi ise kabul edilebilir diizeydedir. Bu degerlere
dayanarak, dokuz ifadeden ve tek faktorden olusan modelin veri ile iyi derecede uyum
gosterdigi ve dogrulandigi sonucuna varilabilir.

Sekil 3. Tek faktorlt DFA
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Tablo 5. Tek faktorli yapinin model uyum degerleri

Model CMIN(X?) X2/df RMSEA SRMR CFI NFI TLI IFI GFI
Tek Faktérla DFA (306679993) 1,363 0,047 0,013 0,995 0,981 0,993 0,995 0,950

Iyi Uyum Degerleri : CMIN (p>0,05 anlamsiz olmali); X2/df<2.5 RMSEA<0,08; SRMR<0,05; CFI>0,97; NFI>0,97; TLI>0,97; IFI>0,97; GFI>0,95
(N<250; m<12) N: Orneklem biyikligi; m: Madde sayisi

4.6. Tek Faktorlii Yapinin Giivenirlik ve Gegerlik Analizi Sonuglari

Tek faktorli dogrulanan modele iligkin Cronbach alfa gilivenirlik katsayist 0,969 olarak
hesaplanmistir. Bu deger, George ve Mallery (2003) tarafindan yapilan smiflamaya gore
(0,810<0<1,000) Slgegin yiiksek diizeyde giivenirlige sahip oldugu anlamina gelmektedir.
Cronbach alfa giivenirlik sonucuna ilaveten tek faktorlii modelin i¢ tutarlik giivenirligi ve
birlesme gecerligi kapsaminda AVE degeri 0,787 ve CR degeri 0,971 olarak hesaplanmistir.
Bu degerler dikkate alindiginda, modelin i¢ tutarlik giivenirligine ve birlesme gecerligine sahip
oldugu soylenebilir. Gegerlik analizi kapsaminda yapilan AFA sonucu elde edilen tek faktorlii
model, DFA ile dogrulanmistir. Bundan dolay1 6l¢ege iliskin tek faktorlii yapinin gegerli oldugu
ifade edilebilir.

5. TARTISMA ve SONUC

Bu ¢alismada, ulusal yazinda kavramsal agidan 6nem kazanan ve uluslararasi yazinda daha ¢ok
saglik sektorlinde ilgi goren sefkatli liderlik algisini 6lgmek igin West (2019) tarafindan
gelistirilen Sefkatli Liderlik Olgeginin Tiirkce’ye uyarlanmasi amaglanmistir. Bu amag
dogrultusunda, Adana ilinde kamu sektoriinde ve 0Ozel sektorde farkli kurumlarda ve
pozisyonlarda gorev alan 164 beyaz yakali ¢alisandan elde edilen veriler araciligiyla giivenirlik
ve gecerlik analizleri yapilmistir. Bu analizler aracilifiyla Sefkatli Liderlik Olgeginin Tiirkce
uyarlamasinin nicel arastirmalar i¢in uygun bir 6lgme araci olup olmadigi sorusu cevaplanmaya
calisgilmigtir. Yapilan istatistiksel testler sonucu faktor analizi i¢in uygun ve yeterli 6rneklem
biiyiikliigiine ulasildig1 tespit edilmistir. Olgek giivenirligini kontrol etmek igin hesaplanan
Cronbach alfa katsay1 degeri 6lgegin yiiksek diizeyde giivenilir oldugunu gostermistir. Yapilan
ilk DFA sonuclarina gore Tiirk¢ge’ye uyarlanan Olgek ifadelerinin faktor yapisinin ayrisma
gecerligini saglamamast sebebi ile orijinal Olgegin dort faktorlii yapisini yansitmadigi
goriilmiistiir. Bundan dolay1 gerceklestirilen AFA sonuglari ile 6lgegin tek faktorlii bir yapiya
sahip oldugu goriilmiistiir. AFA sonucuna gore tekrar edilen DFA ile 6lgegin tek faktorlii yapisi
dogrulanmistir. Orijinal &lgegin Ispanyolca uyarlama ¢aligmasi yakin bir zamanda
gerceklestirilmesine karsin Tiirk¢e bir uyarlama ¢aligmasina heniiz rastlanilmamis olmasi bu
calismanin alanyazina teorik ve pratik katkismin énemini ortaya koymaktadir. ispanyolca
uyarlama c¢aligmasinda, Olgegin orijinal halinde oldugu gibi ¢alisanlarin liderlerini
degerlendirdigi formdan ziyade liderlerin kendi kendilerini degerlendirdigi 6z-bildirim formu
kullanilmistir. Bu ¢alismada elde edilen tek faktorlii yapmin orijinal 6lgegin dort faktorlii
yapisindan farkli olmasinin nedenleri arasinda liderin kendini degerlendirmesi ile ¢alisanlarin
lideri degerlendirmesi arasindaki ayrim oldugu soylenebilir. Bunun yaninda, 6lgegin farkli bir
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dilden uyarlanmis olmasi Tiirk¢e ifadelerin farkli bir yap1 gostermis olabilecegi diislincesine
sebep olmaktadir. Ayrica 6rneklem grubun &zelliklerinden kaynaklanan farkliliklarin dlgek
yapisinda degisiklik gosterebilecegi olasiligi orijinal ve uyarlama Olgek yapist arasindaki
farkliligin bir baska nedeni olarak degerlendirilebilir. Alanyazinda goriilen 6lgek uyarlama
caligmalarinda orijinal ve uyarlama 6l¢ek arasindaki yapi farkliliklarina ragmen uyarlanmis
haliyle giivenilir ve gecerli kabul edilen 6l¢ek uyarlama ¢alismalariin ispatina dayanarak bu
calismadan elde edilen dokuz ifadeden olusan tek faktorlii Sefkatli Liderlik Olgeginin
giivenirlik ve gegerlik agisindan yeterli 6zelliklere sahip oldugu diisiincesine varilmistir.
Dolayistyla bu 6lgegin sefkatli liderlik algilarini dlgmeye yonelik giivenilir ve gegerli bir veri
toplama arac1 oldugu sdylenebilir. Bu baglamda, bu 6l¢egin ulusal alanyazinda sefkatli liderlik
ile ilgili yapilacak nicel ¢alismalarda kullanilabilecegi ifade edilebilir. Bu calisma, sefkatli
liderlik ile iligkilendirilebilecek degiskenler kapsaminda tasarlanmis olan doktora tezi aragtirma
modeli icin gii¢lii bir 6n ¢aligma olmasi bakimindan 6nem arz etmektedir. Sefkatli liderligin
kavramsal olarak ele alinmasi, sefkatli liderlige ait boyutlarin tanimlanmasi ve setkatli bir lider
olmanin 6neminin vurgulanmasi bu g¢aligmanin ilgili ulusal alanyazindaki anlamini ortaya
koymaktadir. Ulusal alanyazinda sefkatli liderlik hakkinda yapilan kavramsal ¢alismalarin
siirli olmasi ve sefkatli liderlik algisini 6lgebilecek Tiirkge bir 6lgme aracina ihtiyag duyulmasi
sebebi ile gergeklestirilen bu ¢alisma ilgili alanyazina hem teorik hem de pratik olarak katkida
bulunmaktadir. Bu ¢alismanin belirli bir zaman diliminde gergeklestirilmesi hedefi ile ulasilan
orneklem grubun niteligi ve niceligi bir sinirlilik olarak ifade edilebilir. Bagka bir yonden,
sefkatli liderlik Ol¢eginin giivenirlik ve gegerlik kriterlerinin herhangi bir zorunluluk tegkil
etmeksizin bagka bir degisken ile iligkilendirilmeden ve test tekrar test yontemi kullanilmadan
degerlendirilmesi belirgin bir sinirlilik olarak kabul edilebilir. S6z konusu sinirliliklara ragmen,
bu calisma yalnizca bir sehirde farkli sektorlerde calisan beyaz yakali ¢alisanlarin sefkatli
liderlik algilarina yonelik bilgi saglamistir. Gelecekteki ¢aligmalarda, farkli sehirlerde ve farkl
sektorlerde calisan beyaz yakali ¢alisanlarin yani sira mavi yakali ¢alisanlar da ¢alismaya dahil
edilebilir. Ayrica, 6l¢egin giivenirlik ve gecerlik derecesini ve kullanigligini artirabilmek adina
Olcegin test tekrar test yontemi kullanilarak ya da farkli bir 6lcek ile iliskilendirilerek uyarlama
calismasinin yapilmasi ve arastirmanin daha biiyiik bir calisma grubu iizerinden yiiriitiilmesi
Onerilebilir.
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Katki Orani Beyani: Yazarlar esit sekilde katkida bulunmustur.
Destek ve Tesekkiir Beyani: Calismada herhangi bir kurum ya da kurulustan destek alinmamistir.
Catisma Beyani: Yazarlar herhangi bir cikar catismasi olmadigini deklare etmektedir.

Bu calismada “Yiiksek&gretim Kurumlari Bilimsel Arastirma ve Yayin Etigi Yonergesi” kapsaminda
uyulmasi belirtilen kurallara uyulmustur.
Bu makale benzerlik tespit yazilimlariyla taranmistir.
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in today’s complex and uncertain business world, and social loafing behavior, focusing specifically on the
mediating role of self-esteem. As no previous study in the literature has examined self-esteem as a mediating
variable between job insecurity perception and social loafing behavior, the significance of this study becomes
evident, marking its originality. The study utilized survey data collected from 248 white-collar employees working
in Istanbul. The study’s results reveal that job insecurity perception positively influences social loafing behavior.
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between job insecurity perception and social loafing. The study also reveals whether the variables differ
significantly according to demographic data, and the results are discussed. Based on these findings, it is
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Is Giivensizligi Algisinin Sosyal Kaytarma Davranist
Uzerindeki Etkisinde Benlik Saygisinin Aracilik Rolii

0z

Bu calisma, karmasik ve belirsiz is diinyasinda glinlimiizde daha da belirgin hale gelen is glivencesizligi algisi ile
sosyal kaytarma davranisi arasindaki iliskiyi incelemeyi amaglamaktadir. Bu iliskide ise benlik saygisinin aracilik
rolU arastirilmigtir. Literatiirde, is glivencesizligi algisi ile sosyal kaytarma davranisi arasindaki iliskide benlik
saygisi degiskenini araci degisken olarak kullanan bir ¢alismaya rastlanmadigi icin bu ¢alismanin énemi ortaya
cikmakta ve galisma bu agidan 6zgiin bir calisma olmaktadir. Arastirmada, istanbul’da ¢calismakta olan 248 beyaz
yakali calisandan anket yontemiyle alinan veriler kullanilmistir. Calismanin sonuglarina goére is glivencesizligi
algisinin sosyal kaytarma davranigi Uzerinde pozitif bir etkisi bulunmustur. Bulgulara gére benlik saygisi, sosyal
kaytarma davranisini negatif yonde etkilemektedir. Arastirmada ayni zamanda benlik saygisinin, is glivencesizligi
algisinin sosyal kaytarma davranisi lzerindeki etkisinde kismen araci roli oynadigi bulunmustur. Ayrica,
degiskenlerin demografik verilere gére anlaml sekilde farkhlasip farklilasmadigi ortaya konulmus ve sonuglar
tartisilmistir. Aragtirmanin sonuglarina gore isletmelerin yonetimlerini is glivencesini 6n planda tutan bir is ortami
olusturmalari, is stresini minimuma indirmeleri, ¢alisanlarin fikirlerini almalari ve ise alim siireglerinde benlik
saygisi yiksek bireyleri tespit ederek dncelik vermeleri tavsiye edilmistir.

Anahtar Kelimeler: is glivencesizligi algisi, benlik saygisi, sosyal kaytarma davranisi
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1. INTRODUCTION

In a turbulent environment, many employees in the world feel insecure about their jobs.
Political, technological, economic, and other types of changes have increased the feeling of job
insecurity in employees (Shoss, 2017). Also in a technological world, social loafing is common
considering that “technology-supported teams opened a whole new set of problems with regards
to social loafing” (Simms and Nichols, 2014). In this context, social loafing has been the topic
of many studies including technology-oriented organizations (e.g. Ghadirinejadian et al., 2024).
The relationship of the concept with “traditional organizational concepts™ like organizational
justice (e.g. Chen et al., 2024) and job performance (e.g. Alghamdi et al., 2024) has also been
studied. Although an old phenomenon originally (also called the Ringelmann Effect which was
brought forward in 1913 — Piezon and Donaldson, 2005), along with the technological advances
of recent years, changing work environment with technology, and new perspectives to social
loafing like considering it as a productive and positive phenomenon (e.g. Bluhm, 2009), social
loafing remains an interesting research topic with its new dimensions.

It was detected that the literature did not properly explain how people with high levels of self-
esteem and low levels of self-esteem exhibit social loafing behaviors in an environment with
job insecurity. The relationships between job insecurity and social loafing (e.g. Akgiindiiz and
Eryilmaz, 2018), self-esteem and social loafing (e.g. Rahman et al., 2014), and job insecurity
and self-esteem (e.g. Kinnunen et al., 2003) have been studied. However, the mediating role of
self-esteem in the relationship between job insecurity and social loafing is the gap in the
literature and this study aims to prove that role. The study also aims to prove that people with
high self-esteem tend to exhibit less social loafing behaviors and people with low self-esteem
tend to exhibit less social loafing behaviors. Self-esteem is about how much individuals like
themselves and believe they are skilled (Brown, 1998). Either accurate or inaccurate (Ziegler-
Hill, 2013), high self-esteem is a “highly favorable view of the self”, whereas low self-esteem
is “the evaluations of the self that are either uncertain or outright negative” (Campbell et al.,
1996). This study assumes that if people like themselves and believe that they are competent,
they do not feel the need to exhibit social loafing behaviors not to harm their reputation and
also due to their self-respect. The conservation of resources theory (COR) denotes that people
are eager to protect their current resources and try to achieve new resources (Halbesleben et al.,
2014). According to Yildiz and Elibol (2020), when people are under stress about their
resources, they they exhibit even more behaviors of protecting existing resources and gaining
new ones. It is possible to attribute social loafing to the conservation of resources theory
because social loafing can be a way for the person to preserve their time and energy resources
in their tasks. Thus, employees can have the necessary energy to complete future tasks. In other
words, employees can exhibit social loafing behaviors to sustain their performance for a long
time (Orhan, 2022). Thus, it is hypothesized that in an environment with job insecurity, people
with high levels of self-esteem are likely to exhibit less social loafing behaviors than people
with low self-esteem. Businesses need to understand this relationship because once they
understand it, businesses can place more emphasis on measuring self-esteem and hiring people
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with high self-esteem, creating an environment with minimum job insecurity perceptions, and
establishing control mechanisms to control and avoid social loafing.

In addition to the original research model, the study can further contribute to the literature. The
question regarding social loafing “is the problem coordination and not motivation?”” has been
asked in the literature by Simms and Nichols (2014). This study hypothesizes a reverse
relationship between high self-esteem and social loafing. Considering that self-esteem is a
“highly favorable view of the self” (Campbell et al., 1996) and this is the essence of a person’s
motivation about himself/herself, this study aims to prove that social loafing is more of a
coordination problem than motivation. This conclusion will contribute to a clear answer to the
question. Furthermore, high self-esteem is a positive personal issue and both job insecurity and
social loafing are mostly negative concepts. Thus, examining a “positive phenomenon in a
dominantly negative work environment” may bring a unique approach to the literature.

2. BACKGROUND

2.1. Job Insecurity Perceptions

Job insecurity is a job-related stressor that adversely affects the individual (Debus et al., 2014).
It also negatively affects job performance (Blackmore and Kuntz, 2011). Perceived job
insecurity of employees may stem from various factors such as economic recession, budget
cuts, new technologies, and expected reorganization. Job insecurity is the relevant perception
and feeling of employees caused by those kinds of factors and the fear and anxiety they have
about losing their jobs. These people are concerned about the future permanence of their jobs
(van Vuuren and Klandermans, 1990). De Witte (2005), describes perceived job insecurity as
a phenomenon of “perceived threat of job loss and the worries related to that threat”. De Witte
(2005) also mentions that a common description of job insecurity in the field can be expressed
as “the concern regarding the future continuity of the current job”.

Job insecurity can arise due to today's modern world and VUCA (volatile, uncertain, complex,
and ambiguous). Increasing demands, business complexity, aging workforce, new technologies
are having a major impact on the business world (Blackmore and Kuntz, 2011). In this uncertain
environment, organizations want to be profitable in the long run and reduce their costs to adapt
to the environment (Sverke et al., 2006). Employees know that a common way to reduce costs
is to lay people off. Therefore, this may create a perception of job insecurity among employees.
In addition, downsizing strategies in businesses (Sverke et al., 2006), economic crises,
pandemics, etc. can lead to layoffs (Johnstone, 2023). In times of recession, companies are
mainly under pressure to reduce labor costs, and downsizing and mass layoffs are the two most
commonly used methods. It is estimated that more than 60 million people lost their jobs after
the 2008 global crisis (ILO, 2014, p.22). In 2020, the year the COVID-19 pandemic began, 33
million people lost their jobs and 81 million people withdrew from the labor market and became
"Inactive” (ILO, 2020, p.7). Based on these facts, it is possible to say that during and after
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economic, health or other crises, the perception of job insecurity increases and creates anxiety
among workers.

The changing work environment due to technological change and advances also can be another
source of an insecure environment because employees believe that machines or robots will
replace them in workplaces. According to popular wisdom, some jobs will disappear shortly.
Technological advances and continuous innovation pose threats as well as give opportunities
to employees. For some employees, rapid technological changes may create a perception of job
insecurity (Nam, 2019). Although these issues are not near future issues for most employees,
they may feel job insecurity because not all types of perceptions are based on current concerns.
They may also be based on future concerns.

The distinction between qualitative and quantitative job insecurity was introduced by
Greenhalgh and Rosenblatt (1984). The researchers make the distinction from the starting point
of whether the change of the individual’s employment status is about the job itself or loss of
job features. In the literature, some studies intend to measure the qualitative and quantitative
aspects of job insecurity (ex. Lastad et al., 2015; Fischmann et al., 2021; Blotenberg and
Richter, 2020), reveal the associations between the two dimensions (ex. De Witte et al., 2010;
Callea et al., 2019), and reveal the relationship of job insecurity with job performance (ex.
Fischmann, et al., 2018). Job insecurity feeling about the job itself states quantitative job
insecurity, whereas the job insecurity feeling about the features of the job represents qualitative
job insecurity (De Witte et al., 2015). As the qualitative job insecurity elements, Greenhalgh
and Rosenblatt (1984) suggest that loss of valued job features is an important but usually
ignored feature of job insecurity. Qualitative job insecurity is considered a lighter phenomenon
than quantitative job insecurity because the threat of job loss is less severe (Hellgren et al.,
1999). Since change can be fast and deep in workplaces in an ever-changing world, individuals
can find their jobs with different features and this can make them feel both insecure and
demoralized. Thus, qualitative job insecurity is considered a relevant concept in today’s ever-
changing world (Lee et al., 2018).

Although qualitative job insecurity is considered to have a milder effect on the individual
compared to quantitative job insecurity, qualitative job insecurity can initiate many harmful
effects on employee attitudes and behaviors (Stynen et al., 2015). Therefore, both job insecurity
types pose different risks to the well-being of organizations and employees (Shoss, 2017).
Urbanaviciute et al. (2021) suggest that whenever an individual experiences quantitative job
insecurity, they are likely to experience qualitative job insecurity as well because if the person
feels insecure about losing their job, this means that they will also lose all valued features of
their job. Another question that comes to mind is which job insecurity type initiates the other.
Chirumbolo et al. (2017) found that quantitative job insecurity affects employee outcomes
through qualitative job insecurity. In other words, qualitative job insecurity explains or
mediates the harmful effects of quantitative job insecurity.
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2.2. Social Loafing Behavior

Social loafing can be defined as when individuals working in a group produce less output than
their individual output (Simms and Nichols, 2014). The concept is also called ‘free-riding’ and
it can be observed when an individual does less than the average of others in a group and takes
advantage of group work (Albanese and Van Fleet, 1985). The outlet of the concept was the
‘Ringelmann Effect’ which was described by the German researcher Ringelmann. Ringelmann
found the effect in a rope-pulling experiment where some individuals’ efforts decreased as the
number of men increased (Piezon and Donaldson, 2005). Since social loafing can also be seen
in cognitive activities (Petty et al., 1977), it has become more of an issue in recent years due to
a more complex and turbulent business life. Therefore, social loafing can be a serious threat to
an organization’s productivity.

According to Latané, Williams, and Harkins (1979), the causes of social loafing are attribution
and equality, setting goals that do not reach the maximum, and decreasing the relationship
between input and outcome. In the case of attribution and equality, the individual believes that
other individuals in the group are less motivated or have a lower skill level than himself, and in
this case, social loafing occurs. In the case of setting a goal below the maximum, the individual
thinks about how to achieve the set goals and standards with minimum effort and shows social
loafing behavior because he thinks that others will help him with the work. At this point,
researchers, quoting Steiner (as cited in Latané et al., 1979), defined maximizing a task and
making the task optimum. Task maximizing measures success by how much and how quickly
the task is done. Optimizing a task is an approach where success is measured by how close an
individual or group comes to a predetermined “best” or correct outcome. Therefore, in group
studies, participants may think that if they optimize tasks rather than maximize them, then the
whole group will achieve the output more easily and may exhibit social loafing behavior. In the
decreasing relationship between input and result, since the output is common, the individual
may think that his own output cannot be measured fairly even if he works hard, and may want
to get lost in the crowd and shirk (Latané et al., 1979). After this basic research, which reveals
the reasons for social loafing in detail, different studies have addressed different aspects and
causes of social loafing.

According to Latané et al. (1979), group interaction, task commitment, and distinctiveness are
the inhibiting factors of social loafing. Accordingly, the solidarity of the group creates internal
pressures, the interaction of the group creates the environment for applying these pressures, and
distinguishable individual effort applies these pressures. This complex group structure leads to
lower social loafing.

Jackson and Williams (1985) stated that social loafing may not always be a negative concept
and that it can serve as a good mechanism for human psychology in the sense that it is a factor
that reduces stress when working in a group (Jackson and Williams 1985; as cited in Simms
and Nichols, 2014). Another researcher who examined the consequences of social loafing as a
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positive concept was Bluhm (2009). According to Bluhm, individuals exhibiting social loafing
behavior experience less stress and tension because they use fewer resources per unit of time.
In this way, individuals can use their resources more economically in long-term work and
projects. In this context, Bluhm predicted that the individual’s future performance would also
increase.

There are reasons for the effect of job insecurity on social loafing. When employees do not feel
themselves as individuals and the job they do is not important to the organization, they may
feel job insecurity. Other reasons for job insecurity are being excluded from decision-making
processes and ignoring individual requests about the work (Akgiindiiz and Eryilmaz, 2018). In
other words, when individuals feel ‘out of the circulation of people and decisions’, they feel
insecure about their jobs. Social loafing, on the other hand, occurs when employees are not
rewarded for their individual contributions, their tasks are not meaningful and appealing to
them, and tasks are quite distinct so they are very difficult to follow for the employee (Dogan,
et al., 2012). Thus, when employees feel that ‘they and their jobs are meaningless, hard to
follow with no rewards’, they tend to display social loafing behaviors. When all these conditions
come together, job insecurity is assumed to affect social loafing.

2.3. Self-Esteem

Self-esteem is a topic that has a rich literature in the field of psychology. Self-esteem started
gaining popularity in the 1970s due to socioeconomic issues including unemployment, drug
addiction, violence, and academic failure. Some researchers argue that self-esteem has a
remarkable effect on life whereas others think that it has a limited value. Self-esteem is
generally considered to be “the evaluative aspect of self-knowledge that reflects the extent to
which people like themselves and believe they are competent”. Self-esteem may or may not be
based on reality, therefore, it is a matter of perception of the individual rather than the objective
assessment of them (Ziegler-Hill, 2013). Bailey (2003) defines self-esteem as “a simplistic term
for varied and complex mental states pertaining to how one views oneself”. In other words,
self-esteem is “the negative and positive attitude that individuals have of themselves”
(Rosenberg, 1979). Self-esteem is a very important psychological element and it is among
others to shape human psychology.

Self-esteem has both motivational and cognitive aspects (Kernis, 2003). Individuals with a high
level of self-esteem try to make their self-esteem and feelings of self-worth higher, whereas
individuals with low self-esteem try to preserve their self-worth and self-esteem. Individuals
with low levels of self-esteem tend to use protective strategies and defensive behaviors to
conceal their low self-esteem. Also, individuals generally tend to report high self-esteem
(Ziegler-Hill, 2013). It is possible to indicate that when the self-esteem of an individual is low,
it is a challenge for the individual to make it high.

People with high self-esteem seem quite resilient to social rejection and feel positive about their
self-esteem because they focus on the positive side of their social environment, i.e. social

563



acceptance. Thus, concerning self-esteem, individuals’ perceptions about social acceptance
and social rejection are important. Research reveals that individuals mostly state a higher self-
esteem when they experience social acceptance, whereas they do not indicate a lower self-
esteem when they experience social rejection (Blackhart et al., 2009). Thus, it is possible to
indicate a relationship between job insecurity and self-esteem because job insecurity generally
contains social rejection in the workplace for an individual. Kinnunen et al. (2003) found a two-
way relationship between job insecurity and low self-esteem. As the dimension of personality
that is based primarily on social comparison (Kinnunen et al., 2003), people with low self-
esteem tend to compare themselves with other employees in the workplace and may feel job
insecurity because they may perceive that others’ positions are stronger and theirs are weaker.
The opposite can also be true when an employee feels job insecurity, i.e. an employee can have
lower self-esteem as their feeling of job insecurity increases. Research about the relationship
between self-esteem and social loafing reveals that high self-esteem has a negative relationship
with social loafing (Rahman et al., 2014). A person with high self-esteem is ready to participate
in group work and social life in general. That person also can balance organizational demands,
social demands, and personal desires (Garrety et al., 2003). If an employee who receives
sufficient respect and recognition, in other words, intrinsic rewards in a group, combines this
with their high self-esteem then they tend to put more effort, contribute more to the goals of the
group, and thus create more value (Tyler and Smith, 1999). Therefore, an individual with low
self-esteem can be assumed to avoid maximum output in group work and likely to exhibit social
loafing behavior.

3. RESEARCH METHOD AND HYPOTHESES

The study aims to reveal the effect of job insecurity on social loafing. It also aims to exhibit the
mediating effect of self-esteem in that relationship. Job insecurity can cause social loafing and
some studies support the assumption (ex. Akgiindiiz and Eryilmaz, 2018; Alyahya et al., 2021;
Primadi and Sawitri, 2023). Akgiindiiz and Eryilmaz (2018) classified job insecurity as
affective and cognitive job insecurity. Their study revealed that affective job insecurity has a
strong direct effect on social loafing. Regarding cognitive job insecurity, the researchers found
an indirect relationship through turnover intention. Alyahya et al. (2021) also found a direct
relationship between job insecurity and social loafing. Primadi and Sawitri (2023) found an
indirect relationship between job insecurity (both affective and cognitive) and social loafing.
These studies verify the relationship between job insecurity and social loafing. When
employees perceive job insecurity, their hope about their future in their company or institution
diminishes and their tendency of loafing may increase. Not all employees perceiving job
insecurity display social loafing behaviors, therefore, this study aims to test whether the
majority of employees exhibit such behaviors or not. Moreover, apart from defining the
relationships between variables, the study also aims to determine whether self-esteem is
mediating in the effect of employees’ perceptions of job insecurity on social loafing behaviors.

564



Individuals protect and try to gain new resources even more when they are under stress due to
the threat of losing their resources (Yildiz and Elibol, 2020). The conservation of resources
theory indicates that humans always try to protect their existing resources and try to gain new
resources (Halbesleben et al., 2014). The theory can be associated with social loafing because
when time and energy resources are protected through social loafing, employees can have the
energy necessary to perform other tasks. Thus, resources preserved through social loafing in
one task can translate into better performance in the next task. The theory provides a clear sight
of the antecedents of social loafing. The stress of losing their resources creates stress on
individuals and a stressful environment for them and individuals working in stressful
environments tend to display social loafing behaviors (Unaldi Baydin et al., 2020).

Based on the findings above, the first hypothesis was created.
Hi: Employees’ perceptions of job insecurity positively affect their social loafing behaviors.

Self-esteem is a subjective view of oneself. Individuals with low self-esteem tend to have
protective manners and behaviors (Ziegler-Hill, 2013). By doing so, they aim to hide their low
self-esteem. This hiding attitude is thought to encourage individuals to display social loafing
behaviors whenever they get a chance. The hypothesis below was created based on that point.

H2: Self-esteem negatively affects social loafing behavior.

In the relevant literature, it is a common finding that job insecurity perception has an effect on
social loafing behaviors (for ex. Akgiindiiz and Eryilmaz, 2018; Alyahya et al., 2021; Primadi
and Sawitri, 2023). Self-esteem is a strong tool of self-knowledge and therefore, self-esteem is
considered to be a factor that can diminish the perception of job insecurity. As job insecurity
perception decreases, with the help of high self-esteem, social loafing is thought to also decrease
and vice versa. The thought encouraged the authors develop the following hypothesis.

Hs: Self-esteem has a mediating role in the effect of job insecurity perception on social loafing
behavior.

Another hypothesis of the study is as follows.

Ha: Job insecurity, social shirking and self-esteem differ significantly according to
demographic characteristics.

3.1. Aim and Significance of the Study

The study aims to determine whether employees’ perceptions of job insecurity affect their social
loafing behaviors and the mediating role of self-esteem in this effect. Another aim of the study
is to determine whether the averages of the variables differ according to demographic
characteristics.
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As a result of the literature review, studies on job insecurity and social loafing were found, but
no studies were found in which self-esteem was considered as a mediating variable. Also,
studies examined in the relevant literature were mostly conducted with samples consisting of
hotel or restaurant employees whereas the sample of this study is composed of white-collar
employees working in companies. These factors constitute the importance and unique value of
the study and thus, the study is thought to contribute to the relevant literature on job insecurity,
self-esteem and social loafing.

In light of the literature and the above information, the model of the research is as follows.

Figure 1. The research model

Self-Esteem

/ N\

Job Insecurity

v

Social Loafing

*Qualitative Job Insecurity *Self-Confidence
*Quantitative Job Insecurity *Loafing

3.2. Population and Sample

The population of the study consists of white-collar employees working in the service sector in
Istanbul. The purpose of including white-collar employees in the study is that white-collar
employees may show more social loafing behavior due to their perception of job insecurity
because white-collar employees are more employable and will be able to find a job more easily
when they look for a job due to their perception of job insecurity (Rothwell and Arnold, 2007).
However, unlike white-collar employees, blue-collar employees can show higher performance
because they do not want to lose their jobs even if they perceive job insecurity (Fugate et al.,
2004). In this context, it is thought that blue-collar employees will show less social loafing
behavior than white-collar employees, both due to the nature of the job they do and because
they do not want to lose their jobs. For this reason, in the study, 248 white-collar people were
reached by using social media tools and a convenience sampling method. In the literature,
researchers stated that a sample size between 100-200 people is sufficient (Akgiil and Cevik,
2015), and a sample between 200-300 is sufficient for an accurate analysis (Gaur and Gaur,
2009). Similarly, Kline (1994) and Siddiqui (2013) stated that a sample size of 200 is sufficient
for analysis. In this context, it is possible to indicate that the 248 samples obtained in the
research are sufficient for the analysis.
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The findings of the study revealed that 127 of the participants were women (51.2%) and 121
(48.8%) were men. 87 (35.1%) of the participants were married and 161 (64.9%) were single.
138 of them (55.6%) were in the 20-30 age group, 55 (22.2%) were in the 30-40 age group, and
55 were in the 40 and over age group (22.2%). 55 (22.2%) of the participants were high school
graduates, 30 (12.1%) had an associate degree, 111 (44.8%) had a bachelor’s degree, and 52
(21%) had a postgraduate degree.

The data were collected by the Ethics Committee of ISTANBUL GELISIM UNIVERSITY
RECTORSHIP, at its meeting dated 19.04.2024, numbered 2024-05 and with the approval of
the ethics committee numbered 2024-07-36.

Table 1. Demographic findings of the study

Variables Frequency %
Gender
Female 127 51,2
Male 121 48,8
Marital Status
Married 87 35,1
Single 161 64,9
Age
Between 20 and 30 138 55,6
Between 30 and 40 55 22,2
40 and over 55 22,2
Education
High School 55 22,2
Associate Degree 30 12,1
Bachelor’'s Degree 111 44,8
Master’s Degree 52 21,0
Total 248 100,0

3.3. Data Collection Tools and Analysis

Data for the study were collected by the survey method. The first part of the survey form
contains questions about the demographic characteristics of the participants, and the second
part about the research variables. The first scale is the job insecurity scale designed by Hellgren,
Sverke, and Isaksson (1999), Ashford, Lee and Bobko (1989), and De Witte (1999) and
translated into Turkish by Seker (2011). The scale has 2 dimensions and 9 items. The scale
consists of qualitative and quantitative job insecurity dimensions. The second scale is a one-
dimensional social loafing scale consisting of 13 items to measure employees’ social loafing
behaviors (Liden et al., 2004). The last scale is the self-esteem scale developed by Rosenberg
(1965) with 12 subcategories and 63 items. The first 10 items of the scale adapted to the Turkish
language by Cuhadaroglu (1986) measure self-esteem. In this study, 10 statements of the scale
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measuring self-esteem were used. The scales in the study are 5-point Likert-type scales: “1.
Strongly Disagree, 2. Disagree, 3. Neither Agree nor Disagree, 4. Agree, 5. Strongly Agree.”

3.3.1. Data Analysis Process

The data were analyzed with SPSS 22 software. Normality analyses were performed to
determine the normal distribution of the data and parametric tests were used since the data
showed normal distribution. Factor analyses and reliability analyses were conducted for the
scales used in the study. In addition, descriptive statistics, Pearson Correlation and regression
analyses were used in the study. Finally, the mediation effect was evaluated with Process Macro
3.5 to determine the mediating variable effect. To determine the differences, t-test and One-
Way Anova analyses were performed.

4. FINDINGS OF THE STUDY
In this section, the findings of the study are explained and interpreted in detail.
4.1. Common Method Analysis of Variance

Differences in the structures of measurement tools and obtaining the sample group from a single
group may cause method problems (Malhotra et al., 2006). One of these problems is common
method variance. To determine whether there was a common variance problem, a single-factor
test recommended by Harman was performed. In this test, all of the scales were included in the
factor analysis and the analysis was carried out without rotation. As a result of the single-factor
test, a single factor should not be obtained and the first of the factors should not explain the
majority of the variance (Podsakoff et al., 2003). As a result of the analysis, 6 factors were
obtained and the 1st Dimension explained 27.41% of the variance. 2nd Factor explains 17.15%
of the variance, 3rd Factor explains 7.85%, 4th Factor explains 6.59%, 5th Factor explains
4.50%, and 6th Factor explains 4.03% of it. The findings obtained as a result of the single-factor
test show that there is no common variance problem in the study.

4.2. Factor and Reliability Analyses

Looking at the averages of the scales in Table 2, it is seen that job insecurity is close to the
average with 2.36, social shirking is low with 2.17 and self-esteem is above the average with
3.96. Skewness and Kurtosis analyses were used to determine the normal distribution of the
data in the study. Skewness and Kurtosis values are stated by Hair, Hult, Ringle and Sarstedt
(2014) to be in the value range of -1 +1 and according to Bollen (1989), skewness values should
be in the range of + 2 and kurtosis values should be in the range of + 7. The results show that
the data are normally distributed and are suitable for further analysis.

As a result of factor analysis; As a result of this analysis, the KMO value of the self-esteem
scale was found to be 0.855 and the Bartlett Sphericity test y2 value of the scale was 1432.683
(df=45 p<0.001), the KMO value of the job insecurity scale was found to be 0.745 and the
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Bartlett Sphericity test x2 value of the scale was 919.416 (df=36 p<0.001), and the KMO value
of the social loafing scale was found to be 0.907 and the Bartlett Sphericity test 2 value was
2584.013 (df = 105, p< .001). These values are considered ‘good’ in social sciences (Sipahi et
al., 2008, p.80). The findings show that the sample size is sufficient for factor analysis.

As a result of the factor analysis, self-esteem was found to have 2 factors and factor loadings
ranged between 0.740 and 0.875. Job insecurity scale was found to have 2 factors and factor
loadings ranged between 0.642 and 0.867. Finally, the social shirking scale was also obtained
with 2 factors and factor loadings ranged between 0.601 and 0.871. Factor loading values of
0.60 and above are considered as high, and between 0.30 and 0.59 are considered as medium
(Biiytikoztiirk, 2002).

Cronbach Alpha values are expected to be above 0.60 (Kalayci, 2009, p.405), composite
reliability (CR) coefficients are expected to be 0.70 and greater than the square root of the
average variance extracted (AVE) value, and AVE values are expected to be above 0.50 for
convergent validity (Fornell and Larcker, 1981; Hair et al., 2010; Hair et al., 2022). Cronbach
Alpha values of the scales vary between 0.709 and 0.820. In social sciences, these figures are
considered quite reliable. CR values are above 0.70 and convergence reliability is achieved.
AVE values are above 0.50 and convergent validity is achieved.

Table 2. Descriptive statistics

Descriptive Statistics

N Mean Std. Skewness Kurtosis
Std.  Deviation Varia.m.:e Std. Std.
Statistic ~ Statistic Error  Statistic Statistic  Statistic Error Statistic Error
Job Insecurity 248 2,36 0,04 0,64 0,41 -0,06 0,15 -0,32 0,31
Quantitative 248 2,04 0,06 0,87 0,76 1,05 0,15 1,23 0,31
Qualitative 248 2,62 0,06 0,88 0,77 0,26 0,15 -0,13 0,31
Self-Esteem 248 3,96 0,04 0,64 0,41 -0,35 0,15 -0,41 0,31
Positive 247 4,13 0,05 0,75 0,56 -1,54 0,15 3,61 0,31
Negative 248 3,79 0,05 0,83 0,69 -0,57 0,15 -0,27 0,31
Social Loafing 248 2,17 0,04 0,70 0,49 0,23 0,15 -1,05 0,31
Self-Confidence 248 2,02 0,05 0,76 0,58 1,17 0,15 2,17 0,31
Loafing 248 2,27 0,06 0,96 0,93 0,78 0,15 0,11 0,31
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Table 3. Social loafing scale factor analysis

Scales Factor . Variance Cronbach
Items Loads Eigenvalue Extracted % Alpha (a) AVE CR

Self-Esteem 0,736
0.726

0.856

0.875

0.784

0.856

0.840

0.740

0.863

0.875

0.842

Job Insecurity 0,709
0.836

0.742

0.823

0.867

0.642

0.815

0.858 2.638 29.3 0.59 0.88
0.828

0.704

Social Loafing 0,82
0.721

0.779

0.865

0.857

0.853

0.817

0.678

0.601

0.841

0.831

0.837 3.733 24.86 0.63 0.94
0.871

0.849

0.809

0.833

Positive 4.366 43.66 0.67 0.92
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4.3. Findings Regarding Correlation Analysis

The study tested the relationships between participants’ perceptions of job insecurity, social
loafing behaviors, and self-esteem with Pearson Correlation Analysis. The correlation analysis
revealed that job insecurity has a positive correlation of 0.405 with social loafing and a negative
correlation of -0.486 with self-esteem (p<0.01). A strong negative relationship was determined
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between social loafing and self-esteem with a value of -0.603. There were no significant
relationships between qualitative job insecurity and self-confidence, loafing, and positive
self-esteem (p>0.05). A significant relationship was found between quantitative job insecurity
and social loafing at the level of 0.311 and self-esteem at the level of -0.375 (p<0.01).

Table 4. Correlation analysis of job insecurity perception, social loafing and self-esteem

Correlations 1 2 3 4 5 6 7 8 9
1 Job Insecurity 1
2 Quantitative 648** 1
3 Qualitative 795** 0.05 1
4 Social Loafing ~ .405** 311%* .283%* 1
5 Self-Confidence .425** 0.12 AB1** 575%* 1
6 Loafing .265%* 312%* 0.10 .903** 167** 1
7 Self-Esteem -486** - 375%* -.338** -.603** - 547** - 439%* 1
8 Positive -.333** -0.08 -.373** -A421%*% - B23** - 180** [792%** 1
9 Negative -451*%* - 509** -.186** - 555** - 286** -518** 834**  323** 1

p**0.01 p* 0.05
4.4. Regression Analysis

Regression analyses were performed using the bootstrap method and the resampling 5000
option. According to the data obtained as a result of the first regression analysis, job insecurity
has a positive effect on social loafing (B= 0.65, p=0.00<0.01) and a negative effect on
self-esteem (B=0.32, p=0.00< 0.01) and the effects are statistically significant. In this context,
the study concluded that a 1-unit increase in the perception of job insecurity would lead to a
0.50-unit increase in social loafing and a 0.36-unit decrease in self-esteem. The R? value
obtained shows that 24% of the change in social loafing and 13% of the change in self-esteem
can be explained by job insecurity.

Table 5. Regression analysis on the impact of job insecurity on self-esteem

Durbin
Variabl B LLCI LCl  VIF
ariables B t p C ULC Watson
Social Loafing Constant 0.93 390 000 046  1.40
F=73,6 p=0,00 100  1.80
R?=0,24 Job Insecurity  0.65  0.50 858 000 052  0.80
Self-Esteermn  F= Constant 2.53 17.10 000 224  2.82
37,93 p=0,00 100 175
R2=0,13

Job Insecurity 0.32 -0.365 6.15 0.00 0.21 0.42

In the regression analysis, where job insecurity and self-esteem were included in the model as
independent variables, the effect of the variables on social loafing was examined. According to
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the analysis results, the effect of job insecurity and self-esteem together on social loafing is
significant (F=24.37; p=0.000). The obtained R? value shows that 16% of the variation in social
loafing can be explained by job insecurity and self-esteem.

Table 6. Regression analysis on the effect of work-life balance and mental well-being on
perceived stress

Variables B B T D LLC] uLal  VIF V?/:;:;r;
Social Loafing Constant 1.25 5.10 0.00 0.771 1.741
F;féﬁg JoblInsecurity 0.13 040 223 0.2 0164 0263 100 180
R*=0,16 Self-Esteem  0.38 5.34 0.00 0.241 0.523

4.5. Analyses Regarding the Mediating Role

Regression analysis was performed using the bootstrap method to determine the mediating role
of self-esteem in the effect of job insecurity perception on social loafing. This method is used
in many studies because it is more reliable than traditional mediation analysis (Baron and
Kenny, 1986) and the Sobel test (Hayes, 2018; Zhao et al., 2010). Process Macro developed by
Hayes (2018) was used for mediation analysis and resampling was performed with the 5000
option. To mention the mediator effect in mediation analysis, there should not be 0 in the range
of the values obtained (Hayes, 2018). Regarding the mediation effect, it is expected that the
independent variable will have a significant effect on the dependent variable, and also, when
the independent and mediator variables are included in the model together, the effect of the
independent variable on the dependent variable will disappear or decrease. When the mediator
variable mediates the entire relationship between the dependent and independent variable, it is
defined as full mediation, and when it mediates a part of the relationship between the dependent
and independent variable, it is defined as partial mediation effect (Yilmaz and Dalbudak, 2018:
p.520).

The results of the regression analysis conducted to examine the mediating effect of self-esteem
on the effect of job insecurity perception on social loafing reveal that job insecurity has a
positive and significant direct (f=0.13; p, 0.16-0.26) effect on social loafing and a positive and
significant indirect effect on the mediating role of self-esteem ($=0.122; p, 0.003-0.22). The
findings exhibit that the direct effect of job insecurity on social loafing (direct effect + indirect
effect) is positive (f=0.26) and significant (p, 0.14-0.38). The results obtained show that job
insecurity has a low impact on social loafing, and the effect increases with low self-esteem. If
the effect size is around 0.01, it indicates that the mediation effect is low, if the effect is 0.09
and close to it, it indicates a medium-level effect, and if the effect is 0.25 and above, this
indicates a high mediation role (Hayes, 2018). The fact that the effect value in the study is 0.262
indicates that the mediating variable, self-esteem, has a high level of partial mediation effect.
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Table 7. The mediating role of self-esteem in the effect of job insecurity on social loafing
behavior

Direct Effect Effect S.H. LLCI ULCI t p
Job Insecurity ) ]
Ces 0.139 Social Loafing  0.139 0.062 0.16 0.26 2.23 0.00

Indirect Effect

Job Insecurity Self-Esteem  Social Loafing 0.122  0.04 0.003 0.22
4.26 0.00

Total Effect 0.262 0.06 0.14 0.38
Standardized Coefficient 0.122

4.6. Difference Analyses

In this part of the study, analyses of whether the variables differ according to demographic
variables such as gender, marital status, age, and education are included. The reason for this
was to determine which of the individuals working in the service sector perceive job insecurity
or engage in social shirking behavior more according to demographic characteristics.

The analysis conducted to determine whether the variables differ significantly according to
gender reveals that job insecurity, self-esteem, and social loafing (p>0.05) do not show a
significant difference according to gender. The analysis conducted to determine whether the
variables differ significantly according to marital status exhibits that self-esteem and social
loafing (p<0.05) differ significantly.

According to the Levene test results, p-values were found to be above 0.05 and it was concluded
that the group variances were equal. These results show that the necessary condition for
ANOVA analysis is met. The ANOVA analysis reveals that the significance values of self-
esteem and social loafing were below 0.01. Scheffe test was performed to determine between
which ages the differences occurred. The Scheffe test results reveal that self-esteem differs
significantly (p<0.01) between the ages of 20-30 (3.77), between the ages of 30-40 (4.20), and
between the ages of 50 and over (4.31). Social loafing, on the other hand, varies significantly
(p<0.01) between the ages of 20-30 (2.34), between the ages of 30-40 (1.95), and between the
ages of 50 and over (1.75).

Table 8. Levene and ANOVA values of difference analyses by age

Levene Test Descriptive Statistics ANOVA
F p Age N Avg. Std. D. F p
Between 20-30 138 2.448 0.644
Between 30-40 55 2.257 0.543
Job Insecurity 0.798 0.496 2.157 0.09
Between 40-50 33 2.300 0.696
50 and over 22 2.167 0.672
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Between 20-30 138 3.770 0.654
Between 30-40 55 4,205 0.581
Self-Esteem 4.73 0.30 10.37 0.00
Between 40-50 33 4.079 0.494
50 and over 22 4314 0.521
Between 20-30 138 2.343 0.707
Between 30-40 55 1.954 0.633
Social Loafing 4.73 0.30 7.960 0.00
Between 40-50 33 2.101 0.626
50 and over 22 1.752 0.554

The Levene test results exhibit that only the p-value of job insecurity was found to be above
0.05 and the group variances were found to be equal. The p-value (p>0.05) obtained as a result
of the ANOVA analysis shows that job insecurity does not differ significantly according to
educational background. Levene values for self-esteem and social loafing indicate that the
variances are not equal below 0.05. In this case, the Games Howell test was performed. Results
of the Games Howell test reveal that the averages of employees’ self-esteem differ significantly
according to their educational background, namely between high school (3.75) and master’s
degree (4.32), and between bachelor’s degree (3.90) and master’s degree (4.32) (p<0). .05). The
test also concluded that the averages of social loafing differed significantly between a high

school degree (2.40) and a master’s degree (1.91).

Table 9. Difference analyses Levene and ANOVA values by educational background

Levene Test Descriptive Statistics ANOVA
F p  Educational Background N Avg.  Std.S. F p

High School 55 2.300 0.678
AssociateDegree 30 2315 0.589

Job Insecurity 0,701 0,592 0.701 0.59
Bachelor’s Degree 111  2.400 0.643
Master’s Degree 52 2.269 0.654
High School 55 3.750 0.719
Associate Degree 30 3.853 0.649

Self-Esteem 6,533 0,00 6.533 0.00
Bachelor’s Degree 111 3.906 0.598
Master’s Degree 52 4.327 0559
High School 55 2.400 0.707
Associate Degree 30 1.998 0.679

Social Loafing 4,805 0,01 4.805 0.00
Bachelor’s Degree 111 2.201 0.708
Master’s Degree 52 1915 0561
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5. DISCUSSION and CONCLUSION

5.1. Discussion

The study aimed to examine the effect of job insecurity on social loafing and also the mediating
role of self-esteem among white-collar employees working in Istanbul, Turkey. The findings of
the study exhibit that job insecurity has a positive effect on social loafing behaviors, verifying
the first hypothesis. Supporting the findings of this study, Akgiindiiz and Eryilmaz (2018),
Alyahya et al. (2021), and Primadi and Sawitri (2023). Akgiindiiz and Eryilmaz (2018) found
a positive relationship between affective job insecurity and social loafing, whereas they found
a partial effect of cognitive job insecurity on social loafing. Confirming the findings of this
study, these findings also reveal that different kinds of job insecurity may have different
amounts of effects on social loafing. Alyahya et al. (2021) found a positive and significant
relationship between job insecurity and social loafing as well. Primadi and Sawitri (2023) found
a positive relationship between job insecurity (both affective and cognitive) and social loafing
with turnover intention as the mediator.

The second hypothesis was created based on the assumption that self-esteem would negatively
affect social loafing behaviors. It was hypothesized before the analyses that people with high
self-esteem should be less likely to display social loafing behaviors because they are confident
and want to prove themselves with their effort. The findings confirmed that assumption and the
second hypothesis was supported. Some studies also reveal this relationship. Awee et al. (2020)
found that self-esteem has a moderating role in the relationship between workplace envy and
social loafing. Another study with parallel findings to this study is that of Rahman et al. (2014).
They also found a negative relationship between self-esteem and social loafing. Putri and Dewi
(2021) examined the direct relationship between self-esteem and social loafing with no other
variables. They also found a significant and negative relationship between self-esteem and
social loafing among college students. Another study that investigated self-esteem as the
moderator in the relationship between a variable and social loafing is that of Thahir et al. (2022).
They found a negative relationship between self-esteem and social loafing in college students.

The study concluded that self-esteem has a partial mediating role in the effect of job insecurity
on social loafing. Therefore, the third hypothesis was verified. Since there are studies that
examine the relationship between job insecurity and social loafing (e.g. Akgiindiiz and
Eryilmaz, 2018), no study was found examining those three variables with self-esteem as the
mediator.

The fourth, fifth, and sixth hypotheses were created intending to find whether the variables
differed significantly according to demographic characteristics or not. Findings reveal that the
variables do not differ according to gender. Self-esteem and social loafing differ significantly
according to marital status. Significant differences were found in self-esteem and social loafing
for specific age groups, 20-30, 30-40, and 50 and over for both variables. Regarding the age
characteristics of the participants, self-esteem and social loafing differed significantly in some
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age groups. The findings for educational background characteristics reveal a similar picture to
the age characteristics. The findings show that self-esteem and social loafing differed
significantly in some categories of educational background.

The unique value of the study lies in the research model. No studies were found in the literature
connecting job insecurity and social loafing with self-esteem as a mediating variable. Overall,
the findings validate the proposed hypotheses, thereby strengthening the research model’s
robustness.

5.2. Implications for Management

In our competitive age, managers strive to achieve efficiency and employee motivation to stay
competitive and innovative. One of the ways to motivate employees is to create a secure
environment. This study shows that job insecurity can have many consequences including
contributions to low self-esteem and social loafing behaviors. Akgiindiiz and Eryilmaz (2018)
found that affective job insecurity directly increases social loafing. Thus, creating a secure
environment in terms of employees’ perception of their jobs will also likely contribute to a more
efficient organization with less social loafing. Based on the findings of Akgiindiiz and Eryilmaz
(2018), it is possible to assume that businesses can prioritize the affective part of job insecurity
and motivate their employees for a secure environment before working on the objective part of
their employee policies. Apart from creating a secure environment for their employees,
organizational leaders should also create an environment in which job stress is minimized,
employees’ ideas are taken into account, and they are rewarded whenever necessary.
Interviewing the employees leaving an organization to understand what went wrong in the
organization to understand the causes of organizational stress, training employees to allow for
variation of duties and reducing burnout, establishing, communicating, and encouraging career
development opportunities, and recognizing and rewarding employees are some ways of
minimizing job stress (Manning and Preston, 2003). Employees have to believe that their
resources are safe and secure so that they do not react in ways like social loafing. Another
implication from the study is that the hiring process in organizations can prioritize people with
high self-esteem. Especially corporate companies can include self-esteem measurement
systems while hiring people so that these people are more motivated to participate in group
work, tend to consider organizational demands more and control their personal interests and
resources effectively. Correspondingly, Pierce and Gardner (2004) concluded that global self-
esteem, which concerns more of psychological well-being (Rosenberg et al., 1995), is of utmost
importance in the direction and motivation of employees’ behaviors in an organizational
context.

5.3. Limitations and Future Directions

One limitation of the study is the fact that the white-collar employees in Istanbul constituting
the sample may not represent all the white-collar employees in Turkey. Another limitation of
the study is that it is cross-sectional. The study is limited by a period and the number of
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participants. Longer time and more participants could differentiate the results. Also, some
biased answers may have been collected from participants since the data was collected with
questionnaires with no control of the researchers. To avoid biased answers, the researchers
collected online questionnaires and by doing so, the participants of the study were assumed to
perceive questions in the right way. The analysis method used in the study was accepted as the
most appropriate one for the study.

In the relevant literature, there are studies conducted on hotel and restaurant industries typically
examining pink-collar employees. However, not many studies were observed by the researchers
on white-collar employees. Further research can be done in different contexts (countries or
industries) on white-collar employees to examine cultural effects. Further research can also be
done with other mediating factors instead of self-esteem such as extraversion, which may
decrease social loafing since social loafing is an introvert activity, or organizational
commitment to find whether organizational commitment will lower social loafing or not.
Another suggestion regarding future studies is that they could investigate job insecurity together
with presenteeism, workplace satisfaction, happiness in the workplace, and mental well-being.
These “positive” factors from the point of view of employees may be the factors that decrease
social loafing in an insecure organizational environment.
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Emegin Otesinde Vasifsizlastirma: Platform
Kapitalizmi ve Pazarin Doniisiimii

0z

Bu ¢alismada, is bolimiiniin tarihsel gelisimi ve kapitalizmin farkli asamalarinda emek siiregleri ve vasifsizlasma
tartismasi sosyolojik ve ekonomik boyutlari ile birlikte Adam Smith'in ve Durkheim'in klasik eserlerinden
baslanarak ele alinmaktadir. Taylorizm ve Fordizm ile birlikte islerin daha analitik hale getirilmesi ve emek
slreclerinin makinelesmesi, iscilerin becerilerinin azalmasina yol agmistir. Platform kapitalizminin ortaya ¢ikisiyla
birlikte, yeni is modelleri ve dijital platformlar, tretim, bélisim, miibadele ve tiketim sireglerini yeniden
sekillendirmektedir. Bu baglamda, platform kapitalizminin etkisiyle vasifsizlastirma tartismasinin nasil
dénugsebilecegi ve vasifsizlasan piyasa fikri ile birlikte platform kapitalizminin piyasa ve liberal birey fikrine olan
etkileri Gzerinden tartisiimistir.

Anahtar Kelimeler: vasifsizlastirma, isbélimu, platform kapitalizmi, Gretim bicimi, piyasa yapisi, liberal birey
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1. INTRODUCTION

The division of labor, which refers to the delegation of specific tasks to individuals, has not
only been examined from an economic perspective over the centuries but also as a sociological
phenomenon. For example, as discussed by Durkheim in his 1893 book, “The Division of Labor
in Society (De la Division du Travail Social)”, the division of labor is not only concerned with
enhancing the productivity of a particular task or labor. According to Durkheim, the division of
labor also shapes the social and moral order of society by creating a sense of solidarity among
individuals who share the same work (Durkheim, 2013). Thus, the division of labor is
highlighted by Durkheim as a factor that also constitutes the social.

Perhaps the most notable economical emphasis on the division of labor belongs to Adam Smith,
who views it as the most significant influence on developing labor's productive forces. This
emphasis is found in the very first paragraph of Smith's magnum opus, “An Inquiry into the
Nature and Causes of the Wealth of Nations” (1977). Thus, the degree of division of labor in
terms of which tasks are to be made more analytical or should become so, who will perform
these analytical tasks, how they will be done, at what speed, and how the division of labor will
affect the social structure have been topics of discussion spanning centuries. Therefore, division
of labor as a concept has settled at the core of studies on labor productivity, the development of
productive forces, political economy, and even the foundations and analysis of society.

In studies where the ideal form of industrial society is examined as capitalism or accepted as a
natural outcome, the division of labor is addressed with technical questions about how
productivity can be increased. However, in the works of the critical school and especially those
discussing alternative forms of organizing industrial society, the division of labor is viewed in
conjunction with a side effect: the deskilling of labor and workers.

Although the tendency of capital to push the workforce toward deskilling in pursuit of
productivity became a subject of intense scrutiny following Karl Marx's political-economic
critiques, it is worth noting that Adam Smith first warned about this issue. In “An Inquiry into
the Nature and Causes of the Wealth of Nations”, Adam Smith forewarns of an anomaly that
may arise with the advancement of the division of labor (Smith, 1977, p.1040):

“In the progress of the division of labour, the employment of the far greater part of those who
live by labour, that is, of the great body of the people, comes to be confined to a few very simple
operations, frequently to one or two. ...He naturally loses, therefore, the habit of such exertion,
and generally becomes as stupid and ignorant as it is possible for a human creature to become.
The torpor of his mind renders him not only incapable of relishing or bearing a part in any
rational conversation, but of conceiving any generous, noble, or tender sentiment, and
consequently of forming any just judgment concerning many even of the ordinary duties of
private life.”
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Deskilling can be approached from two fundamental dimensions. The first dimension concerns
capitalism not only as an economic ideology equated with free markets and private property but
also as a form of labor organization that finds its expression par excellence in the norms of
Taylorism and Fordism. Taylorism is fundamentally a management method related to the
manner in which tasks are performed and how labor is controlled, with very little emphasis on
technological analysis. It emerges as a concept belonging to the development chain of
management methods and labor organization. According to Braverman (1998), Taylorism does
not engage with irreconcilable social interests, nor does it seek to uncover or confront the
reasons for this irreconcilability; instead, it accepts it as an unavoidable fact, a "natural”
condition. Taylor's primary concern is the control of labor at any technological level, and he
finds the fundamental method of labor control in a division of labor and specialization that is
organized at the most advanced level possible. It can be argued that the degree of division of
labor and specialization proposed by Taylor aligns with the advanced level quoted from Adam
Smith above.

The second dimension of deskilling pertains to technological developments, specifically
machines, which offer tools for direct control over the labor process. The three core principles
of Taylorist management, also known as Scientific Management —(i) the removal of
intellectual work from the production area, (ii) the analysis of the work process exclusively by
management, and (iii) instructing workers on what, how, and at what speed to perform tasks—
can be embedded into technological devices used in the workplace (Edgell and Granter, 2019,
p.230). Hence, in the context of deskilling, technology is viewed as a tool that separates workers
from the production process, strips them of their intellectual production capabilities, and creates
a worker “subjectively expropriated” (Turchetto, 2008), devoid of skills.

Both dimensions summarized above can be understood as technological determinism, meaning
that the causal forces and effects belonging to or mediated by institutions and agents are shaped
through technology (Thompson and Laaser, 2021). With the transition to industrial capitalism,
the labor process became easier to classify, and measure compared to earlier times. For
example, the "tacit" knowledge of a steelworker, which could only be transferred through an
apprenticeship in the mid-19th century (Mollona, 2022, p.21), began to be transferred to
machines with examples like Fordism's assembly line during the rise of industrial capitalism.

Can deskilling today be interpreted only through the lens of assembly lines, machines, or
Taylorist managerial control? This question forms the central theme of this study. Today, we
are witnessing a rupture marked by the rise of “platform capitalism”, a conceptual framework
that redefines how companies operate and interact with other economic actors (Srnicek, 2017).
This rupture has been so profound that some argue that the term “capitalism” itself no longer
applies, as there may no longer be a market. For instance, Varoufakis (2024) compares the
current transformation to the shift of the 1770s and contends that defining the system with terms
like “hyper-capitalism”, “platform capitalism", or “rentier capitalism” is not merely a failure of
imagination but also signifies a failure to recognize the transformation currently underway in
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society. According to Varoufakis, this emerging order should be called “techno-feudalism”.
Thus, the concept of deskilling becomes a term that needs to be revisited and situated within
this rupture.

2. FROM INDUSTRIAL CAPITALISM TO PLATFORM CAPITALISM: THE POLITICAL
ECONOMY OF DESKILLING

After World War 11, Italy experienced rapid industrialization and economic growth, which led
to significant labor migration from the south to the north of the country. This migration gave
rise to a political tendency or movement aimed at interpreting and analyzing the effects of this
influx on the working class. This political tendency was known as “Operaismo” (literally
translated as “Workerism”), led by figures such as Raniero Panzieri and Mario Tronti. It is
important to note that Operaismo was not created to contribute to the academic or historical
reinterpretation of 20th-century labor struggles but rather to offer a specific methodological and
political perspective that served as a foundation for the formation of revolutionary cadres in
Italy. In summary, Operaismo was a political movement that sought to accelerate the path to a
socialist society by analyzing production and workers and through the theories it developed.
Therefore, the categories that will be outlined below can be seen as the political subjects or
categories sought by Operaismo for its own purposes.

In his famous article “Factory and Society”, Tronti’s main thesis was that the capitalist mode
of production occupies the entire network of social relations, becoming the master of all other
areas of society (Tronti, 1962, p.51). In other words, the more and how capitalism develops, the
more the organization of production will progress toward shaping the organization of society
as a whole. At this fundamental point, Tronti draws on Marx’s thesis that the elements of
production, distribution, exchange, and consumption are different parts of a unity. According
to Marx (2015, p.31), a specific mode of production determines a specific mode of
consumption, distribution, and exchange, and also the relationship between these elements.
Ultimately, the process always begins again with production.

2.1. The Emergence of the Mass Worker

The Operaismo movement, which analyzed the effects of a specific mode of production and
examined the relations between consumption, distribution, and exchange to analyze work and
workers, thus forming a political agenda, introduced the concept of the “mass worker” into the
literature during this period of significant labor migration in Italy.

With the advent of Taylorism, accompanied by assembly line technology, workers became
extensions of the assembly line within factories. According to the interpretation of the
Operaismo movement, the political unity between engineers and workers was also attacked
with the rise of Taylorism. From this point on, workers were no longer seen by engineers as
direct producers but rather as “mere functionaries of the scientific organization of exploitation”
(Baldi, 1972, p.8). In comparison to the master worker category, this new model of worker,
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deprived of technical skills and mainly composed of individuals migrating from rural areas to
factory towns, was socially rootless. Thus, the mass worker was a worker who was
“subjectively expropriated” and placed under the “real domination of capital” (Turchetto, 2008,
p.288).

2.2. From Mass Worker to Social Worker

The dominance of the mass worker category in the workforce and politics was shaken,
especially with the 1973 oil crisis. With production shifting to Third World countries due to
cost advantages and these countries growing horizontally (factory to factory) while the
countries organizing production grew vertically (skyscrapers), this transformation necessitated
the definition of a new worker category. This new category, which can be expanded today to
include the service sector, involved workers who produced immaterial labor and worked more
with intellectual and emotional labor. This class, defined by intellectual and technical labor and
productive intelligence, was first referred to as the “social worker” by Alquati in the early 1970s
(cited in Wright, 2002). Thus, the mass worker was left behind, and a new political subject
emerged, connected to the proletarianization and massification of intellectual labor.

One of the reactions from the Operaismo movement to the emergence of this new category of
social worker and its labor organization was to suggest that capital was trying to free itself from
the political power gained by the mass worker (Turchetto, 2008, p.294). On the other hand,
another tendency, led by Hardt and Negri, viewed the category of the social worker as a more
qualified political subject that could replace the mass worker (Hardt and Negri, 2001, p.220).
However, regardless of the perspective, the emergence of the social worker fundamentally
altered the framework for discussing labor organization, which had previously centered on
factory assembly lines and machines.

3. FROM MACHINES TO UNMANNED FACTORIES AND ECONOMIES: THE RISE OF
PLATFORM CAPITALISM

By the 1980s, capitalism had taken on a completely different form compared to the early years
of industrial capitalism. Particularly with the spread of computers and electronics-based
products, many names have been proposed for this new era, which is intertwined with techno-
scientific elements and dreams. Terms such as deindustrialization, post-industrial, immaterial
economy, and knowledge economy are among some of these names (Beaud, 2010, p.402).
Along with the onset of this new era came futuristic dreams and sociologies that predicted that
with robotics and automation, human labor would soon become obsolete and thus, the need for
work would disappear, signaling the end of work (Turchetto, 2008, p.296).

Now, more than forty years later, we are faced with a more moderate literature that approaches
these futuristic dreams and terminologies with caution. Srnicek (2017) refers to the current
capitalist era we live in as “Platform Capitalism”. According to Srnicek, with the advancement
of data science and the decreasing costs of data storage, companies required a new business
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model to fully capitalize on these developments. In this context, Srnicek identifies this new
business model as the “platform”, which signifies a new type of business model. The term
platform economy, closely linked to “platform capitalism”, highlights the transformative impact
of digital platforms on the economy and society. According to Steinberg (2022), this era is
characterized by the dominance of American and Chinese technology giants in market valuation
and the global influence of data-collecting intermediaries. Digital platforms mediate
transactions that reshape not only economic activities but also social and cultural structures. In
short, platforms, which are digital infrastructures that enable interactions between two or more
groups, have become the driving force of today’s capitalism.

The central role of mega-platforms like Google, Amazon, and Alibaba in production,
distribution, exchange, and consumption is driven by their use of algorithms, data collection,
and monopolistic control to accumulate capital (Gilbert, 2024). On the other hand, platforms
dictate the rules of market exchange to serve their own interests, frequently bypassing or
altering foundational principles of market capitalism. Tornberg (2023) highlights that this
privatized regulation establishes a power dynamic that significantly departs from traditional
market structures. As a result, whether these changes signal a shift toward “techno-feudalism”
rather than a continuation of capitalism has become a topic of growing academic debate.

3.1. Techno-Feudalism: Is it the End of Capitalism?

According to Rubinstein (2020), dramatic changes in the global economy represents a new
mode of production. The fundamental phenomenon accompanying this mode of production is
the established “planetary logistical infrastructure”. This new mode of production materialized
through ideals of “endless circulation, infinite flexibility, and ruthless efficiency”, also creates
its own unique individual subjects and constructs the social.

Varoufakis (2024), on the other hand, hypothesizes that the economic system we now live in
cannot even be called capitalism anymore. Ironically, capitalism has been killed by capital
itself, and capitalist dynamics no longer govern our economies. The market and profit concepts
inherent in capitalism have been replaced by “cloud rent”, and the real power is no longer held
by the owners of traditional capital, such as machines, railways, telephone networks, or
industrial robots. Varoufakis claims that what now governs our economies can no longer be
called capitalism, and instead, this new economic dynamic should be referred to as “techno-
feudalism”.

Whether it is called platform capitalism, logistical mode of production, or techno-feudalism,
the existence of a new mode of production—or at least the fact that we are at an economic and
social turning point—is a subject extensively discussed in the literature. Discussing the
production, distribution, exchange, and consumption elements of this new political-economic
location and attempting to determine the coordinates of both the worker and work itself has
become a significant social science issue.
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3.2. Deskilling Between Market Capitalism and Platform Capitalism

In his article “Capital as the Integral of Power Formations”, written in the late 1970s, Guattari
writes (Guattari, 2007, p.253), “Machines in the factory seem to be working all by themselves,
but in fact it is the whole of society that is adjacent to them”. The new dynamics of today seem
to require updating Guattari’s observation. There is still a society standing beside something,
but what is it standing beside? At this moment of rupture, it has become possible to say that
society stands beside “platforms”. Shoshana Zuboff defines this new economic dynamic, which
she calls “surveillance capitalism”, as a “new economic order that claims human experience as
free raw material for hidden commercial practices of extraction, prediction and sales” (Zuboff,
2019, p.ix) and argues that it poses a serious threat to the market order. According to Zuboff,
this new order targets human nature in a way similar to how industrial capitalism threatened
natural resources in the 19th and 20th centuries.

In their article “Privacy, Autonomy, and the Dissolution of Markets”, Brennan-Marquez and
Susser (2022) evaluate platform capitalism and its potential evolution from the perspective of
individual freedom and the market. Since the late 19th century, capitalism has been defended
on two fundamental grounds. First, it has been argued that capitalism promotes a system in
which individuals can benefit from their own property, labor power and their freedom of choice
thus encouraging freedom. Second, it has been claimed that capitalism ensures the efficient
allocation and use of resources. According to Brennan-Marquez and Susser, both dimensions
begin to dissolve when capitalism enters the platform stage. In platform capitalism, the pursuit
of efficiency supported by data surveillance does not typically encourage individual freedom;
somewhat, it undermines it. Moreover, the idea that markets are necessary for efficiency is now
under pressure. When viewed as a type of information technology, the idea of a market, which
is needed for the optimal allocation of resources, is actually vulnerable to being replaced by a
more advanced information technology.

At this point, the real threat to capitalism is the displacement of the market concept itself—the
very promise of capitalism to foster competition and allow the most rational, efficient, and
functional entities to thrive—by a new technological development or disruptive innovation. As
a result, according to Brennan-Marquez and Susser, this has made the market susceptible to
being replaced by “algorithmic planning”, a process where algorithms dictate available options
rather than relying on traditional market mechanisms. This shift leads to significant
centralization, undermining the very concept of the market and restricting the diversity of
choices available to individuals or instance, platforms that utilize algorithmic planning often
prioritize certain products or services, effectively controlling market dynamics. Consequently,
the decision-making power is increasingly concentrated in the hands of a few entities, raising
concerns about the autonomy of consumers and the transformation of capitalism itself.

Today, platform capitalism remains partly dependent on markets, but according to Brennan-
Marquez and Susser's argument, the structure of platform capitalism—where it says yes to
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markets but no to freedom—is contradictory. Unlike markets, which function to distribute and
anonymize information, platforms aim to influence human decision-making and behavior.
According to Zuboff, platforms are radically indifferent to human autonomy and, what was
once considered social relations and economic exchange now takes place within this
roboticized, abstracted environment (Zuboff, 2019, p.464).

In today's world, where markets have become less functional in multiplying choices and thus
have become less effective in facilitating freedom of choice, Brennan-Marquez and Susser
(2022) define three potential evolutionary paths for platform capitalism (see Figure 1). The first
is the “rescue capitalism from itself” through regulations aligned with market capitalism, which
falls in the upper left quadrant. The second is a move towards “platform feudalism”, which
would result from the complete weakening of the market concept and fall in the lower right
quadrant. Finally, the third is a more utopian path, which is referred as “digital socialism”,
located in the upper right quadrant.

Here, the evolution of economic systems in the digital age gives rise to a tension between
traditional market capitalism and emerging concepts such as platform capitalism, digital
socialism, and platform feudalism. While “market capitalism” relies on decentralized market
forces to allocate resources efficiently, “platform capitalism” represents a significant shift
wherein digital platforms centralize economic activity, leveraging data and algorithmic
governance to mediate transactions. This transformation has given rise to concerns about
surveillance and concentration of power, prompting critiques that liken the system to a form of
"platform feudalism," where humans are increasingly dependent on and subjugated to platforms
that shape their choices and behaviors. “Digital socialism” emerges as a theoretical response,
arguing that advanced technology could enable centralized planning to distribute resources
fairly, challenging the necessity of markets altogether. Together, these frameworks illustrate
the contested terrain of economic governance in the digital era, raising critical questions about
autonomy, freedom, market and the role of technology in shaping societal and economic
structures.
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Figure 1. Platform capitalism in the dimensions of freedom and market (Brennan-Marquez and
Susser 2022)
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All paths outside the route of reviving market capitalism with enhanced privacy regulations
suggest a “post-market” order. The common feature of these post-market orders is the concept
of a market becoming deskilled and being replaced by an algorithmic structure. When we
reconsider the debate on deskilling within this context, it becomes clear that the tendency
towards deskilling, which the Operaismo scholars analyzed in parallel with Taylorist and
Fordist techniques in the early 20th century and found the need to redefine by the end of that
century, should be rethought alongside the concept of a deskilled market.

Taking Tronti's thesis into account—that a mode of production occupies the entire network of
social relations—understanding the non-market-based structure of post-market orders that
undermine individual freedom and reevaluating the production, distribution, exchange, and
consumption relations within these post-market structures is crucial. Therefore, it seems
necessary to shift the focus of the deskilling debate beyond simply viewing it as an effect of
management techniques or mechanization within the division of labor. Instead, it should be
examined through a broader causal lens that considers its societal implications, as this may offer
a valuable perspective for theoretical debates about the future.

Hence, deskilling as a concept must be extended to the market, which increasingly loses its
foundational characteristics. Platforms, through algorithmic planning and data-driven models,
replace traditional market mechanisms with a controlled environment that narrows choices and
concentrates decision-making power on themselves. This "deskilling of the market™" not only
undermines its role as a medium of free exchange but also transforms it into a tool of centralized
structure. By situating deskilling within this comprehensive framework, it becomes possible to
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address the interconnected dynamics of technological mediation in digital era, power
centralization and social transformation.

This broader perspective on deskilling necessitates exploring its manifestations across various
domains, including the cultural, political, and technological dimensions of society. If
considered beyond the boundaries of labor discussions, deskilling is no longer limited to the
decline of worker competencies within production processes but extends to the diminishing
agency of individuals as consumers and citizens in algorithmically mediated environments.
Platforms not only centralize economic activity but also have potential to dictate behavioral
norms and subtly shape societal values and structures. This type of influence can occur through
the decisions made by algorithms, content recommendations and most importantly, the shaping
of human interactions.

4. DESKILLING RECONSIDERED: NAVIGATING ALTERNATIVES AS DECENTRALIZED
AUTONOMOUS ORGANIZATIONS (DAOS) WITHIN PLATFORM CAPITALISM

The direction in which this rupture will evolve remains uncertain. For instance, with platform
capitalism and algorithmic management, the powers of data-processing giants like Netflix and
Amazon may increase, potentially leading to the emergence of a massive “algorithmic central
planning machine” that operates contrary to the fundamental tenets of capitalism, amplified by
network effects. With the development of models predicting how individuals with similar data
traces behave under comparable conditions, a preference economy that operates solely on
correlation—showing no concern for causality—could become more powerful than it is today.
Moreover, if the prevailing view is that such a dynamic may create a form of anomie, criticism
of this logic of efficiency may intensify, as seen in a project funded by the German Ministry of
Education and Research (Jain, 2021). This could lead to developments centered around an “anti-
efficiency” logic that promotes relationships, emotions, and innovation for workers.

On the other hand, the rise of decentralized decision-making technologies could further advance
this debate. One prominent example is Decentralized Autonomous Organizations (DAOS),
which are designed to operate independently and autonomously. In short, all transactions and
decisions in DAOs are made through consensus among members and recorded on the
blockchain, making them transparent and tamper-proof. DAOs have a decentralized structure,
meaning there is no central authority or intermediary controlling the organization, and decision-
making power is distributed among its members through consensus. The post-market path
located in the upper right quadrant of Figure 1, referred to as "digital socialism"” by Morozov
(2019), can be reconsidered with the support of DAOs.

For example, Trevor McFedries, the founder of “Friends with Benefits”, a DAO-based
organization in the UK that organizes rave events, summarized the advantage of DAOs as a
way to succeed without falling into the hands of algorithmic determinism (Ryce, 2021):
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"The most exciting part is that it's a way to escape the Instagram and Facebook
algorithms. The algorithm dictates what you need to do to be successful, while the DAO
Is the opposite of that—the community decides how it's going to work and builds the tools
to make it happen. Not a top-down approach but actually building culture from the
ground up.”

Thus, DAOs can be considered as a technology that stands out as an alternative exit from a
post-market order that undermines individual freedom.

It is increasingly emphasized that there is a need for a new interpretation of the discussions on
governance, organization, and thus deskilling, which have been explained and directed by
relying on the relationships of production, distribution, exchange, and consumption in the
context of 20th-century industrial capitalism.

5. CONCLUSION

A critique or interpretation of this new rupture is not only the focus of researchers who approach
capitalism with categorical skepticism but also of those who track the fate of the liberal
individual. After all, the current discussion goes far beyond claiming that it is the worker or
labor organization that is being deskilled today: what is increasingly being deskilled is the
concept of the market and the idea of individual freedom, which is rewarded by the market and
is intrinsic to capitalism. Here, we must heed Varoufakis’s (2024, p.149) warning:

“The irony is that the liberal individual was snuffed out neither by fascist Brownshirts nor by
Stalinist guards. It was killed off when a new form of capital began to instruct youngsters to do
that most liberal of things: be yourself! (And be successful at it!) Of all the behavioural
modifications that cloud capital has engineered and monetised, this one is surely its
overarching and crowning achievement.”

The argument of this study is not to critique a particular concept but to highlight the necessity
of a renewed effort to intensify the discussion of deskilling in relation to contemporary
technologies and their impact on the concepts of market, freedom and the very notion of liberal
individual within this context.

Furthermore, the transformative impact of platforms on capitalism warrants serious
consideration as a means to expand the discussion of deskilling beyond the boundaries of
organizational labor. When capitalism is understood not only as an economic system but also
as a generator of specific types of social relations, the concept of deskilling should be re-
evaluated within a broader context. This includes not only labor debates but also the role of
individuals' sensibilities, desires, and preferences in shaping the framework of social
agreements.

This study examines the evolution of capitalism from Adam Smith's era to the present, focusing
on labor. It highlights the transformative effects of platform-based business models on
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production, distribution, exchange, and consumption. Platform capitalism is regarded as a major
turning point, introducing a new mode of production with the potential to reshape work
structures and even societal organization. Consequently, significant shifts in governance are
anticipated as well.

In these emerging business models, where algorithms handle the tasks of planning, organizing,
executing, coordinating, and controlling, it becomes crucial to revisit core managerial topics
such as job satisfaction, employee engagement, leadership, and motivation. Moreover, there is
a growing need to reassess contemporary notions of managerial control, including subjugation,
subjectification, and identity, prompting a broader reflection on the nature of work itself.
Further research is also required to explore whether and how DAQOs might counteract the
dynamics of techno-feudalism, particularly by fostering democratic participation and collective
decision-making.
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Oz

Meslek aski olgusu, son yillarda pozitif 6rglitsel davranis alanindaki bircok arastirmanin konusu olmustur. Olgu
lizerine yapilan kavramsallastirma c¢alismalari, alana katkida bulundugu o6lglide, kavramin anlasiimasini
zorlastirmaktadir. Meslek aski olarak da bilinen "calling" kavrami, bireylerin bir is veya meslek i¢cin temel bir anlam
ve amagc duygusu ile birlikte, icsel veya digsal motivasyona sahip olmasini ve bu yolla yapilan eylemlerin topluma
fayda saglamasini ifade eder. Bu calisma, meslek aski kavramini kavramsal bir cercevede incelemektedir.
Arastirma yontemi niteldir ve veri toplama teknigi olarak dokiiman analizi gergeklestirilmistir. Calismanin amaci,
literatiirden faydalanarak meslek aski kavraminin 6zglin 6zelliklerini, bilesenlerini, tarihsel arka planini, kavrama
yonelik cesitli yaklasimlari ortaya koymak ve bu yolla alan yazina katki saglamaktir.
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The Phenomenon of Calling: A Conceptual Review

Abstract

The concept of "calling" has recently become a popular subject in the field of positive organizational behavior.
Conceptualization studies on the phenomenon make it difficult to understand the concept to the extent that it
contributes to the field. The concept of "calling", refers to individuals having internal or external motivation with
a basic sense of meaning and purpose for a job or profession, and that the actions taken in this way benefit
society. This study examines the concept of calling within a conceptual framework. The aim of the study is to
reveal the unique features, components, historical background, and various approaches to the concept of calling
by making use of the relevant literature and contributing to the literature in this way.

Keywords: calling, motivation, meaningful work, prosocial behavior, conceptual analysis
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EXTENDED ABSTRACT

Background & Purpose: This study explores the concept of “calling” through conceptual
analysis of the notion of "calling” and delves deeply into its historical origins, theoretical
foundations, and its role in professional life. The concept of calling refers to the profound
meaning and commitment individuals develop toward their work and has become an important
subject of examination in the field of positive organizational behavior in recent years. Various
conceptualizations that complicate the understanding of this concept have been systematically
examined in this study using the document analysis method.

The origins of the concept of calling are essentially rooted in religious foundations. Emerging
in the Judeo-Christian tradition as a divine task or calling from God, this concept is based on
the belief that individuals should fulfill morally and socially important duties. In this context,
people were encouraged to see their profession not merely as a job but as a duty serving a larger
divine purpose. Similarly, in Islam, it is stated that all of a person's activities can be considered
acts of worship, and that these actions become meaningful when carried out with good and
righteous intentions. Built upon these religious foundations, the concept of calling gained a
more secular meaning, particularly through the works of Protestant reformers Martin Luther
and John Calvin. While Luther advocated that any profession performed honestly was a divine
vocation, Calvin emphasized the importance of individuals remaining committed to their
professions and carrying them out diligently. This historical process has shaped the modern
understanding of calling.

In the modern era, the concept of calling has largely detached from its religious context and has
been approached more as the desire to engage in work that is meaningful and aligned with the
individual's personal values. Especially in the organizational behavior literature, calling is now
defined as a multidimensional concept encompassing an individual's intrinsic commitment to
their work, personal satisfaction, and the aim of serving society. This study draws upon various
theoretical foundations to understand the current state of the concept of calling.

The concept of calling has been examined by breaking it down into different components.
According to Wrzesniewski and colleagues (1997), calling involves individuals attributing deep
meaning to their work, experiencing personal satisfaction from it, and contributing to society,
as well as the alignment of the profession with the individual's identity. Hall and Chandler
(2005), on the other hand, define calling as the individual obtaining intrinsic satisfaction from
their work and this work serving a greater purpose. These two approaches suggest that job
satisfaction increases when individuals perceive their work as a personal calling. Additionally,
it is emphasized that individuals who exhibit a deep commitment to their work should view it
as a mission that contributes to society and should be in a constant state of development.

Another important aspect of calling is its secularization. Traditionally based on religious
foundations, this concept is now more often considered in a personal and secular context.
Today, individuals view their work not only as a religious duty but also as a career path that
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contributes to society and aligns with their own values. This perspective allows individuals with
a calling to find meaning and satisfaction in their jobs while also increasing their commitment
to their work. In modern literature, calling is defined as a process where the job is aligned with
personal values, and the individual assigns deep meaning to their work.

From a theoretical standpoint, there are various theories explaining the phenomenon of calling.
The Self-Determination Theory posits that individuals with a calling experience a sense of
autonomy and competence in their work, which enhances their intrinsic motivation. This theory
focuses on how individuals derive intrinsic satisfaction from their work and seeks to explain
how calling fosters this satisfaction. The Career Construction Theory suggests that individuals
construct their career journeys within a framework of meaning and support this process through
personal narratives. Individuals with a calling view their careers not merely as a means to
material gain but as a tool to serve society and live a life aligned with their personal values.
This contributes to individuals deriving greater satisfaction from their work. The Meaning and
Purpose in Work Theory argues that finding meaning in work increases job satisfaction and
makes individuals more productive. As individuals with a calling find their work meaningful,
they become more motivated, which positively reflects on their job performance.

The effects of calling on individuals can result in both positive and negative outcomes. Calling
enables individuals to achieve high levels of job satisfaction and develop a strong commitment
to their work, but it can also lead to negative consequences such as work-life balance issues and
burnout. Individuals overly committed to their work may sometimes struggle to maintain a
balance between their work and personal life due to the workload, which may lead to burnout.
These findings show that while calling increases an individual's commitment to and satisfaction
with their work, it also brings certain risks.

Research Method: This research employs a qualitative approach aimed at understanding the
place and significance of the concept of calling within the literature through a conceptual
framework. Document analysis was used as the data collection method. This technique enabled
the analysis of data obtained from previous studies that examined the concept of calling in depth
and new inferences were made in light of this data. Document analysis is a method particularly
preferred when conducting a broad literature review and when existing data need to be
addressed within a conceptual framework.

Conclusion: This work provides a significant framework for understanding the conceptual and
theoretical foundations of calling and its place in organizational behavior and individuals' work
lives. Calling is a multidimensional concept that encompasses job satisfaction, contributing to
society, and the personal search for meaning. However, it is evident that the deep commitment
individuals feel toward their work, while increasing job satisfaction, can also lead to work-life
balance challenges. In this context, it is recommended that future research explore how the
concept of calling is perceived in different cultural contexts, the potential negative effects, and
how these effects can be managed.
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1. GIRIS

Meslek agki (Calling) kavrami son yillarda orgiitsel davranis alaninda giderek daha fazla ilgi
gormektedir. Ulkemizde ilk calisma Yarar (2016) tarafindan gergeklestirilmistir. Bu ¢alismada
meslek agki (calling) kavrami, “cagr1” ve “ise ¢agr1” gibi dogrudan sozliik anlami esas alinarak
Tiirkgelestirilmistir. Bununla birlikte Akgakanat ve arkadaslarina gore (2019) kullanilan Tiirkge
karsiliklar tam olarak “calling” kavraminin anlamini ¢agristirma konusunda yetersiz kalmaistir.
Buradan hareketle, i¢inde tutku, baglilik gibi olumlu duygular1 barindiran manevi ¢agrisimlar
da yapan “ask” kelimesinden yola ¢ikarak, bireyin isine karsi tutku ve bagliligini anlattigi
distiniilen “meslek aski” kavraminin kullanilmasini tercih etmislerdir. Daha sonralari
Tiirkiye’de yiiriitiilen calismalarda arastirmacilar “calling” olgusunu “meslek aski” olarak
kullanmuslardir (Orn; Solunoglu vd., 2021; Yaldiz ve Carike1, 2022; Ogiil ve Ozer, 2023).

Kavrama yonelik uluslararasi ¢alismalar, 6zellikle son yillarda orgiitsel davranis ve kariyer
psikolojisi alanlarinda artis gostermistir (Dik ve Duffy, 2009; Wrzesniewski vd., 1997;
Elangovan vd., 2010; Duffy vd., 2018b). Ornegin, cagri (calling) algisinin, bireylerin is tatmini,
orgiitsel baglilik ve anlam yaratma siirecleri lizerindeki etkilerini arastiran ¢aligsmalar, kavramin
orgiitsel yasama yonelik 6nemli katkilarini ortaya koymaktadir (Bunderson ve Thompson,
2009; Zhang vd., 2018).

Meslek aski (calling) kavraminin orgiitsel yasama etkilerinin incelenmesi, 6zellikle bireylerin
motivasyon, 1§ performanst ve tlikenmislik gibi kritik sonuglar iizerindeki roliinii anlamak
acisindan Onemlidir. Kavram, bireylerin islerini kisisel degerleriyle uyumlu gérme ve bu
stirecte tatmin olma arzusu ile baglantilidir. Bu da, ¢aliganlarin hem bireysel hem de 6rgiitsel
diizeyde daha etkili olmasina yol agmaktadir (Wrzesniewski vd., 1997; Duffy vd., 2018Db).

Kavramin kokenleri, dini geleneklere ve maneviyata dayanmakla birlikte, modern literatiirde
daha sekiiler bir boyut kazanmistir (Elangovan vd., 2010; Dik ve Duffy, 2009). Orgiitsel
davranig alaninda yapilan c¢aligmalar, kavramin yalnizca bireylerin meslekleriyle iligkili
olmadigini, ayn1 zamanda toplumsal katki saglama ve kisisel anlam yaratma siireglerini de
kapsadigin1 gostermektedir.

Bu makalede, literatiirde yaygin olarak kullanilan “meslek agki” terimi esas alinmistir. Bununla
birlikte, kavramin uluslararasi literatiirde “calling” olarak ifade edilen ¢ok boyutlu ve kapsamli
yapisini yansitmak amaciyla ¢alismada “cagr1” terimi de kullanilmistir. Bu yaklagim, kavramin
hem ulusal hem de uluslararas1 baglamdaki farkli yonlerini biitiinciil bir bakis agisiyla ele
almay1 amacglamaktadir. Calismanin basindan itibaren, “meslek ask1” kavrami 6ne ¢ikarilmas,
ardindan “cagr1” terimiyle uluslararasi literatiirle baglanti kurulmustur.

Kavramin giin gectikce onem kazanmasi, olgunun analiz edilmesinin de Onemini ortaya
koymaktadir. Bu ¢alismada, ilgili literatiirden faydalanarak meslek aski kavraminin tarihsel
arka plan1 ve kokeni, kavrama yonelik ¢esitli yaklasimlar, 6zgiin 6zellikleri, teorik temelleri ve
yapilan arastirmalar incelenmistir. Calismanin amaci, literatiirdeki mevcut incelemeleri
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derinlestirerek, meslek agki (calling) kavramini teorik bir ¢cer¢cevede ele almak ve kavramin ¢ok
boyutlu yapisii aciklifa kavusturarak alan yazina katki saglamaktir. Ayni zamanda,
aragtirmacilara kavrama yonelik daha kapsamli ve sistematik bir analiz sunmay1
hedeflemektedir.

2. KAVRAMSAL ARKA PLAN
2.1. Meslek Askinin Tarihsel ve Kiiltiirel Baglami

Cagr1 isim olarak "vocation" (meslek) Latince "vocationem/vocation" ve "cagrilmak" (being
called) anlamina gelen "vocatus" kelimelerinden tiiretilmistir (Yarar, 2016, s.5). “Cagr1” terimi,
baslangigta dini bir baglamda kullanilmakta olup, bireylerin Tanr1 tarafindan ahlaki ve sosyo-
kiiltiirel agidan 6nemli faaliyette bulunmaya 'cagrildigi' seklinde bir anlayisa isaret etmektedir
(Wrzesniewski vd., 1997, 5.22).

Cagr1 kavramina yapilan ilk atif, Yahudi-Hristiyan gelenegine dayanmaktadir. ibranice ve
Yunanca "¢agr1 (call)" olarak terciime edilen fiiller, "¢agrilan(called)" olarak ¢evrilen sifatlar
ve "cagri(call)" veya "meslek(vocation)" olarak terciime edilen isimler, ibrani ve Hristiyan
yazilarinda sikga gegmektedir. Ornegin, Musa, yanan galiya "¢agrilir (called)" ve gorevi esir
[srail'i 6zgiir birakmaktir ve James ve John, Isa tarafindan 6grencilik yapmaya "gagrilirlar”. Bu
orneklerde, ¢agrilmak, secilmek veya gorevlendirilmek ile giiclii bir baglant1 vardir. Tiim
bunlarda, "cagrilmak" veya bir "cagriya sahip olmak," kisinin nihai gérevi veya kaderiyle ya da
daha sonraki Hristiyan anlayisinda, kisinin Mesih'teki yeni bir yasama c¢agrilmasiyla
baglantilidir (Elangovan vd., 2010, s.430).

Tarihsel olarak, mesleklerin tiim yelpazesinin bir ¢agr1 veya meslek olarak goriilebilecegi fikri,
15. ve 16. yiizyila dayanmakta olup, bu donemde Martin Luther ve John Calvin gibi Protestan
reformcular donemin hakim goriislerine karsi bir tepki gelistirmiglerdir (Dik ve Duffy, 2009,
5.426).

Luther, diirlistce yasamanin miimkiin oldugu tiim konumlarin ilahi meslekler oldugunu
savunmustur. John Calvin ise, Luther'in yazilarinda belirgin olan yeni ¢aligma ahlakini
pekistirmistir. Calvinist vurgu, sadece ¢agrildigimiz konumu kabul etmekle kalmaz, ayni
zamanda taleplerini titizlikle yerine getirmeyi de igerir. Boylece, Hristiyan ¢agri kavrami, daha
sonra sekiiler anlayislara devredilen unsurlar iistlenmistir: bir kiginin hayattaki yeri, 6zellikle
de meslegi, 6nemli olarak goriilmelidir, ¢iinkii bu, kisinin eylemlerini daha biiyiik bir amaca
hizmet eden bir biitiiniin parcasi haline getirmektedir. Boylece, meslegin bir ¢agrinin bileseni
olarak goriilmesi Hristiyan meslek anlayisinin bir 6zelligi olarak ortaya ¢ikmistir (Elangovan
etal., 2010, s.431).

Islam’da ise hayat, insanin faaliyetlerinin biitiiniidiir. Amag iyi ve dogruyu elde etmek olarak
belirlenirse sadece iktisadi faaliyetler degil, insanin biitiin eylemleri ibadet haline donlismiis
olur (akt. Ayengin, 2005, s.469).
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Michael Novak'in (1996, s.39) gozlemledigi gibi: “Kendini tamma, kimlik, kendini
gerceklestirme ve kisisel mutlulugu arayis gibi sekiiler dil [ki bunlarin tiimii hiimanist modelin
dogusuna katkida bulunmugstur] binlerce yildir geleneksel Yahudi-Hristiyan-Miisliiman ¢agri
anlayisiyla oylesine i¢ ice ge¢mistir ki, bunlart birbirinden aywrmak kolay degildir.”

20. yiizyilin baglarinda Alman sosyolog Max Weber, Calvin'in c¢agrilar1 yorumlamasinin
"Protestan is ahlakini" yaratarak modern kapitalizmin tohumlarin1 diktigini iddia etmis ve bu
hareketin bireysel bir basarmin pesinde kostugunu one stirmiistiir. Weber'in, Calvin'in
yorumuna yonelik modern elestirilerine ragmen, Bat1 toplumunun gelisimi {lizerindeki bakis
acisi, cagrilar konusundaki yaklasimlari biiylik 6l¢iide etkilemistir (\Wrzesniewski vd., 2009,
s.115).

Bu farkli bakis acilari, terimin dini kokleri ile ilgili olarak birkag¢ ilging gerilim ortaya
cikarmaktadir. Birincisi, bir c¢agrinin kaynaginin, amacinin ve ifadesinin altinda yatan
varsayimlar, geleneksel dini anlam ile modern bireyci bir ¢agr1 kavrami arasinda farklilik
gostermektedir. Cagr1 kavramini gevreleyen ¢agdas aragtirmalarin ¢ogu, bu temel gerilimler
iizerine kuruludur. Isin artan énemi ve giderek daha 6ngériilemez dogasi ile birlikte, bir cagri
olarak ise odaklanmak, bireylerin islerini anlamlandirmalar1 i¢in giiclii bir yol sunar
(Wrzesniewski vd., 2009, s.116).

Cagr1 kavrami zaman i¢inde doniismeye devam etmis ve modern ¢agda dini roliinii biiyiik
Olclide kaybetmistir. Cagri1 tanimlariin ¢ogu artik genel olarak, derinden anlamli ve ilgi ¢ekici,
0ziinde motive edici ve diinya iizerinde daha genis olumlu bir etkiye sahip olan bireysel is
deneyimine odaklanmaktadir (Dobrow, 2006; Elangovan vd., 2010; Wrzesniewski vd., 1997).
Bu déniistimle birlikte ¢agr1 kavram, is yasaminda daha kisisel ve anlamli bir rol iistlenmis,
boylece bireylerin mesleklerine derin bir baglilik ve tutku hissetmeleri anlaminda 'meslek agk1'
kavramina evrilmistir.

2.2. Meslek Aski Yaklasimlari

Kavramin kokeni dini temellere dayanmakla birlikte, zaman igerisinde kavrama yonelik farkli
bakis agilar1 ve yorumlamalarim gelistigi goriilmektedir. Bu durum kavramim hangi
perspektiften ele alinacagi konusunda arastirmacilar i¢in zorluk olugturmaktadir. Nitekim bazi
aragtirmacilar, kavramin tarihsel arka plani1 g6z 6niinde bulundurarak ve gelisimini inceleyerek,
kavrama yoOnelik yaklasimlara bir ¢ergeve olusturmaya calismislardir. Bu yaklagimlar bireyin
1sini nasil algiladigini ve bu isten ne tiir tatminler elde ettigini agiklamada yardime olabilirler.

Elangovan, Pinder ve McLean (2010, s.430-432) calismalarinda, “calling” kavraminin belirli
donemleri ve kavramin farkli yorumlarimi sekillendiren gelismeleri 6ne ¢ikarmak amaciyla
tarihsel taslaga dayanan bir tipoloji gelistirmislerdir. Buna gore;

1) Dini, Meslekle Iliskili Olmayan Yaklasim: Hem ¢agrinin kaynagi hem de faaliyetin dogas1
acisindan dine dayalidir, ancak kisinin mesleginden bagimsizdir. Bu, 6zellikle manastir
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yasami olarak yorumlanan Mesih'e ¢agrilma fikri s6z konusu oldugunda da gecerlidir, ¢linkii
manastir yasami bir meslek veya profesyonel bir kariyer olarak goriilmemektedir.

2) Dini, Meslekle Iliskili Yaklasim: Cagr1 kavramlarinin bir kisinin meslegiyle iliskili hale
gelmesi, kurumsal Kilise'nin gelisimiyle birlikte olmustur. Calvin ve Luther’in reforma
yonelik diisiince ve yazilariyla birlikte Hristiyan cagri kavrami, daha sonra sekiiler
anlayislara gegmesini saglayan unsurlari listlenmistir: bir kisinin hayattaki yeri, 6zellikle de
meslegi, 6nemli olarak goriilmelidir, ¢iinkii kisinin yaptig1 etkinlikler daha biiyiik amaclara
hizmet etme anlayisina uygundur.

3) Sekiiler, Meslekle Iliskili Yaklasim: Kavramin modern kullanimini ve giiniimiizde en yaygin
yorumunu temsil eder. Cagr1 kavraminin dini veya ilahi temellerden ayrilmasi ve sekiiler bir
anlam kazanmasini isaret eder. Cagrilarin mesleklerle agik¢a baglantili oldugu ve kisinin
kisisel degerlerini ve gorev bilincini gerceklestirdigi bir kaynak olarak goriiliir. Kisinin
vicdanina sadik kalma ve dogru seyi yapma, diinyay1 daha iyi bir yer haline getirme veya bir
meslek araciligiyla degerli bir amaca ulagma diirtiisii, cagrinin temel giidiisii ve kaynagi
olarak gortiliir.

4) Sekiiler, Meslekle iliskili Olmayan Yaklasim: Dogas1 geregi hem sekiiler hem de meslekle
ilgili olmayan bir perspektifi temsil eder. Ornegin, Mahatma Gandhi'nin, egitimini ve ilk
meslegini avukat olarak yapmis olmasina ragmen, bir iilkeyi 6zgiirliige kavusturma ve
toplumun ezilenlerini sosyal bir aktivist ve hiimanist olarak ayaga kaldirma konusunda kendi
cagrisint buldugu soylenebilir. Bir diger Ornek, birgok sivil toplum kurulusundaki
goniilliilerin, ¢ocuk egitimi, hastaliklarla miicadele gibi bir davay1 yagamlarinin misyonu
haline getirmeleri olabilir. Mesleki roller sona erebilir veya degisebilir, ancak ¢agri duygusu
bu degisiklikleri asabilir, clinkii bu rollerle acik¢a baglantili olmayabilir. Cagrilarin
mesleklerden ayrilmasi, ¢agrilarin 6ziinii yakalamaya caligirken meslekle ilgili kavramsal
sinirlar1 da ortadan kaldirabilir.

Bunderson ve Thompson (2009, s.38), kavrama yonelik farkli dénemlerdeki anlayislari
aciklamak i¢in klasik ve neoklasik ayrimini kullanmislardir. Buna gore, klasik anlamda meslek
aski (calling/cagri), dini ve mistik bir temele dayanir. Bu yaklagima gore ¢agri, kisinin Tanr1 ya
da ilahi bir gii¢ tarafindan 6nceden belirlenmis, kader ya da gorevi olarak algilanir. Ortacag
boyunca bu kavram, bireylerin yaptiklari isin ilahi bir amaca hizmet ettigine ve yasamlariin
bu kutsal gorevle yonlendirildi§ine inanilmasi iizerine kurulmustur. Bu perspektiften
bakildiginda, kisinin meslegi ya da isi, toplumsal roliinden ¢ok daha 6te bir anlam tagir ve
dogrudan bir manevi gorev olarak goriilir. Bu anlayista is, sadece bir meslek degil, bir
sorumluluk ve topluma hizmet etme aracidir. Dolayisiyla, kisi isini bir gorev bilinciyle yerine
getirir ve isin manevi yonii 6n planda tutulur. Neoklasik yaklasim da ise ¢agri bireyin kendini
gerceklestirme, topluma katki saglama ve kisisel anlam bulma ihtiyacina dayanir. Bu yaklasim,
caligmanin kiginin yasam amacini gergeklestirdigi ve kendine has bir anlam buldugu bir alan
olarak goriilmesini vurgular. Neoklasik bakis agisinda, ¢alisma, bir kisinin kimligi ve hayat
amacinin yansimasi olarak kabul edilir. Dolayisiyla, ¢agri sadece dini bir gérev olmaktan ¢ikar
ve bireyin hayatina anlam katan, igsel tatmin saglayan ve kisisel degerlerle ortiisen bir faaliyet
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haline gelir. Kisi bu yaklagimla, yaptigi isi kendisi ve toplum i¢in degerli bulur, ancak bu deger
dini ya da ilahi bir temelden ziyade kisisel ve sekiiler bir bakis acisina dayanir.

Bunderson ve Thompson (2009), bu iki yaklasimi agiklarken 6rnek olarak hayvanat bahgesi
calisanlarini ele almistir. Arastirmalarinda, bir¢ok hayvanat bahgesi ¢alisaninin mesleklerini bir
cagr1 olarak gordiigiinii ve islerini hem kisisel tatmin hem de toplumsal bir gorev olarak
algiladiklarin1 belirtmislerdir. Calisanlar, hayvanlarin yagsamini iyilestirme ve dogay1 koruma
gibi hedeflere hizmet etmenin, hayatlarina anlam kattigini ifade etmislerdir. Bu ornek, ¢agri
kavraminin neoklasik boyutunu net bir sekilde yansitmaktadir.

Shimizu, Dik ve Conner (2019, s.8) ¢alismalarinda, Klasik ve Neoklasik yaklagimlardan sonra
Modern yaklasimin gelistigini vurgulamaktadirlar. Buna goére Modern ¢agri tanimi daha ¢ok
bireyin i¢sel motivasyonlarina, tutkuya ve kendini gerceklestirme arzusuna dayanir. Modern
yaklagimda, cagri, bireyin kisisel tatmin ve anlam arayisina baglhdir. Dini veya digsal bir gii¢
tarafindan belirlenmek yerine, ¢agr1 bireyin kendi igsel giidiileriyle yonlendirilir ve is, kisisel
gelisim ve hayat amacini gergeklestirmek i¢in bir arag olarak goriiliir. Modern yaklasim, bireyin
yaptig1 isten kisisel olarak tatmin olmasi ve bu igin ona anlam katmasi tizerine odaklanmaktadir.

Tanimsal bir perspektiften bakildiginda, bir ¢agrinin anlami, kisinin dini mi yoksa sekiiler bir
bakis agisina m1 sahip olduguna bagl olarak biiyiik ol¢lide farklilik gosterecektir. Manevi ve
dini bakis agilarina gore, bir ¢agri, kisinin kabul edip etmemeyi segebilecegi bir davettir.
Cagrinin pesinden gitmek, dncelikle daha yiiksek bir giice veya daha biiyiik bir 1yilige hizmet
etmek icin ahlaki bir sorumluluk veya gorev olarak karsimiza ¢ikmaktadir. Bununla birlikte,
sekiiler yaklasimlarda, kisinin cagrisin1 takip etmesi daha c¢ok kendini kesfetme ve
gerceklestirme etrafinda sekillenir. Birey Ozgilirce se¢ilmis bir yolu izler ve bu nedenle
sorumluluk, daha yiiksek bir giice veya dis giice kars1 degil, kendine karsidir. Her iki gelenek
tarafindan paylasilan ¢agrinin ortak 6zellikleri, ¢alismanin diinyay1 olumlu yonde etkiledigi,
kendi basia bir amag olarak var oldugu ve igsel olarak motive edici oldugu duygusu yer
almaktadir (Wrzesniewski vd., 2009, s.117).

Meslek aski kavrami, klasik ve neoklasik perspektiflerden incelendiginde, bireylerin orgiitsel
yasamla olan baglarmi daha kapsamli bir sekilde anlamayr miimkiin kilmaktadir. Klasik
anlamda meslek agki, kisinin Tanr1 veya ilahi bir gii¢ tarafindan belirlenmis bir kader ya da
gorev olarak isini algilamasiyla iliskilendirilir. Bu baglamda, is, yalnizca bireysel bir
sorumluluk degil, ayn1 zamanda toplumsal hizmetin ve manevi bir amacin yansimasi olarak
goriilmistiir (Weber, 1905). Buna karsin, neoklasik yaklasimda meslek aski, bireyin kendini
gerceklestirme ve topluma katki saglama ihtiyaci ile sekillenmistir. Bu anlayis, meslek askini
yalnizca dini bir gérev olmaktan ¢ikararak, bireyin yagamina anlam katan ve kisisel degerlerle
ortiisen bir faaliyet olarak yeniden tamimlamistir (Bunderson ve Thompson, 2009). Orgiitsel
yasam agisindan degerlendirildiginde, neoklasik anlayigin bireylerin is tatmini, orgiitsel baglilik
ve anlamli is deneyimi gibi olumlu ¢iktilara yol agtigi goriilmektedir (Dik ve Duffy, 2009).
Bununla birlikte, meslek askinin bireylerin is-yasam dengesi sorunlarina yol agabilmesi,
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kavramin oOrgiitsel yasam iizerindeki etkilerinin ¢ok boyutlu bir sekilde ele alinmasini
gerektirmektedir (Cardador vd., 2011).

Tiirkiye'de yapilan ¢aligsmalarda, meslek aski (calling) kavrami, ozellikle saglik, egitim ve
sosyal hizmet gibi alanlarda incelenmistir. Uzunbacak vd. (2022), COVID-19 pandemisi
stirecinde hemsirelerin meslek aski algisin1 nitel bir yaklasimla degerlendirmistir. Bu
calismada, pandemi doneminde hemsirelerin mesleklerini bir ¢agr1 olarak algilama egiliminde
olduklari, ancak bu alginin ayn1 zamanda tiikenmislik ile iliskili olabilecegi vurgulanmistir. Bu
durum, ozellikle sekiiler, meslekle iliskili yaklagimlarla baglantilidir.

Benzer sekilde, Yaldiz ve Carike¢1 (2022), saglik ¢alisanlarinda meslek aski ve is performansi
arasindaki iliskiyi inceleyerek, meslek askinin bireylerin isine anlam yiiklemesi ve
performansini artirmasi iizerinde énemli bir etkisi oldugunu bulmustur. Bu bulgular, meslek
aski kavraminin modern ve neoklasik yaklasimlarla aciklanabilecegini gostermektedir.

Tiirkiye'deki calismalar ayrica, ¢cagri kavraminin bireysel anlam yaratma siirecleri ile baglantili
olarak sekiiler ve meslekle ilgili olmayan yaklagimlar ¢er¢evesinde de degerlendirilebilecegini
ortaya koymaktadir. Ornegin, goniilliiliik faaliyetleri veya sosyal sorumluluk projelerine katilim
gibi, meslek dist rollerin ¢agri kavramiyla nasil iliskilendirildigi bu c¢alismalarda
gbzlemlenmistir.

Bu bulgular, Tiirkiye baglaminda meslek askinin daha ¢cok modern ve sekiiler yaklagimlar
cercevesinde ele alindigini gdstermektedir. insanlar mesleklerini ilahi bir gérevden ¢ok, kisisel
anlam yaratma, topluma katki saglama ve bireysel tatmin kaynagi olarak degerlendirmektedir.
Ayrica, uluslararasi literatiirde tanimlanan klasik (dini temelli) ve neoklasik (kisisel anlam ve
tatmin odakli) yaklagimlarin Tiirkiye'deki uygulamalarla nasil ortiistiigiinii veya farklilik
gosterdigini anlamak i¢in 6nemli bir zemin sunmaktadir.

2.3. Meslek Askinin Tanimi ve Benzer Kavramlardan Farkliliklan

Orgiitsel davrams literatiiriinde, c¢ok sayida arastirmacinin, calismalarinin  baglamini
kapsayacak sekilde kavrami tanimlandig1 goriilmektedir. Kavram iizerinde farkli yaklasimlar
ve tamimlar oldugundan, evrensel kabul gormiis bir tanim bulunmamaktadir. Farkl
aragtirmacilar tarafindan yapilan tanimlamalar arasinda tutarsizliklar, cagri kavraminin
Olciilmesinde ve karsilastirmali calismalarda zorluklara yol agmaktadir. Bununla birlikte alanda
onde gelen caligmalarda yapilan tanimlar, kavrama yonelik anlayisin gelismesine katki
saglamaktadir.

Wrzesniewski (1997, s.22), cagr1 kavramini bireyin isini yalnizca bir meslek ya da gecim
kaynagi olarak gormeyip, daha derin bir anlam ve topluma katki sunma amaciyla
iliskilendirdigi bir yasam yolu olarak tanimlamistir. Bu tanima gore, is sadece bir gorev
olmaktan ¢ikar; bireyin kisisel degerleri ve kimligi ile derin bir sekilde baglantili hale gelir.
Wrzesniewski, isini bir ¢agri olarak goren bireylerin genellikle yiiksek bir tatmin ve anlam
duygusu yasadigini, islerini hayatlarinin merkezi bir parcasi olarak gordiiklerini belirtir.
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Hall ve Chandler (2005), ¢agr1 kavramini, bireyin igsel yonlendirmesiyle baskalarina fayda
saglayan bir i yapma arzusu olarak tanimlamistir. Bu kavram, kisinin yalnizca kendi mesleki
gelisimini degil, ayn1 zamanda bagkalarima yardim etme ve topluma katkida bulunma
motivasyonunu da igerir. Arastirmacilar, cagriyr bagskalarinin iyiligine odaklanan bir
motivasyon olarak tanimlamis ve bunu daha genel mesleki arayislardan ayirmiglardir. Bu
perspektif, cagriyr salt dini bir baglamdan ¢ikararak, psikolojik bir ¢ergevede de
anlamlandirmaktadir. Bu tanim, kisinin isinden igsel bir tatmin elde etmesinin yani sira,
baskalarina hizmet etme yoniindeki derin istegini vurgulamaktadir ve modern ¢agr1 teorilerinin
onemli bir boyutunu yansitir.

Dik ve Duffy (2009, 5.426) ¢alismalarinda, kavrami bireyin meslegini bir gorev ve yasam amact
olarak gormesi seklinde yorumlamiglar ve baskalarina hizmet etmek i¢in kullanilan anlamli bir
kariyere duyulan, benligin 6tesinden gelen askin bir ¢agri olarak tanimlamislardir. Bu tanimdan
yola ¢ikarak Elangovan, Pinder ve McLean (2010, s.433) ¢agrilar1, sadece digsal degil, i¢sel bir
kaynaga da agik olan ve takip edilmesi gereken bir eylem yolu olarak tanimlamislardir.

Dobrow ve Tosti-Kharas (2011, s.1003), ¢agriy1 digsal bir kaynak yerine bireyin i¢ diilnyasindan
dogan bir motivasyon olarak ele almaktadirlar ve insanlarin bir kariyer alanina yonelik anlaml
bir tutkusu olarak tanimlamaktadirlar.

Orgiitsel davranis alaninda kavramin giiniimiizde geldigi noktay1 géz oniinde bulundurarak,
¢agr1 kavraminin kapsayici bir tanimini olusturmak istedigimizde; bireyin bir is veya meslek
icin temel bir anlam ve amag¢ duygusuna, igsel veya digsal bir motivasyon kaynagina sahip
olmasi ve bu yolla yapilan eylemlerin topluma fayda saglamasi seklinde ifade edebiliriz.

Kavramin anlasilmasi adina, benzer kavramlarla olan farkliliklarinin ortaya konmasi yerinde
olacaktir. Meslek aski (calling) kavramu, is diinyasinda ve kariyer literatiiriinde g¢esitli benzer
kavramlarla karsilastirildiginda baz1 6nemli farkliliklar gosterir. Bunlarin birkag1 asagidadir:

1) Kariyer Bagliligi: Meslek aski, bireyin meslegi ile derin bir anlam iligkisi kurmasini ve bu
meslekte kisisel bir ¢agr1 hissetmesini ifade eder. Bu kavram, bireyin meslegini yasam amaci
olarak gormesiyle ilgilidir. Kariyer baglilig1 ise, bireyin sectigi kariyer yoluna olan uzun
vadeli bagliligin1 ve bu alanda ilerleme istegini ifade eder. Kariyer bagliligi, meslek askinin
kisisel ve manevi boyutundan daha ¢ok, bireyin kariyer hedeflerine ulagma istegi ile ilgilidir
(Hall ve Chandler, 2005).

2) Profesyonel Tutku: Meslek aski, bireyin meslegini bir ¢agri olarak gérmesi ve bu ¢agriyi
yerine getirme yolunda igsel bir zorunluluk hissetmesi ile karakterize edilir. Bu kavram,
derin bir anlam ve toplumsal misyon igerir. Profesyonel tutku ise, bireyin meslegine
duydugu yogun ilgi ve baghlig1 ifade eder. Bu tutku, meslek aski kadar genis bir toplumsal
veya manevi boyut igermeyebilir ve daha c¢ok isin kendisine duyulan cosku ile ilgilidir
(\Vallerand vd., 2003).

3) Ise Katilim: Meslek ask1, bireyin meslegini yasam amacinin bir pargasi olarak gérmesi, bu
meslekte anlam bulmasi ve isini daha biiyiikk bir toplumsal veya manevi baglamda
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anlamlandirmasiyla ilgilidir. Meslek aski, isin bireyin kimligiyle derin bir uyum iginde
olmasini gerektirir. Ise katilim ise, bireyin isine ne kadar odaklandigini ve isin bireyin
yasamindaki 6nemini ifade eder. Ise katilim, meslek aski kadar derin bir anlam ve amag
yiiklemeden, daha ¢ok bireyin is performansina ve is tatminine odaklanir (Duffy vd., 2011).

4) Mesleki Kimlik: Meslek aski1, bireyin meslegini bir ¢agr1 olarak algilamasi ve bu meslekle
derin bir anlam iligkisi kurmasidir. Bu kavram, meslegin bireyin hayatinin merkezi bir
parcast oldugu ve bu meslek araciligiyla bir misyon veya amacg gerceklestirdigi inancini
icerir. Mesleki kimlik ise, bireyin meslegiyle ilgili kimlik duygusunu ve bu kimligi nasil
gelistirdigini ifade eder. Mesleki kimlik, bireyin kendisini mesleki olarak nasil tanimladigi
ve meslekle ilgili kimlik unsurlarini nasil yapilandirdig ile ilgilidir (Holland, 1997).

5) Is Tatmini: Meslek ask1, bireyin meslegi ile yasam amaci arasinda kurdugu giiclii bag: ifade
eder. Bu kavram, bireyin meslegini manevi, sosyal veya kisisel anlamda bir misyon olarak
gormesiyle ilgilidir. Is tatmini ise, bireyin isinden ne kadar memnun oldugunu, isin ¢alisma
kosullart, ticret, meslektaslarla iligkiler gibi faktorlerle ilgili genel mutluluk seviyesini ifade
eder. Is tatmini daha cok isin &zelliklerine dayalidir ve meslek aski gibi derin bir anlam
icermez (\Wrzesniewski vd., 1997).

6) Oz-Gergeklestirme: Oz-gerceklestirme bireyin potansiyelini her alanda en iist seviyeye
¢ikarma siirecini kapsarken, meslek aski daha ¢ok is veya meslek {izerinden anlam ve kimlik
bulma {izerine yogunlagir. Her iki kavram da bireyin tatminine ve i¢sel motivasyonlarina
dayansa da calling kavrami toplumsal fayda ve hizmet odakli olma egilimindedir (Maslow,
1954; Elangovan vd., 2010).

2.4. Meslek Askinin Bilesenleri

Meslek agki (calling) kavrami, farkli akademik yazarlar ve arastirmacilar tarafindan cesitli
bilesenlere ayrilarak incelenmistir. Kavrami belirli bilesenlere ayiran 6nde gelen yazarlardan
Wrzesniewski ve arkadaslarinin (1997) bilesenleri soyledir: 1) Anlam (Meaning), 2) Kisisel
Tatmin ve Sosyal Katki (Personal Fulfillment and Social Contribution), 3) Kimlik ile
Uyumluluk (Alignment with Identity). Buna gore; meslek askinin bireyin igine derin bir anlam
yiiklemesiyle karakterize oldugunu, bireyin isinin hem kisisel tatmin saglamasi hem de
toplumsal katki yapmasi gerektigini, bireyin kimligi ve yasam amaglariyla uyumlu bir sekilde
geligsmesi gerektigini savunurlar.

Hall ve Chandler (2005) tarafindan ortaya konulan bilesenler ise sdyledir: 1) I¢sel Tatmin
(Psychological Success), 2) Derin Anlam ve Amaca Hizmet Etme (Deep Meaning and Serving
a Purpose), 3) Gelisim ve Baglilik (Development and Commitment). Hall ve Chandler, meslek
askinin, bireyin isinde igsel bir basar1 hissetmesiyle iliskili oldugunu 6ne siirerler. Bu, bireyin
mesleginde anlam ve tatmin bulmasiyla ilgilidir. Meslek agki, isin daha biiytik bir amaca hizmet
etmesi gerekliligini icerir. Meslek aski olan bireylerin, siirekli gelisim i¢inde olmalar1 ve
islerine derin bir baglhilik hissetmeleri gerektigini belirtirler.
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Bunderson ve Thompson (2009) ait meslek aski bilesenleri su sekildedir: 1) Anlam (Meaning),
2) Baghilik (Commitment), 3) Topluma Katki (Contribution to Society). Bunderson ve
Thompson, meslek askini bireyin isine yiikledigi anlam ile tanimlarlar. Meslek askinin bir
bileseni olarak, bireyin isine karsi hissettigi derin baglilik ve bu baglilikla birlikte gelen
sorumluluk duygusunu vurgularlar. Kavramin toplumsal bir boyutu olduguna dikkat ¢ekerler,
yani bireyin isinin topluma katki saglamasi gerektigini belirtirler.

Dik ve Duffy’nin (2009) calismalarindaki bilesenler ise sOyledir: 1) Askin Bir Cagn
(Transcendent Summons), 2) Anlam ve Amag¢ (Purpose or Meaningfulness), 3) Toplumsal
Yarar (Prosocial Orientation). Dik ve Duffy’nin (2009) tanimina gore, cagri (calling) kavrami
lic temel bilesenle agiklanir. Ilk olarak, askin bir ¢agr1 bireyin kendisi digindaki bir kaynaktan
(0rnegin, ilahi bir glic veya manevi bir kaynak) gelen bir yonlendirme deneyimi yasamasini
arak degil, yasam amacinin bir pargasi olarak gormesi ve bu yolla derin bir anlam bulmasini
vurgular. Son olarak, toplumsal yarar, bireyin isini baskalarina yardim etme veya topluma
katkida bulunma araci olarak degerlendirmesiyle ilgilidir. Bu ii¢ bilesen, ¢agri kavramini hem
bireysel hem de toplumsal diizeyde anlamli bir yap1 haline getirmektedir.

Kavram zaman i¢inde farkli sekillerde kullanilmig olsa da, s6z konusu bu yorumlar arasinda
sabit kalan ii¢ temel 6zellik vardir. Birincisi, tiim yorumlar bir eyleme yonelimi igaret eder.
Cagrilar her zaman bir eyleme ¢agriy1 ima eder; vurgu "yapmak" {izerinedir. ikinci olarak, bu
yorumlarda bir amag netligi ve kisisel misyon hissi 6ne ¢ikar. Bir ¢agrinin, kisinin bir sey bulma
veya yapma ihtiyaci hissetmesinden &te, i¢inde barindirdig: belirli bir amag, anlam ve yon
netligini vurgular. Bu, bir ¢agr arayisindan ziyade, dogrudan bir ¢cagriya sahip olmay1 yansitir.
Ucgiincii olarak, tiim yorumlar, ¢agrisi olan birey tarafindan algilanan prososyal niyetleri ima
eder. Bu diinyay1 daha iyi bir yer haline getirme arzusudur. Baska bir deyisle, bir ¢agrida sadece
kisisel bir amag hissi bulunmakla kalmaz, ayn1 zamanda bu amagc, belirli derecelerde,
bagkalarina odaklanmistir (Elangovan vd., 2010, 5.429).

Bir cagriy1 anlamak, gelistirmek ve algilamak i¢in 6z-kesfin gerekli oldugu, ancak bir ¢cagriy1
yasamak i¢in isine aktif olarak katilimin gerekli oldugu sdylenebilir (Shimizu vd., 2019, s.16).
Bireyin ise yaklasiminin, hayattaki anlam duygusuna bagli olmasi ve baskalarina yardim etmek
icin kullandig1 kapasiteyle ilgili olmasi, kavramsallastirmalarda yaygin ortak 6zellikler olarak
karsimiza ¢ikmaktadir (Duffy vd., 2018a, s.141; Zhang vd., 2018, 5.222).

Meslek askinin ii¢ temel bileseni, bireyin isine yonelik derin bir anlam bulmasi, yaptigi isin
baskalarina fayda sagladigini hissetmesi ve isine kars1 duydugu yogun tutku ve baglilik olarak
Ozetlenebilir. Bu bilesenler, meslek agkini diger mesleki kavramlardan ayiran ve bireyin is
yasaminda derin bir tatmin ve anlam bulmasini saglayan unsurlardir. Yazarlar, bu bilesenleri
farkli sekillerde ele alarak meslek askinin bireylerin is hayatindaki roliinii ve etkisini analiz
etmislerdir.
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2.5. Meslek Askinin Teorik Temelleri

Orgiitsel davranis yazininda meslek aski (calling/cagri) olgusu, calisanlarin islerine olan derin
baglarini ifade eder. Meslek agki duygusu, genellikle kisinin isinden elde ettigi amag, tutku ve
kimlikle iliskilendirilir ve 6nemli bir psikolojik yapi olarak kabul edilir. Kavram, kariyer
gelisimi ve motivasyon teorilerini kapsayan cesitli teorik temellere sahiptir. Bu teorik
caligmalar, bireylerin is yasaminda nasil anlam buldugunu ve bu anlamin mesleki davranislar
nasil sekillendirdigini anlamak i¢in kullanilmistir. Her bir teori, ¢agri kavramini farkli bir
acidan ele alir ve bireylerin islerine yonelik tutumlarini anlamlandirmaya katkida bulunur.
Asagida, ¢agr1 kavraminin orglitsel davranistaki roliine daha genis bir bakis icin temel teoriler
bir araya getirilmistir.

Isi Cagri Olarak Gérme Teorisi (Work as a Calling Theory) bireylerin islerini bir geg¢im
kaynagindan 6te, derin bir anlam ve baglilikla ele almalarini inceleyen kapsamli bir modeldir.
Bu teoriye gore ¢agri, li¢ temel bilesenden olusur: anlam ve amag, bireyin yaptigi isin toplumsal
veya manevi bir amaca hizmet ettigini hissetmesiyle ilgilidir; prososyal motivasyon, bireyin
baskalarina yardim etme ve topluma katkida bulunma istegiyle yonlenmesini ifade eder; igsel
veya digsal ¢agri ise bireyin motivasyonunun kisisel degerler ve inanglardan veya dini ve
toplumsal beklentilerden kaynaklanmasini kapsar. Teori, ¢agr1 algisinin is tatmini ve orgiitsel
baglilik gibi olumlu etkiler sagladigini, ancak asir1 baglilik ve tiikenmislik gibi riskler de
barindirabilecegini 6ne siirmektedir (Duffy vd., 2018b).

Hedef Belirleme Teorisi'ne (Goal Setting Theory) gore, acik ve zorlayict hedefler ¢alisanlarin
motivasyonunu ve performansini dnemli dl¢iide artirabilir. Islerini bir cagr1 olarak géren kisiler,
genellikle i¢sel motivasyonlariyla uyumlu, daha derin bir amag i¢in hedefler belirler. Cagr1 hissi
olan bireylerin motivasyonu ve hedeflerine ulagmak i¢in kararlilig1 bu teoriye dayanmaktadir
(Locke ve Latham, 1994).

Oz Belirleme Teorisi (Self-Determination Theory-SDT) i¢sel motivasyonu besleyen dzerklik,
yeterlilik ve iliski kurma ihtiyacinin énemini vurgular. Isini bir firsat olarak géren bireyler
genellikle yiiksek diizeyde dzerklik ve yeterlilik deneyimlerine sahiptir, bu da Oz Belirleme
Teorisi ¢ergevesinin temelini olusturmaktadir. Teori, ¢agr1 giidiisiiyle hareket eden bireylerin
neden islerine i¢sel olarak motive olduklarini ve kisisel tatmin bulduklarini agiklar (Deci ve
Ryan, 2011).

Psikolojik Basar1t Modeli (Psychological Success Model), bireyin dissal basar1 gostergelerinden
ziyade i¢sel basar1 duygusuna odaklanir. Bu model, ¢agr1 kavramini anlamak agisindan oldukca
onemlidir ¢ilinkii cagr1 hissi giiclii olan bireyler tatminlerini terfi ya da maas artis1 gibi digsal
odiiller yerine igsel doyumdan elde ederler (Hall ve Chandler, 2005).

Calisma Psikolojisi Teorisi (Psychology of Working Theory), ekonomik ihtiya¢ ve sosyal
kimlik gibi faktorlerin bireyin ama¢ duygusuna nasil katkida bulundugunu inceleyerek
calismay1 daha genis bir bakis acistyla ele alir. Cagri hissi olan bireyler i¢in ¢alisma, sadece
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maddi ihtiyaglarint karsilamakla kalmaz, ayn1 zamanda kendini gergeklestirme araci haline
gelir (Duffy vd., 2016).

Kariyer Inga Teorisi’ne (Career Construction Theory) gore, bireyler, deneyimlerini
degerlendirerek ve profesyonel yolculuklarina bir anlam kazandirarak kariyerlerini
sekillendirir. Kisisel anlatilar ve anlam yaratma, kariyer yollarini sekillendirmede énemli bir
rol oynar. Kariyer insa Teorisi’ne gore, bireyler kendi kariyer hikayelerini olustururken, meslek
aski olan kisiler, bu hikayeye derin bir anlam katma egilimindedir. Bu bireyler, islerini bir ¢agri
olarak gorerek, kariyerlerinin sadece kendileri i¢in degil, topluma hizmet etmek ve daha biiyiik
bir amaca ulagsmak i¢in oldugunu diisiiniirler. Bu nedenle, kariyerlerini bir cagr1 olarak gorenler
i¢in bu teori 6zellikle 6nemlidir (Savickas, 2005).

Kariyer Sermayesi Teorisi (Career Capital Theory), bireylerin kariyerleri boyunca bilgi, beceri
ve iliskiler (kariyer sermayesi) biriktirdiklerini ve bunlari1 kullandiklarini 6ne siirer. Cagri hissi
olan bireyler icin kariyer sermayesi genellikle islerinde derin amag¢ ve kimlikle uyumlu 6zel
beceriler ve iliskileri igerir (Arthur vd., 1999).

[s Hayatinda Anlam ve Amag Teorisi (Meaning and Purpose in Work Theory), anlam ve amacin
bir kisinin ise olan bagliligi ve mutlulugu tizerinde nasil bir etkisi oldugunu vurgular. Cagri
kavramu, iglerini dogas1 geregi anlamli ve yasam amaglarinin énemli bir parcasi olarak goren
bireylerle derinden iliskilidir (Steger vd., 2012).

Cift Dontlisim Teorisi (Dual Transformation Theory), organizasyonlarin yenilik yaparken
operasyonel etkinligi siirdiirmeleri gerektigine odaklanir. Bu teori, islerini bir cagri olarak géren
kisilerin genellikle daha uyumlu ve yaratict olduklarini, organizasyonlarinda o6nemli
degisiklikler yaratma arzulariyla hareket ettiklerini anlamada kullanilabilir (Tushman ve
O’Reilly, 1996).

Pozitif Psikoloji Teorisi (Positive Psychology Theory), pozitif duygularin, gii¢lii yonlerin ve
erdemlerin mutluluga ve refaha ulasmada oynadiklar1 6nemli rolii vurgular. Cagri hissi olan
bireyler icin isleri, gili¢lii yanlar1 ve degerleriyle uyumlu oldugu i¢in daha fazla yasam
memnuniyeti ve refahi saglar (Seligman and Csikszentmihalyi, 2000).

Kariyer Benlik Kavrami Teorisi'ne (Career Self-Concept Theory) gore, bireylerin kariyerlerinin
kisisel benlik kavramlarimin bir iiriinii oldugu diisiiniilebilir. Cagr1 hissine sahip olanlar,
kariyerlerini kendi kimliklerinin ve temel degerlerinin bir yansimasi olarak goriirler, bu da
onlar1 degerli ve memnun edici isler yapmaya tesvik eder (Super, 1980).

Baglanma Teorisi (Attachment Theory), baslangicta iliskileri anlamak ic¢in tasarlanan,
bireylerin islerine duygusal baglar kurmalarin1 agiklamak igin kariyer gelisimine de
uygulanmistir. Cagri hissi, ise olan giiclii duygusal bagi etkiler, bu durum da ¢alisanlara mesleki
alanda giivenlik ve doyum saglar (Hazan and Shaver, 1990).
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Orgiitsel davranista cagri kavrammin teorik temelleri, motivasyon, kariyer gelisimi ve
psikolojik iyi olusu kapsayan ¢esitli alanlara dayanmaktadir ve bir¢ok psikolojik ve kariyer
teorisini bir araya getiren ¢ok boyutlu bir yapidir. Cagri deneyimleyen bireyler,
motivasyonlarmi genellikle i¢sel kaynaklardan elde ederler ve bu durum, Oz Belirleme Teorisi
ve Pozitif Psikoloji Teorisi gibi teorilerle uyum gosterir. Bireylerin kariyer yollar1, Kariyer insa
Teorisi ve Kariyer Sermayesi Teorisi’nin One siirdligii gibi kisisel anlatilar ve birikmis
deneyimlerle sekillenir. Ayrica, islerine olan baglari, Baglanma Teorisi ile gorildiigi gibi
duygusal baglara dayalidir. Orgiitsel ortamlarda, giiclii bir ¢agr1 hissine sahip bireyler genellikle
daha yiiksek diizeyde is tatmini, performans ve baglilik sergilerler. Bununla birlikte, bu
bireylerin tiikenmislik yasamadan gelismeleri i¢in, Cift Doniisiim Teorisi’nin tanimladigi
destekleyici ortamlarin yaratilmasi gerekmektedir. Bu teorik temelleri anlayarak,
organizasyonlar ¢agri hissi olan ¢alisanlarin1 daha iyi destekleyebilir ve bu da performans ve
kisisel tatminin artmasina yol acabilir.

2.6. Meslek Aski Aragtirmalari

Meslek agki (calling) kavrami yabanci literatiirde psikoloji ve orgiitsel davranis alanlarinda
siklikla karsimiza ¢ikmaktadir. Son on y1l iginde meslek aski kavramini ele alan yiiziin iizerinde
makale yayinlanmis ve uygulamali psikologlar bu yeni yapiy1r anlama g¢abalarina 6nciiliik
etmiglerdir (Elangovan vd., 2010, s.428). Arastirmalarda meslek aski, 6grenci kaynakl veriye
dayali bulgular iizerinden siklikla ¢aligilmustir (Ornegin; Douglass ve Duffy, 2015; Dumulescu
vd., 2015; Hirschi ve Herrmann, 2013; Hirschi, 2011; Guo vd., 2014, Praskova vd., 2014).
Genellikle arastirmalar kavramin meslek seciminde ve kariyer seciminde ayrica kariyere
hazirhikta ve uyumda etkili olup olmadigi, kariyer gelistirmeyle, kariyerde kendini
gerceklestirmeyle ve meslek askinin diizeyinin 6g8rencileri nasil etkiledigiyle ilgili olarak
gerceklestirilmistir. Bu arastirmalar, genellikle meslek agkinin kariyerle ilgili karar siireclerinde
belirleyici bir rol oynadigin1 ve bireylerin kendilerini gergeklestirme siireglerinde 6nemli bir
etkiye sahip oldugunu gostermistir.

Calisanlar iizerinde yiiriitiilen arastirmalarda ise, meslek askinin orgiitsel baghlik ve is
tatminiyle (Xie vd., 2017), ise katilimla (Seco ve Lopes, 2013; Cao vd., 2019), mesleki
uzmanlikla (Lysova vd., 2018), yasam tatminiyle ve iyi olusla (Duffy vd., 2017), pozitif iliskili
oldugu, ayrica akademik memnuniyet ve yasam doyumu iligkisine tam olarak aracilik ettigi
bulunmustur (Duffy vd., 2011).
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Tablo 1. Yabanci literatirde onde gelen ¢alismalar

Yazar(lar)/YIl Calisma Konusu Yontem Ana Bulgular
Protestan etigi ve Tarihsel ve  Meslek aski kavraminin dini kokenleri ile
Weber (1905) kapitalizmin ruhu: sosyolojik kapitalizmin gelisimi arasindaki iliskiyi
Meslek askinin kdkenleri analiz tartismistir.

Is, kariyer ve meslek aski

Wrzesniewski vd. . Anket Meslek aski olarak gorulen islerin, kimlik
(1997) arasindaki farklan alismasi ile ic ice gecmis oldugu tespit edilmistir
inceleme calig G ige gecmis g p stir.
"Meslek aski " k K I
Dik ve Duffy . eslek asl . avraminin a.vram“sa Calling and Vocation Questionnaire
is ortamindaki tanimi ve analiz ve dlgek o
(2009) oy o (CVQ) gelistirilmistir.
Olgimi gelistirme
Bunderson ve _ isin meslek aski olarak goriilmesinin hem
Derin anlam taslyan .
Thompson iclerin cift tarafll etkileri Nitel calisma olumlu hem de olumsuz sonuglari
(2009) 3 ¢ oldugu tespit edilmistir.
Kavram Meslek askinin, 6rgltsel davranis
Elangovan vd. Meslek aski ve 6rgitsel analizi ve Uzerindeki etkilerini incelemis ve bu
(2010) davranis iliskisi teorik etkilerin motivasyonel yonlerini
inceleme tartismistir.
Dobrow ve Miuzisyenlerde meslek N
. o . Boylamsal Meslek askinin zamanla gelistigi ve
Tosti-Kharas aski gelisimi Uzerine bir Alisma deistii bulunmustur
(2011) arastirma salls gi3te Hr
g Meslek ask gl | faktorl
Cagri yasamanin Boylamsal eslek askinin baglamsal faktorlere

bagli olarak zaman iginde degisebilecegi
bulunmustur.

Duffy vd. (2018a) baglamsal degiskenler

Uzerindeki etkisi calisma

Tablo 1, yabanci literatiirde meslek aski kavramini inceleyen onde gelen caligmalar
ozetlemektedir. Bu ¢aligmalar, meslek askinin tarihsel kokenlerinden, giiniimiizdeki orgiitsel
davranis iizerindeki etkilerine kadar genis bir yelpazede arastirmalar igermektedir. Ornegin,
Weber (1905) meslek askinin dini kokenlerini ve kapitalizmle iligkisini tartisirken,
Wrzesniewski ve arkadaslar1 (1997) meslek askini is kimligi ile i¢ ice gegmis bir kavram olarak
incelemistir. Ayrica, Dik ve Duffy (2009) meslek askini dlgmeye yonelik dlgekler gelistirmis,
Bunderson ve Thompson (2009) ise bu kavramin hem olumlu hem de olumsuz etkilerini ele
almigtir. Son dénem arastirmalar1 arasinda, Dobrow ve Tosti-Kharas (2011) ile Duffy vd.
(2018a) meslek askinin zaman iginde gelisimini incelemistir.

Vianello vd. (2022), meslek agkinin gorev performansi iizerindeki etkilerini incelemis ve bu
iliskinin 1is talepleri tarafindan nasil diizenlendigini ortaya koymustur. Arastirma, meslek
askinin bireylerin goérev performansini artiran 6nemli bir faktor oldugunu, ancak yiiksek is
taleplerinin bu olumlu etkiyi zayiflatabilecegini gostermektedir. Meslek askinin yalnizca gorev
performansi degil, ayn1 zamanda bireylerin toplumsal katki saglama motivasyonu iizerindeki
etkisi de Bryant, Lysova ve Khapova'nin (2023) ¢alismasinda detayli bir sekilde ele alinmstir.
Bu ¢aligma, meslek agkinin bireylerin topluma anlamli katki saglama arzusunu gii¢lendirdigini
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ve bu iliskinin Oz Belirleme Teorisi ¢er¢evesinde aciklanabilecegini vurgulamaktadir.
Ozellikle, bireylerin igsel motivasyonlarmin giiglendirilmesinin, meslek askin1 prososyal
davraniglarla iligkilendirdigi belirtilmistir. Dobrow vd. (2023) tarafindan gerceklestirilen
kapsaml1 bir meta-analiz ise meslek askinin i¢sel ve dissal boyutlarinin hem bireysel mutluluk
hem de toplumsal fayda iizerindeki etkilerini ayrintili bir sekilde incelemistir. Bu analiz, meslek
askinin anlam arayis1 ve is tatmini gibi olumlu c¢iktilara yol agtigmni, ancak bireyler icin
karmasik dengeler yaratarak olumsuz sonuclara da neden olabilecegini ortaya koymaktadir.

Meslek aski lizerine yapilan arastirmalar, kavramin Olg¢iilmesi iizerine de odaklanmistir
(Ornegin; Wrzesniewski vd., 1997; Hagmaier ve Abele, 2012; Vianello vd., 2018). Bununla
birlikte yaygin olarak kullanilanlarin Dobrow ve Tosti-Kharas’a (2011) ait meslek aski 6l¢egi
ile Dik ve arkadaslar1 (2012) tarafindan gelistirilen (The Calling and Vocation Questionnare-
CVQ, Brief Calling Scale-BCS) meslek ask1 dlgeklerinin oldugu tespit edilmistir (Ornegin;
Douglass ve Duffy, 2015; Hirschi vd., 2019, Duffy vd., 2010).

Ulkemizde yabanci literatiirde gelistirilen dlgeklerin uyarlamasiyla ilgili calismalar yapilmis ve
meslek askinin is tatmini ve mutluluk tizerindeki etkileri arastirilmistir (Uzunbacak vd., 2019;
Akgakanat vd., 2019). Yarar (2016) ¢alismasinda Dobrow ve Tosti-Kharas (2011) tarafindan
gelistirilen Olcegi ele almis ve calismada Hagmaier ve Abele (2012) tarafindan gelistirilen
6l¢egin (The Multidimensional Calling Measure -MCM) 2 maddesini alinarak ¢alismaya dahil
etmistir ve 6lgek giiclii bir giivenilirlik gostermistir. Erhan ve arkadaslar1 (2019) ¢alismalarinda,
Dik ve arkadaslar1 (2012) tarafindan gelistirilen “Calling and Vocation Questionnaire”
Olceginin Tirk kiiltliriine uyarlamasin1 gerceklestirmislerdir ve dlgek giivenilir bulunmustur.
Dogru, Kamuk ve Yilmaz (2019) taratindan gergeklestirilen calismada, “Beden Egitimi ve Spor
Ogretmenligi Meslegine Yonelik Inang Olgegi” Tiirkceye uyarlanmis ve dlgegin gecerli ve
giivenilir sonuglar verdigi tespit edilmistir. Bu calisma, meslek agkinin belirli meslek gruplarina
0zel Olclim araglar ile incelenmesinin 6nemini vurgulamaktadir. Bu tiir 6lgek gelistirme
caligmalari, meslek agki arastirmalarinin yerel baglamda da uygulanabilirligini artirmaktadir.

Son yillarda iilkemizde meslek aski (calling) lizerine yapilan ¢alismalar, bu kavramin bireylerin
1§ tatmini, is performansi, prososyal davraniglar ve mutluluk gibi 6nemli is sonuglari tizerindeki
etkilerini incelemistir. Yarar’in (2016) yaptig1 calismada, kisisel degerler ve meslek askinin ise
katilim {izerindeki etkileri arastirilmis ve kisisel degerlerin meslek aski ile dogrudan iliskili
oldugu sonucuna varilmistir. Benzer sekilde, Akgakanat, Erhan ve Uzunbacak’in (2019)
yiiriittigli nicel arastirmada, meslek askinin is tatmini tizerinde olumlu bir etkisi oldugu ve bu
siirecte akis deneyiminin araci rol oynadigi belirlenmistir. Bu bulgu, is tatmininin sadece isin
dogasindan degil, ayn1 zamanda bireyin isi sirasinda yasadigi anlamli deneyimlerden de
etkilendigini gostermektedir.

Uzunbacak, Akgakanat ve Erhan (2019) tarafindan yapilan arastirmada, meslek aski ile
mutluluk arasindaki iligskiye odaklanmis ve isin anlaminin bu iliskiyi gii¢clendiren énemli bir
etken oldugu sonucuna ulagmistir. Benzer sekilde, Arisoy ve Tas (2021), sosyal ¢alismacilar
tizerinde yaptiklari arastirmada meslek askinin prososyal hizmet davranislari tizerindeki olumlu
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etkisini incelemis ve bu iliskide yasamin anlaminin araci rol oynadigint bulmuslardir. Bu
aragtirmalar, meslek askinin is digindaki sosyal ve duygusal boyutlara da etki edebilecegini
ortaya koymaktadir.

Solunoglu, Orgiin ve Erol’un (2021) ¢alismas1, meslek aski ile isin anlamlilig1 arasindaki pozitif
iliskiyi mutluluk ile baglantili olarak incelemis ve bu iki unsurun bireyin is yasamindaki
mutlulugunu olumlu yoénde etkiledigini gostermistir. Cenan’in (2021) arastirmasi, yenilik¢i
orgiit ikliminin meslek aski ve is tatmini arasindaki iliskide diizenleyici bir rol oynadigin
belirlemistir. Bu bulgu, is tatmininin yalnizca bireysel faktorlere degil, ayn1 zamanda 6rgiitsel
iklime de bagl oldugunu gostermektedir.

Ogiil (2021) tarafindan hazirlanan yiiksek lisans tezinde, psikolojik sermayenin
akademisyenlerin meslek aski ile is doyumu arasindaki iliskide araci rol oynadigi bulunmustur.
Bu bulgu, psikolojik faktorlerin meslek askinin is sonuglari {izerindeki etkisini daha da
giiclendirdigini gostermektedir. Benzer bir sekilde, Kasap ve Biiyiiksalvarci’nin (2021) otel
calisanlar1 lizerinde yaptig1 aragtirmada, meslek aski ve is tatmini arasinda giiglii bir iligki
oldugu tespit edilmistir. Bu ¢alisma, hizmet sektdriinde ¢alisan bireylerin mesleklerine olan
tutkusunun is tatmini tizerindeki etkisini vurgulamaktadir.

Saglik ¢aliganlari tizerinde yapilan aragtirmalar da benzer sonuglar ortaya koymustur. Yaldiz ve
Carike1 (2022), saglik calisanlarinin meslek aski ile is performansi arasindaki olumlu iligkiyi
incelemis ve bu iliskiyi giiclendiren unsurlarin isin anlamlilig1 ve toplumsal fayda saglama
arzusu oldugunu ortaya koymustur. Colak ve Kahriman (2022) ise pediatrik hemsireler
iizerinde yaptiklar1 calismada, meslek aski ile yaratict kisilik 6zellikleri arasinda anlamli bir
iliski oldugunu bulmusglardir. Bu bulgu, meslek askinin is yagamindaki yenilik¢i ve yaratici
yaklasimlar1 da etkileyebilecegini gostermektedir.

Son olarak, Ersoy, Peker ve Giray’in (2023) arastirmasi, psikolojik ihtiyaglarin tatmini ve
anlamli i algisinin meslek agki ile ise katilim arasindaki iligkide araci rol oynadigini ortaya
koymustur. Calisma, meslek askinin yalnizca is tatmini ve performans gibi klasik is sonuglari
tizerinde degil, ayn1 zamanda bireylerin islerine olan bagliliklar1 ve islerine aktif katilimlar
tizerinde de 6nemli bir etkisi oldugunu gdstermektedir.

Cagri hissinin belirli bir is veya meslek lizerindeki etkisini aragtiran ¢alismalarin sayis1 giderek
artmaktadir. Arastirmalar, bir kisinin isini bir ¢agr1 olarak hissetmesinin hem bireyleri hem de
organizasyonlarini etkiledigini gdstermektedir. Isine kars1 daha giiclii bir ¢agr1 hissine sahip
bireyler, genellikle is ve yasam memnuniyetlerinin daha yiiksek oldugunu belirtmislerdir.
Islerini daha anlamli bulduklarini, islerinde daha fazla ¢aba gdsterdiklerini, islerinin diinyayi
daha iyi bir yer haline getirdigini diisiindiiklerini ve maas almayacak olsalar bile mevcut
islerinde kalmak i¢in daha fazla motive olduklarini belirtmektedir (\Wrzesniewski vd., 1997).

Isin bir ¢agr1 olarak algilanmasi, ayn1 zamanda is ile daha giiclii bir dzdeslesme ve katilimla da
iligskilendirilmistir. Yapilan son ¢alismalar yeniden istthdam, performans ve meslekten ayrilma
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gibi davranigsal sonuglart Slgmeye baglamistir. Ayrica, ¢alismalar isin bir ¢agri olarak
goriilmesiyle iliskili potansiyel olumsuzluklart da incelemeye baslamistir (Bunderson ve
Thompson, 2009; Dobrow, 2006).

Meslek aski iizerine yapilan yeni arastirmalar, bu hisse sahip olan insanlarin motivasyon,
memnuniyet, kariyer 6z degerlendirmesi ve gelisimlerinin, giinliik islerini yalnizca bir ig olarak
gorenlerden farkli olma egiliminde oldugunu kolektif olarak vurgulamaktadir (Davidson ve
Caddell, 1994; Hall ve Chandler, 2005; Wrzesniewski vd., 1997). Bir ¢agr1 hissi, daha diisiik
stres ve depresyon seviyeleri ile iligkili bulunmustur (Treadgold, 1999) ve meta-yetkinliklerin
(6rnegin, uyum saglama yetenegi) kazanimin tesvik ettigi, bunun da nihayetinde bireysel ve
organizasyonel performansi artirdigi iddia edilmektedir (Hall ve Chandler, 2005). Ayrica,
kisisel bir misyon, yagsam amaci ve baskalarina hizmet etme unsuru, ¢agrisini takip eden
insanlar1 karakterize etmekte, bu da organizasyonlardaki vatandaslik davranislari i¢in 6nemli
sonuglar dogurmaktadir (Cohen ve Kol, 2004). Cagrilar ve ilgili dinamikler {izerine yapilacak
daha derin aragtirmalarin, is motivasyonu, kariyer se¢imleri, is tatmini, ¢aligsan stresi, baglilik,
vatandaslik davraniglar1 ve diger organizasyonel olgular hakkindaki anlayisi 6nemli olclide
gelistirebilir.

3. ARASTIRMA YONTEMI

Bu calisma, meslek aski (calling) kavraminin literatiirdeki yerini ve 6nemini kavramsal bir
cercevede anlamaya yonelik nitel bir arastirmadir. Veri toplama yontemi olarak dokiiman
analizi kullamlmistir. Bu teknik, meslek aski kavramini derinlemesine inceleyen onceki
caligmalardan elde edilen verilerin analiz edilmesini ve bu verilerin 15181nda yeni ¢ikarimlar
yapilmasini saglamistir. Dokiiman analizi, 6zellikle genis bir literatiir taramasi yapildiginda ve
mevcut verilerin kavramsal bir ¢erceve icinde ele alinmasi gerektiginde tercih edilen bir
yontemdir (Yildirmm ve Simsek, 2018, s.189). Bu yontem, mevcut yazili materyallerin
sistematik bir sekilde incelenmesi yoluyla arastirma sorularim1 yanitlamay1 hedefler (Bowen,
2009). Literatiirde sikca, genis bir veri kiimesinden anlamli sonuglar ¢ikarmak ve teorik
cerceveler olusturmak amaciyla kullanilir (Corbin ve Strauss, 2008). Ozellikle kavramsal
calismalar i¢in dokiiman analizi, mevcut teorik bilgilerin degerlendirilmesi ve yeni yorumlarin
gelistirilmesinde etkili bir aractir.

Bu calismada, dokiiman analizi siireci, literatiirde meslek aski kavramini ele alan yerli ve
uluslararas1 akademik makaleler, tezler ve kitaplarin sistematik olarak taranmasiyla
gerceklestirilmistir. Elde edilen kaynaklar, aragtirma sorularini yanitlamaya yonelik olarak
detayli bir sekilde incelenmis ve meslek aski kavraminin teorik temellerini agiklamaya
odaklanilmistir. Dokiiman analizi yontemi, 6zellikle literatiirdeki mevcut bilgilerin kavramsal
bir ¢erceve i¢inde ele alinmasini saglamis ve alandaki temel ¢caligmalarin bir biitiinliik i¢inde
degerlendirilmesine olanak tanimmistir (Bowen, 2009). Bu yontem, meslek aski kavramini
derinlemesine ele alarak, literatiirdeki bilgi birikimini daha kapsamli bir sekilde yorumlamay1
ve alana katkida bulunmay1 miimkiin kilmistir.
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Dokiiman analizinde kullanilan kaynaklar, meslek askinin bireylerin is tatmini, is-yasam
dengesi ve toplumsal katki saglama gibi konularla iligkisini inceleyen ¢ok sayida akademik
makale ve tezden olusmaktadir. Arasgtirma kapsaminda kullanilan dokiimanlarin analiz
edilmesiyle birlikte, meslek aski kavraminin Tiirkiye'deki literatiirde nasil ele alindigr da
degerlendirilmistir. Tiirkiye’deki ¢alismalarin biiylik ¢ogunlugu, meslek askini daha ¢ok nicel
arastirmalarla incelemis ve bu kavramin is performansi ve is tatmini lizerindeki etkilerini
arastirmistir. Ancak, bu ¢alismada nitel analiz yoluyla kavramin daha genis bir perspektifte ele
alinmasi ve kavramsal ¢er¢evenin genisletilmesi hedeflenmistir.

3.1. Arastirmanin Amaci ve Sorusu

Bu arastirmanin amaci, meslek aski (calling) kavraminin teorik temellerini ve literatiirdeki
yansimalarini incelemektir. Arastirma, meslek askinin bireylerin islerine yiikledikleri anlam,
kisisel tatminleri ve topluma hizmet etme arzusu itizerindeki etkilerini derinlemesine analiz
etmeyi hedeflemektedir. Kavramin tarihsel ve kiiltiirel gelisimi, modern is diinyasindaki rolii
ve Orgiitsel davranig literatiiriindeki yerinin anlagilmasi bu amag¢ dogrultusunda ele alinmistir.

Arastirmanin temel sorusu su sekilde belirlenmistir: Meslek aski (calling) olgusu, bireylerin is
tatmini, anlam arayis1 ve topluma katki saglama cabalar1 iizerindeki etkilerini nasil
sekillendirmektedir?

Bu calismada, dokiiman analizi yontemi kullanilarak literatiirdeki kaynaklar sistematik bir
sekilde taranmistir. Veri kaynaklarinin se¢imi, meslek aski kavramini dogrudan ele alan yerli
ve uluslararas1 akademik makaleler, tezler ve kitaplar iizerine odaklanmistir. Bu se¢im
siirecinde, caligmalarin giincelligi, kavramsal ¢erceveye katkisi ve arastirma sorusuna
uygunlugu temel kriterler olarak belirlenmistir. Dokiiman analizi siireci, se¢ilen kaynaklarin
teorik temelleri ve kavramin uygulama alanlar1 dogrultusunda ayrintili bir sekilde incelenmesi
ve sonuglarin bir kavramsal ¢erceve icinde organize edilmesiyle gerceklestirilmistir.

4. BULGULAR

Bu calismada, meslek aski (calling) kavrami iizerine yapilan dokiiman analizi sonucunda
onemli bulgulara ulasilmistir. Ik olarak, meslek aski kavraminin koklerinin dini inanglara
dayandig1 tespit edilmistir. Weber’in (1905) Protestan ahlaki iizerine calismalari, Yahudi-
Hristiyan geleneginde Tanr tarafindan bir "¢agr1" alarak bireylerin ahlaki ve toplumsal olarak
onemli faaliyetlerde bulunmalart gerektigi inancini vurgulamaktadir. Yahudi-Hristiyan
geleneginde Tanri tarafindan bir "cagn" alarak kisilerin ahlaki ve toplumsal olarak 6nemli
faaliyetlerde bulunmalar1 gerektigi inanci, meslek agkinin temellerini olusturur (Elangovan vd.,
2010). Islam’da ise tiim insan faaliyetlerinin ibadet olarak goriilebilecegi ve iyi hedeflerle
yapilan faaliyetlerin anlam kazandigi ifade edilmistir (Ayengin, 2005). Reform hareketleri,
Ozellikle Martin Luther ve John Calvin’in caligmalari, mesleklerin bir "¢agri" olarak
goriilmesini tesvik etmis ve bu durum kavramin sekiiler bir baglamda da ele alinmasina zemin
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hazirlamigtir (Wrzesniewski vd., 1997). Boylece meslek aski, hem dini hem de sekiiler
yonleriyle gelisen ¢ok boyutlu bir kavram olarak karsimiza ¢ikmaktadir.

Meslek agki (calling) kavraminin bilesenlerine baktigimizda, farkli arastirmacilar bu kavrami
cesitli unsurlara ayirmuslardir (Ornegin; Dik ve Duffy, 2009; Hall ve Chandler, 2005;
Wrzesniewski vd., 1997). Meslek aski kavramimin bilesenlerine baktigimizda, farkli
arastirmacilarin bu kavrami ¢esitli unsurlara ayirdigi goriilmektedir. Dik ve Duffy (2009),
meslek agkini bireylerin islerine anlam yiiklemeleri, bu isin hem kisisel tatmin hem de
toplumsal katki saglamasi ve bireyin kimligiyle uyumlu olmasi1 gibi bilesenler iizerinden
tanimlamaktadir. Uzunbacak ve arkadaslar1 (2019) gibi ulusal ¢alismalarda ise meslek askinin
1§ tatmini ve anlam arayis1 lizerindeki etkisi vurgulanmistir. Bu dogrultuda, meslek aski, bireyin
isini sadece bir ge¢im kaynagi olarak degil, yasam amaci ve toplumsal fayda saglama araci
olarak gérmesiyle tanimlanir.

Arastirmanin bir diger 6nemli bulgusu, meslek aski kavraminin zamanla sekiilerlesmesidir
(Elangovan vd., 2010). Modern dénemde, meslek aski yalnizca dini bir ger¢evede degil,
bireylerin kisisel degerlerine ve toplumsal amaglarina hizmet eden bir kariyer yolu olarak da
degerlendirilmektedir (Duffy vd., 2018b). Bu baglamda, meslek aski artik daha ¢ok bireyin
i¢gsel motivasyonlariyla beslenen ve isin topluma fayda sagladigi inancina dayanan bir kavram
olarak one ¢ikmaktadir.

Teorik temeller agisindan, meslek aski olgusunun anlamlandirilmasinda farkli teorilere
bagvurulmustur. Oz Belirleme Teorisi (Deci ve Ryan, 2011), meslek aski olan bireylerin
islerinde o6zerklik ve yeterlilik duygusu yasadiklari ve bu duygularin i¢sel motivasyonlarini
artird1g1 gdstermektedir. Kariyer Insasi Teorisi (Savickas, 2005) ise meslek ask1 olan bireylerin,
kariyer yolculuklarini anlam ¢ercevesinde sekillendirdiklerini ve bu siireci kisisel anlatilarla
zenginlestirdiklerini &ne siirer. Is Hayatinda Anlam ve Amag Teorisi (Steger vd., 2012), anlamli
isin bireylerin is tatminlerini artirarak daha tiretken ve bagl calisanlar olmalarini sagladigini
gostermektedir. Isi Cagr1 Olarak Gérme Teorisi (Duffy vd., 2018b) ise anlaml1 isin bireylerin
1§ tatminini artirarak daha tiretken ve bagli calisanlar olmalarini sagladigini ortaya koymaktadir.

Meslek agki, bireylerde yiiksek is tatmini (Wrzesniewski vd., 1997; Duffy vd., 2011) ve
toplumsal fayda yaratma duygusu (Dik ve Duffy, 2009; Bunderson ve Thompson, 2009)
saglarken, ayn1 zamanda is-yasam dengesi sorunlar1 (Cardador vd., 2011; Xie vd., 2017) ve
tilkenmislik gibi olumsuz sonuglara da yol agabilir (Cao vd., 2019; Hagmaier ve Abele, 2012).
Ozellikle yogun bir sekilde islerine bagli olan bireylerin, is-yasam dengesi konusunda zorluklar
yasayabilecegi (Guo vd., 2014; Praskova vd., 2014) ve tiikenmislik riski tasiyabilecegi
belirtilmistir (Yaldiz ve Carikei, 2022; Ersoy vd., 2023). Bu bulgular, meslek agki kavraminin
hem olumlu hem de olumsuz ydnlerinin oldugunu goéstermektedir. Dolayisiyla, bireylerin
islerine yonelik bu derin baghliklarinin, is tatmini ve toplumsal fayda yaratma duygusunu
artirirken, ayn1 zamanda ig-yasam dengesi ve tiikkenmislik gibi konularda dikkatli olunmasi
gerektigini ortaya koymaktadir. Bulgular, meslek aski kavraminin hem uluslararasi hem de
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ulusal literatiirde ele alinan 6nemli bir konu oldugunu ve Orgiitsel davranis literatiiriine katki
sagladigini gostermektedir.

Ulusal literatiirde meslek agki iizerine yapilan ¢alismalarin sinirlt oldugu goriillmekte ve mevcut
calismalarin biiyiik cogunlugu kavramin is tatmini ve performans {lizerindeki etkilerini
inceleyen nicel arastirmalarla sinirli kalmaktadir (Uzunbacak vd., 2019; Yaldiz ve Cariker,
2022). Buna karsilik, uluslararasi literatiirde meslek aski1 kavrama, is tatmininden 6te, bireylerin
anlam arayis1, topluma katki saglama ¢abasi ve psikolojik iyi olus gibi daha genis baglamlarda
ele alinmaktadir (Duffy vd., 2018b; Guo vd., 2014). Ozellikle Tiirkiye baglaminda yapilan nitel
calismalarin eksikligi dikkat cekicidir. Ornegin, Uzunbacak vd. (2022), COVID-19 pandemisi
siirecinde hemsirelerin meslek aski algisini incelemis ve bu alginin, tiikenmislik gibi olumsuz
sonuglarla iligkilendirilebilecegini vurgulamistir.

Sonug olarak, bu bulgular, ulusal yazinda meslek aski kavramina dair daha kapsamli ve ¢esitli
metodolojik yaklasimlara ihtiya¢ oldugunu ortaya koymaktadir. Ozellikle meslek askinin
bireylerin ig-yagam dengesi iizerindeki etkilerini anlamak i¢in uluslararasi literatiirdeki nitel ve
karma yontem c¢alismalar1 dikkat ¢ekmektedir. Bu dogrultuda, bu tiir ¢alismalarin Tiirkiye
baglamina uyarlanmasi ve yerel dinamiklerle zenginlestirilmesi, meslek agkinin bireysel ve
orgiitsel sonuglarini daha iyi anlamamiza katki saglayacaktir.

5. TARTISMA ve SONUC

Bu calisma, meslek aski (calling) kavramini teorik temelleri ve literatiirdeki yeri {izerinden
kavramsal bir analizle ele almig, kavramin tarihsel kokenlerini ve modern Orgiitsel davranig
baglamindaki gelisimini incelemistir. Yapilan dokiiman analizi sonucunda, meslek agkinin
yalnizca dini bir kavram olmaktan c¢ikarak daha sekiiler ve kisisel bir anlam kazandigi,
bireylerin islerine kars1 gelistirdikleri baglilik, anlam ve tatmin ile toplumsal katki saglama
arzusuyla sekillendigi anlasilmistir. Bu sonuglar, literatiirde meslek aski lizerine yapilan 6nceki
caligmalarla biiyiik 6l¢iide paralellik gostermektedir (\Wrzesniewski vd., 1997; Dik ve Duffy,
2009; Hall ve Chandler, 2005).

Calismanin bulgulari, meslek agkinin anlam ve tatminle ilgili bilesenlerinin literatiirde genis bir
yer tuttugunu ve bu kavramin bireylerin kariyerlerini sekillendirmede 6nemli bir rol oynadigini
gostermektedir. Oz-Belirleme Teorisi (Deci ve Ryan, 2011) ve Kariyer Ingas1 Teorisi (Savickas,
2005) gibi teorik temeller, meslek agki olan bireylerin islerinden daha fazla i¢sel tatmin elde
ettiklerini ve kariyer yolculuklarini anlamli bir sekilde yapilandirdiklarini ortaya koymaktadir.
Bu teorik gerceveler, bireylerin mesleklerini yalnizca ekonomik bir faaliyet olarak degil, ayni
zamanda yasamlarinda derin bir amaca hizmet eden anlamli bir ugras olarak goérmelerini
saglayan bir perspektif sunmaktadir.

Meslek agki (calling) kavrami, bireylerin islerine derin bir anlam ve baglilik atfetmelerini ifade
eden, ¢cok boyutlu bir olgudur. Bu ¢alismada elde edilen bulgular, meslek askinin orgiitsel
davranig literatiirinde hem olumlu hem de olumsuz sonuglarla iliskilendirildigini ortaya
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koymaktadir. Literatiirde meslek aski, is tatmini, anlamli is deneyimi ve topluma katki saglama
gibi olumlu ¢iktilarla iligkilendirilirken (Wrzesniewski vd., 1997; Dik ve Duffy, 2009), is-
yasam dengesi sorunlari, tikenmislik ve asir1 is bagliligi gibi bireysel ve orgiitsel diizeyde
olumsuz sonuglara da yol agabilecegi belirtilmistir (Cardador vd., 2011; Cao vd., 2019).

Ozellikle meslek askinin "karanlik tarafi" olarak ifade edilen bu olumsuz etkiler, bireylerin
yogun is baglilig1 nedeniyle yasamlarinda dengesizlikler yasamasina ve tiikenmislik hissine
kapilmasina neden olabilmektedir (Guo vd., 2014; Hagmaier ve Abele, 2012). Tiirkiye
baglaminda yapilan ¢alismalar ise meslek agskinin genellikle is tatmini ve performans tizerindeki
etkilerine odaklanmis, bu kavramin birey iizerindeki olumsuz etkileri sinirli bir sekilde ele
almmustir (Yaldiz ve Carikel, 2022; Uzunbacak vd., 2019). Bu durum, ulusal literatiirde
kavramin ¢ok boyutlu yapisinin tam anlamiyla yansitilamadigina isaret etmektedir.

Bunun yani sira, meslek askinin klasik ve neoklasik anlayislari, bireylerin orgiitsel yasamla
olan iliskilerini anlamlandirmada 6nemli bir ¢erceve sunmaktadir. Klasik yaklasimda, meslek
ask1 dini ve manevi bir baglamda ele alinirken (Weber, 1905), neoklasik anlayis bireyin kendini
gerceklestirme, topluma katki saglama ve isine anlam yiikkleme ihtiyact ile sekillenmistir
(Bunderson ve Thompson, 2009). Ancak, modern o6rgiitsel baglamda, meslek agki kavraminin
bu tarihsel kokenlerinden uzaklasarak bireylerin i¢csel motivasyonlari ve is tatminleri ile daha
yakindan iliskili hale geldigi goriilmektedir (Duffy vd., 2018b; Steger vd., 2012).

Bu baglamda, meslek askinin hem olumlu hem de olumsuz yonlerini daha genis bir baglamda
ele alan kavramsal ve nitel calismalara ihtiya¢ duyulmaktadir. Ozellikle, kavramim orgiitsel
ciktilar tlizerindeki etkilerinin derinlemesine incelenmesi, is-yasam dengesi sorunlarinin ve
tiikenmisligin dnlenmesi i¢in daha dengeli bir bakis agis1 gelistirilmesini saglayabilir. Ayrica,
ulusal ve uluslararasi literatiiriin karsilastirilmasi, meslek aski kavraminin farkli baglamlarda
nasil ele alindigina dair yeni perspektifler sunabilir.

Sonug olarak, meslek aski kavrami, modern is diinyasinda bireylerin islerine anlam ve deger
katmalari, topluma katkida bulunmalar1 ve islerinden tatmin duymalar1 agisindan kritik bir
kavramdir. Ancak bu derin bagliligin olas1 olumsuz sonuglarina karsi farkindalik yaratilmasi ve
bireylerin tiilkenmislik yasamadan islerine anlam katmalar1 i¢in uygun destek sistemlerinin
olusturulmasi gerekmektedir. Ornegin, Duffy vd. (2018a), anlamli is deneyimlerinin bireylerin
psikolojik i1yi oluslarina katki saglayabilecegini ve is-yasam dengesi i¢in orgiitlerin proaktif
stratejiler gelistirmesi gerektigini onermektedir. Ayrica, Xie vd. (2017), is-yasam dengesini
tesvik eden organizasyonel politikalarin, meslek askinin olumsuz etkilerini azaltmada etkili
olabilecegini gdstermistir.

Kavramla ilgili caligmalar, hala gen¢ bir arastirma alani olarak kalmakta ve ¢agrilarin
yayginligi, 6nemi, kokenleri ve sonuglarini daha iyi anlamak i¢in daha fazla arastirmaya ihtiyag
duyulmaktadir. Gelecekteki arastirmalar, meslek askinin bireyler {izerindeki etkilerini daha
derinlemesine incelemeli ve ozellikle bu kavramin is-yasam dengesi iizerindeki etkilerini
anlamaya yonelik yeni modeller gelistirmelidir. Ayrica, kiiltiirel ve sektorel farkliliklarin
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meslek aski tizerindeki etkilerini inceleyen ¢alismalara ihtiyag¢ vardir. Bu ¢calisma, meslek aski
kavraminin orgiitsel davranig alaninda daha iyi anlasilmasina katkida bulunurken, bu alanda
yapilacak daha fazla arastirmanin meslek askinin hem bireyler hem de organizasyonlar
tizerindeki etkilerini daha ayrintili olarak agiga c¢ikarabilecegini gostermektedir.

Ulkemizde Meslek Ask1 olarak ifade edilen “calling” kavramu, esasinda sekiiler ve meslekle
ilgili bir yaklasimla ele alinmaktadir ve kavramin sadece belli bir yoniinii temsil etmektedir.
Yine iilkemizde yapilan calismalarin genelinde nicel arastirma yontemleri kullanilmistir.
Tirkiye’de kiiltiirel baglam1 da g6z oniinde bulunduran nitel arastirmalarin yapilmasi, 6zgiin
bir kavramin literatiire kazandirilmasini saglayabilir. Cagrilarin bireyler, organizasyonlar ve
toplum {izerindeki genis etkisi gbz Oniline alindiginda, cagrilarin incelenmesi, g¢esitli
disiplinlerde zengin aragtirma firsatlart sunmaktadir.
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Katki Orani Beyani: Yazarlar esit sekilde katkida bulunmustur.
Destek ve Tesekkir Beyani: Calismada herhangi bir kurum ya da kurulustan destek alinmamistir.
Catisma Beyani: Yazarlar herhangi bir cikar catismasi olmadigini deklare etmektedir.

Bu calismada “YUksekogretim Kurumlari Bilimsel Arastirma ve Yayin Etigi Yonergesi” kapsaminda
uyulmasi belirtilen kurallara uyulmustur.
Bu makale benzerlik tespit yazilimlariyla taranmistir.
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