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RESEARCH ARTICLE / ARASTIRMA MAKALESI

The Results of Work Models Applied During the COVID-19
Pandemic*

Kemal Temel' ©, Yener Pazarcik?

Abstract

The aim of this study is to investigate the individual effects and institutional reflections different organizational work
models have in terms of employees and to contribute to the field of application and the related literature by explaining
their results and effects on work life. The study is based on the phenomenological research design and focuses on the
participants’ experiences during the COVID-19 pandemic. The study was carried out using the interview method on a
volunteer basis with 16 managers. The data were analyzed using MAXQDA 2020 and evaluated by collecting two main
categorical themes and 13 sub-themes. The study observed negative aspects such as the ineffectiveness of face-to-face
communication, prolonged communication times, experience transfer and socialization problems, and the intertwining
of professional life and social life. Positive results were determined such as a reduction in time and money spent on
commuting, work flexibility, having the opportunity to spare more time for oneself and family, and reduced office
expenses. The following determinations were made: organizations offer different levels of employee support, practices
have no standardization, the problems employees experience are preventable with sufficient organizational support, and
legal regulations are needed. The results revealed deficiencies to be present in crisis management, the organizations to
be unprepared for the crisis, and all organizations to need to review their processes regarding fringe benefits. The study
has aimed to contribute to the literature by focusing on the results of the work models that have been applied during
the COVID-19 pandemic.

Keywords
Human Resources Management, Organizational Behavior, Working Models, Organizational Practices, COVID-19

*This study is derived from the author’s doctoral dissertation titled “A Research to Determine the Individual and Organizational
Consequences of Alternative Working Systems in Organizations.”
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1. Introduction

Lewis Carroll’s phenomenon of the Red Queen Effect inspired biologist L. Van
Valen’s theory where as one species evolves, other species evolve as well, such that
relative competition remains the same. Under current conditions, organizations normal
capabilities are no longer sufficient. Real success in professional life can be achieved
through innovative initiatives and basic skills that others cannot possess or imitate
(Ulgen & Mirze, 2018).

Seeing the environment as a whole in terms of organizations requires knowing all
the concepts that affect human behavior, such as family, culture, belief, perceptions,
tastes, judgments, and physical characteristics, as well as factors such as technological
structure, supply systems, legal regulations, labor power, level of competition, and
management styles. Organizations connect to the social, economic, and political
elements of societies by creating an ecological structure for their labor force with
the environment in which they operate (Hawley, 1986, p. 7). The developments in
technology and communication tools in particular have forced the individual and the
environment to change, and this process is considered the harbinger of radical changes
in the finance, trade, education, and service sectors. Changes in organizations due to the
environment can affect individuals and societies not only in business but also socially,
culturally, and economically. Because many intertwined factors occur between work
life and private life, having a balance between them is important for individuals and
organizations (Barnett, 1998).

Organizations’ productivity, performance, and sustainability goals and the work
models they adopt can get reflected into their employees’ private lives (Musura et al.,
2013). This causes organizations to consider innovative approaches more in the way
they work (Purvanova, 2014). The ever-changing labor market forces organizations
to try to retain talented employees and identify factors that increase organizations’
attractiveness (Aiman-Smith et al., 2001). Technology enables innovative human
resource practices by offering privileges to organizations in diversifying their work
models. Organizations should better understand their employees and develop methods
suitable for their needs when applying work models.

Due to globalization and competition, organizations must keep up with models that
differ from traditional work models (Ulrich, 1998; Nilles, 1998). The search for the
systems organizations will undertake to make their process management sustainable
will also activate futuristic organizational structures and bring about the concept of
future employee management (Slack, 1991). Understanding the results of the applied
work models based on many factors is necessary to understand organizations (George
etal.,2006:361). Innovative work models are considered to have flexibility in adapting
to changing conditions. Basically, these practices serve the interests of organizations
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(Burke, 2000). Due to the positive effects innovative work models have on work and
family life, the number of studies on the subject have increased (Dex & Scheibl, 2001).

Experienced developments force radical changes in the meaning, content, and
application formats of the concept of work. New models in which space and time
flexibility are increasingly used have entered work life and brought about unique
phenomena. The new process causes work and social life to intertwine and appears
alongside the human resource practices that aim to bring the organization and employees
into balance by addressing employees’ personal aspects more.

Alternative work models that affect employees’ social lives in which work life
extends beyond the organization’s physical conditions have transformed into mandatory
practices due to the COVID-19 pandemic. The pandemic has been accompanied by
approaches that have radically changed all processes and work life throughout the
world. Although comprehensive studies are found on flexible and remote work models
in the literature, the number of studies regarding the results from the alternative work
models organizations have had to apply during the pandemic remain insufficient. The
current study aims to determine the effects the applied work models have had during
the pandemic.

1.1. Developing the Concept of Work

From hunter-gatherer societies to the First Agricultural Revolution, the survival
activities of humanity have been evaluated within the concept of work, with ancient
humans being thought to have allocated two to four hours a day for these operations
(Méda, 2012, pp. 32-37). With the First Agricultural Revolution, the concepts of
private property, and management and production where individuals live together
have developed and also led to the development of the concepts of government and
population growth (Senel, 1995:28). The Industrial Revolution changed the meaning
of the concept of government and caused a new understanding to emerge. With the
Industrial Revolution, agricultural societies turned into urbanized factory workers. The
Industrial Revolution led to a formal change in the concept of work, separated social
life from work life, and developed concepts such as urbanization and unionization.
Having developed from the Industrial Revolution to the present day, the concept of
work has allowed flexible organizational and employee forms to emerge in which new
models are applied (Keser, 2009, pp. 14-25).

Although the concept of work has changed in terms of meaning and form since
the first humans to the present, it has not lost its place as the focal point of life
(Sabuncuoglu, 1987, p. 2). The concept of work has evolved from the process of
meeting daily individual needs to a process in the Industrial Revolution where people
work systematically, which has shaped its current meaning. While having many
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definitions, the main concept of work is defined as “the production of goods and
services on behalf of oneself or others for material or spiritual benefit by means of
one’s physical, mental, or spiritual effort” (Kapiz, 2001, p. 1). The common point
in all definitions is that individuals create value through production factors in order
to meet their material, moral, psychological, and social needs. The concept of work
has been influenced by social concepts such as culture, traditions, and beliefs; it
shows a developmental process in parallel with humanity and is affected by the
social environment in which work is experienced.

To consider the concept of work as the activities that take place just for meeting
human needs is not a realistic approach in terms of human resource management.
The social and personal areas of individuals who spend almost their entire lives as
employees become a part of the concept of work (Chacko, 1983, p. 163). For this reason,
evaluating what work means individually and as a social phenomenon rather than
just as a shallow definition of meeting needs is necessary to be able to understand the
concept of work. Work life involves many different ways of and reasons for working.
For example, while the 24-hour shift system is widely used in the health sector, workers
in factories work on a 24-hour basis in 8-hour shifts. In addition, many models such
as working from home and seasonal work are used by organizations for reasons such
as increased employment and greater participation of women in work life. In the
recent period in particular, computer and communication technology developments
have changed the physical structure of work environments, and this has brought along
a process in which new work models are rapidly reflected onto work life. With the
COVID-19 pandemic, new work models that intensively benefit from technological
infrastructure have become a necessity rather than a preference and are used by many
organizations. In this process, employees have been exposed to work models in which
organizations have moved away from the physical conditions they offer.

In Turkey, the concept of work is regulated by Labor Law No. 4857. The law
regulates contracts that manage work life, such as employee rights, responsibilities,
wages, compensation, dismissal, and recruitment processes. Many work models that
organizations have applied are determined by these contracts. Organizations design a
standard work model with factors such as the work environment, business processes, the
way work is done, and the equipment that is used and then make this model available
to employees. In this model, employees work under the organization’s physical area
of control. In addition, employees are not offered flexibility regarding work hours
or location. Employees are responsible for fulfilling their roles in the organization at
the place and time expected of them. The applicability of the standard work model is
affected by factors such as the sector in which one operates and the work being done.
Organizations use different work models depending on factors such as competition,
crises, and technological developments.
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1.2. Factors Affecting the Concept of Work

The concept of work has been explained as the gains obtained in return for activities
undertaken in order to meet individual needs of the individual; it has undergone significant
changes, especially with the Industrial Revolution, and has begun to differentiate
completely in today’s information society. While technology has transformed social life
and the environment, it also involves factors that transform work life. Organizations also
use innovative human resource practices to keep up with this change. The experienced
developments have paved the way for technical advances and resulted in computer-
based digital transformations such as autonomous robots, 3D printers, and artificial
intelligence, which have started being used in daily life and work life (Sen & Batt,
2020, p. 73). Computers, software, and digital systems have started a process that has
changed the meaning of concepts such as workplace, format, and time. Organizations
attempt to develop the competencies they need in human resources practices in order
to keep up with these changes.

1.2.1. Development of Technology and Communication Tools

The digital systems used in all areas of life have brought innovative human
resource practices and eliminated time and space limitations. The process can result
in digital systems being replaced by existing systems (Turkish Academy of Sciences,
2020). Communication systems have also changed in connection with technological
developments, with face-to-face communication in physical environments being
replaced by communication in virtual environments. This situation has been rapidly
integrated into work life due to its positive aspects such as speed, time, and economy.
The transformation of information into the main source of production has forced
organizations to use technological communication tools that are able to access the
correct information systems as soon as possible. This situation has paved the way
for radical changes in work life and labor planning (Aron, 1967, p. 117). Technology
and communication systems have resulted in changes to the traditional organizational
structure. Management processes and employment patterns have also been affected
by this change with the disappearance of place and time constraints.

1.2.2. Globalization and International Competition

In order to be sustainable, organizations operate a process that affects and is affected
by their environment. That they adapt to changing conditions is extremely important in
this respect (Caglar, 2013, p.121). Behind the organizations’ desire to adapt to changing
conditions exist factors such as productivity, performance, growth, and goal achievement.
The developments in technology and communication tools have moved competition
from a local environment to an intercontinental environment, and organizations have
developed a structure in which they are in constant communication with their employees
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and customers through the increase in communication opportunities. These developments
have created a flexible structure thanks to the information networks that have forced
organizations to compete (Castells, 2013, pp. 326-357). The infrastructure of computers
and the Internet has transformed the whole world into a market where one can operate
and affect competition. Increased competition has also led organizations to their own
specific management and human resource practices.

1.2.3. Socio-Economic Developments and Unemployment

Humanity has moved from being hunter-gatherers to having settled lives through
agricultural society; urbanization and production at large levels began with the transition
from agricultural society to industrial society, and humanity has reached the present
day through the developments in technology, science, and communication found in the
information society (Aktan & Tung, 1998, p. 119). With the development of information
technologies, production has evolved from muscle and mechanical power to information
power, thus revealing the concept of information society (Webster, 2006, pp. 8—10).
Information technologies play a decisive role in economic growth and poverty (Hodrab
& Maitah, 2016). Developing technology has revealed new work areas, reduced the
need for people in labor-intensive sectors, and accelerated the transition to various
work models. While changes in work life have affected sociological and economic life,
sociological and economic changes have also changed work life. Production methods,
management styles, legal regulations, policies, and cultural changes involve factors
that determine unemployment and social life, and organizations adopt different human
resource practices in this context.

1.2.4. Sectoral Developments and Generational Differences

Organizations are a part of the sectors in which they operate. While concepts at the
sectoral level such as suppliers, customers, and employees show similar characteristics,
the concept of competition has also developed in this context. The fact that organizations
are under the influence of similar environments forces them to develop features that
others cannot easily obtain and that differentiate them from other organizations.
Technological developments and advances in information and communication networks
have an impact on all business functions, from production processes and supply
systems to management styles, sales, and marketing. This has caused a sectoral change
in organizations operating in the same field that has been reflected in work styles
and brought with it new work models that have no time or place constraints due to
the technological developments. Likewise, individual differences such as lifestyles,
culture, education, and mentality are reflected in work life. These differences are often
evaluated under the concept of generation. Generations are communities that share
similar historical processes, that have witnessed the same events, and that share their
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social identities (Lagree, 1991, p. 7). Intergenerational differences also include factors
that affect work life.

1.2.5. National and Global Crises

Like all living things in nature, organizations are affected by change (Iverson, 1996,
p. 122). While organizations survive that are able to adapt to change, those that cannot
adapt perish, just like living things. Organizations should adapt their organizational
structures by keeping up with the changes experienced regarding competition and
sustainability (Tunger, 2013). In this context, new work models and human resource
practices have rapidly been entering work life. However, in addition to the environmental
instability, some unexpected and unpredictable situations that affect all individual and
their social lives have created risks for organizations, and these situations get grouped
under the title of crisis.

Crises occur as a result of many reasons such as pandemics, disasters, war, and
political developments. Unexpected, unpredictable, and highly uncertain crises can
affect social and work life at the local, national or international level. In addition to the
effects on work life, crises also have consequences that affect family life and social life
(Kaya, 2002). Crises involve factors that can result in radical changes in work life as
well as individual and social consequences. The COVID-19 pandemic that emerged in
Wuhan, China in 2019 and quickly impacted the world is also seen as a turning point
in terms of individual, social, and work life.

2. Methodology

Interviews are the most preferred method in qualitative research and are a very
powerful technique used to reveal individuals’ perspectives, feelings, experiences, and
perceptions (Bogdan & Biklen, 1992). The purpose of the interview method is to enter
people’s inner world and understand their perspectives (Patton, 1987). As Yildirim and
Simgek (2013, p. 46) stated in their research that the interview method can be used to
analyze role conflicts, work processes, formal and informal communications, employee
perceptions, their effects on management functions, and their reflections on individual
and family life in organizations that adopt different work practices, as well as managers
individual and organizational results. Collecting data using the interview method is
thought to be suitable for the purpose of the current study in order to understand it
from the eyes of the people and to test the study’s arguments.

The questions were determined by scanning the relevant literature and examining the
studies on the subject, after which they were first to experts for their opinion. Afterward
the final arrangements were made based on the feedback received, and the semi-structured
interview form was finalized by interviewing an expert on qualitative research.
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This study discusses individual and organizational results such as how employees
perceive the different work models that organizations voluntarily or legally implement,
how these models reflect on employees’” work and family life, their effects on intra-
organizational communication and work processes, and role conflicts. The study focuses
on the experiences of sector employees who’ve had different work models applied
as a result of the COVID-19 pandemic. and it was accepted that it would be correct
to Applying the study over different sectors is considered correct for being able to
understand the differences in inter-sectoral practices and managerial behaviors. In this
respect, the research model uses a phenomenological research design. Phenomenology
is used to identify the common aspects as perceived by individuals who’ve had similar
experiences and the essence of the meanings they attribute to these experiences (Fraenkel
& Wallen, 2006). The participants’ opinions about their work conditions during the
COVID-19 pandemic have been evaluated using qualitative methods with the aim of
arriving at the common points that can be obtained (extracted) from their experiences.
The study was carried out online due to the pandemic and recorded with the approval
of the Canakkale Onsekiz Mart University Scientific Research Ethics Committee.

Research on understanding individuals, the foundation of which was laid with
the theory of human relations, still continues with still more research being made by
benefitting from many fields of science. Despite the fact that organizations have the
same characteristics regarding many issues, different outputs appear as innovative
human resource practices. Concepts such as organizational structure, culture, and legal
regulations play a decisive role in work conditions. The uncertainty the COVID-19
outbreak caused has forced organizations to implement different work models. In order
to determine the results, the employees of organizations that have actively applied these
different work models constitute the research population, and the managers who’ve
participated in the research constitute the research sample. In order to determine
the study group, the purposeful sampling technique has been used as it can obtain
the highest level of data. While purposive sampling allows cases to be handled in
detail, it also allows researchers the opportunity to understand cases and explore the
relationships between them (Patton, 1987). The current research uses this technique
due to the uncertainty of being able to access the study group and the organizations
that have implemented work models. Purposeful sampling focuses on the relationship
between the research problem and the sample (S1gr1, 2018, pp. 129-130).

During the research, opinions were taken from employees who work under different
work models and are thought to have knowledge about the subject; the first participants
were determined based on this, and during or after their interview, they directed the
researchers to their friends who had experiences appropriate to the research. Thus,
participants were also included in the research using the snowball sampling method.
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Data saturation and adequacy are important when determining the sample. The
minimization or absence of a contributing level of data refers to data saturation, and
the level at which the data contributes to the research problem refers to data adequacy
(Kanten et al., 2019, p. 943). For this reason, the research was limited to 16 participants
on the grounds of data saturation and data adequacy due to number of repeated answers
given to the research questions. Table 1 shows the sectors, duties, and interview
durations of the participants who were interviewed within the scope of the research.

Table 1
Participating Sector and Task Distribution

National/International Sector Duty Interview Inte.rview
Date Time
International Cosmetic C];)irr% Zigtre(gg’g?l 27.06.2021 45 min.
National Retail Operations manager | 02.06.2021 36 min.
National Energy Audit Manager 01.06.2021 40 min.
National Energy Team leader 04.06.2021 30 min.
International Cozmetic Accounting Manager | 06.06.2021 30 min.
International Logistics Legal Manager 06.06.2021 30 min.
International Retail Security Manager 06.06.2021 32 min.
International Software System administrator | 16.06.2021 30 min.
International Energy Financial Controller | 06.06.2021 30 min.
National Energy Department Manager | 13.06.2021 30 min.
International Cosmetic Financial Controller | 10.06.2021 30 min.
International Energy Project Manager 09.06.2021 42 min.
International Energy Financial Controller | 11.06.2021 30 min.
International Cosmetic Financial Controller | 09.06.2021 35 min.
International Energy Finance manager 09.06.2021 30 min.
National Retail (Online) Software Chief 27.06.2021 45 min.
Total
2.1. Research Problem

Organizations determine their human resource management policies according to the
organizational culture, politics, and social processes they adopt (Ferris, et al., 1998).
Success is argued to be achievable if common values and understanding are provided
within an organization (Bowen & Ostroff, 2004). For this reason, organizations have
adopted different work policies and applied different work models to help employees
balance their work and social lives (Powell & DiMaggio, 1991; Cook, 2009). Policies
that integrate social life and work life have been adopted in order to preserve employee
productivity and qualified labor power (Barnett, 1999, pp. 151-152). Many factors such
as the socio-cultural structure of the environment, the quality of the labor, demographic
characteristics, and laws play decisive roles in these processes.
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These policies are affected by conditions such as the social-cultural structure of the
organizational environment, the labor market and competition. Recently, with the crisis
caused by the COVID-19 epidemic, organizations have had to use different working
models. The new working models applied have been realized in online environments
where technological infrastructure and software are used intensively. The study focuses
on the individual and organizational results of the changing conditions, physical
infrastructure and traceable new working life. The research question was expressed as
follows: “What are the effects that the different work models have had on employees’
family and social lives, and what individual and organizational consequences have
reflecting on these effects had on work life?”

3. Findings

The inductive method was followed when determining the research questions, and
the data were subjected to content analysis. Content analysis consists of the stages
of defining, reviewing, coding, creating themes, and determining and evaluating the
findings in order to explain the data (Sigr1, 2018, pp. 186-280). The research data
were categorized and coded using thematic content analysis by means of the program
MAXQDA 2020. The related codes were connected to each other under the formation
of the main themes by considering the repeated words and sentences while coding.
In order to ensure the validity and reliability of the research, the created codes were
reviewed periodically to avoid generalizations.

3.1. Demographic Findings

The study assessed the participants’ demographic characteristics by associating them
with the research problem. Of the participants, 75% are male, and 25% are female; 75%
are married, and 25% are single; and all participants have at least a 4-year university
degree. While 50% of the participants are 26-35 years old, 50% are in the 36-45 age
range. Of the work models, 56.25% were determined to involve remote work, 31.25%
hybrid work, 6.25% shift work, and 6.25% classical work models. Of the participants,
62.50% work in international organizations and 37.50% in national organizations.

3.2. Individual Findings

The study was carried out with participants who’d been exposed to work models
different from those accepted as the standard work model in their organization’s physical
facilities. Although organizations are involved in their work processes, they were
determined as having no access to different work models and to even avoid their use.
The COVID-19 outbreak is seen as a turning point in the use of different work models.
According to the results of the study, individual results were categorized under the
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headings of anxiety-psychological wear, communication, balancing work and family
life, motivation, personal development, productivity, socialization, and loss of rights,

as shown in Figure 1 with respect to frequency.
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Figure 1. Individual Results of Alternative Working Models

3.2.1. Effects on Individual Communication

According to the research data, the new work models conducted a process that shifted
from face-to-face communication to online communication. The number of participants in
online communication affects the quality and efficiency of communication. The number
of participants and the percentages regarding quality and effectiveness are inversely
proportional and its effectiveness is unknown. In addition, online communication methods
were determined to be deprived of humane attitudes such as the transfer of experience,
socialization, and mimicry and to cause socialization problems by isolating employees.

When you are in the face-to-face work model, you can convey how a person should
treat you with body language at least. (Mr. O. , 36, Ankara)

Honestly, I felt a bit lonely in that respect because it’s not very good not to see
people face to face, it’s nice to chat with people while working, it’s a bit difficult to
work from outside every day. In that respect, I may have felt a bit psychologically
isolated. (Mr. A., 30, Poland)

The study also shows those who’d never been to an office environment, especially
those who’d just started working, to have had more difficulty adapting to the system
compared to experienced employees and to also have difficulty communicating. While
online communication provides speed and convenience, it also caused problems that
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could normally have been solved in a very short time to turn into long processes.
In addition, the work models eliminated concepts such as work and work hours,
forcing employees to be ready 24/7. One of the biggest obstacles faced by innovative
communication processes using technological infrastructure changes depends on
whether the employees have sufficient infrastructure and equipment. The inability
to question the feedback, which is the most important communication step in online
communication, caused individuals to worry about whether they were understood or
not. Because the exchange of information during short breaks is out of the question in
the new models, the sharing of experience was seen to be interrupted.

We are constantly looking for someone on the teams. Everyone is very busy because
everyone is in the same situation. Everyone is calling each other to ask something.
Things that could be handled easily began to take more time. The most important thing
was this: For example, when we went out to smoke or had dinner together, I could
talk to someone for 2 minutes, or when I talked about something that had happened
to me, someone could find a solution. (Ms. S., 26, Istanbul)

Especially our newly recruited staff and colleagues started to work from home
before they could get used to the environment in the company, without being sincere.
In other words, there were friends with whom we had such communication difficulties.
We had to part ways with some of them. (Mr. U., 30, Istanbul).

3.2.2. Anxiety and Psychological Wear

According to the results of the research, online work models that do not involve
physically going to the organization include factors where employees experience
anxiety and are become psychologically worn out. These factors appear as concepts
such as misunderstanding, uncertain work hours, attempts to express oneself, fear
of losing one’s job, and loneliness. With the disappearance of physical controls in
particular, a structure in which employees control and internalize themselves was
determined to have developed and this internalization to have turned into an element
of pressure on employees.

3.2.3. Effects on Work and Family Life

Employees who participated in the study reported being able to spare more time for
themselves and their families in the online work models and positively evaluated the
flexibility in their work hours. However, employees who are married with children
were determined to have difficulties balancing their work and family life, with the new
work models causing changes in their domestic roles such as mother, father, and spouse.

12
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Getting rid of the work environment is another advantage, but being at home can
cause a different psychological crisis. Because you can 't rest at home with your spouse
or children, we understood when staying at home during the pandemic that we were
actually physically resting while at work, because you cannot get rid of the role of
husband and father. (Mr. Y., 38, Canakkale)

1 spend time with my family, so I can do it from any location, yes, it has such beauty.
I have to work between 9 p.m.-5:30 a.m., but I have to take care of the baby for 2
hours because my wife is also busy. What happens this time, I have to work overtime
to catch up. I have to work long hours at night. My business planning may not be the
way I want it to be. (Mr. O., 36, Ankara)

While employees consider the new work models as an advantage in terms of flexibly
being able to spend more time on themselves and their families, they do not prefer
work models not based on office life because they cannot balance work and family
life and experience social role conflicts.

Spending more time at home and with my children has been good for me
psychologically. To be honest, [ feel that way because I'm a mother. In other words,
1 realized that doing housework, cooking, and taking care of children all the time at
home makes me very tired” (Ms. S., 40, Kayseri)

3.2.4. Effects on Perceived Motivation

According to the research data, the change in work models resulted in an adaptation
process, to which employees were unable to adjust due to the uncertainty of the
processes and their motivation having been negatively affected. This process revealed
the concentration and motivation levels to be higher in organizations that had provide
their employees with sufficient support. In addition, significant differences were found
between single and married employees. Married employees reported being exposed
to relatively more distractions and thus were unable to concentrate enough on their
work. However, this situation was the opposite for single employees. The absence of
distractions and managerial pressure while outside the work environment provided
a basis for them to better concentrate on their work and to complete processes more
quickly.

1 personally need an office environment. I need to take off my pajamas so that I get
motivated. Thus, my home office doesn t feel like work to me when I'm sitting at home
in my shorts and a shirt. (Mr. O., 40, Kayseri)

According to the study results, employees experienced concentration problems
due to socialization issues, prolonged work processes, uncertain work hours, and
numerous distractions.
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3.2.5. Effects on Personal Development

Online systems where the limitations of time and place are eliminated contribute
to work life in different ways. The theme of personal development identified within
the scope of the study is one of these reflections. Online work systems have left
the time spent commuting to work and the flexibility in home work hours to the
employees themself. In addition, the online organization of processes such as training
and certification provides a structure where employees can develop themselves as they
wish. In addition to improving individual employees’ self-development, organizations
are able to carry out the training and panel processes they need with lower costs and
can involve experts in their processes much faster. Although these processes are seen
as an advantage for organizations, the data on their effectiveness remains insufficient.

Iwas able to get the education online that I should have received by going to another
city under normal conditions and staying for 2-3 days. I was entitled to receive a
certificate by taking the exam in the province I was in. (Mr. O., 40, Kayseri)

We can hold meetings, that we can 't normally arrange or invite outside speakers very
easily, through Teams because of these logistical conveniences. However, of course,
we observe that the quality of interaction provided in those face-to-face meetings
decreases when we hold the meetings online. (Ms. M., 41, Istanbul)

3.2.6. Effects on Perceived Efficiency

According to the research data, the employees’ perceived efficiency are affected
by factors that determine personality traits as well as concepts such as organizational
support, work conditions, experience, marital status, and occupation. The study data
reflected that employees whom the organizations provide sufficient support focus
better on their work, with single employees in particular being able to perform their
work functions more efficiently. However, the lack of pressure from checks in the
office environment and flexibility in how to do business have a positive effect on
productivity. The process is evaluated relatively more negatively for employees who
do not receive adequate organizational support and whose home environments are not
suitable for working conditions. Providing organizational support when implementing
new work models and making managerial, infrastructure, and business processes easier,
understandable, and accessible play an important role on efficiency.

It was positive for me; my friends think the opposite, but it was positive for me.
1 think my productivity has increased. I think I work better, or rather I think I focus
better. (Mr. A., 30, Poland)
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It had a very serious negative impact. I don 't believe there is such a thing as a home
office. Frankly, I need an office environment, because I am not a person who works
with reports on the computer. (Mr. O., 40, Kayseri)

3.2.7. Effects on Employees’ Overtime, Wages, Bonuses, and Rights

The research results show the applied work models to not have sufficient regulations
on employee rights. While the employees did not suffer any loss in their salaries, losses
were determined to occur in terms of fringe benefits and organizational differences
related to the subject. No standard applications were found regarding work processes, and
different applications were observed through the effect of factors such as organization
size, management understanding, and employee approaches. While some organizations
meet the needs of their employees such as for computers and Internet access, other
organizations adopted a process left things to the employees’ own possibilities.
Organizations were seen to not comply with the concept of overtime and to communicate
with their employees and operate business processes with Internet-based communication
tools at all hours. From this point of view, the concept of work hours was seen to have
disappeared due to being able to rapidly access employees’ online systems. In addition,
the study data reflect a serious concern to exist about managers’ perceptions of whether
or not employees are working because they are not at the office; therefore, efforts are
made to have employees be accessible whenever requested.

We were called at lunch during the pandemic, we were called at 1 a.m., we also
sat down and held a meeting at 1 a.m. That'’s why I didn 't see much humanism there,
frankly. (Mr. N., Istanbul, 33)

It wasn t like this before. Under normal circumstances, we used to work from 7:30
a.m. to 4:30 p.m. (Ms. S., 30, Istanbul)

3.3 Organizational Findings

The second main categorical theme obtained within the scope of the study is gathered
under the heading of organizational findings. The factors that change at the organizational
level are gathered under the sub-headings of belonging, organizational support, work
policies, organizational communication, and generational differences, as shown in
Figure 2 in accordance to frequency ranges.
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Figure 2. Organizational Findings of Alternative Working Models

3.3.1. Effects on Administrative Practices

The management structure, which determines all of an organization’s functions
and work processes, fell under the influence of an uncertain environment, as they had
not been exposed previously to the COVID-19 pandemic. This situation brought new
models regarding work life in which different work models were applied by crisis
management. Due to legal and administrative sanctions and health risks to employees,
work environments were shifted to employees’ social lives. Organizations were forced
from a process in which they adjusted and implemented infrastructure and management
practices in accordance with their physical environment to a new process in which
they tried to adapt to the changing conditions. The pandemic has made management
structures and the speed of managers’ adaptation to change the determinant of work life.
The study data show organizations to have had difficulties adapting to the process with
serious uncertainty present before implementing the adaptation, and the organizations
to have not been ready for this type of crisis management.

We had a lot of trouble in the first 3 months. We went through this at an incredible
level in the 4th month. I tried to complete each task by myself, spending more and
more time. But then after the first 3-4 months, everything worked out. Has it become
a habit? I don 't know how it happened anymore. (Mr. S., 28, Prague)

Within the scope of the research, the employees were seen to be unable to ensure
the continuation of the work, a managerial gap to be present, and the processes to
be partially completed at the end of a period due to the infrastructure and software
deficiencies not meeting organizations’ requirements. The problems experienced were
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determined to have been identified with attempts made to solve them in the process,
and significant differences were seen to occur among the organizations with regard
to approaches to solutions.

Of course, we also bought a licensed Zoom program when the epidemic started. At first,
we could use it for 1 hour, but after that, the connection was dropped. (Mr. H., 41, Istanbul)

Some things are really learned over time, I'm aware of that. It doesn t seem right to
me to say that if | were you, I would have done this. Because there really is uncertainty.
(S. Hanim, 30, Istanbul)

Employees experienced in problem-solving reported their working time in the same
company to turn into an advantage when managing the process, and they behaved more
consciously about when, how, and by whom the work would be done. The uncertainty
that was experienced caused variations in employees’ work hours as well as anxiety.
In addition, the changes to the work environment had taken control away from the
manager and transformed into a phenomenon where the employees internalized and
checked up on themself. Managers transformed auditing work into a results-oriented
approach and perceived this as getting the job done. They made their employees feel
that they were being supervised confidentially.

1 had an experienced team. I have been with this company for 7 years. Frankly, it
was a very comfortable period for me. It was not a time when I had any difficulties.
(Ms. M., 41, Istanbul)

So, we were constantly being asked to do something. For example, at 5:00 pm, it
used to be “Let’s do this tomorrow morning.” But now I had to do this at night. That
means staying overtime. It’s a constant stress. It was a lot at first, but now it s starting
to settle in. (Ms. S., 30, Istanbul)

1 think there may have been anxiety about job tracking, because following people's
work can be difficult, especially if you are producing a single result in a shared area.
(Mr. A., 30, Poland)

1 never felt like I had to supervise people, because everyone has their own responsibility
related to their work. “Did he do his job? Is the system working properly?” I'd evaluate
this result at the end of the day. (Ms. M., 41, Istanbul)

According to the study data, one of the important factors affecting management
structure is perceived organizational justice. Employees form a perception by comparing
themselves with other employees and other organizational opportunities. This perception
is influenced by concepts such as the size of the organization, the support provided,
and managerial processes, as well as personal characteristics.
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Yes, I think the current company is fair, but my company in Turkey was not at all!
(Mr. S., 28, Prague)

As far as we can see from our environment, of course, I do not think that everything
is fair. (Mr. N., Istanbul, 33)

I dont believe it s fair. I don t think it's fair. (Ms. B., Kayseri, 40)

Yes, we have exactly the same conditions. There is no difference whatsoever. We are
all equal. (Mr. F., 26, Istanbul)

1 actually think it’s fair because they provided all the material we could use. (M.
Bey, 38, Kayseri)

3.3.2. Effects on Perceived Organizational Support

Organizations should consider employees’ perceived support in addition to
providing them with the support they need to get the job done. In order to fulfill their
responsibilities, employees need the support their organizations will offer them, such as
equipment, hardware, and software. In addition to the provided infrastructure support,
the suitability of managerial processes and managerial support are also important. Within
the scope of the study, the degree to which support is realized and employees’ perceived
support are considered factors that should be addressed separately. Organizations that
supply less support than employees expect is considered to signify negative perceived
organizational support, and organizations that provide more support than expected is
considered to express positive perceived organizational support. Positive and negative
perceived organizational support both impact employee factors such as their sense of
belonging, performance, and productivity and includes results that directly affect the
organization.

When I come to the office, my computer is at hand, and when I want to print
something, I can print it out. But I don't have a printer at home. In other words,
1 collect my office-related work in one day. Obviously, this situation disrupted my
routine. (Mr. O., 40, Kayseri)

According to the study data, problems were observed to occur regarding providing
the equipment that the employees need in this process; although some organizations
tended to solve these problems, other organizations left the situation entirely to the
employees’ own possibilities. Organizations that provide sufficient support for meeting
employees’ needs are understood to be evaluated positively regarding employee
perceptions, and this is reflected onto employee functioning. Organizations that are
not prepared to adequately support their employees were understood to experience
infrastructure problems and to have different levels of preparation. Two important
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problem that were ignored in the work models were the lack of environmental factors
that should have been provided to employees outside the organization and the lack of
employee training on these subjects.

They sent me a computer by mail from Czechia while I was in Turkey. They said
that they can give tables, chairs, equipment and all the support I need so that I can
work there more comfortably. They didn 't offer anything like paying the Internet fee.
My company in Turkey was paying. (Mr. S., 28, Prague)

My Internet was so bad, and this problem didn't seem fixable. There was an
infrastructure problem. My Internet was constantly disconnecting. Apart from explaining
myself, I could not attend the meetings properly, it was a huge problem for me. (Ms.
S., 26, Istanbul)

The speed when you connect the computer to the Internet is not the same as the speed
at home, but this is a negligible problem because some companies had no infrastructure
at all. They were not ready at all. There was no problem in that direction in terms of
connection speed. (Mr. A., 30, Poland)

Employees’ expectations and perceptions about support were determined to be
reflected in their business processes, and the employees who participated in the
research were seen to generally have no expectations from their organizations about the
work infrastructure; however, when support was provided, they responded positively.
Organizations that had to quickly switch to new work models with the COVID-19
pandemic were determined to need a process for managing the crisis and to have been
caught unprepared in terms of infrastructure. Organizations were seen to be unable
to provide sufficient support to their employees at the beginning of the process, and
the experienced preparation process varied based on the size of the organization, of
human resources, and of the economics, as well as the management structure, process
management, and managerial approaches.

Normally all our employees have laptops. Apart from that, there are company lines, there
is unlimited Internet on the company lines. If there is no Internet in their own home, they
have the opportunity to use a mobile phone as a modem and connect. (Mr. H., 41, Istanbul).

The company didn 't ask any of us if we had Internet infrastructure. Because each
of our employees already had a laptop, I did not have a problem. But the company
never asked that. (Ms. B., 41, Kayseri)

Our biggest problem was the lack of computers. Only the admin group had laptops.
Everyone else had a desktop computer. If you want your employees to work from home,
you need to provide them with computers. We had a little trouble at that time. So, the
company was actually not well-prepared in terms of IT. (Ms. A., 34, Istanbul)
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Perhaps a little more supportive things can be done psychologically. Don 't get too
carried away, don t stress. In other words, this process could have been more moderate.
(Ms. S., 30, Istanbul)

Employees were understood to have needed information in this process, as in all
innovative practices that organizations implement. In addition, an adaptation process
was observed to exist: the employees could not reach any standard information system
from which they could benefit in this adaptation process, and an informal learning
process was experienced where the employees tried to learn by asking each other.
Problems were observed to occur in managing the organizational support and support
perception process when implementing out-of-office work models.

3.3.3. Working Policies and Process Management

According to the data obtained within the scope of the study, organizations that
were not prepared enough for the process were reported to not comply with work
hours; therefore, an increase occurred in employee work hours. At the same time,
even the simplest transactions slowed down due to the inability to operate the steps
of communication. Although the speed of communication has increased, individuals’
ability to communicate with each other slowed down due to the increased density.
The study’s participants felt the concept of standard overtime to not be suitable for
today’s conditions and to have lost its applicability. Opinions were expressed that
different applications will be increasingly used that will reshape white collar work
life, especially hybrid work models.

Hybrid models seem to be the most optimal at the moment. (Ms. M., 41, Istanbul)

So, sir, 1 think this hybrid model will continue. And I definitely think it should be a
hybrid model. (Mr. U., 30, Istanbul)

Mixed work models, also known as hybrid work models, are seen to have positive
returns for employees and organizations. Hybrid work models have positive effects on
organizations’ office costs, service fees, and food expenses. Hybrid work models are
thought to have more application areas in work life due to reasons such as creating a
freer work space for employees, being able to monitor work from anywhere, less time
spent on the way to work, and being able to allocate more time to oneself. The change in
work models was reported to not be able to be applied to all areas of work, and out-of-
organization work models are not yet usable in jobs that need to be managed personally.
Employees are always wary of work models that occur outside the physical structure
of the organization. Due to reasons such as socialization problems, communication,
irregular work hours, effects on family life, and transfer of experience in the master-
apprentice relationship, employees want to work in areas within the physical bounds
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of the organization for certain periods, and they want the work models that will be
implemented in the future to have a structure that includes this.

Maybe in the future it could be like this;, We used to go to work for 5 days, now we
can go 3 days and work from home for two days. It can make a positive contribution
to the company by reducing the costs in the office and the number of floors. (Mr. N.,
33, Istanbul)

Due to my job, it is not very likely that I will work remotely. There are things that
I need to control in the field, I need to control the productions. (Mr. O., 40, Kayseri)

3.3.4. Organizational Communication

Communication in work life is one of the most important factors for getting things
done right and on time. Providing infrastructure such as technology, software, telephones,
and computers is a prerequisite for realizing communication outside an organization’s
physical bounds. Even if an organization regulates the communication elements,
failures in any prerequisites result in communication barriers. According to the study
data, employees do not see online communication as full communication, especially
in meetings involving many participants, control cannot be achieved.

For example, I am going to tell something, my voice gets cut off. After that I am
misunderstood because half of the sentence is unheard. We had great communication
difficulties in this sense. (Ms. S., 26, Istanbul)

How you set the language of communication is up to the administrator. Some
managers discard these ice-breaking conversations, some give it a lot of importance.
So, in a meeting attended by 20 people like this, it is very apathetic to look at the screen
and look at the slide and talk alone. (Ms. M., 41, Istanbul)

The transfer of experience that takes place through face-to-face communication in
the office environment was reported to not occur in distance and online communication,
and this situation reflects negatively on the organizational culture, employees’ sense of
belonging, and their professional experience transfer. Employees were determined to
attribute different meanings to face-to-face communication, and communicating just
for business meetings is not enough. Factors such as body language, facial expressions,
sadness, joy, and eye contact are very important for full communication.

Because we don 't learn everything just by e-mailing. They also constantly teach
us something through social communication: they share their life experiences. (Mr.
U., 30, Istanbul)
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3.3.5. Sense of Belonging

Sense of organizational belonging is considered an important factor in achieving an
organization’s goals and objectives. The positivity of this sense of belonging paves the
way for a suitable working environment by affecting many processes from personnel
turnover rate to organizational image. As with all changes, changes in work conditions
also include factors that affect employees. Although not a complete generalization,
employees develop an emotional bond with their offices and work environments. In
work models where employees stay away from the physical bounds of the organization
such as in online and remote work models, processes are observed in which this bond
is negatively affected. This process is directly proportional to the time spent in the
organization. With the change in work models, employees can take advantage of being
able to spare more time for themselves and engage in different pursuits. According to
the study results, good work conditions, regulated communications, and administrative
processes positively affect the formation of a sense of belonging.

A sense of belonging is a very important thing for companies. I think that creating
a sense of belonging is definitely a difficult process. For example, young teams like to
work overtime. It has never been possible or very difficult for a fully online platform to
keep the feelings of commitment and belonging and relationships as warm and close
as before. (Ms. M., 41, Istanbul)

1 might not have been able to find a job so easily in Europe. When I was at home,
1 did my work very comfortably. Because while I was going to a job, [ wouldn't be
able to do these things or realize my idea of changing jobs. Because think about it this
way, I'm already working from home, I dont need to go to work, I can work with any
company in the world I want. (Mr. S., 28, Prague)

In such periods, when you are alone with yourself, you can turn to other things.
Job interviews are happening, other things are happening, you are not sure whether
you feel competent or not. The sense of belonging may have diminished a little. (Mr.
A., 30, Poland)

3.3.6. Generational Differences

The study determined the relationship between work models and generational
differences. Age-related changes were observed in processes such as employee
expectations, compliance, and use regarding the data obtained through the research.
Young employees were also reported to be more active and successful, especially in
applications with a technological infrastructure, and to be more inclined toward new
work models. For this reason, considering intergenerational differences is important
in the application of work models.
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What I observed was that the age of our team is usually between 27 and 35. Younger
friends do not have a very long commitment to the organization. They tend to change
jobs more often. But they make good use of the technological possibilities. They are
more inclined to these digital things. So, they like things like remote work, a little more
flexible work, and working from home. (Mr. U., Istanbul, 41)

The offline world created an environment where they socialized, and their sense of
belonging increased. It’s a bad thing that its disappearing in new generations right
now. (Ms. M., 41, Istanbul)

4. Discussion

Organizational success is related to the strategies and management policies they
implement. In this context, human resource practices directly affect the strategic vision,
which is the path to success (Gratton & Truss, 2003). The conflict between organizational
strategies and practices can turn into a problem by creating uncertainty (Ferris, et al.,
1998). In addition, even when organizational strategies and policies are compatible,
managerial practices and employee perceptions can prevent the targeted results from
being realized. In this context, managers’ roles regarding human resource practices
is at the center of the process (Bowen & Ostroff, 2004). Organizational policies and
practices are mostly shaped by managers’ own decisions (Cooper & Baird, 2015). For
this reason, even when an organization is suitable and willing to implement different
work models, a lack of managerial support may not allow employees to access or
benefit from the applications (McNamara et al., 2012).

The development of technology, computers, and communication systems has led to
a more comprehensive, continuously monitored structure in which the field of control
expands in work life and the individual internalizes control (Barker, 2005). The creation
of an auditable work life is based on the comprehensive provision of all data. This
concept, which Bauman described as “fear of uncertainty,” causes an internalization
in which individuals are constantly monitored and employees control themselves (as
cited in Foucault, 2005). In today’s work life, many organizations apply different work
models in order to balance their employees’ work and non-work lives. Not enough
information exists about the effects of work models that are used as a strategy for
retaining and attracting qualified employees based on institutional policies (De Sivatte
& Guadamillas, 2013). Studies on understanding employees, whose foundations were
laid with the theory of human relations, still benefit from many branches of science
today. Despite organizations having similar structural characteristics, the most important
factor in obtaining different performance and production outputs is human resources,
which is a reference for different applications. As a result of many scientific studies,
understanding the structure of the individual only within the organization is understood
to be unrealistic; the effects of one’s social structure on concepts such as productivity,
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performance, and belonging should be considered as a whole, as well as the effect of
life outside of work on work life. This situation mutually affects individuals’ personal
and social lives, as well as organizations’ management and functioning.

5. Conclusion

Human resource practices, in which awareness has increased with the development
of approaches that have begun to evaluate management as a science, are increasingly
making their weight felt these days. The fact that the effect of physical conditions
and wages on individual motivation in particular is lower compared to abstract
concepts such as perception, expectation, and inference is an indication that no
single truth or result exists when dealing with human beings. The foundations of
the importance of the psychological, social, and individual aspects of human beings
in work life as in all fields have been laid out, with a different perspective being
provided to the science of management. This perspective emphasizes the concept of
efficiency in organizations as the basis of all approaches understanding, directing,
and determining individual behaviors. Today, human behaviors and approaches that
are rapidly changing alongside the environment and technology are accompanied
by a work life in which work conditions are also changing rapidly. This situation
creates a change in the conceptualization of the workplace, one that shifts from the
physical area of the organization to the social life of the individual. In work models
that have distanced employees from the physical conditions of the organization, the
control area is shifted from the manager to the employee, with supervision being
internalized by the employee.

Alternative work models offer employees a more independent work structure and
work environment where they can control themselves. However, the research data show
a process which organizations offer and often compel employees, rather than a model
where employees can choose based on their own wishes and opinions. Employees
were determined to be unable to make a full choice between the concepts of the office
environment and working from home and to experience a dilemma. While the lack of
reminders in the physical environment of the organization complicates the problems
that can be solved in a short time, online systems are considered an opportunity for
organizations with the convenience and speed they provide in recruitment processes. The
current study has also determined the concept of transfer of experience in the workplace
environment to not occur in the new work models, the reflections of generational
differences to become more evident on work life, and young workers to experience
more socialization problems.

Alternative work models cause changes in responsibility areas such as housework
and child care in family life, showing that male workers have become more involved
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in housework. The process is reflected onto family life and causes role conflicts by
deteriorating the balance in the roles of mother, father, and spouse.

New work models have completely changed the concept of time and place in work
life, eliminating the necessity of being physically present in any country or city,
providing organizations with an important opportunity to reach the professionals
of the business and making them their employees, while also providing individuals
with the opportunity to become employees of many organizations. The epidemic has
reshaped the form and meaning of the concept of work, completely changing the field
of control, management practices, and internal roles by removing employees from the
physical environment of the organization.

The intensity of communication is reported to have increased with digital software
and technological infrastructure, and a new order has emerged in which employees
are in constant communication. However, the communications that do take place
are seen to lack human aspects such as body language, facial expressions, and eye
contact, with communication taking place only for business not being perceived as real
communication. The intensity of communication has been determined to be a factor
of pressure on employees, with employees’ work hours and social life being mixed. In
addition, the increase in communications using digital systems has started a difficult
process in which every employee has to plan and balance their communication time.
Problems that can be solved in a very short time in the office environment take more
time due to the increasing amount of communication that occurs in out-of-office work
models having a negative impact on business processes.

In alternative work models where employees are deprived of reminders in the office
environment, problems that used to be easily resolved where employees used to be
able to intervene quickly upon seeing a problem now turn into protracted difficult-to-
solve problems. In addition, employees used to exchange information and transfer their
experiences very efficiently during coffee, cigarette, and tea breaks that were given in the
office environment, but they are now deprived of this opportunity in the new work models.

New applications where recruitment and interview processes are carried out online
were determined to have been rapidly included in business life during the pandemic.
This can be considered as an opportunity for fast and easy recruitment processes with
time and space flexibility. New models transform individuals all over the world into
organizations’ employee potential. However, the sense of belonging and adaptation
processes of employees who do not meet face-to-face and who cannot physically come
to the organization should be closely monitored.

In alternative work models, infrastructure support for things such as software and
hardware is seen to be an absolute condition for the uninterrupted execution of business
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processes. In organizations where this support is not provided, employees have been
determined to experience anxiety in addition to the interruption of work due to the
perception that they are not working. Managerial attitudes toward employees were
evaluated as one factor affecting employees’ anxiety levels.

Future research should focus on being able to reveal the effects of talent sharing,
experience transfer, organizational culture, and generational differences in alternative
work models, things which have also been reflected in the data from the current study.
In addition, studies on the internalization of supervision and change in employees’
managerial roles regarding alternative work models may also contribute to the literature.
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1. Introduction

In general, measures to alleviate the effects of the Covid-19 pandemic brought
production to a standstill in many sectors. The Covid-19 pandemic has had some
negative effects on the labor market. During the epidemic, there was a record increase
in unemployment in the world. In addition, an increase in working from home (online)
was observed in some business lines during the pandemic period (Noyan-Yalmanli,
etal., 2021, p. 1125).

Within the scope of this study, we aimed to reveal the moderator role of psychological
resilience in the effect of perceived job insecurity (negative moods) of employees
on task performance during the Covid-19 period. During the Covid-19 period, we
witnessed some events that deeply hurt human health and job markets. Within the
scope of the research, we used perceived job insecurity as an independent variable,
task performance as a dependent variable, and resilience as a moderator variable.
Perceived job insecurity is a stressful process associated with distress and negative
emotions. Given the negative repercussions of such events on employee moods,
there is little research examining the possible psychological effects of perceived job
insecurity during pandemics. In the literature, many related topics, such as perceived
job insecurity, job satisfaction, organizational commitment, emotional commitment,
emotional exhaustion, intention to leave, individual-organization fit, organizational
citizenship, anxiety level, internal job satisfaction, life satisfaction, and coping with
uncertainty strategies have been investigated (Pelenk, 2020, p. 215).

The literature includes many studies examining job insecurity and its effects on
the psychological mood of employees (Ashford et al., 1989; Catalano et al., 1986;
Cobb and Kasl, 1977; Dekker and Schaufeli, 1995; De Witte, 1997; Fryer and Payne,
1986; Greenhalgh, L. and Rosenblatt, 1984; Greenhalgh and Rosenblatt, 1984). In
another study, job insecurity was examined in the conceptual dimension (Jacobson,
1991). In an academic study, job insecurity was explained as the perception of the
threat of losing one’s job and related concerns. In the related study, it was mentioned
that in the emergence of the phenomenon of job insecurity, the fact that the employee
is aware of the loss of his job (cognitive) and the determination of the reaction state
(emotional) corresponding to the objective condition is an important issue (Org¢anli,
2019: p. 76). De Witte (1999) examined the effects of employees’ perceptions of job
insecurity on their psychological well-being, based on a literature study. Sverke et al.
(2202) conducted meta-analysis studies on the effects of job insecurity in workplaces.

The concept of resilience has been defined in different ways by scientists. There
is no consensus in the literature on a single definition of the concept of resilience.
For example, Kyle (1985) studied the approach from an economic perspective as the
ability of markets to recover from a liquidity shock. Hollnagel et al. (2006) clarified
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the concept as the ability of engineering structures to withstand environmental disasters
such as floods or earthquakes. Rutter (1987) examined the concept of resilience as
the psychological ability of people to recover from environmental stressors. Holling
(2001) focused on the socio-ecological perspective of resilience as the responses of
societies, ecosystems, and businesses to changes in the environment. However, most of
the research on resilience in the management discipline utilizes positive psychology at
the level of individual analysis. The concept of employee resilience as organizational
commitment and job satisfaction was explained in a study conducted by Youssef and
Luthans (2007). In another study, resilience was described as a commitment to change
(Shien et al., 2002; Act. Aguiar-Quintana, 2021, p. 2). When all the definitions related
to the concept of durability are examined, it is clear that different disciplines such
as economics, management, philosophy, and engineering sciences define the term
differently.

When we examine the studies conducted in Turkey, very few studies have investigated
the perceived job insecurity and related psychological effects on employees during the
Covid-19 pandemic (Yiice-Selvi and Siimer, 2018; Demirbag et al., 2021). According to
the latest estimates of the International Labor Organization (2020), around 340 million
workers worldwide lost their jobs in the second half of 2020 due to the COVID-19
epidemic (Lin et al., 2021, p. 317). Topics such as the recession caused by Covid-19
in the economy (for example, economic welfare and financial losses), employment
uncertainty, perceived job insecurity, and an examination of the effects of Covid-19
on the perceived job insecurity of employees are emphasized on social media (Brenan,
2020; Nebehay and Mutikani, 2020).

In a recent study, the concept of task performance was explained as the employee’s
contribution to the enterprise as a result of fulfilling his work responsibilities (Pelenk,
2020, p. 214). Scientists examining the relationship between perceived job insecurity
and job performance base their studies on social exchange theory (Blau, 1964; Gouldner,
1960) and resource conservation theory (Hobfoll, 1989; Acaray, 2019, p. 134). Resilience
studies, which express the process of overcoming a stressful situation and coping with
stress, are largely based on the field of developmental psychology (Erdogan and Ak,
2021, p.435). In the light of these explanations, we designed our study to answer some
questions. The main problem situations of the study are as follows:

Does perceived job insecurity affect job performance?
Does perceived job insecurity affect resilience?
Does resilience affect task performance?

Does employees resilience have a moderator role in the effect of perceived job
insecurity on job performance?
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Does perceived job insecurity differ by gender?
Does resilience differ by gender?

We think that the findings obtained from this study, which was developed to answer the
above-mentioned research questions, will make positive contributions to the literature.

2. Literature Review and Development of Hypotheses

Periods of perceived job insecurity (i.e. permanent job loss or temporary job stoppage)
because of challenges in social life and on the job market cause serious damage to the
mental health of employees (Forbes and Krueger, 2019; Margerison-Zilko, 2016). Some
observe that natural events such as recent global wars and pandemics, earthquakes, and
floods affect the mood of employees (Forbes and Krueger, 2019). In another study on
the subject, job insecurity, job satisfaction and individual-organization harmony were
explained in a conceptual framework and the relationships of the related concepts were
revealed in a field study. According to the research findings, there is no significant
relationship between the dimensions of individual-organization fit and the perceived
job insecurity, and the dimensions of job satisfaction and job insecurity perception.
Only the relationship between person-organization fit and job satisfaction is significant,
and person-organization fit has a positive explanatory effect on job satisfaction.
Therefore, it can be said that businesses that make an effort to adapt their employees
to the organization will increase the satisfaction of their employees and achieve more
productive results (Simsek Ilkim and Derin, 2018, p. 238).

Perceived job insecurity is a negative mood process that hinders the continuity and
stability ofemployment and is seen as a threat by employees (Shoss, 2017). Perceived
job insecurity is often seen in times of economic recession. The Covid-19 epidemic,
which emerged in 2020, has seriously threatened humanity in terms of economy and
health. The negative moods caused by the epidemic triggered a peak in the perceived
job insecurity of employees (Chen et al., 2020). Frequent layoffs and wage cuts by
businesses in times of economic crisis cause perceived job insecurity in employees.
When employees feel job insecurity, they naturally develop a reaction to it. These
reactions manifest themselves in performance decline, resistance, and intention to
quit (Giinalan, 2020, p. 118). Today, employees who are faced with the danger of job
insecurity due to technological, economic, and global factors generally perceive this
process negatively (Pelenk, 2020, p. 217).

Perceived job insecurity is when a worker entertains negative impressions about the
fear of failing his work. In the literature, perceived job insecurity is dealt with as an
essential work stressor and is identified with individual and organizational issues such
as low job satisfaction and organizational commitment (Wilson et al., 2020). Employees
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with a good understanding of perceived job insecurity tend to act separately in terms
of job attitude, psychological well-being, and job performance (Sverke et al., 2002; De
Witte, 1999). In the meta-analysis studies of Sverke et al. (2002), it was determined that
there was a negative relationship between perceived job insecurity and job satisfaction,
job participation, organizational commitment, mental health, and performance variables,
and a positive relationship between turnover intention. Another study has shown that the
perception of perceived job insecurity reduces the job performance of the employees
(Acaray, 2021, p.131). In another study, perceived job insecurity, which is defined as
the concern for the future continuity of the current job, was presented as one of the
extremely serious causes of stress in a person’s working life. The findings of a related
study revealed the negative impact of the concern about the continuity of the work on
the general well-being of the employees, their psychological and physical health, and
their work-life (Yiice-Selvi and Stimer, 2018, p. 2).

Psychological resilience is a science that tries to reveal how individuals can withstand
the difficulties they face. According to the researchers, the primary premise of resilience
is adversity (a difficult situation) and its main result is positive adjustment (Onan et al.,
2019: pp. 3277-3278). Although the concept of resilience is phrased in different ways
such as “indomitableness, recovery, resilience, endurance” in the national literature,
it is generally expressed as “resilience” in English. Psychological resilience is the
occurrence of an event that will distress the individual and the process of positive
adaptation to this event (Erdogan et al., 2021, p. 435).

The literature review revealed that perceived job insecurity is negatively related to
job performance. In other words, as perceived job insecurity of employees increases,
their job performance decreases, and on the contrary, as perceived job insecurity
decreases, their job performance increases (Cheng va Chan, 2008; Gilboa et al., 2008;
Schereurs et al., 2012). There are studies with the opposite findings of this inverse
relationship, namely the negative relationship between perceived job insecurity and
job performance. For example, according to Staufenbiel and Konig (2010), perceived
job insecurity positively affects the performance of employees because employees who
are afraid of being fired may be more motivated to work (Aguiar-Quintana, 2021, p.
4). Wu (2011) investigated the moderator role that individual emotional intelligence
can play in reducing the effects of job stress on job performance. Schreurs et al.
(2012) revealed that social support (for example, manager and colleague support) has
a moderating role in the relationship between perceived job insecurity and employee
performance. Another study showed that hotel employees with high resilience are
more likely to reduce and transform the potential negative effects of job stress on job
performance than those with low resilience (Aguiar-Quintana, 2021, p. 7). In the light
of these findings, we developed the following six hypotheses.
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H,: Perceived job insecurity affects psychological resilience.
H,: Psychological resilience affects task performance.
H,: Perceived job insecurity affects job performance.

H,: Psychological resilience has a moderator role on the effect of perceived job
insecurity on task performance.

H.: Perceived job insecurity differs by gender.

H,: Psychological resilience differs according to gender.

3. Methodology

The quantitative method was used in this study. We gained access to the sample
group using the online method between April and July 2020, when data collection
was difficult due to the Covid-19 disease. We guided the participants using an online
questionnaire, the convenience sampling method, and the “Whatsapp” program on
their mobile phones. In the questionnaire form, we included a statement that all
information would be kept confidential and that the study was voluntary. The study
represents a longitudinal study. The scale used in the research benefited from the
study of Aguiar-Quintana (2021). The scale used in the related study consists of three
variables. These variables consist of a total of 21 items: “perceived job insecurity (8
items), task performance (3 items), and psychological resilience (10 items)”. When
previous studies on the measurement of job insecurity were examined we noted that
Pelenk (2020, p. 221) had benefited from the scale he used in his study in De Witte
(2020). In his study, Eryesil (2021) used four expressions to measure the perception
of job insecurity. The “Job Insecurity Scale” used in this study was taken from the
studies of Organli et al. (2020).

y  Employee Resilence

H

Hy H
Perceived Job Insecurity H; Joh Performance

Figure 1. Research Model

To measure the study variables, we adopted the scales from previous studies. All
items of the scales were assessed with a five-point Likert scale, where 1 = strongly
disagree and 5 = strongly agree. This study was inspired by the study of Aguiar-Quintana
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(2021), which covers “hotel employees in the Canary Islands of Spain”. Data were
collected from 453 employees. Firstly, the validity and reliability analysis of the scale
used in the study was conducted.

3.1. Construct Validity

To determine the construct validity of the scale adopted in the investigation, firstly,
CR (Composite Reliability = Combined Reliability) and AVE (Average Variance
Extracted = Average Explained Variance) values were measured. Similar tests are
seen in Table 1. In addition, factor load values of the terms (items) used in the scale
are given in Table 1.

Table 1
Construct Validity
Factor Name Items Factor Loading AVE CR
J1 0.926
J12 0.914
I3 0.780
Perceived job J14 0.520
1'nsecurityJ 15 0.685 0.56 091
J16 0.656
7 0.780
JI8 0.632
JP1 0.633
Job Performance JP2 0.457 0.66 0.80
JP3 0.890
ERI1 0.701
ER2 0.688
ER3 0.625
ER4 0.617
Employee ERS 0.770
Resri)lie}r/lce ER6 0.640 0.50 0.91
ER7 0.719
ER8 0.664
ER9 0.898
ER10 0.693

Considering the threshold values for construct validity, the literature shows that
the limit value for the AVE value is “0.50” and the CR value is “0.70” (Degirmenci
and Aytekin, 2021, p. 97). As seen in Table 1, it was determined that the AVE and
CR values of the three variables used in the scale were above the limit value. Results
were obtained within acceptable limits for the job insecurity variable (AVE=0.56 and
CR=0.91), task performance (AVE= 0.66 and CR= 0.80) and psychological resilience
variable (AVE=0.50 and CR=0.91). In this case, it was revealed that the results of the
analysis regarding the construct validity of the scale were within acceptable limits. It
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was determined that the item load values of 21 expressions used in the study ranged
from “0.457 to 0.926” (Table 1).

3.2. Discriminant Validity

We show the findings regarding discriminant validity in Table 2.

Table 2

Discriminant Validity

Variables 1 2 3
Perceived job insecurity 0.75*

Job Performance -0.025 0.81*

Employee Resilience -0.117 0.179 0.71*

*Values in bold are the black root of AVE values.

As showed in Table 2, we noted that there was a divorce between the variables.
Then, the discriminant validity of the scale we adopted was accepted. We concluded
that it is useful to apply the scale as it is.

3.3. Findings

In this part of the study, we explain the findings on descriptive statistics for variables
and statistical testing of hypotheses.

Table 3

Descriptive Analysis Findings

Variables Mean Result
Perceived job insecurity 2.68 I agree moderately
Job Performance 4.18 I largely agree
Employee Resilience 3.96 I largely agree

When the answers provided by the respondents to the points in the questionnaire
were reviewed, we discovered that the greatest average was “job performance” and
the lowest average was “perceived job insecurity” variable (Table 3). Regarding the
average of the answers given by the sample group to the statements in the questionnaire,
the “2.61-3.40” range represents a medium level of agreement, and the range of “3.41-
4.20” represents a high level of agreement (Table 3).

We applied statistical analyzes in the form of three hypotheses developed within
the scope of the study (H,, H,, and H,), one hypothesis moderator effect (H,), and two
hypotheses H, and H, difference tests. In this direction, we used Model 1 for testing
the 4th Hypothesis from Model 4 in the Process Macro program developed by Hayes
(2013) for testing the first three hypotheses. We used the “independent sample t-test” to
test the last two hypotheses. We show the analysis results for the direct effect in Table 4.
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Table 4
Findings Related to Simple Impact Analysis
%95 BIAS-

;I(S;POTHESIS RESLI?;II;ISON B R2 | CORRECTED VAIljUE T-VALUE

BOOTSTRAP CI
H1 JI-ER -.0021 - [-.0461, .0419] .9266 -.0921
H2 ER—JP |.0857***| 0,03 [.0417, .1297] .0001 3.82
H3 JI— JP -.0121 - [-.0565, .0322] 5919 -54

Abbreviations: JI: Perceived job insecurity, JP: Job Performance, ER: Employee Resilience

As aresult of the analysis for the simple effect, the H1 hypothesis, that is, the effect
of perceived job insecurity on resilience, is statistically accepted (b= -.0021, 95% CI
[- .0461, .0419], t= -.0921, p>005). This is because the p-value (.9266) was found.
In other words, it is above the “0.05” significance value. However, the H, hypothesis
was not supported because the confidence interval values included zero (Table 4). We
found that the effect of resilience on task performance was positive and statistically
significant (b=-.0857,95% CI [,0417,.1297], t=.382, p<005). We found that resilience
explained approximately R*= 3% of the change in task performance (Table 4). In this
case, the H, hypothesis was supported. We found that perceived job insecurity had
no effect on task performance (b=-.0121, 95% CI [-.0565, .0322], t=-.54, p>005). In
this case, the H, hypothesis was not supported.

Table 5, presents the findings regarding the moderator role of employees resilience
in the effect of perceived job insecurity on job performance.

Table 5
Findings on Moderating Impact Analysis
95% BIAS-
EEPOTHESIS RELATIONSHIPS | B CORRECTED VAI]jUE T-VALUE
BOOTSTRAP CI
H4 JI-ER—JP .0109| [-0380, .0598] .6622 3.84

We found that employee resilience did not have a moderator role in the effect of
perceived job insecurity on job performance (b= .0109, 95% CI [-.0380, .0598], t=
3.84, p>005). As a result of the statistical analysis we conducted, it was concluded
that there was no regulatory effect because the “p” value was meaningless (0.6622)
and the confidence interval values included zero. In this case, the H, hypothesis was
not supported.

In Table 6 and Table 7, we show the findings regarding the independent sample t-test.
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Table 6
Independent Sample T-Test (Dependent Variable Perceived job insecurity)
Gender N Mean S.S. S.D. t p
Female 122 2.83 0.44

451 4.435 0.000
Male 331 2.62 0.47

According to the independent samples t-test results, we found that the perceived job
insecurity levels of female employees (mean= 2.83) were significantly higher than that
of male employees (mean= 2.62) (p<0.005). In this case, we accepted the H hypothesis.

Table 7
Independent Sample t-test (Empyloyee Resilience)
Gender N Mean S.S. S.D. t p
Female 122 3.91 0.36

451 -1.727 0.085
Male 331 3.97 0.33

According to the independent samples t-test results, we found that there was no
significant difference between the psychological resilience levels of male and female
employees (p=0.085 and p> 0.05). In this case, the H6 hypothesis was not supported.

4. Conclusion

In this study, in which we investigated the moderator role of psychological resilience
on the effect of perceived job insecurity of employees on task performance, we obtained
some findings. Since 2020, the Covid-19 pandemic , which has deeply affected the
fate of humanity and caused much loss of life, serious health problems, psychological
destruction, and job loss, has deeply affected people’s businesses and private lives.
In this study, which was carried out during this difficult process, we measured the
thoughts of employees about perceived job insecurity, psychological resilience, and task
performance during the Covid-19 period. We collected data from 453 employees with
the help of a random sampling method. Considering how difficult the data collection
took place during the Covid-19 process, we estimate that this number has the power
to represent the universe.

Within the scope of the study, we first included analyzes to reveal the construct
and discriminant validity of the three-dimensional scale. As a result of our statistical
analysis, we decided that the scale used in the study was valid and that it would be
appropriate to test the hypotheses. In the analyzes we conducted in order to test the
hypotheses, we noticed that the perceived job insecurity levels of the employees were
moderate. We determined that the level of psychological resilience and employee
performance levels were at high levels.
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In our analysis to test the hypotheses, we first revealed that perceived job insecurity
does not affect resilience. Second, we found that resilience positively and significantly
affects job performance. We reported that the state of employees’ resilience explains
approximately 3% of the change in job performance. Third, we concluded that perceived
job insecurity does not affect job performance. When the literature is examined, it can
be seen that job insecurity negatively affects job performance (Pelenk, 2020, p. 227). In
this respect, our study may differ from its predecessors. Fourth, the moderating effect
of employees resilience could not be detected. We found that perceived job insecurity
differs significantly by gender. We found that female employees have a higher level of
perceived job insecurity than male employees. Finally, we noticed that the resilience
levels of the employees did not differ according to gender.

5. Discussion

In recent years, the Covid-19 pandemic has caused disruptions in the psychological,
physical and economic structures of societies. One of these disadvantages has been
the job insecurity of employees. We believe that measuring employees’ perception of
job insecurity during this difficult pandemic process will make a positive contribution
to the literature.

It has been emphasized in academic studies that perceived job insecurity in times
of global “economic crisis” increases the depression and anxiety levels of employees.
Perceived job insecurity during the Covid-19 period (decrease in driving hours due to
the pandemic, wage cuts, temporary or permanent dismissals) individually influences
the attitude of employees ( Burgard et al., p. 2012. It is known that the Covid-19
pandemic negatively affected the psychology and living conditions of employees
(Wilson et al., 2020, p. 690). Studies which make these negative effects known make
a valuable contribution to the literature. (Lin et al., 2021, p. 325).

In empirical studies, it was found that perceived job insecurity is individually
associated with job performance (Cheng and Chan, 2008; Gilboa et al., 2008), while
in another meta-analysis study, the relationship between perceived job insecurity
and employee performance was not significant (Sverke et al., 2002). In another
academic study, it was claimed that perceived job insecurity reduces the employee’s
task performance. Among the findings of the related study, it was determined that
innovative behavior has a moderator role in the relationship between job insecurity
and task performance. This result shows that by changing the perceived job insecurity
of employees with innovative behaviors, they gain an awareness and reflect this in
their job performance (Pelenk, 2020: 19). In another academic study, it was found that
job insecurity does not have any effect on task performance, as in the current study
(Acaray, 2019, p. 129). The findings obtained within the scope of this study, show
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similarities with the findings of the study conducted by Sverke et al. (2002). The
finding in the study of Acaray (2019, p. 143) that “the expected negative relationship
between perceived job insecurity and task performance is statistically significant™ is
consistent with the finding obtained in this study.

In Hofstede’s (1980) study, Turkey was included in the group of countries showing
“high power distance”, “low individualism”, “high uncertainty avoidance” and “feminine
characteristics” (Act. Premise and art., 2016, p. 260). In another academic study
conducted in Turkey, which takes Hofstede’s model as an example, it was claimed
that “the Turkish people value women and have a socialist structure” (Bilgin, 2020, p.
3). When the academic research results of Bilgin (2020) inspired by Hofstede’s study
and the findings obtained in this study are compared, the finding that the perception
of job insecurity of female employees is higher than that of males is compatible with
the literature.

In a recent study, it was revealed that corresponding to the resource conservation
theory (RCT), individual characteristics and social support are resources that reduce
the effects of stress factors (i.e. perceived job insecurity) on performance outcomes
(i.e. task performance). In addition to all these explanations, the support received from
managers and colleagues can reduce the negative effects of perceived job insecurity
and job performance (Schreurs et al., 2012). In another study, it was determined that
hotel employees with high psychological resilience were more likely to reduce the
potential negative effects of job stress on job performance than employees with low
resilience (Aguiar-Quintana, 2021, p. 7). It was determined that perceived qualitative
job insecurity has a negative effect on organizational citizenship behavior towards the
organization, and organizational support plays a regulatory role in this effect (Acaray,
2019, p. 129).

5.1. Theoretical and Practical Implications

We claim that the findings obtained from this study have contributed to the theory
and that we have developed some suggestions for practitioners. An examination of
our study in terms of findings shows, firstly, that we found the level of perceived job
insecurity of the employees to be moderate. At the beginning of the study, that is,
before data collection, the expectation was that the level of perceived job insecurity
of the employees was high, but the results were not in this direction. The findings of
the study made two important contributions to the literature. The first of these is that
resilience is an important trigger of task performance. The second contribution is the
determination that perceived job insecurity is higher in females than in males.

In the light of this study, it would be useful to carry out some proposals to business
owners and supervisors. To detail them:
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First, in light of the ravaging effects of the Covid-19 pandemic, businesses

can take action to reduce the negative impact of the pandemic on employees.

Businesses can develop clear and understandable operating procedures and

guidelines during the pandemic to relieve the negative effects of the Covid-19

pandemic.

Secondly, it is seen that the concept of perceived job insecurity worsens the

psychological mood of the employees, leading to dysfunctional work behavior

and a decrease in the quality of life. Business owners and managers should

take measures to reduce the anxiety of employees regarding job insecurity.

For example, businesses can support their employees by staying in constant

communication with them about occupational safety during the pandemic.

Psychological and financial support should be provided to employees during

the pandemic process. Even when employees are not at work, no wage cuts

or dismissals should be made. Business owners and managers should always

support their employees and give them confidence.

Today, competition, globalization, and technological developments lead

businesses to take measures to maintain their existence. At this point, although

it is seen as the easiest solution to dismiss employees, it would be appropriate

not to consider and implement such an alternative. Job insecurity practices such

as dismissal and salary cuts, due to the social effects of such practices and their

devastating effects on the family institution, might not be the best solution.

Managers should make their employees feel that they are always there for them.

Managers must constantly motivate their employees. They should make their

employees believe that they will be only moderately affected by the competitive

conditions on the market.

Managers should be in effective communication with employees to improve

the conditions that create job insecurity in employees. In addition, it may be

recommended to plan and implement procedures for the predictability of the

operation in the working environment. Job designs that can strengthen the

individual-organization harmony should be made, the training needs of the

employees should be analyzed, and activities should be carried out to adopt an

organizational culture (Acaray, 2019, p. 144).

The findings obtained as a result of the study show that female employees have
higher perceptions of job insecurity due to stress and dismissal anxiety than

males. Managers should find solutions to help their female employees through

some motivating and supportive in-service practices to relieve them mentally.
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5.2. Limitations and Suggestions for Future Studies

There are some limitations to the study. First, the study was carried out during the
pandemic period, which had devastating effects on humanity. During such a period it
was difficult to collect data. For this reason, many business owners and managers did
not allow face-to-face meetings, interviews, and surveys during the pandemic period. In
this unfavorable scenario, they made an effort to collect data in the virtual environment
using the simple random sampling method. In this respect, we encountered difficulties
while collecting the study data. Secondly, the data obtained from this study were findings
to measure perceived job insecurity, psychological resilience, and task performance of
the employees. The data collected within the scope of the study are based entirely on the
participants’ self-assessment. In future studies, it is recommended that business owners and
managers are consulted on the topic of job insecurity. We see the lack of practice of the
study in different cultures and for different participant groups as an important deficiency.

It would be appropriate to make some suggestions for future studies. Conducting
cross-sectional studies at different times, in different cultures, will contribute to enriching
the literature. In addition, in this study, perceived job insecurity is discussed in terms
of resilience and task performance. In future studies, we recommend an examination
of the mediation and regulatory effects of variables such as organizational support, job
satisfaction, organizational commitment, and workaholism in the relationship between
perceived job insecurity and job performance.
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1. Introduction

Marketing research relies mostly on student samples in empirical testing which is an
issue that social scientists have debated about its benefits and dangers in recent years
(Ashraf & Merunka, 2017; Peterson, 2001). Due to the convenience and low cost of
using student sample, it has been a much-used data source, especially for academic
researchers (Cunningham, Anderson, & Murphy, 1974, p. 399; Enis, Cox, & Stafford,
1972; Gordon, Slade, & Schmitt, 1986). However, considering the differences between
individuals in life periods, college students are thought to have “less defined attitudes,
less formulated self-feelings, stronger cognitive skills, stronger tendency to conform
to authority and more unstable peer-group relationships compared to non-student
adults” (Sears, 1986, p. 515). This argument has been the most important criticism
about the use of student samples especially in theory tests. Some of the studies show
that the students are separated into different groups both in theory development and
in the answers given to the questionnaires (Burnett & Dunne, 1986). Besides, it has
been claimed that student samples are more homogenous than non-student samples
(Peterson, 2001). Therefore, several questions were raised related to representativeness,
generalizability and comparability of student samples.

Despite all these arguments above, there are also proponents of using student
samples in research. They state that using a student sample in research is not wrong,
but researchers should be more careful about the data obtained from the student sample
in reaching the generalizable results, and the biases that will affect the results should
be minimized (Ashraf & Merunka, 2017; Henry, 2008). Even some researchers defend
using student samples on theory testing related to human behaviors and psychological
investigations (Kardes, 1996; Lucas, 2003). Thus, it would be more appropriate to
evaluate research according to the scope of the theory to be examined or the main
purpose of the study, rather than avoiding the student sample usage.

Some of the studies (Clevenger, Lazier, & Clark, 1965; Cunningham et al., 1974;
Espinosa & Ortinau, 2016) reveal the socio-psychological and behavioral similarities
of the general consumers, especially in marketing studies of the student sample. In
order to examine whether the student sample differs from the non-student sample, it
is necessary to examine whether there is a difference between the two independent
samples.

2. Concept and Hypotheses Development

In general, marketing research tends to study the attitudes towards a particular
product or a service to examine the buying potential of individuals. Since willingness to
participate in surveys affects the quality of the research results, it is vital to understand
primarily the individuals’ attitude towards marketing surveys in order to obtain an
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accurate source of information. Therefore, this study seeks to measure the attitude
towards marketing surveys to reveal whether there is a difference between students
and non-student adults. Additionally, the postulate that students are more homogenous
than non-student adults should also be investigated. The second aim of this study
is to analyze the variation of the student and non-student samples to examine the
homogeneity of these two samples.

2.1. Generalizability issue

Debate on student sample usage tended to concentrate on whether the results obtained
from the student sample are generalizable to the non-student population (Peterson &
Merunka, 2014). Researchers conducting studies based on student samples “should be
able to demonstrate that their results are generalizable to situations that they want to shed
light on in real life” (Bello, Leung, Radebaugh, Tung, & van Witteloostuijn, 2009, p. 362).

Generalizability is often expressed as “external validity”. Campbell (1957), who
put forward the concept for the first time, stated that external validity means the effect
under research can be generalized to research population, environment and variables. In
theoretical research, it is thought that external validity should be questioned primarily
and research with poor external validity does not test the theory adequately (Calder,
Phillips, & Tybout, 1982). Providing external validity can be in two ways (Ashraf &
Merunka, 2017): (1) the better a study design explains real-life events (the study needs
to be repeated in different samples), (2) or the more precise and holistic a study in
terms of theoretical simulation, the more it can be generalizable.

Another type of study is the generalization of the data obtained from the student
sample to the student population only. This is called “partial generalization”. If the aim
of the research is not to generalize results to the whole population, sampling student
subjects can be appropriate for the study (Compeau, Marcolin, Kelley, & Higgins, 2012).
Considering that the student sample has a homogenous structure (Peterson, 2001) and
unique characteristics (Sears, 1986), it is thought that the sample characteristics can
be easily transferred to other student groups. For example, if marketing researchers
only want to examine the effect of students’ attitudes towards an innovative product,
such research can be conducted without generalizability issues.

Using the heterogeneous non-student sample is considered to be the best way to
analyze entire consumer behavior in a holistic manner in marketing research. However,
taking its cost-effectiveness and convenience into consideration, it would not be
wrong to use a student sample that is properly explained and can be generalized to
other consumer groups. According to Compeau et al. (2012), generalizable results of
student-based research can be presented if “(a) students are part of the population, (b)
or similar conditions are aligned” (p. 1100).
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As mentioned earlier, some studies claim that student samples differ from non-
student consumer samples in certain respects (Burnett & Dunne, 1986; Enis et al.,
1972; Ford, 2016; Peterson, 2001; Sears, 1986). However, it is the researchers’ task to
explain whether the studies they conducted with a student sample represent consumer
groups and are applicable to the whole population. This can be done by comparing the
distributions of the sample or by explaining the similar characteristics of the sample
with the research population of the study (Ferber, 1977). In this study, we examine
whether the student sample has similar characteristics with the non-student sample.
Within this context, we focus on the generalizability of the student sample to the non-
student sample examining their attitude towards marketing surveys.

2.2. Attitude towards marketing surveys

An attitude towards a certain behavior occurs in relation to the belief that behavior
will have positive results (Ajzen & Fishbein, 1980). In other words, behavioral beliefs
create the attitude towards a behavior. Surveys are a source of strength that uniquely
gathers the desired information about the society. Therefore, it is necessary to evaluate
the attitudes of the individuals participating in the survey and to reveal their preferences
correctly.

Although the examination of the attitude towards surveys first dates back to the past
(Sjoberg, 1955), there are a few studies in the literature since then. Surveys are frequently
used in research methods. The attitude of the respondents towards questionnaires affects
many factors on the data obtained, especially the data quality. (Rogelberg, Fisher,
Maynard, Hakel, & Horvath, 2001). On the other hand, it is proposed that studies can
be conducted in order to validate findings internally and externally using non-student
samples (Le, Cheng, Lee & Jain, 2012: 613).

According to Goyder (1986), respondents who show a positive attitude towards
surveys are usually individuals who have responded to a survey before. Respondents,
who did not want to respond to a survey for the first time but were persuaded for the
second time, show a negative attitude towards the surveys (Stinchcombe, Jones, &
Sheatsley, 1981). In this case, it can be said that first of all, the past survey experiences
of the respondents will shape their attitude towards the surveys. On the other hand,
private or sensitive questions in surveys negatively affect respondents’ attitudes
towards surveys (Stocké, 2006). Using closed-ended questions instead of open-ended
questions is also time-efficient, making it easier for participants to answer questionnaires
voluntarily (Rogelberg et al., 2001).

Survey attitude measure consists of two dimensions: survey enjoyment and survey
value (Rogelberg et al., 2001). These dimensions are the most important factors that
affect the attitude towards surveys are the enjoyment and value of the surveys (de
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Leeuw, Hox, Silber, Struminskaya, & Vis, 2019; Rogelberg et al., 2001). Respondents
who find answering the questionnaire enjoyable or valuable show a positive attitude
towards the surveys. Survey enjoyment represents the positive perception of individuals
towards surveys. To assess whether the respondents like to participate in surveys and
the difference between student sample and non-student sample, we hypothesized:

H1a: Significant differences exist in the attitude towards survey enjoyment between
students and non-student samples.

Survey value reflects the individual’s own attributed importance to the surveys. A
respondent who thinks that much can be learned from information gathered from the
surveys finds the surveys valuable. To reveal if there’s a difference between student
sample and non-student sample according to the survey value, we hypothesized:

H1b: Significant differences exist in the attitude towards survey value between
students and non-student samples.

After measuring the attitude towards surveys, we investigate the attitude towards
marketing surveys. Marketing surveys generally try to gather information for a particular
product or a service in order to understand the buying potential of the individuals.
Implications of marketing surveys help academicians or marketers to figure out
consumers’ needs and their expectations. In order to obtain an accurate source of
information from the consumers, academicians or companies need to understand the
attitude towards marketing surveys at first (Roster, Rogers, Hozier, Baker, & Albaum,
2007; Singh, Howell, & Rhoads, 1990). As mentioned before, marketing research
heavily relies on student samples and it is important to investigate whether student
samples provide an accurate estimation of the consumer population itself. Thus, we
hypothesized:

H2: Significant differences exist in the attitude towards marketing surveys between
student and non-student samples.

The assumption that college students are more homogenous than non-student
adults (Ashraf & Merunka, 2017; Calder, Phillips, & Tybout, 1981; Greenberg, 1987;
Peterson, 2001; Peterson & Merunka, 2014; Sears, 1986) is substantive in social
sciences research. Researchers claim that similar demographic and psychographic
features of college students cause less variation according to answers given in the
surveys (Peterson & Merunka, 2014; Sears, 1986). Current research examines whether
there is a difference in the variation in the attitude towards surveys and marketing
surveys. Thus, we hypothesized:

H3a: Significant differences exist in the variation of attitude towards survey value
for students and non-student samples.
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H3b: Significant differences exist in the variation of attitude towards survey
enjoyment for students and non-student samples.

H4: Significant differences exist in the variation of attitude towards marketing
surveys for students and non-student samples.

To encourage the willingness to participate in surveys, incentives are also a tool to
increase participation. Some reasons that incentives increase participation are (Ryu,
Couper, & Marans, 2005); (1) participant’s cost-benefit calculation for the completion
of survey, (2) positive attitudes towards a favorable incentive, (3) reciprocity whereby
the respondent feels obligated to fill the survey, (4) leveraging salience towards the
survey. For the college students, incentives would be extra credits, small gifts, or cash
(Espinosa & Ortinau, 2016; Groves, Cialdini, & Couper, 1992; Ryu et al., 2005). While
students are more eager to favor incentives to participate in surveys (Malaviya & John,
2001; Tangpong & Ro, 2008), non-student adults can find incentives meaningless.
Also, some researchers consider students as volunteer research participants, so they
think that college students will be eager to participate in surveys. To reveal whether
there is a difference between student and non-student study groups related to survey
incentives, we hypothesized:

HS: Significant differences exist in the incentives for attitude towards marketing
surveys for study groups.

3. Method

3.1. Sampling Procedure

The sample of the study consists of both student and non-student individuals. Gordon
et al. (1986) asserted that to present the strongest proof of generalizable results, data
should be collected from student and non-student subjects under exact conditions.
Therefore, two convenient sample groups (student and non-student samples) were
selected for the current study. 184 usable responses were returned in total from the 220
questionnaires. College students are randomly selected from a major state university
located in the south of Turkey and the non-student sample consists of individuals
residing in the same region. The survey was applied online and face-to-face to randomly
selected individuals on a voluntary basis, 94 college students and 90 non-student
individuals volunteered to participate in the study and answered the statements in the
questionnaire. In case of survey studies using combination of different survey modes,
it is still ambiguous whether there are significant differences among survey modes.
It is important by whom the surveys are answered rather than how they are answered
for the representation of the sample (Lindhjem & Navrud, 2011).
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This study was carried out in two stages. First, the participants were asked to answer
the statements about measuring their attitude towards surveys. In the second stage,
scenarios were read by the participants. In order to investigate the effect of incentives
on study variables for student sample, each attendee was randomly assigned to one of
the three scenarios (e.g., volunteer participation, 5 points extra credit, and 10 Turkish
Liras) and for non-student sample, each attendee was randomly assigned to one of
the two scenarios (volunteer participation and 10 Turkish Liras). In the scenario,
respondents are asked to participate in a survey that will take approximately 15 minutes
to complete in a scientific research on marketing at the university. In the following
scenario of the questionnaire, respondents are asked to complete the survey on attitude
towards marketing surveys.

The student respondents consisted of 63% female (n=59), and 35% male (n=35) and
the non-student respondents consisted of 56% female (n=50) and 44% male (n=40).
The mean age of the student sample was 22,01 years (SD=1.94) and the mean age of
the non-student sample was 35,56 years (SD=10.46). The age of the students ranged
from 18 to 26 and the age of the non-student subjects ranged from 23 to 66.

3.2. Measurements

The statements in the questionnaire consist of closed-ended scale items to be
responded easily. In order to measure survey value and survey enjoyment dimensions,
the scale developed by Rogelberg et al. (2001) was used. Overall attitudinal score was
formed with a five-point continuous rating scales, where each scale point is narratively
described as ranging from 1=totally disagree to 5=totally agree. By following the
suggestions on adjective-pairs of the item pool developed by Osgood, Suci, and
Tannenbaum (1957), the scale used by Bosnjak and Batinic (2002) was adapted to
form the attitude towards marketing surveys scale. In order to facilitate a comparison
over their attitudes, the respondents were given a standardized list of bipolar adjective-
pairs on a seven-point scale ranging from 1=good to 7=bad, 1=positive to 7=negative
and l=interesting to 7=not interesting, 1=fine to 7=not fine (Appendix A. Survey
Questionnaire).

3.3. Validity and Reliability

SPSS AMOS was used to perform confirmatory factor analysis on the data obtained
in this empirical study. As a result of confirmatory factor analysis CMIN/DF = 1.976
<3 (p=0.000<0.001), CFI=0.968 > 0.9, IFI = 0.968 > 0.9 and RMSEA = 0.073 <
0.08 values were obtained. The wellness indices calculated as a result of CFA show
that the scales have a good fit (Schermelleh-Engel, Moosbrugger, & Miiller, 2003).
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Table 1
Reliability and Validity Assessments
Variable Items Ll:)zc(;?rfg AVE CR CmAl;::;:;h,s
SE1 0.514
Survey Enjoyment SE2 0.946 0.659 0.846 0.814
SE3 0.905
SV1 0.799
Survey Value SV2 0.635 0.486 0.737 0.729
SV3 0.646
MSI1 0.826
Attitude Towards MS2 0.932
Marketing Survey MS3 0.646 0.610 0.860 0.871
MS4 0.687

According to Fornell and Larcker (1981), as a conservative estimator of convergence
validity, they stated that the calculated mean variance (AVE) should be higher than
0.5. On the other hand, if the AVE is less than 0.5 and the compound reliability (CR) is
higher than 0.6, it is known that the convergent validity of the construct is still sufficient
(Fornell & Larcker, 1981, p. 46). Accordingly, as seen in Table 1, convergence validity
of the scales used in the study can be accepted.

4. Data Analysis and Results

The aim of the research is to test the equality of means and variations among
independent samples. Widely used test statistics for the equality of means are ANOVA,
Welch, and Brown-Forsythe (Brown & Forsythe, 1974). Since assumption related
problems such as sensitivity to a lack of homogeneity of within group variances or
deviation from normality of the distributions in ANOVA, Welch or Brown-Forsythe
tests are alternatively used (Brown & Forsythe, 1974). On the other hand, in case of
the distributions deviate from normality, the Welch test is known to perform reasonably
better than the Brown-Forsythe (Gamage & Weerahandi, 1998).

Homogeneity or variability of two sample groups (i.e., student and non-student) was
investigated by assessing the variance of the response to the questionnaire variables.
F-ratio tests were conducted to compare the difference between variations of the study
groups. The summary of the research results of the hypotheses are provided in Table 2.

The first three hypotheses are to investigate whether the student sample represent
the population in terms of attitude towards survey. Welch test shows the differences
between two independent samples. The test results indicate that, on average, attitude
towards survey value of student sample (StudATSV = 4.22) are significantly different
than those attitude towards survey value of non-student sample (NonStudATSV =
3.95; p <.05). Thus, H1a is supported. The test results also support differences in the

54



Pala, Atilgan / Attitude Towards Marketing Surveys: The Comparison of Student and Non-Student Samples

attitude towards survey enjoyment between student and non-student samples (sample
(StudATSE = 3.40; NonStudATSE = 3.04; p < .05), providing empirical evidence
supporting H1b. H2 predicts that there is a difference between student and non-student
sample according to the attitude towards marketing surveys. The test results fail to
support differences in the attitude towards marketing surveys between student and
non-student samples (StudATMS = 4.78; NonStudATMS = 4.81; p > .05); thus; H2
is not supported.

To investigate the postulate that students are more homogenous than non-student
adults, H3a, H3b and H4 predicts that there is a difference between student and non-
student samples according to the homogeneity. Hypothesis testing the differences in the
variation of attitude towards survey value between students and non-student samples
is supported (StudVariatATSV = 0.472; NonStudVariatATSV = 0.843; p <.05). On the
other hand, the test results did not support the differences in the variation of attitude
towards survey enjoyment between students and non-student samples (StudVariatATSE
=1.077; NonStudVariatATSE = 1.394; p > .05). Hypothesis H4, concerning differences
in the variation of attitude towards marketing surveys for students and non-student
samples is not supported (StudVariatATMS = 2.046; NonStudVariatATMS = 2.166; p
>.05). The test results did not provide empirical evidence that, there are any significant
differences in the incentives for attitude towards marketing surveys for study groups
(p > .05), thus HS is not supported.

Table 2
Overview of the results of hypothesis testing

Welch
Hypotheses n M SE c 62 | F-value Results
/ F ratio

Hla: Significant differences
exist in the attitude towards
survey enjoyment between
student and non-student
samples.

H1b: Significant differences
exist in the attitude towards
survey value between
student and non-student
samples.

H2: Significant differences
exist in. the attitude towards [n=94]| 478 | 0,15 | 143 | 2,044 . Not
marketing surveys between [1=90]| 481 | 0.16 | 147 |2.160 0,022 supported
student and non-student ’ > > ’ (0,881>0,05)
samples.

H3a: Significant differences
exist in the variation of
attitude towards survey
value for students and non-
student samples.

[n=94]| 3,40 | 0,11 | 1,04 | 1,081
[n=90]| 3,04 | 0,12 | 1,18 | 1,392

Supported

%
5,003 | 9,027<0,05)

[n=94]| 4,22 | 0,07 | 0,68 |0,462
[n=90]| 3,95 | 0,09 | 0,92 |0,846

Supported

*
4,860 (0,029<0,05)

[n=94]| 4216 | 0,070 | 0,687 | 0,472
[n=90]| 3,952 | 0,096 | 0,918 | 0,843

Supported

%
L7831 0,0031<0,05)
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H3b: Significant differences
exist in the variation of -~ Not
attitude towards survey E _ gg% g’ggg 8’}31 }5(1)% }!(3)3471 1,294%* | supported
enjoyment for students and ’ ’ ’ ’ (0,109>0,05)
non-student samples.

H4: Significant differences
exist in the variation of Not

attitude towards marketing Ezgg% j’;?é g’ig i’:;(l) g’?gg 1,058** | supported

surveys for students and (0,392>0,05)
non-student samples.
e . [n=30] | 5,066 | 0,307 | 1,682 | 2,829
gfi's tslf’t‘ﬁgcligzgt‘g?segres [n=34] | 5,014 | 0,212 | 1,236 | 1,527 Not
attitude towards marketin [n=30]| 4,233 | 0,225 | 1,236 | 1,527 | 1,962* | Supported
& | [n=45]] 4,783 | 0,224 | 1,506 | 2,268 (0,108>0,05)

surveys for study groups.

[n=45]| 4,844 | 0,216 | 1,453 | 2,111
Note: *Welch test results; ** F-ratio test results.

5. Discussion

This study focuses on providing perspectives for future research based on the
differences between student and non-student samples. As regards to dimensions of
attitude towards surveys (e.g., survey enjoyment, survey value), the results of Hla and
H1b show that there is a significant difference between student and non-student samples.
However, the results of H2 show that there is no any significant difference between
student and non-student samples according to the attitude towards marketing surveys.

By testing the variation of two independent samples, we examined the degree of
similarity of student and non-student samples separately. The results of H3a show
that significant differences exist in the variation of attitude towards survey enjoyment
for student and non-student samples. These results may confirm the assumption that
students are affected from common demographic and psychographic characteristics
(Peterson, 2001; Peterson & Merunka, 2014; Sears, 1986) while participating in a
survey. However, the results of H3b and H4 shows that significant differences do
not exist in the variation of attitude towards survey enjoyment and attitude towards
marketing surveys for student and non-student samples.

As can be seen, the results are mixed. These results show that it is not certain that
students differ completely from non-student adults and “homogeneity of a sample
group should not be based primarily on demographic groups, but should also use
pertinent non-demographic factors including attitudinal, affective, psychographic,
knowledge, experiential and motivational factors”(Espinosa & Ortinau, 2016). The
accurate representativeness of student samples for the whole population can only be
achieved by replication of studies with non-student samples. Therefore, generalizability
of student samples still remains as an empirical question.

56



Pala, Atilgan / Attitude Towards Marketing Surveys: The Comparison of Student and Non-Student Samples

While conducting a research, researchers’ task is to identify and scrutinize the target
population. Besides, researchers should be careful about the data obtained from the
student sample to reach the generalizable results. When applicable, source of data
should be enriched by using non-student subjects and the biases that will affect the
results should be minimized.

These findings suggest that, by specifying certain conditions, the differences between
student and non-student samples can be eliminated and these two samples may show
similar characteristics in experimental studies.

Another finding of this study shows the fact that incentives do not have an effect
on groups is a proof of the similarities between student and non-student samples. This
study has been carried out in a city located in south of Turkey, study findings of the data
obtained from students and non-student individuals reflect the cultural characteristics
of respondents. Turkey, which has a high power distance, is known as a collectivist
culture (Hofstede, 2001). In this cultural framework, it was observed that the attitude
of the non-student sample towards the questionnaire was similar to the student sample
as aresult of the individuals participating in the study giving institutional information
about participating in the survey (information that it was a research conducted at the
university).

In this study, the attitude variable towards the marketing surveys was discussed. In
this way, it was aimed to determine the differences of the samples according to their
responses to the variables, as well as to determine the attitude towards the surveys. For
the future studies, more generalizable ideas can be formed with the results of whether
there are differences according to different marketing variables.

6. Limitations and Future Research

These results may differ for different surveys or scales. For the attitude towards
marketing surveys, culture can also be a differentiating factor for the results. Therefore,
different results can be observed for different cultures. The respondents of the attitude
towards marketing surveys are those who accept to complete the survey, so the sample
cannot be generalized as it does not include those who do not agree to participate in the
survey. In terms of incentives, this study focused on extra credits and cash. Nowadays,
most of the studies conduct their research using online surveys, thus, incentives like
internet discount coupons or coupons for a membership of a web site can be investigated.

It is suggested that the results of this study, like many other studies conducted in the
field of social sciences, cannot be generalized due to the fact that results are limited
only to respondents of this study and these results should be expanded with studies
that will be carried out on different samples in different cultures.
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Abstract
In this study, the mediator role of the psychological contract on the effect of workplace flexibility on organizational
commitment was examined.

The sample of the research consists of 112 participants working in different sectors and positions in Istanbul. To test the
research hypotheses, Simple Regression Analysis and Hierarchical Regression Analysis were performed.

As a result of the analyses, the full mediator role of the relational psychological contract and the partial mediator role of
the transactional psychological contract on the relationship between workplace flexibility and affective commitment and
normative commitment were determined. With the inclusion of continuance commitment in the analysis as a dependent
variable, the mediating role of both types of psychological contracts did not occur.

Organizations can influence their employees’ psychological contracts and increase their commitment to the organization
by providing flexibility in the work environment.

There is a limited number of national studies in which employees’ perceptions of flexible practices in the workplace are
considered. Also, it is predicted that examining flexibility within the scope of different models will contribute to the field.
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1. Introduction

Many organizations are attempting to create a flexible workplace to help employees
better balance their work and family (and personal) responsibilities (Galinsky et al.,
2011: pp.142-143; French et al., 2011: pp.36-37). From the company perspective, the
issue of flexibility has become more important because of some factors such as increased
competition (McCarraher and Daniels, 2002), the attraction of talent (Arthur and Cook,
2003; Jones et al., 2006), productivity pressures, and the need for a 24/7 available
workforce (Glynn et al., 2002; Kodz et al., 2002); from the employee perspective, this
issue is important due to the increasing interest in private life, the length of weekly
working hours, the increase of women’s employment, and the number of single-parent
families (Sutton and Noe, 2005: pp. 151-152).

Flexibility is an important phenomenon for both employers and employees (Pitt-
Catsouphes and Matz-Costa, 2008: p.219). Employers prefer flexible working practices
to deal with customer demands and reduce labor costs (Armstrong, 2006: p. 384; Dex
and Smith, 2002: p.10) whereas employees prefer them to deal with their responsibilities
outside of work (Halpern and Murphy, 2005: p.25). Through flexible working practices,
both employers and employees can cope with various demands more easily.

The framework of employment relationship is not only shaped by the written
rules, but it is also shaped by the expectations of the parties. These expectations are
called psychological contracts in the literature (Rousseau, 1995). The expectations of
the parties in the employment relations differ from each other. An employer expects
honesty, commitment, and productivity; an employee expects justice, respect, equality,
and appreciation (Sabuncuoglu and Tuz, 2013). According to Anderson and Schalk
(1998), flexibility is an important factor, in addition to factors such as new technology,
globalization, and job insecurity, that causes psychological contracts to be included in
more and more studies. A model was created by Guest (1998) regarding the causes and
consequences of psychological contract. While HRM policies/practices were considered
as one of the causes, variables such as job satisfaction, organizational commitment,
and motivation are considered within the scope of its results.

Specifically, the flexible working opportunities offered by the employer can positively
predict the type of psychological contract of the employees, and the psychological
contract can positively predict the attitudes of the employees towards the organization.

2. Workplace Flexibility

In the literature, there are two different perspectives on flexibility (Hill ez al.,
2008: pp.150-151). Flexibility definitions may differ according to these perspectives.
Flexibility, from the most common point of view, involves the organization’s adaptation
to the changing environment and its quicker reaction (Grenier et al., 1997). This
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definition addresses flexibility as a strategic tool for the organization. Practices that
make it easier for the organization to meet environmental demands indirectly affect
people and communities in a positive way (Fleetwood, 2007: p. 387). For example,
from the organizational perspective, the “compressed workweek” is used to respond
to customer demands whereas for employees, it helps them to spare time for childcare.
Another type of working flexibly, “teleworking,” can enable an employee to volunteer
in social responsibility projects as well as controlling the costs of the organization
(Hill et al., 2008: pp.150-151).

The second perspective of flexibility in the workplace addresses the subject in
terms of employees. This perspective covers flexibility options offered to employees
and aims to increase the ability to meet personal, family, professional, and social
needs (Hill ef al., 2008: pp.150-151) and benefits individuals directly. This type of
flexibility allows the employee to decide when, where, and for how long to deal with
their job-related tasks (Hill et al., 2008: p. 152) and also provides an alternative to
the traditional weekly 5-day, 9-5 work schedule (Eaton, 2003). A flexible workplace
can offer employees the following options (Pitt-Catsouphes and Smyer, 2006: p.3);

-Flexibility about working hours (flexible working schedules, compressed work-
weeks ...)

-Flexibility about the number of working hours (full-time jobs, part-time jobs,
reduced working hours, job sharing, gradual retirement)

-Flexibility for the workplace (telework or alternative work locations)

-Task-related flexibility (re-designing the work considering the experiences, skills,
and preferences of the elderly employee)

Different theoretical approaches have been proposed related to workplace flexibility.
These are job control, work-family conflict, and border theory. According to the job
control theory, the main concepts related to flexible work practices are employees’
perceptions of control over working hours and perceived work autonomy (Fonner and
Roloff, 2010; Gajendran and Harrison, 2007). In respect to the work-family conflict
approach, workplace flexibility can reduce the work-family conflict (Greenhaus and
Beutell, 1985). In terms of border theory, which suggests that individuals switch
between different roles, flexible work practices facilitate transitions between these
borders (Kossek and Lautsch, 2007).

Flexibility is a concept that leads to positive results such as attracting talented people
towards the organization, retaining them in the organization, increasing morale and
job satisfaction, increasing productivity, and reducing stress and burnout (Friedman,
2012). One of the most important advantages of using flexible work practices or
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accessing flexible practices is increased well-being, low levels of stress, and health
problems; a second main benefit is the high level of focus and satisfaction (Kossek
and Michel, 2011: p. 36).

Scandura and Lankau (1997: p. 378) suggested that the advantages and disadvantages
of flexible working hours are addressed in various studies; their advantages are low
stress, increased job enrichment, autonomy, job satisfaction, productivity, and decreased
tardiness and absenteeism. They argued that their disadvantages were problems with
job coordination and work programs, the difficulty of managing employees in flexible
hours, and changes in organizational culture.

3. Psychological Contract

The origins of the concept of psychological contract and traces of its initial
development are based on the work of Argyris (1960), Levinson, Price, Munden,
Mandl, and Solley (1962), and Schein (1965) (cit., Coyle-Shapiro and Kessler, 2000).

According to Rousseau (1995), the psychological contract is an agreement based
on the exchange between the employee and the employer; according to Kotter (1973),
it is an implicit contract that determines what the employee and the employer expect
to give and receive from each other in their relationships. Thus, when an individual
participates in the organization, they expect to be promoted, to receive salaries and
status from the organization, and to give the organization their technical skills, time,
energy, and loyalty; the organization expects to receive what the employee hopes to
give and give what the employee hopes to receive.

Rousseau explained this concept in 2003 (p.234) as follows: “Although subjective,
an individual s psychological contract is grounded in the social reality of others who
believe they have reciprocal obligations with the individual and presumably share a

i

common understanding of the nature of those obligations.’

As long as the parties understand that they are working with reciprocal feelings
like loyalty and commitment, they will have a certain degree of common expectation
(Rousseau, 1995). For example, while the employee is waiting for a safe work environment,
justice, respect, equality, and appreciation; the employer also expects employees to strive,
be reliable, have responsibility, follow the rules, and show commitment (Sabuncuoglu
and Tuz, 2013). Although labor contracts are comprehensive, they are unlikely to
contain items that regulate all aspects of the employment relationship. Therefore,
psychological contracts reduce uncertainty by providing settlement employment
conditions. Employees feel secure by considering an agreed agreement with their
employers (Shore and Tetrick, 1994).
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The three states (mutuality, alignment, and reciprocity) that characterize the
psychological contract may increase the probability of contract fulfillment or decrease
in its absence. “Mutuality” means the degree of mutual belief of two or more parties
regarding the terms of the contract. “Aligment” is the degree of proportionality or balance
of employee and employer obligations. “Reciprocity”, on the other hand, indicates the
degree to which the parties declare their obligations (Rousseau, 2011: p.201).

Psychological contracts, as schemas, are often incomplete at the beginning of
employment relationships and motivate employees to seek new information to better
understand employment relationships. Depending on whether (a) the information sources
are of high quality (reliable and clear) and (b) there is consistent information among
the sources, different psychological contracts are expected to emerge (Rousseau, 2001:
p.523). A contract, like most other schemas, becomes a stable and durable mental model
or schema (Rousseau, 2001: p.512). However, the persistence of schemas about the
employment relationships creates difficulties when organizations and their conditions
change (Rousseau, 2003: p.234).

In 2018, Rousseau, Hansen, and Tomprou proposed a stepwise model for psychological
contract processes in which the functions of key variables (e.g., promises, obligations,
contributions, and incentives) change over time and context. In this model, the phases
are identified as “creation, maintenance, renegotiation and repair”. For example, an
employer’s promises, which is one of these key variables, are less related to the beliefs
and behaviors of the employee in the stabilization of the psychological contract (i.e.
maintenance phase); it is even more important for a newly hired employee (i.e. creation
phase) or when remedies are sought for breach of contract (i.e. repair phase). As a
result, the role of constructs related to the psychological contract varies according to
these four phases.

The psychological contract is categorized as transactional and relational (MacNeil,
1985);

Relational Psychological Contract

A relational contract does not depend on time; on the contrary, it establishes an
ongoing relationship between the employee and the organization and includes the
exchange of monetary and non-monetary (mutual loyalty, support, career rewards)
benefits. Employees are at the center of responsibility. In this type of psychological
contract, individuals fully embrace the values of the organization and identify themselves
with the organization (Millward and Hopkins, 1998).

The relational psychological contract includes implicit elements such as fair treatment,
support for promotion request, and utilization of development programs (Guest and
Conway, 2003: p. 145). Relational contracts can increase the affective commitment or
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participation of employees and promise that the employer will invest in the individual,
such as education, individual and career development, and job security. Relational
contracts are defined as emotional and internal obligations by nature, and it is claimed
to be open-ended and indefinite-term (Grimmer and Oddy, 2007: p.155).

Transactional Psychological Contract

For employees with a transactional orientation, the organization is simply a place
where they do their job and have little affective commitment. As a result of the
employment relationship, they are looking for the rewards (e.g., money) they can get
in a short time (McDonald and Makin, 2000: p. 85; Millward and Hopkins, 1998).

The transactional psychological contract includes more clear and precise elements
such as vacation timing, the basics of overtime, and performance criteria (Guest and
Conway, 2003: p.145). These are contracts based on short-term monetary agreements
with a low level of participation. Employees are concerned with salaries and individual
benefits rather than being a good organizational citizen. In addition to economic and
external obligations, transactional psychological contracts are more specific and short-
term (Grimmer and Oddy, 2007: p.155).

4. Organizational Commitment

Organizational commitment is an important variable that has been addressed in
many different studies in the field of organizational behavior. Morrow (1983:491)
defines organizational commitment as the desire of the employee to maintain his/her
membership in the organization and to strive for the organization and, at the same
time, to adopt the values of the organization. According to Meyer and Allen (1984, pp.
372-378), it is expressed as the actions of an employee who goes to work regularly,
stays loyal to the workplace under all conditions, uses a full working day or more, and
observes the purpose and vision of the workplace.

Although there are different classifications regarding organizational commitment
(e.g., Etzioni, 1975; O’Reilly and Chatman, 1986), this study is based on the study of
Allen and Meyer (1990), which is the most widely used classification in the literature.

In 1984, Meyer and Allen developed a model of organizational commitment consisting
of affective commitment and continuance commitment, based on the work to date.
In their study in 1990, Allen and Meyer added a third dimension to the model. This
dimension, called normative commitment, refers to a perceived obligation to stay in the
organization (Meyer et al., 2002:21). Normative commitment also makes the employee
feel indebted to the organization as a result of the investments and expenditures made
by the organization on the employee. This situation forces the employee to stay in the
organization and attaches the employee to the organization normatively. This type of
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commitment can only end when the employee pays his/her debt to the organization
(Meyer and Allen, 1991).

Affective commitment dimension expresses the emotional commitment of the
employee to the organization, integration with the organization, and participation in the
organization (Meyer and Allen, 1984). Employees continue to work in the organization
by establishing an emotional bond with the organization. In this way, they express
their desire to stay in the organization (Meyer, Stanley and Parfyonova, 2012, p. 1).
Continuance commitment, on the other hand, reflects the employee’s perception of
the costs he or she thinks he/she will face if he/she leaves the organization (Meyer
and Allen, 1984). The scarcity of alternative job opportunities and the benefits of their
commitment to the workplace make it difficult for employees to leave the organization
(Allen and Meyer, 1990: p.18).

Meyer and Allen (1991) explain the main determining points in three different
dimensions of organizational commitment as follows: in affective commitment, an
employee remains in an organization because he/she desire it, in continuance commitment
he/she needs it, and in normative commitment, he/she obligates to the organization.

5. Relationships Between Workplace Flexibility, Psychological
Contract, and Organizational Commitment

Few studies have investigated the relationship between workplace flexibility and
the psychological contract. Many of them deal with flexibility in terms of working
style (temporary, part-time, full-time work). For example, in the study conducted by
Lee and Faller (2005), it was observed that temporary employees generally started
with a transactional psychological contract and that they had a relational psychological
contract after about six weeks. In the study of Guest (2004), it is stated that temporary
employees are prone to transactional psychological contracts rather than relational.

In a study, it has been suggested that the perceived flexible working hours can
increase the commitment to the organization for various reasons (Scandura and
Lankau, 1997: p.380). Firstly, employees might perceive that the organization that
offers flexible working hours is interested in their jobs and families. Secondly,
flexible working hours can increase the sense of control over the individual
and his/her work. Thirdly, flexible working hours can increase individuals’
positive feelings about their employer. Fourthly, employers can strengthen their
psychological contracts by comparing their situation with equal-level employees
in professions and/or organizations where flexible work practices are not offered.
In different studies, flexible policies have been positively associated with affective
commitment (Eaton, 2003), organizational commitment (Ng et al., 2006), and
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engagement (Pitt-Catsouphes and Matz-Costa, 2008; Richman et al., 2008). In the
light of foregoing results, our first hypothesis has been put forward;

H1: Workplace flexibility will significantly affect (a) relational psychological
contract, (b) transactional psychological contract, (c) affective (d) continuance, and
(e) normative commitment.

In a model in which the antecedents and results of the psychological contract are
discussed, variables such as job satisfaction, commitment to the organization, sense
of security, motivation, and organizational citizenship behaviour are evaluated as the
results of the psychological contract (Guest, 1998: p.661). Coyle-Shapiro and Kessler
(2000) found that the psychological contract affected organizational commitment. In
the studies carried out in the textile (Keman, 2012) and education sectors (Dogan and
Demiral, 2009: Donmez, 2015), it was also observed that the psychological contract
affected organizational commitment.

In a study conducted on bank employees, a relational psychological contract was
found to have a positive relationship with commitment, and a transactional psychological
contract had a negative relationship with commitment (Cohen, 2011). In short, there is
no possibility of high-level commitment to the organization in transactional contracts;
a high-level of commitment can be seen in relational contracts (McDonald and Makin,
2000: p.86).

In addition to the first hypothesis, the following hypotheses have been determined:

H?2: Relational and transactional psychological contract will significantly affect
(a) affective, (b) continuance, and (c) normative commitment.

H3: Relational psychological contract has a mediator role on the effect of workplace
flexibility on (a) affective, (b) continuance, and (c) normative commitment.

H4: Transactional psychological contract has a mediator role on the effect of
workplace flexibility on (a) affective, (b) continuance, and (c) normative commitment.

6. Method

Purpose and Importance of the Research

It is important how the flexibility practices that are frequently used by organizations
are perceived by employees because many studies have found that these perceptions
are related to many organizational outcomes (e.g., Bal and De Lange, 2015; Dalton and
Mesch, 1990; Grzywacz et al., 2008; Hayman, 2010; Richman et. al., 2008; Scandura
& Lankau, 1997). When the national literature is examined, it is seen that there is a
limited number of studies in which employees’ perceptions of flexible practices in the
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workplace are considered (e.g., Aver and Yavuz, 2020; Camli, 2010; Dogan et al., 2015;
Kordeve and Aydintan, 2016). Accordingly, it is predicted that examining flexibility
within the scope of different models will contribute to the field.

In the current study, the aim was to examine the perceptions of employees towards
flexible practices in the workplace and to examine the mediating role of the psychological
contract in the effects of workplace flexibility on organizational commitment.

6.1. Research Model

In this study, workplace flexibility is regarded as an independent variable and
affective, continuance, and normative commitment, which are sub-types of commitment
to the organization, are regarded as dependent variables; relational and transactional
psychological contracts are included in the model as mediator variables (See, Figure 1).

RELATIONAL
PSYCHOLOGICAL

/ CONTRACT

WORKPLACE ORGANIZATIONAL COMMITMENT

FLEXIBILITY -AFFECTIVE
-CONTINUANCE

-NORMATIVE
TRANSACTIONAL
PSYCHOLOGICAL

CONTRACT

Figure 1: Model of the research

Sample and Procedure

The sample of the research consists of 112 participants working in different sectors
and positions located in Istanbul. The participants were voluntarily part of the study,
so the study was conducted with a non-randomly selected sample. The questionnaires
were distributed to the participants in paper-pencil form.

6.2. Measures

The questionnaire consist of two main parts. In the first part the demographic
questions were included, in order to see the differences among the participants. In
the second part, workplace flexibility scale, consecutively psychological contract,
and organizational commitment scales were used related to scope of the study. All
responses were received on a 5-point Likert scale (1 = strongly disagree, 5 = strongly
agree). The demographic part included questions about the participants’ age, gender,
marital status, level of education, position, contract type, the capital structure of the
organization, and seniority.

69



ISTANBUL MANAGEMENT JOURNAL

The Workplace Flexibility Scale was developed by researchers and consists of 22
statements. The scale includes statements such as “I can work in different locations of
the organization,” “I can take a break from my career for a certain period time,” and
“I may take one day off, instead of overtime pay.” As a result of the exploratory factor
analysis, 7 factors with eigenvalues above 1 explained 70% of the total variance. A
Cronbach Alpha value was found 0.69.

The Psychological Contract Scale, which was revised by Raja, Johns, and Ntalianis
(2004) from Millward and Hopkins (1998), has 18 items, such as some statements about
the transactional psychological contract (e.g., “I try to achieve only the short-term goals
of my job”) and relational psychological contract (“I feel like I am part of the team in this
organization”). The Cronbach Alpha value of the transactional psychological contract
was 0.68; the relational psychological contract was 0.88. As a result of the exploratory
factor analysis, it was found that the 2-factor structure explained 53% of the variance.

Organizational Commitment Scale developed by Meyer, Allen, and Smith (1993)
was used to measure commitment to the organization. This scale includes 18 items
in total, each sub-dimension (emotional, continuation, and normative commitment)
consisting of 6 expressions. The Cronbach’s Alpha value of the scale was 0.80.

6.3. Analysis

To test the research hypotheses, Simple Regression Analysis and Hierarchical
Regression Analysis were performed using the SPSS 21.0 package program. The
steps of the analysis were carried out based on the study of Baron and Kenny in 1986.
According to these paths, a mediation model can be supported in the following 3 steps:

(a) The change in the independent variable causes the change in the mediator variable,
(b) The change in the mediator variable causes the change in the dependent variable,

(c) When path (a) and (b) are controlled, the meaningful relationship between the
independent variable and the dependent variable will disappear, the strong mediating
effect will occur when path c disappears.

7. Results
Results related to demographic features
Considering the demographic characteristics, 61% of the participants were women,
54% were single and 88.4% of them have an undergraduate and postgraduate education.

The mean age of the sample was 31.72. Accordingly, it is possible to say that the
majority of the participants were female employees and had a high level of education.
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Results regarding relationship between variables

The mean, standard deviation, and correlation coefficients of the variables in the
study are presented in Table 1. As seen in the table, when the correlation coefficients
were examined, there were average meaningful relationships between all variables
(.20< 1 <.73). It was revealed that the Transactional Psychological Contract (P.C.)
was negatively correlated with most of the variables. Additionally, Continuance
Commitment was not associated with workplace flexibility, transactional, and relational
psychological contract.

Table 1
Mean, Standard Deviation and Correlation Coefficients of the Research Variables

Mean SD 1 2 3 4 5 6
1- Workplace 2,8 55, | - | w542, | #6322 | *%436, | 043, | **384,
Flexibility
2- Relational P.C. 3,17 77, - **376,- | **729, | 115, | **471,
3- Transactional P.C. 2,69 52, - **519,- | 027, | ¥*332,-
4- Affective 3,06 | 81, - | %206, | **635,
Commitment
5- Con?lnuance 2.92 58, x428]
Commitment
6-Normative
Commitment 2,6 65,

*kp<0,01; * p<0,05
P.C.: Psychological Contract

Results related to the direct effects

H1 suggested that workplace flexibility will significantly effect (a) relational
psychological contract, (b) transactional psychological contract, (c) affective, (d)
continuance, and (e) normative commitment. According to the research findings (See
Tables 2 and 3), workplace flexibility predicted relational psychological contract (f =
0,542, p <0,001), transactional psychological contract ( =-0,322, p<0.01), affective
commitment (§ = 0,436, p <0,001) and normative commitment ( = 0,384, p <0,001)
while it did not predict the continuance commitment significantly (B = -0,043, p>
0,05). With reference to these results, H1(a), H1(b), H1(c) and H1(e) were accepted,
while H1(d) was rejected.

According to H2, relational and transactional psychological contract will significantly
effect (a) affective, (b) continuance, and (¢) normative commitment. When the research
findings are examined, the relational psychological contract significantly predicted
affective commitment (B = 0,729, p <0,001) and normative commitment (§ = 0,471,
p <0,001) while it did not significantly predict continuance commitment (f = 0,115,
p> 0,05). The transactional psychological contract had a negative effect on affective
commitment (B =-0,519, p <0,001) and normative commitment (f =-0,332, p <0,001)
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and also had no significant effect on continuance commitment (f = 0,027, p> 0,05)
(Only support for H2a and H2c).

Results related to the mediation model
Results related to the mediating role of the relational psychological contract

In the first steps of Hierarchical Regression Analysis, the effects of the independent
variable (workplace flexibility) on mediator variable (relational psychological contract)
and on dependent variables (organizational commitment) were calculated. As a result of
the analysis, workplace flexibility predicted relational psychological contract (= 0,542,
p <0,001), affective commitment (f = 0,436, p <0,001) and normative commitment (3
=0,384, p <0,001) while it did not predict the continuance commitment significantly (3
=-0,043, p> 0,05). In the third stage, it was observed that the relational psychological
contract significantly predicted affective commitment (p = 0,729, p <0,001) and
normative commitment (f = 0,471, p <0,001) while it did not significantly predict
continuance commitment ( = 0,115, p> 0,05). At the last stage, when the workplace
flexibility and relational psychological contract variables were included together in
the analysis, the effect of flexibility on affective commitment (B = 0,057, p> 0,05)
and normative commitment (B = 0,183, p> 0,05) disappeared, and the effects of the
relational psychological contract on these two dependent variables continued.

Accordingly, it has been demonstrated that the relational psychological contract
had a full mediator role in the relationship between workplace flexibility and affective
and normative commitment (Hypotheses 3a and 3¢ were supported and Hypothesis
3b was not supported, See Table 2).

Table 2

Hierarchical Regression Analysis Findings for Determining the Mediating Role of Relational
Psychological Contract in the Effect of Workplace Flexibility on Organizational Commitment

p
Relational PC: | ¢oummitment | Commitment | Commitment

Model 1
Workplace Flexibility

,542%**
R? 0.294
Adj. R? 0.288
F 45,824
Model 2
Workplace Flexibility 436%%* -,043 384
R? 0.19 0.002 0.148
Adj. R? 0.183 -0.007 0.14
F 25,824 0,205 19,081
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Model 3

Relational P.C. [ 729%*% ,115 AT HREE
R? 0.532 0.013 0.222
Adj. R? 0.528 0.004 0.215
F 125,106%*%** 1,478 31,364%**
Model 4

Workplace Flexibility ,057 -,150 ,183
Relational P.C. ,698*** -196 J372HHk
R? 0.534 0.029 0.245
Adj. R? 0.526 0.011 0.232
F 62,564 1,631 17,729

(Adj: Adjusted, P.C.: Psychological Contract)

Results related to the mediating role of the transactional psychological contract

As a result of the Hierarchical Regression Analysis, it was determined that the
mediating role of the transactional psychological contract (See Table 3), workplace
flexibility predicted affective commitment (f = 0,436, p <0,001) and normative
commitment (= 0,384, p <0,001) while it did not predict the continuance commitment
with statistically significance (§ =-0,043, p> 0,05). In the third stage, it was observed that
the transactional psychological contract had a negative effect on affective commitment
(B=-0,519, p <0,001) and normative commitment (f =-0,332, p <0,001) and also had
no significant effect on continuance commitment (§ = 0,027, p> 0,05). At the last stage,
in which workplace flexibility and transactional psychological contract variables were
included together in the analysis, the effects of both the workplace flexibility and the
transactional psychological contract on affective and normative commitment continued.
Accordingly, it was determined that the transactional psychological contract had a
partial mediator role on the effect of workplace flexibility on affective and normative
commitment (partial support for H4a and H4c). As a result of the calculation of the
Sobel test, it was found that the mediator effect was statistically significant when
the dependent variable was affective commitment (z = 3.10, p <0.01) and normative
commitment (z = 2.55, p <0.05).
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Table 3

Hierarchical Regression Analysis Findings for Determining the Mediating Role of Transactional
Psychological Contract in the Effect of Workplace Flexibility on Organizational Commitment

B
Transactional Affective Continuance Normative
P.C. Commitment | Commitment | Commitment
Model 1
Workplace Flexibility -,322%*
R? 0.104
Adj. R? 0.096
F 12,729
Model 2
Workplace Flexibility JA36%** -,043 384 %%
R? 0.19 0.002 0.148
Adj. R? 0.183 -0.007 0.14
F 25,824 0,205 19,081
Model 3
Transactional P.C. -,519%%* ,027 -,332%%*
R? 0.270 0.001 0.11
Adj. R? 0.263 -0.008 0.102
F 40,613%%* 0,081 13,653 ***
Model 4
Workplace Flexibility ,30H*k -,038 J31%*
Transactional P.C. -, 423%%* -015 -,233%
R? 0.35 0.002 0.196
Adj. R? 0.338 -0.016 0.182
F 29,380 0,112 13,312

(Adj: Adjusted, P.C.: Psychological Contract)

8. Discussion and Conclusions

Although organizational commitment, which is one of the most frequently discussed
concepts in many studies in the field of organizational behavior, is frequently examined
in relation with different variables, it has not been examined in the context of a model
with flexibility and psychological contract variables. Accordingly, current research has
integrated current issues such as flexibility and psychological contract into a model,
including organizational commitment.

In the current research, it has been determined that workplace flexibility significantly
affects affective commitment and normative commitment and does not significantly
affect continuance commitment. Similar to these findings, in another study conducted in
the health sector, it was determined that the attitude towards flexible working practices
positively predicts affective and normative commitment and not the continuance
commitment (Kordeve and Aydintan, 2016). In other studies, it has been revealed that
flexibility predicted commitment to the organization (Bal and De Lange, 2015; Camli,
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2010; Eaton, 2003; Pitt-Catsouphes and Matz-Costa, 2008; Scandura and Lankau,
1997). When considered within the framework of Social Exchange Theory, employees
respond to the organization with a high level of performance and commitment as a
result of the perception of organizational support (Eisenberger, Armeli, Rexwinkel,
Lynch and Rhoades 2001: 44). Accordingly, one of the ways to show organizational
support is to provide workplace flexibility within the companies. The employees who
perceive more workplace flexibility show more emotional and normative commitment
towards their organizations.

When the effects of workplace flexibility on the psychological contract are examined,
it has been determined that the flexibility predicts the relational psychological contract
positively and predicts the transactional psychological contract negatively. In another
study, it was found that individuals working in flexible employment forms had higher
relational psychological contract levels (Guest, 2004). When flexibility is considered
to be an application which is preferred and controlled by the employees rather than
designed according to the needs of the organization, it causes a relational psychological
contract.

In this study, the relational psychological contract had a positive effect on affective
and normative commitment, and the transactional psychological contract had a
negative effect. It was determined that both types of psychological contracts did not
affect continuance commitment. In the studies conducted, it was found that relational
psychological contracts lead to a higher level of affective and normative commitment
and that transactional psychological contracts lead to a low level of affective and
normative commitment (McCabe and Sambrook, 2013; Mclnnis e al., 2009). Similar to
these findings, it was determined in another study that relational psychological contract
leads to a higher level of work and organizational commitment while transactional
psychological contract leads to a lower level of work and organizational commitment
(Millward and Hopkins, 1998). These findings may have arisen due to the fact that
relational psychological contracts are emotional, internal, and long-term; on the other
hand, transactional psychological contracts may have arisen due to their economic,
external and short-term nature (Grimmer and Oddy, 2007: p.155). However, it is
surprising that transactional psychological contract has no effect on continuance
commitment. It may be important to re-examine the relationship between these two
variables in future studies.

As a result of the hierarchical regression analysis conducted to test the mediation
models, it was found that the change in the workplace flexibility affected normative
and affective commitment by creating an effect on the perception of the relational
psychological contract. This finding may have arisen due to the fact that the relational
psychological contract covers the aspects related to the work-life balance of the
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employees as Anderson and Schalk (1998) suggested. Especially when the workplace
flexibility is considered as a concept related to the work-life balance of the employees,
it is likely that the perceptions regarding this will affect the relational psychological
contract and that the relational psychological contract will affect the commitment.
However, in the results, it was determined that the relational psychological contract
type did not have a mediator role in the effect of flexibility on continuance commitment.
This result can be considered meaningful due to the nature of continuance commitment
because relational contracts have an emotional and internal structure (Grimmer and
Oddy, 2007). Continuance commitment does not cover emotions and values; it is a type
of commitment that requires commitment not to lose various gains during employment
in the company. On the other hand, the fact that affective and normative commitment
is based on the emotions and values of the individual may have revealed the mediating
role of the relational psychological contract.

While it was determined that workplace flexibility partially predicted the affective
and normative commitment through the transactional psychological contract, no
mediating effect was found for the continuance commitment. In other words, workplace
flexibility decreased their perceptions of transactional psychological contracts and
partially increased their affective and normative commitment. Accordingly, the partial
mediator role of the transactional psychological contract indicates the existence of other
mediator variables in the relationship between workplace flexibility and affective and
normative commitment. When similar studies were examined in this subject, it was
found that relational and transactional psychological contract mediated the relationship
between developmental HRM (e.g., job enrichment, job rotation) and commitment
(Bal et al., 2013).

The collection of data from a limited number of participants (112) according to
the scope of this research causes some limitations such as the generalizability of the
research results. Additionally. the fact that the majority of the participants (89%) in
the research have undergraduate or graduate-level education may have affected the
results of the research. In future studies, different research findings may emerge if
more participants with different educational levels can be reached.

The inclusion of individuals working in different sectors and organizations in the study
is considered as one of the factors that affected the results of the study. In particular,
it may have affected the research results by differentiating the psychological contract
perceptions of some special elements belonging to the sectors or the organizations.
According to Rousseau (2003: p. 233) because of some prototypes arising from the
occupation chosen by the person, these beliefs may affect particular employment
relationships. For example, the beliefs that healthcare professionals hold before joining
a hospital may shape their subsequent psychological contracts and shape their reactions
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to the policies and practices of that institution. In this direction, conducting this issue
on a single sector, organization or occupation in future studies will make significant
contributions.

In future studies, besides different sample groups, examining different variables (e.g.,
job satisfaction, work-family conflict, work-life balance) that may play a mediating role
between workplace flexibility and organizational commitment will contribute to the literature.

Within the framework of the findings obtained, the fact that organizations include more
flexibility practices may increase the affective and normative commitment positively
by increasing the relational psychological contract. These two types of commitment
are important for organizations. In such a way, individuals with affective commitment
remain in the organization because they want while those with normative commitment
remain in the organization because they feel an obligation to the organization. However,
in continuance commitment, individuals remain in the organization in order not to lose
some of their gains (such as money, status). In this context, workplace flexibility -that
indirectly affects affective and normative commitment through psychological contract
forms- emerges as an important concept. Especially, it is thought that the examination
of flexibility from different perspectives in future studies, which has become more
important with the Covid-19 pandemic period, will contribute to the field.
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Ar-Ge Projelerinde Kurum igi ve Disi Paydaslar Arasindaki is
Birliginin Basari Algisi Uzerine Etkileri

The Effects of Cooperation Between Internal and External stakeholders in R&D Projects on
Perceived Success

Sema Nur Altug' ©, Oya Ekici?

Oz

Ar-Ge yatirimlarinin katma degere donusmesi; sinirli kaynaklara sahip, gelismekte olan bir tlkenin rekabet glctini
artirmak igin 6nemlidir. Bu ise, basarili Ar-Ge projeleri yoluyla gerceklesmektedir. Fakat Ar-Ge projelerinin icerdigi
yiksek belirsizlik ve karmasiklik nedeniyle, cogu zaman Ar-Ge basarisinin ne oldugu dahi tartismal olabilmektedir. Bu
calismada, Ar-Ge projelerinin basarisi netlestirildikten sonra, bunda is birliklerinin etkisinin incelenmesi motivasyonuyla
hareket edilmistir. Clinkl bu projelerde, genellikle zorluk derecesi ylksek ve farkli uzmanliklarin bir araya gelerek birlikte
calismasini gerektiren gorevler bulundugundan, is birliklerinin basariyi etkilemesi beklenebilir. Yogunlukla TUBITAK
projelerinde gorev almis ve Ar-Ge’de 15 yilin Uzerinde tecribesi olan 13 kisi ile yapilan yari-yapilandiriimis ylz yize
gorusmelerle, Ust yonetici ve proje ekiplerinin “Ar-Ge projesi basarisi” ve “Ar-Ge is birlikleri” konularindaki algilarini ve
deneyimlerini kesfetmek amaglanmistir.

Nitel analiz sonucunda elde edilen bazi bulgular su dogrultuda olmustur: Ar-Ge projelerinin basarisinda, proje hedefleriyle
belirlenen somut giktilarin yani sira; insan kaynagi yetistirme, bilgi birikimi ve is birligi kiiltlirG olusturma gibi unsurlar, yeni
projelerin tetiklenmesini kolaylastirmakta ve proje, gelecege katkisiyla basarili olarak algilanmaktadir. Blitge veya stireden
sapma ise, Ar-Ge projelerinde beklenen durumlardir.

Ar-Ge'de ig birlikleri, yetkinliklerin birbirini tamamlamasinin kaginiimaz oldugu durumlarda, gérevleri net olarak belirlenen
minimum sayida ortak ile yuritilen projelerde fayda saglamaktadir. Projede fazladan ortaklarin bulunmasi, taraflarin
taahhit seviyesinde ya da hedeflerinde biyuk farkliliklar olmasi veya yetkinliklerinin ¢akismasi durumunda Ar-Ge is
birliklerinin karmasiklik seviyesi artmaktadir.

Anahtar Sozciikler
Ar-Ge, is birlikleri, Ar-Ge Basarisi, Ar-Ge Ciktilari, Basari Algisi

Abstract

Successfully transforming R&D investments into added value is important for increasing the competitiveness of a
developing country with limited resources. However, due to the high uncertainty and complexity involved in R&D, even
defining success can be controversial. The motivation of this study is to clarify what success in R&D means and then to
examine the effect of R&D collaborations, because R&D often involves complex and highly uncertain tasks that require
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different expertise in order to work together. Semi-structured face-to-face interviews were conducted with
13 R&D experts in order to explore the perceptions and experiences of senior managers and project teams
with regard to success and collaborations. Some of the findings obtained from the qualitative analysis are
as follows: Besides the concrete outputs determined by the project objectives and factors such as creating
knowledge and a culture of cooperation, an R&D project is perceived as successful if it triggers new projects in
the future; also, deviations from the budget or timeframe are usually expected.

Collaborations are beneficial for projects carried out with a minimum number of partners whose duties are
clearly defined and who have complementary competencies. The complexity increases when extra partners
are involved in a project and when large differences occur at the level of the parties’ commitment or goals.

Keywords
R&D, Collaborations, R&D Success, R&D Outputs, Perceived Success

Extended Summary

Successfully transforming R&D investments into added value is an important issue
for increasing the competitiveness of a developing country with limited resources.
However, due to the high uncertainty and complexity involved in R&D projects, even
defining R&D success can often be controversial (Thamhain, 2003). In addition, R&D
and innovation studies usually involve complex and highly uncertain tasks that require
different fields of expertise to work with one another. This suggests that collaborations
should have an important role in the success of R&D projects (Carayannis & Alexander,
1999; Lee & Bozeman, 2005). Therefore, the study’s motivation is to examine the
effect of collaborations on success after clarifying the criteria for perceiving whether
an R&D project is successful or not. The study aims to explore the perceptions and
experiences of senior managers and project teams regarding R&D project success and
R&D Collaborations by conducting semi-structured face-to-face interviews with the
different parties involved in R&D projects.

Interviewees with 16 experts in total (three being for the pilot interviews) were
selected from among the team members of the Science and Technological Research
Council of Turkey’s (TUBITAK) projects using convenient sampling. The interviewees
are to have experience (average 26 years) in the field of R&D in accordance with the
research topic in order to ensure the structural validity. In order to ensure external
validity, examples were preferred from top managers, project managers, employees,
and controllers. These people were additionally ensured to be from a public R&D
institution or a private sector R&D department/university, or to have worked in several
of these. For ethical validity, a consent form and interview protocol were sent to the
individuals before the interview, and the interviews were recorded and coded. For
internal validity, positive and negative aspects were asked for similar subjects. For the
reliability, standard interview protocols were used, and the traceability of the records
has been ensured with code numbers. The questions were tested in a pilot study (the
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first three interviews) and evaluated in terms of being understandable, well-defined, and
relevant to the subject, with the necessary corrections then being made. Six questions
regarding R&D project success and four questions regarding collaborations were asked
within the interview protocol.

Experts have expressed various exceptions indicating contingencies in case the
probability of success differs according to the type of R&D project; they also expressed
cooperation to lead to R&D projects producing more value (Lee & Bozeman, 2005).
Some of the findings obtained from the qualitative analysis are expressed in the
following paragraphs.

Estimating the probability of an R&D project’s success is a complex and difficult
task. However, projects that are expected to have widespread impact can be expected
to be slightly more likely to be perceived as more successful, depending on how close
they come to meeting the needs upon which they are based.

Clearly determining the targets and uncertainties regarding these targets in R&D
projects, being customer- and need-oriented while determining these targets, updating
targets when necessary, and communicating with project stakeholders in writing using
strong, regular, and significant points have positive effects on project success. The
experience, competence, and commitment of project managers and teams; being able
to work together; being open to training; giving and understanding motivation and
goals correctly and acting in this direction without deviating from the focus; ensuring
flexibility in project plans and adapting to them; senior management’s commitment to
supporting the project; and problem-solving abilities are important to project success.
The probability of success for an R&D project is considered to differ according to the
project’s purpose, type, and source of founding.

Unlike classical projects, receiving a time extension in R&D projects does not create
a direct perception of failure. On the contrary, cases occur where this contributes to
perceived success. Deviations from the budget are also considered normal in R&D
projects, provided they are not extreme. Being able to foresee these deviations, create
flexible budgets, or add risk shares is recommended.

To sum up, when looking at the success of R&D projects apart from the concrete
outputs determined by the project objectives, intangible elements such as developing
human capital, knowledge, and creating a culture of cooperation as well as new
projects are important. An R&D project is perceived as successful to the extent that
it contributes to future projects. Budget or timeline deviations are not indicators of
failure for an R&D project; these are almost expected, in fact.

R&D collaborations are beneficial in projects that are carried out with the minimum
number of partners required or where shares/contributions can be clearly determined in
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cases where competencies will inevitably complement each other. In cases of unclear
contributions to the project, having extra partners, large differences in commitment
levels, or parties with conflicting goals, the complexity of R&D collaborations increases,
and various managerial problems may occur.
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1. Giris

Giiniimiizde hem mikro hem de makro diizeydeki rekabetin temelinde yenilik¢ilik
yer almaktadir. Ulkeler, yenilikcilik yoluyla kiiresel rekabet ortaminda &ne ¢ikmayi
amacladigi i¢in; yenilik igeren Ar-Ge faaliyetlerini desteklemektedirler. Fakat 6denen
vergilerin bir kismi aktarilarak fonlanan bu ¢aligmalardan elde edilebilecek faydanin ne
kadarinin ger¢eklesebildigi tartisilmaktadir. Ar-Ge ¢aligmalarina yapilan yatirimlarin
verimli bir sekilde katma degere doniismesi; bir lilkenin, 6zellikle de sinirli kaynaklara
sahip, gelismekte olan bir {ilkenin rekabet giiclinii artirmak i¢in 6nemli bir konudur.
Bu faydanin, is birlikleri, 6zellikle de farkli yapidaki aktorler arasinda kurulan is
birlikleri yoluyla artirilabilecegine ¢esitli ¢alismalarda isaret edilmistir (Carayannis ve
Alexander, 1999; Lee ve Bozeman, 2005). Clinkii, Ar-Ge ve yenilik¢ilik ¢alismalari,
genellikle karmasgik ve yliksek derecede belirsizlige sahip gorevler igeren ve cogunlukla
hi¢bir aktoriin tek basina sahip olmadigi farkli uzmanliklarin bir araya gelerek birlikte
caligmasini gerektiren ¢aligsmalardir.

“Arastirma ve deneysel gelistirme (Ar-Ge), insan, kiiltiir ve toplumun bilgisinden
olugan bilgi dagarciginin artirilmasi ve bu dagarcigin yeni uygulamalar tasarlamak
iizere kullanilmasi i¢in sistematik bir temelde yiiriitiilen yaratici ¢aligmalar” (OECD,
2002, s.30) olarak tanimlanmaktadir. Ar-Ge c¢aligmalar1 sonucunda; yeni bilgiler,
yeni teknolojiler, yeni iiriinler, yeni siirecler, sistemler ve hizmetler gibi pek ¢ok ¢ikti
iiretilebilmektedir (Geisler, 1994; Choi, Lee ve Sohn, 2009; Matsumoto, Yokota, Naito
ve Itoh, 2010). Bu caligsmalarla elde edilen ¢iktilarla ilgili olarak, zaman boyutunun
da ayr1 bir 6nemi bulunmaktadir.

Ar-Ge’nin taniminda yer alan “bilgi dagarciginin artirilmasi” ve “yaratici ¢aligmalar”
ifadeleri, bu faaliyetlerdeki belirsizlik ve karmagikligin yiiksekligine igaret etmektedir.
Ar-Ge ¢aligmalari sonucunda tesadiifen ¢ok basarili buluslar ortaya ¢ikabilecegi gibi,
biitiin gayretlere ragmen herhangi bir somut sonug elde edilememesi de miimk{indiir.
Bu nedenle, Ar-Ge projelerini, beklenen performansi gosterecek bigimde yonetmenin
oldukea zor bir is oldugu siklikla tartisiimaktadir (Thamhain, 2003). Literatiirdeki
caligmalar projelerin bagarisini etkileyen faktorleri yaklasik olarak ortaya ¢ikarmaktadir
fakat tiim bu etkilerin bir arada, derinlemesine incelenmesi pek miimkiin olamamaktadir.
Dolayisiyla, Ar-Ge projelerinin basarisinin, projelerin icerdigi yiiksek belirsizlik ve
karmagiklik nedeniyle bazen, klasik projelerden farkli olarak, siibjektif kistaslarla
degerlendirilmesi daha isabetli olabilmektedir. Yaygin olarak bilinen siire, biitge,
kapsama uyum oOl¢iitleri bazen Ar-Ge projeleri i¢in dogrusal yorumlanamamakta,
bu konularda sapmalar yasayan bazi Ar-Ge ¢alismalari, bazen ¢ok basarili olarak
degerlendirilebilmektedir.

Bir yenilik¢i Ar-Ge projesinin neye gore basarili/basarisiz olarak algilandigi biraz daha
netlestirildikten sonra, bagar1 iizerinde is birliklerinin etkisi daha iyi anlagilabilecektir.
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Bu motivasyonla, birbirine bagli bu iki konu incelemeye deger goriilmiistiir. O nedenle
calismada, Ar-Ge projelerinin basarisi lizerinde etkili olabilecek etmenler ve 6zellikle
Ar-Ge is birliklerindeki ¢esitli dinamikler hakkinda nitel bir analiz ile, agirlikli olarak
Tiirkiye’de tecriibe kazanmis gesitli uzmanlarin goriislerinin alinmasi yoluna gidilmistir.
Calismamizda, Ar-Ge projelerinin farkl taraflari ile yari-yapilandirilmis yiiz yiize
goriismeler yapilarak iist yonetici ve proje ekiplerinin “Ar-Ge projesinin basarisi” ve
“Ar-Ge is birlikleri” konularindaki algilarini ve deneyimlerini kendi sézciikleriyle
nasil dile getirdikleri, anlamlandirdiklari ele alinmistir. Boylece, taraflarin siibjektif
olarak bir Ar-Ge projesini bagarili olarak niteledikleri durumlardaki ortak 6zellikler
ve is birliklerine bakis acilar1 aragtirilmistr.

1.1. Ar-Ge Projelerinin Basarisi

Ar-Ge projelerinin basarisi sz konusu oldugunda, klasik dlgiimlerle proje bagarisinin
ele alinmasi her zaman yeterli olmamaktadir. Ar-Ge’nin dogas1 geregi igerdigi
belirsizlikler bazen proje kapsamini planlanandan ¢ok farkli noktalara ¢ekip, proje
stiresini ya da maliyetini ¢ok saptirdig1 halde; elde edilen 6nemli bir bilgi birikimi
ya da yikic1 bir yenilik sebebiyle bu projeler ¢ok bagarili olarak algilanabilmektedir.
Teknik belirsizlikler, ngoriilemezlik, miisteri gereksinimleri, maliyet ve uzun siireler,
fiziksel tiretim kisitlar1 vb. konular, Ar-Ge siirecini etkileyebilir. Bu faktorlerden
kaynaklanan belirsizlikler, Ar-Ge i¢in zaten karmasik olan “gecici” ve “benzersiz”
proje ¢alismalarini zorlastirmaktadir.

Ar-Ge proje bagarisi, 6znel ve nesnel 6l¢iitlerin bir kombinasyonu ile tanimlanabilir,
yeniligin tiiriine baglidir ve baglamsaldir (Balachandra ve Friar, 1997). Bir projenin
basarisi, performans 6lgiitlerine, zamanlamaya, onu kimin 6l¢tiigline ve sunuldugu pazarin
mevcut ya da yeni olusuna baghdir. Bu muglaklik, uygulayicilar ve akademisyenler
i¢in proje basarisini tanimlama konusunda farkli 6znel yorumlara yol agmaktadir
(Smith-Doerr, Manev ve Rizova, 2004). Dolayisiyla projenin basarisi, hem basari
oOlgiitlerine hem de paydaslarin bagari algisina bagli olmaktadir (Bond-Barnard, Fletcher
ve Steyn, 2018).

Ar-Ge projelerinin basarisi ¢ok sayida ve ¢ok boyutlu faktdre baglidir. Bunu ifade
eden galismalardan bazilar1 sunlardir: Balachandra ve Friar (1997), Griffin ve Page
(1993), Cooper ve Kleinschmidt (1995), Hauser (1998), Kerssens-van Drongelen ve
Bilderbeek (1999).

Literatiirde Ar-Ge projeleri i¢in bazi ortak basar1 faktorleri “list diizey yonetim
destegi”, ‘teknik basari olasiliginin yiiksek olmast’, ‘pazarin varligi’, thammadde ve
teknik becerilerin mevcudiyeti’, ‘gelistirme maliyeti’, ‘taahhiit ve proje personelinin
deneyimi’, ‘iletisim’, ‘agik¢a tanimlanmis proje misyon ve hedefleri’, ‘iyi tamimlanmis

proje plant’, ‘izleme ve geri bildirim’, ‘ig stratejisi ile uyumlu teknoloji’, ‘potansiyel
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finansal getiriler’, ‘miisteri memnuniyeti’, ‘disiplinler arasi ¢alisma’, ‘tedarike¢i
memnuniyeti’ ve ‘biitce kisitlamalari i¢inde kalma’ olarak ifade edilmektedir (Maidique
ve Zirger, 1985; Pinto ve Slevin, 1987; Dwyer ve Mellor, 1991; Griffin ve Page, 1993;
Cooper ve Kleinschmidt, 1995; Belassi ve Tiikel, 1996; Gaynor, 1996; Balachandra
ve Friar, 1997; Souder ve Jenssen, 1999; Smith-Doerr ve ark., 2004). Bu faktorlerin
varliginin, herhangi bir projenin basarili olarak algilanmasini saglayacak sekilde
tamamlanmasinda rol oynamasi beklenebilir, fakat, bunlarin tilkemizdeki Ar-Ge projeleri
tizerindeki etkilerinin uzmanlarin tecriibeleri 15131nda da arastirilmasi yararh olacaktir.

1.2. Ar-Ge Projelerinde Is Birligi

Ar-Ge’nin karmasik ve oldukca belirsiz gorevleri, ¢ogunlukla yeni bilgilerin
gelistirilmesine ve entegrasyonuna baglidir. Bu nedenle, bunlar genellikle tek basina
herhangi bir aktore ait olmayan, farkli uzmanlarin bir araya gelip yeni bilgiler tizerinde
birlikte ¢alismasini gerektiren ¢aligsmalardir. Bu iliskileri yonetmek zor bir istir.
Tamamlayict yetkinliklere erisim yoluyla elde edilecek kazanimlar kadar, taraflarin
firsatg1 davranista bulunmasi riski ve iletisim zorluklarindan kaynaklanan maliyetler
de vardir. (Cassiman, Di Guardo ve Valentini, 2009). Fakat, birbirini tamamlayan
aktorler arasindaki is birliklerinin, elde edilebilecek faydalar: artirabilecegi ¢esitli
caligmalarda belirtilmistir (Carayannis ve Alexander, 1999; Lee ve Bozeman, 2005).

Firmalarin Ar-Ge’de is birligi yapmalarinin temel motivasyonlari sunlardir: teknolojik
gelismenin risk ve maliyetlerinin paylasilmasi (Carayannis ve Alexander, 1999; Kang
ve Kang, 2010; Das ve Teng, 2000; Bayona, Garcia-Marco ve Huerta, 2001; Baaken,
Kesting ve Gerstlberger, 2017; Reyhanoglu, 2006), proje siiresinin azaltilmasi (Pisano,
1990), teknolojik ilerlemelerin ve yeni teknolojiye erisimin izlenmesi (Hamel, 1991),
kaynaklarin ve teknolojik yeterliliklerin bir araya getirilmesi (Carayannis ve Alexander,
1999; Das ve Teng, 2000; Reyhanoglu, 2006), 6l¢egin avantajlar1 ve pazara giris
engellerinin iistesinden gelinmesi (Hagedoorn, 1993), ag kurarak ekosisteme dahil
olma (Diir ve Capelli, 2018).

Ar-Ge is birliginin yenilik¢ilik iizerindeki etkileri biraz tartismalidir. Bazi aragtirmalar
pozitif bir iliski oldugunu 6ne stirerken (Aschhoff ve Schmidt, 2008; Belderbos, Carree
ve Lokshin, 2004), tam tersini iddia eden ¢alismalar da bulunmaktadir (Okamuro, 2007;
Teng, 2006). Bu sonuclar, Ar-Ge is birliginin yenilikg¢ilik iizerindeki etkisini belirleyen
faktorlerin sanildigindan daha karmagik oldugunu ve derinlemesine arastirilmasina
ihtiya¢ oldugunu gostermektedir. Baz1 arastirmalarda, ortaklik tipleri de bu iligskide
onemli bir faktor olarak tanimlanmistir (Tether, 2002; Belderbos ve ark., 2004; Fritsch
ve Lukas, 2001; Lhuillery ve Pfister, 2009). Farkl1 tiirdeki ortaklar, farkli yeteneklere ve
kaynaklara sahiptir ve bir Ar-Ge is birligi iligskisinde farkl sekillerde davranmaktadir.
Yine de, 6zellikle tamamlayic1 is birlikleri ¢gogu durumda kaginilmaz olarak olugsmakta,
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¢ogu hiikiimetin Ar-Ge politikasi, faydalari en iist diizeye ¢ikarmak igin is birligine
oncelik vermektedir (Etzkowitz ve Leydesdorff, 1995).

Tiirkiye’de, planl ekonomiye gegisle birlikte ve 90’11 yillardan itibaren yogun olarak
arastirma ve yenilikg¢iligi tesvik eden programlar devreye alimistir. Kiiciik ve Orta
Olgekli isletmeleri Gelistirme ve Destekleme Idaresi Baskanligi (KOSGEB), Tiirkiye
Teknoloji Gelistirme Vakfi (TTGV), TUBITAK Teknoloji ve Yenilik Destek Programlari
Baskanlig1 (TEYDEB) ve Arastirma Destek Programlar1 Baskanligi (ARDEB), Ar-Ge
ve yenilikgilik i¢cin fon destegi saglayan belli basli yapilar olarak 6ne ¢ikmaktadir. Bu
programlar da firmalar1 iniversite ve arastirma kurumlart ile ig birligi yapmalari yoniinde
tesvik etmektedir (Temel ve Glassman, 2013). Ayrica, 2001 yilinda ¢ikarilan Teknoloji
Gelistirme Bolgeleri Kanunu ile getirilen tesviklerle de, Ar-Ge kiimelenmelerinin
artmasi ve is birliklerinin kolaylagmasi hedeflenmistir (Reyhanoglu, 2006).

2. Yontem

Ar-Ge projelerinin bagaris1 ve bunun tizerinde etkili olabilecek faktorleri ve/veya
i birliklerini arastiran ¢esitli nitel caligmalarda genellikle yiiz yiize goriisme metodu
tercih edilmistir (Ghazinejad, Hussein ve Zidane, 2018; Thamhain, 2003; Chen,
Chang ve Chang., 2012; Chiesa, Frattini, Lazzarotti ve Manzini, 2009; Weck, 2006;
Vanderloop, 2004).

Bu arastirmada da detayli bilgi saglamas: ve uygulama olanaklar1 agisindan yari-
yapilandirilmig goriisme teknigi belirlenmistir. Goriigiilecek kisiler, aragtirma konusuna
uygun olarak, Ar-Ge alaninda tecriibeli olan ve kolay ulasilabilir, elverigli 6rnekler
arasindan secilmistir. Beverland ve Lindgreen’in (2010), nitel vaka aragtirmalarini
pozitivist bir bakis agistyla incelerken tespit ettikleri “Vaka Arastirmalari igin Pozitivist
Kalite Olgiitleri’ne miimkiin oldugu kadar uyum saglayarak nitel ¢alisma i¢in miilakat
protokolii hazirlanmastir.

Miilakat protokoliinde Ar-Ge Projelerinin “Basarili” olarak degerlendirilmesini
etkileyen faktorlere yonelik olarak, asagidaki sorular yoneltilmistir:

1. Basarili bir Ar-Ge projesini nasil tanimlarsiniz? Basarisiz bir Ar-Ge projesini
nasil tanimlarsiniz?

2. Kendi yaptiginiz basar1 tanimina gore, sizce proje basarisi iizerinde olumlu
etkisi olabilecek hususlar nelerdir?

3. Projede elde edilen ¢iktilar, projenin “basarili” olduguna iliskin kanaatinizi ne
kadar etkiler? Sizce hangi ¢iktilar1 iireten Ar-Ge projesi daha basarili olarak
algilanir?
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4. Projenin basari olasiliginin Ar-Ge projesinin tiiriine ya da amacina gore
degisecegini diislinlir miistintiz? Nas1l?

5. Bir Ar-Ge projesinin siire uzatmasi almasi o projeye iligskin “bagar1” alginizi
nasil etkilerdi?

6. Bir Ar-Ge projesinin baslangig biitgesinden sapmast o projeye iliskin “basar1”
alginizi nasil etkilerdi?

Miilakat protokoliinde Ar-Ge is birliklerindeki dinamikleri kesfetmeye yonelik
olarak, asagidaki sorular yoneltilmistir:

1. Bir Ar-Ge projesinde nicin is birligi yapma ihtiyaci duyarsimiz? Sizi i birligine
yonlendiren motivasyon kaynaklari nelerdir?

2. Sizce Ar-Ge projelerinde is birliginin 6niindeki engeller nelerdir? Bir is birliginde
en ¢ok nelerden rahatsiz olursunuz?

3. Sizce kurumlar aras i birlikleri hangi durumlarda tek calisilmasina gore daha
cok fayda saglar? Nasil ve ni¢in? (Ne zaman tersi gecerli olabilir? Tek ¢caligmanin
daha ¢ok fayda saglamasi durumu)

4. Bir Ar-Ge projesinde is birligi yapilan kurum sayisinin artmasinin ne gibi
avantajlar1 ve dezavantajlar1 vardir? Bu soruya vereceginiz cevap Ar-Ge
projesinin tiiriine (feknoloji, tiriin/sistem gelistirme, altyapn, fizibilite, danismanlik
ve hizmet) gore degisir mi?

Disgsal gecerliligi saglamak {izere iist yoneticiler, proje yoneticileri, ¢alisanlart ve
projeyi denetleyen farkli gruplardan 6rnekler tercih edilmis; ayrica bu kisilerin kamu
Ar-Ge kurumu, 6zel sektdr Ar-Ge boliimii ve tiniversite kdkenli ya da bunlardan
birkacinda birden gorev yapmis kisilerden olmasi1 gozetilmistir.

Etik gecerlilik icin, onam formu ve miilakat protokolii goriisme 6ncesinde kisilere
e-posta ile gonderilmis, izin alinabilen her durumda ses kaydi alinmis (3’ pilot
olmak lizere 15 adet ses kaydi alinmis, 1 adet miilakat yazili iletilmistir) ve desifre
edilmistir.

Yapisal gecerlilik icin, Ar-Ge calismalart yiiriiten ¢esitli kurum ve kuruluslarda
calismis veya halen ¢aligmakta olan kisilerle goriisiilerek; iiniversite, 6zel sektor
kurulusu ve kamu Ar-Ge kurumundaki ilgili karar alicilarin tamaminin temsil edilmesi
saglanmistir. Bu kapsamda, arastirmaci, proje yoneticisi, danisman, akademisyen,
boliim ydneticisi, enstitii miidiirii, kalite glivence yoneticisi, proje izleme sorumlusu,
takim lideri olarak kariyerinin ¢esitli zamanlarinda ¢ogunlukla Ar-Ge iizerine ¢alismis;
on yilin iizerinde tecriibeli (ortalama 26 y1l); iiniversite, kamu Ar-Ge kurumu ve 6zel
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sektorden 6 kadin, 10 erkek ile goriigiilmustiir. Miilakatlar1 gergeklestiren aragtirmacinin
da Ar-Ge projeleri konusunda 18 yillik tecriibesi bulunmaktadir.

i¢sel gecerlilik i¢in, hazirlanan sorularla, benzer konunun olumlu ve olumsuz
yonlerinin sorgulanmasi gézetilmistir.

Giivenilirlik i¢in, standart bir miilakat protokolii kullanilmis, kod numaralariyla
kayitlarin izlenebilirligi saglanmistir. Sorular pilot calisma ile test edilerek
anlagilabilirligi, iyi tanimlanmis olmasi ve konu ile ilgisi bakimindan degerlendirilmis,
gerekli diizeltmeler yapilmistir (ilk ii¢ miilakat).

Orneklem

Bu aragtirmada, genelleme amaci glidiilmemis ve derinlemesine bilginin elde edilmesi
temel alinmistir. Bu amagla, dissal gecerliligi saglayacak sekilde farkli gorevlerde
farkli kurumlarda gorev yapan, tercihen uzun yillar Ar-Ge projelerinde ¢aligmis kisiler

kolayda 6rnekleme yolu ile se¢ilmistir (Detaylar1 Tablo 1°dedir).

Tablo 1
Goriislerine Bagvurulan Uzmanlarla Ilgili Bilgiler
Kod | Cinsiyeti Meslektgkl Son Cahstig Ar-Ge Projelerinde Aldig1 Gorevler Ogrenim
Kidemi Kurum Durumu
Kamu Ar-Ge | Arastirmaci, Proje Yoneticisi .
* " > >
Gl E 27y (Ozel Sektor) | Danisman, Y 6netici Lisans
G2* K 29 yil Kamu Ar-Ge AEastlrn_la_m, Proje Yneticisi, BSlim Y. Lisans
Y Oneticisi
G3* E 20 y1l Kamu Ar-Ge A{astl.rrr.la.m, Kalite Giivence Doktora
Y Oneticisi
Ozel Sektor e
G4 E 18yil | (KamuAr- | Arastrmact, Proje Yoneticisi, Kalite |y 1000
Ge) Giivence Boliim Yoneticisi
G5 E 35yl Kamu Ar-Ge E{.r.l.suu.l Mu diirtt ve Yardimeist, Proje Doktora
Oneticisi ve yardimcisi, Aragtirmact
G6 K 27 yil Universite | Akademisyen, Proje Yoneticisi Dogent
G7 E 23 yil Kamu Ar-Ge El.l.s.t.ltu Mu du.r % PrOJC Yoneticisi, Lisans
Boliim Y6neticisi, Arastirmact
G8 E 15 y1l Kamu Ar-Ge | Arastirmac, Proje Izleme Sorumlusu | Y. Lisans
Kamu Ar-Ge P, PO .
G9 K 35yl (Ozel Sektor) Proje Yoneticisi, Bolim Yoneticisi | Y. Lisans
Kamu Ar-Ge | Arastirmaci, Proje Y oneticisi, Bolim
G10 E 28yl (Universite) | Yoneticisi, Akademisyen Doktora
Kamu Ar-Ge | Boliim Yoneticisi, Proje Yoneticisi,
Gl E 26 yil (Universite) | Arastirmaci, Akademisyen Doktora
Kamu Ar-Ge | Arastirmact, Takim lideri, Proje .
Gl2 K L4yl (Ozel Sektdr) | Yoneticisi Y. Lisans
Universite Akademisyen, arastirmaci, proje
G13 E 30 yil (Kamu Ar- | .7 syen, arag - Pro) Prof.
Ge) yoOneticisi
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Enstitii Midiirti ve Yardimecisi,
Gl4 E 34 y1l Kamu Ar-Ge | Boliim Yoneticisi, Proje Yoneticisi, | Dogent
Aragstirmaci, Danigman

Ozel Sektor
Gl15 K 28 yil (Kamu Ar-
Ge)

Kamu Ar-Ge
(Ozel Sektor)

Boliim Yoneticisi, Proje Yoneticisi,

Proje izleme Sorumlusu, Arastirmaci Y. Lisans

Bolim Yoneticisi, Proje Yoneticisi,
Ar-Ge Takim Lideri, Kalite Giivence |Y. Lisans
Y oneticisi
Not: *: Pilot uygulamada yapilan gériismelerdir. Degerlendirme asamasinda bu goriismeler nitel analiz
disinda birakilmistir:

Gl6 K 27 yil

Verilerin Coziimlenmesi ve Yorumlanmasi

Aragtirma kapsaminda yoneltilen sorular ayri ayri ¢6ziimlenmistir. Yari yapilandirilmig
goriigmelere katilan kisilerin tamamina yakini kayit alinmasina izin vermistir (Yalnizca
G12, cevaplarini yazil olarak iletmeyi tercih etmistir). Kayitlar, sonradan desifre edilerek
yazili belge haline getirilmis, G1’den baslayarak G16’ya kadar kodlanmis ve ilk {i¢
goriisme pilot galisma kapsaminda gergeklestirildigi igin analizlerin disinda tutulmustur.

3. Bulgular ve Yorumlar

Buboliimde, desifre metinler soru bazinda ayr1 ayr1 degerlendirilmis ve yorumlanmistir.
Yapilan ¢ikarimlarla uyumlu yonde fikir beyan etmis olan uzmanlarin kodlar1 (Bkz.
Tablo 1), ilgili bulgunun yaninda parantez igerisinde verilmistir. Bunun yaninda,
uzmanlari konu ile ilgili ifadelerinden baz1 6rnekler, tirnak icerisinde ve italik olarak
metnin igerisinde belirtilmistir.

3.1. Ar-Ge projelerinin basarili olarak degerlendirilmesini etkileyen faktorler

1. Basar1 Tamimi: Uzmanlarin ¢ogunun dile getirdigi iizere; Ar-Ge projelerinde
basar1 tanimi ve 6l¢timii klasik projelerden farklidir ve daha fazla belirsizlik, yenilik
ve etkilesim igerir (G6, G7, G9, G10, G12, G13, G14, G16). Projenin bir hedefinin
olmasi ve belirli bir zaman aralifinda atanmis kaynaklarla bu hedefe ulagilmasi/
yaklasilmasi, kendisinden beklenenleri karsilamasi ya da nigin karsilanamayacagini
aciklayan sonuglar elde edilmesi basari sayilabilir (Timil).

“o0 hedefi karsilayan sistemler, tiriinler veya modeller gelistirilmis olmasi gerekiyor.
Veya, gelistirilememis olsa bile bunlarin niye gelistirilemeyecegine dair bazi bulgulara
ulagilmis olmasi. Bazi dersler ¢ikarilmis olmasi gerekiyor.”(G10)

“Ama bizde genel olarak bakildiginda bir Ar-Ge projesine; Ar-Ge projesi olsa
da olmasa da, sonugta iste ben sunu istiyorum dedigi zaman miisteri, onun géziinde
basart aslinda o sonucu elde etmek oluyor. Ama proje agisindan bakildiginda iilke igin
bakildiginda o ¢aliymada elde edilen her sonug¢ basaridir diye diigtiniiyorum ben.”(G9)
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Proje ¢iktilarinin kullanilabilirligi, miisterinin kabulii, basar1 algisi tizerinde etkilidir.
Miisteri kabuli, projenin gereksinimlerini (ya da gerek, ister) karsilamasia baglidir
(G4, G5, G6, G7, G8, GY, G11, G14, G15).

“ciktiyr miisteri kullaniyorsa gercekten aktif olarak kullaniyorsa ve onunla yaptigimiz
geri doniisler olumluysa ve bunun pesinden yeni bir proje bu tiretiyorsa o miigteri
sizinle ¢calismaya devam ediyorsa bence bu proje basarilidwr. ”(G5)

Ar-Ge projelerinin basaris1 dendiginde proje basaris1 ve Ar-Ge basarisi farkli
degerlendirilebilir. Bu degerlendirmeler de projenin tipine gore farklilasabilir (G5,
G7, G9, G12). Ar-Ge projelerinde soyut olarak nitelenebilecek, varligi kolaylikla
algilanmayan ve zamana bagli olan (insan yetistirme, toplumsal fayda, gelecekteki
veya bagka alanlardaki arastirmalar tetikleme vb.) ¢iktilarin da ulasilacak hedefler
arasinda belirlenmesi, yani Ar-Ge basaris1 konusuna vurgu yapilmasi basar algisini
artirabilir (G6, G9, G13, G14, G16).

“Kullamlabilir olmasu, yararlamlabilir olmasi, farkli alanlardaki bilgilerin kesfedilme
gereksinimlerini ortaya ¢tkarmasi, mesela bir alandaki temel baska bilginin arastirma
gereksinimini bizlere gosteriyor olmasi.”(G6)

“AR-GE projesinin basarisi bence yeni bir AR-GE projesi ¢ikarip
ctkarmamasidwr. (G 14)

Ar-Ge projelerinde belli bir miktar belirsizlik normaldir fakat hedeflere, odak
kaybedildigi i¢in ulasilamamigsa, bu durum basarisizlik algisi olusturur (G6, G12,
G13, G16).

“(basarisizlik) hi¢bir sonug elde edememek ve yaklagamamak ya da yanlis konu
belirlemek yanlis yolda ilerlemek oradaki belirledigi yol haritasinin yanls olmasi
yanlis yolda ilerlemesi olabilir.”(G16)

Miisteri ihtiyaglarini daha fazla tatmin edecek sekilde hedefler asilirsa, bu durum
da basar1 algisini artirir (G6, G7).

“Yani aslinda baslangictaki kiiciik bir seyi belirliyoruz, gérmedigimiz bir alana
eger proje sonucunda ¢alisirken kesfedip proje degerini artirabilecek, daha yiiksek
bir degere tasiyabiliyorsak bu da projenin ya da Ar-Ge degeri olusturmanin énemli
bir kastast.” (G6)

2. Basariy1 Etkileyen Faktorler: Tiim projeler i¢in hedeflerin net ve ulasilabilir
olmasi 6nemlidir, fakat Ar-Ge projelerinde bazi hedeflerdeki belirsizligin de baslangigta
net olarak ortaya konmasi 6nem tagimaktadir (G9, G10).
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“Bir kere projenin bir problemi olmali, yani ger¢ekten gergekgi tanimlanmig hedefleri
olmali. Tanimlanmus bir problemi olmali. Oyle rastgele yola ¢tkilmamali.” (G10)

Ar-Ge hedefleri belirlenirken miisteri ve kullanict odakli yaklagmak gerekir.
Paydaslarin isteklerini ve bunlarin ardindaki ihtiyaclarini iyi anlamak ve tiim proje
yasam dongiisii boyunca siirekli iletisimle bunlar1 canli tutmak énemlidir (G4, GS,
G10, G16).

“Miisteri veya kullanicimin dahil olmasi esas. Yani o tiim proje siirecleri boyunca en
basindan en sonuna kadar miisterilerin, kullanicilarn, ...her asamada dahil olmalar,
pargast olmalart projenin, gerekiyor bence bu onemli bir faktér.” (G4)

Projenin i¢inde ve digindaki tiim paydaslarla iletisimin kuvvetli olmas1 énemlidir.
Kararlarin ve gelismelerin paylasiminin yazili olarak yapilmasi, paydas istek ve
ihtiyaglarinin anlagilmasi ve canli tutulabilmesi i¢in sik sik toplantilar diizenlenmesi
yararhdir (G7, G9).

“Miisteri ihtiyacum biliyor, elinde olmasi gereken iiriintin hangi ozelliklere sahip
olmasi gerektigini biliyor ama onun yapiimasiyla ilgili yontemi veya teknik kisitlar
risklerivs. de biz biliyoruz aslhinda. ...miisteriyi egitmek de aslinda bizim gérevierimizden
birisi. Yani orada, o toplantilarda...” (G9)

“...gitmesi gereken yolda gidiyor mu diye dinamik bir sekilde takip edebilmek
lazim.”(G7)

Proje yoneticisinin ve ekibinin tecriibesi, yetkinligi, aidiyeti, birlikte ¢caligsabilmesi,
egitim almaya ve vermeye ag¢ik olmasi1 dnemlidir (G4, G6, G7, G9, G15, G16).

“...en onemlisi insan faktoriidiir, insan en onemlisidir, insanmn nitelikli olmasi, niteligi
yeterli degilse daha iste egitimlerle, iste birtakim pratik teorik birtakim desteklemelerle
insant bir defa belli bir olgunluga getirmek lazim.” (G7)

Proje ekiplerinin motivasyonu, hedefleri dogru bir sekilde anlamasi1 ve odaktan
sagsmadan bu dogrultuda hareket etmesi basartya katki saglar (G4, G6, G7, G11, G12, G13).

“Tiim proje ekibinin taahhiidii yani bu ise inanmasi, elini tasin altina koymast,
kendini adamalari, adanmigliklart ¢ok onemli.”(G4)

Proje planlarinda esnekligin saglanabilmesi ve buna tiim paydaslarin uyum
saglayabilmesi 6nemlidir (G10, G12).

“Klasik projelerden farkli olarak; bir asamadan elde edilen ¢iktilara gorve projenin
bir sonraki yol haritasi tekrar revize edilmeli, her bir sonraki “arastir-tasarla-gergekle”
dongiisii ile “beklenen ¢iktiya” bir adim daha yaklasildigindan emin olunmahdir.” (G12)
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Ust yonetimin projeye olan destegi ve sorun ¢ozme yetenekleri proje basarisina katki
saglar (G4, G7, G8, G9, G10). Projenin gergeklestirilebilmesi i¢in gerekli siiregler,
kaynaklar ve altyapinin var olmasi ve projenin dogasina uygun olarak dogru bir
sekilde kullanilmasi, takip edilmesi, bilgilerin belgelenmesi projenin basarisi agisindan
onemlidir (G4, G7, G8, G9, G10, G14, G15, G16).

“Diger biitiin pek ¢ok sey projenin ger¢eklesmesi igin iste gerekli kaynaklar, basta
insan kaynagi... Parast olmayan bir projeye girilmez hepsinin asgari bir biitgesi asgari
bir is giicii vardir ama orada fark yaratacak yoneticinin destegidir.”(G8)

“...stire¢lere ¢cok uygun calismak gerekiyor. Ar-Ge projesi tamam, hi¢chbir sey tam
belli degil, iteratif gidilebilir ama mutlaka o siire¢lerin olmasi gerekiyor.” (G9)

Projenin basarisini, miisteri ya da iilkenin durumundan kaynaklanan nedenler de
etkileyebilir (Negatif etkiler dile getirilmistir) (G5, G9). Proje i¢in fizibilite ¢aligmasi
yapilmasi ve risklerin dogru sekilde 6ngoriilebilmesi de olumlu bir faktérdiir (G6,
G14, G15). Is birlikleri ile yapilan projelerde gérev paylasiminin, kesisim kiimesi en az
olacak sekilde tanimlanmasi ve ortaklarin birbirlerini denk bir sekilde tamamlamalar1
basariy1 artiracaktir (G9, G13, G14).

“...isin basinda projede gorev alacak kurumlarin gérev tanimlarini ve sorumluluklarin
¢ok net bir sekilde planlamak ve miimkiin oldugu kadar kurumlar arasindaki teknik
araytizii minimumda tutmak. Veya ¢ok net tamimlamak gerekiyor.”(G9)

Ar-Ge projelerinde teknik hedeflerin yani sira insan kaynag yetistirmek, bilgileri
paylagmak gibi yan hedeflerin de gozetilmesi dnemlidir (G6, G9, G13, G14, G16).

“sonucta Ar-Ge projesinin aslinda sadece teknik ¢iktilar: degil, insan kaynagi ¢iktist
da olmak zorunda. ... tirtiniin yani swra en biiyiik ¢iktist insan kaynagi.”(G9)

3. Ciktilarin Basar1 Algisindaki Rolii: Goriisiilen kisilerin tamaminin mutabik
kaldig1 iizere; Ar-Ge projesinin basarili kabul edilebilmesi i¢in muhakkak hedefler
dogrultusunda -olumlu ya da olumsuz- bir ¢ikt1 elde edilmesi gerekmektedir. Dolayistyla,
hedefe ulagilamama nedenlerinin de bir ¢ikt1 olarak ortaya konmasi gerekir (Ttimii).

“Projenin ¢iktilarina bakip nasil basarili olduguna karar verebiliriz yani bir kere
proje tip, o hedefler yani bir kere hedefler cinsinden dnce degerlendirme yapmak lazim.
... ¢ikti da dedigimiz gibi ¢iktimin ¢esitleri var. Bunlar ¢ikmuis olabilir, ¢itkmamigsa bile
sebepleri iyi analiz edilmis olabilir Ar-Ge projesinin. Normal projede mecburen sadece
¢tktiya bakilir: Cikti varsa basarili yoksa basarisiz. Ama Ar-Ge projelerinde o belirsizlik
riski var. Yani ongériilemezlik. Dolayisiyla bir sukinti olmaz diye diisiiniiyorum.” (G10)

Ar-Ge projelerinde iiretilen ¢iktilarin etki diizeyi ne kadar biiyiik olursa -tiirlinden
bagimsiz olarak, yayiin atiflart ya da tiriinlerin kullanilabilirligi, karsiladigi ihtiyacin
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onem diizeyi ya da etkiledigi kisi sayisi- projenin basari algisi da o kadar olumlu olur
(G6, G7, G14).

“Hedeflerinin olmasi ve hedeflerine ulasilmasi, bence onemli asamalar, AR-GE
projelerinde. Tabi burada makale veya yayin ¢tkmasiyla, tiriin ¢ikmasi, rapor ¢tkmasi,
bence asagi yukari denk olan seyler ama hangisi daha degerlidir derseniz tabi toplumun
refahini arttiracak diizeyde ve impact faktori, etki faktorii yiiksek, bize asimetrik giic
kazandwracak seylerin ortaya ¢ikmasi, ¢ok daha énemli. ...en basarili AR-GE projesinin
impact faktoriiniin en yiiksek olmasi lazim.”(G14)

Ar-Ge proje sonuclarinin somut iirlin ya da teknolojilere doniismesi, projenin daha
basarili olarak algilanmasini saglayacaktir (G4, G8, G12).

“Nihayetinde Ar-Ge belki bir iiriinle bitmeyebilir, calisma, ama Ar-Ge si tamamlanmas,
tatminkadr bir sekilde tamamlanms bir proje, bir prototip haline gelmis olmasi ve elle
tutulur, gozle goriiliir bir sekle biiriinmiis olmasi, belli isterler kapsaminda ve belli bir
zaman diliminde o projeyi hakikaten basarili gosterecektir.”(G8)

Ar-Ge projelerinde elde edilen soyut ¢iktilar da ¢oktur ve dnemlidir. Bu ¢iktilarin
da baslangigta hedefler arasia konup gériiniir hale getirilmesi gerekir. Insan kaynagi,
altyap1 ve yetkinlik gelistirilmesi arastirmanin gelecegi agisindan ¢ok dnemlidir (G9,
Gl1, G15, G16).

“Bence bilgi ve yart mamul iireten daha degerli, prototip iiretmek iiriine ve
teknolojiye yonelik, endiistriye yonelik bir sey oldugu i¢in o sumirl kalmis oluyor,
ama Ar-Ge sirf o taraftan yapilmadigi icin ¢ok genis kapsaml bir Ar-Ge yapiliyor
sosyal olarak... Yart mamuller ¢ok kiymetli bence. Ar-Ge ¢alismalarinda. Birden fazla
yerde kullanilabilir.”(G11)

“(bazi ¢iktilar digerlerinden biraz daha kiymetlidir) Diyebiliriz. ... devletin finanse
ettigi projelerde tek hedef bir tiviin ortaya ¢ikarmak degil bu iiriiniin siirdiiriilebilirligini
saglayacak altyapiyr da olusturmak. ... Bu insan giiciiyle ilgili. Ikincisi iiretim
altyapist. ”(G15)

Uretilen ¢iktilarin tiiriiniin basar1 algisi {izerindeki etkisi, hem degerlendirmeyi
yapan taraflarin bakis acisina, hem de projenin tiirii ve amaclarina gore degismektedir
(G5, G10, G13).

“...akademik bakanlar ne kadar 6zgiin bir sonug ¢ikarsa o calismanin yayinlanabilirligi
ve yaymlandiktan sonra atif alma giicii ¢ok fazla olacaktir. Ancak fonlayici agisindan
yani projeyi destekleyen para veren agisindan ise yaygin etkisine gore bir siralama
olacaktir. Yani hangi ¢ikti toplumsal olarak en biiyiik yaygin etkiyi en gii¢lii yaygin
etkiyi yaratr diye soracaktir.” (G13)
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Ar-Ge ¢iktilarinin miimkiin oldugu kadar belgelendirilmesi ve paylasilmasi; bagka
alanlarda kullanilmasina, yaygin etkisinin artirilmasina ve aragtirmalarin ilerletilmesine
katki saglayacaktir. Ar-Ge projelerinde iiretilen ara ¢iktilar da nihai ¢iktilar kadar
onemlidir. Bu tiir belgelendirilme, arastirma sonuglarinin ileriye tasinmasinda ve yeni
projelerde kullanilmasina fayda saglar (G4, G9, G10).

‘@

.. sadece Ar-Ge projesiyle kalmiyor onun daha sonra baska platformlara
uygulanmasi da soz konusu olabiliyor. Bu ¢iktilar gercekten ¢ok kiymetli, su tanimla
girecegim aslinda yeniden kullanilabilirlik. ... Dolayistyla sizin bu Ar-Ge ¢alismasini
yaparken her ne kadar ilk defa yapilan bir sey de olsa ¢ok sistematik gidip dokiimanlarmnizi
cok sistematik tutmaniz gerekiyor.” (G9)

“Ama mesela orada o ana sey o problem ¢éoziilmiisse ana sey ger¢eklesmistir yan
faydalar ¢ok iyi gerceklesemez bazen yayinlar ¢ikmazsa.”(G10)

4. Basar1 Olasihginin Proje Tiirii ya da Amacina gore Durumu: Ar-Ge projesinin
basar1 olasiliginin amacina gore degisecegini diisiinen uzmanlar bulunmaktadir (G4,
Go, G7, G8, G10, G11, G14, G15, G16).

“Olur, tabii farklilasma olur. Séyle olur. Konu ne kadar belirsizse risk o kadar
artar.”(G7)

“(Amacina gore) Evet tiiriine gére Ar-Ge nin basart oraninin degisecegini ¢ok
ciddi diistiniiyorum. Mesela sosyal icerikli veyahut da ¢ok genis kitleleri ilgilendiren
calismalar hemen sonug¢ vermiyor yani bir neticeye hemen ¢abuk varmuyor. ”(G11)

Ote yandan, Ar-Ge projesinin amacinin basar1 olasilig1 iizerinde etkisi olmayacagini
diisinen uzmanlar da bulunmaktadir (GS5).

“... (amacina gore) ¢ok farkhilasacagini sanmiyorum. ... ama finans tiirii 6yle bir
seyivar farkliligi var agikgasi. ... mesela burada projenin tipine gore de seyi degisiyor
yani bir fizibilite projesi ile bir iiriin gelistirme projesiyse bunlarin basar: ol¢iitleri
muhakkak farkl olacaktir.”(G5)

Ar-Ge projesinin basari olasiliginin, temel arastirma, uygulamali arastirma ya da
deneysel gelistirme gibi tiirlerine bagl olarak farklilasacagi diisiniilmektedir (G4, G5,
Go, G7, G8, G9, G11, G13, G14, G15).

“... temel bilimlerde bir bilgi gelistirildikten sonra, bunun uygulamaya nasil
aktarilacagr ve bu uygulamadaki kullanim alanlarinin nasil ¢esitlendirilebilecegi
daha kolaylikla yiiriitiilebilecek ¢alismalar oluyor. ”(G6)

““

.. mesela altyapi projelerinde daha yiiksek basari elde edilir danismaniik
projelerinde konusuna gére yiiksek veya diisiik basarilar elde edilebilir. Teknolojik
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konularda genellikle yeni konularda yeni alanlarda en yiiksek risk orada da en yiiksek
basarisizlik ihtimali oradadw.” (G7)

“Neticede hi¢ yapiimamus bir iirtinii, hi¢ yaptlmamus bir teknolojiyi, hi¢ kullanilmamis
bir malzemeyi ortaya koyup bunu arastirma gelistirme sonucunda bir yerlerde
kullantyorsunuz bunun fail etme olasiligi iiriin gelistirmeden bence kesinlikle daha
fazla.”(G15)

Ar-Ge projesinin tliriiniin basari olasilig lizerinde etkisi olmayacagini diisiinen ya
da bu kisimla ilgili yorum yapmayan uzmanlar da bulunmaktadir (G10, G12, G16).
Bazi uzmanlar tarafindan, Ar-Ge projesinin fon kaynaginin basar olasilig1 izerinde
etkisi oldugu diistintilmektedir (G5).

“...proje tiiriiniin ¢ok etkisi olmayabilir.”” (G10)

5. Siireden Sapma Etkisi: Klasik projelerden farkli olarak, Ar-Ge projelerinde siire
uzatmasi alinmasi dogrudan bir bagarisizlik faktorii olarak degerlendirilmemektedir
(Timi).

“Bir miktar olumsuz etkiler ama gerekebilir de boyle seyler ciinkii Ar-Ge projelerinin
aslinda zamaninda biten bir tanesini ben hatirlamiyorum. “(G7)

“...her gecikme projenin basarisiz oldugunu géstermiyor diye diistiniiyorum
ben.”(G15)

Ar-Ge projelerinde siire uzatmasi alinmasinin bagari algisi lizerinde olumlu etki
biraktig1 durumlar da vardir (G6, G8, G10, G13).

“Yani, ben basarisiz olarak gormezdim, belki ¢ok daha iyi bir sonuca ulasmak
icin bir firsat ve daha iyi bir noktaya tasimmasi i¢in gerekli bir adim olarak goriip
degerlendirirdik. Ve yapilan tabi projede belirtilen hedeflerdeki raporlar burada ¢ok
onemli. “(G6)

“Projelerde ek siire alinmasi gayet, hele Tiirkiye sartlarinda, bence normal bir
durum. Beni sahsen hi¢ olumsuz etkilemez. Aksine her seyin zamaninda ¢ok hizl
yapilmis olmasi hedeflerin biraz boyle kolay se¢ildigi izlenimi uyandirir.”(G13)

Siire uzatmasidan ¢ok, bu uzatmanin neden alindigina iliskin kok nedenin, bagar1
algist lizerinde etkisi vardir. Ar-Ge belirsizliginden (6zellikle de 6nceden dngoriilebilmis
ise) ya da dis etkenlerden (miisteri ya da konjonktiirel) kaynaklanan uzatmalar olumlu
kargilanirken, ¢aligmalardaki ya da proje yonetimindeki yetersizlik, hedeflerdeki odagin
ya da kaynaklarin kaybedilmesi nedenleriyle yapilan uzatma istekleri olumsuz olarak
degerlendirilmektedir (G4, G5, G6, G8, G9, G10, G11, G12, G14, G15, G16).
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“... belki orada o uzama da size bir bilgi birikimi olarak geri donecegi i¢cin ondan
sonra gelistireceginiz projelerde onu telafi etme ya da belki bir sonraki projeyi ondan
daha kisa siirede yapma gibi bir avantaja ¢evirir.”(G8)

“Bir kere siire uzatmissa veya ek biitge istiyorsa sebebine bakmak lazim. Projenin
basindaki o belirsizlik ve risklerle tammlanmis olmasi lazim.”(G10)

“Ara ¢iktilarina bakarim orada. Ara ¢iktilarinda makul seyler var mi yok mu? Eger
ara ¢iktilart tatmin edici degilse, nedenlerini sorarum, ikna ederseler, ¢iinkii Ar-Ge
projesinde belli bir belirsizlik var. ”(G14)

6. Biitceden Sapma Etkisi: Katilimcilarin tamaminin katildig bir goriis olarak,
Ar-Ge projelerinde belli bir miktar biitce sapmasi aslinda beklenen bir durumdur. Bu
sapmanin belli limitler dahilinde olmasi basarisizlik algis1 olugturmaz fakat iki katina
¢ikarmak gibi durumlar pek kabul edilemez (Timil).

“Bence dogal o, emin olun dogal....AR-GE projesinin zaman ve biit¢ce ag¢isindan
sapmaswni ben ¢ok kotii algilamam.”(G14)

“AR-GE projesinin biitcesinin de tanimlanmug biitce ve maliyetlerini tamamlamast
bile bence bir basaridir ve de sizin o yol boyunca riskleri yonetmek icin ¢cogu kez ekstra
maliyeti goze almaniz gerekir.”(G15)

Belirsizliklerin baglangicta dngoriiliip biitcenin ve zamanin esneyebilecegi lizerinde
anlagilmasi ya da belli risk paylari eklenmesi gereklidir (G6, G8, G9, G10, G14, G15,
G16).

“Orada da biit¢enin tabii asimlar diyoruz ama asimlarin mertebesi de énemli.
Feasible olmaktan ¢ikarryorsa o biiyiik bir basarisizlik olabilir. ”(G16)

“Sebeplerle baglantilandirilabiliyorsa hem siive hem biit¢e uzatmasi mantikl ama
onun disinda ya yaptik olmadi, biraz daha siire verin seklinde...projenin basinda
ongoriilmemis sekilde keyfi bir seye baglantilandwrilyyorsa bence basarisizlik var diye
anlamlandirilabiliv iki durum da.”(G10)

“Dolayisiyla biitge benim fikrim bu tabi nagizane biit¢esinin i¢inde kalmasi bile bir
AR-GE projesinin ya kafa kafaya bitirmesi bile bence basarili nitelendirilebilir yani
kar zaten diistintilemez hatta belli bir oranda bir risk pay bile diisiiniilebilir.”(G15)

Katilimcilarin tamami tarafindan ifade edildigi tizere Ar-Ge projelerindeki biitce
sapmalarinda rol oynayan belli basl etkenler; belirsizlikler, uzun siirelerden kaynaklanan
enflasyon-kur farki riskleri, stratejik sebeplerle baslangicta biit¢enin diisiik belirlenmis
olmasi, tedarik edilecek teknolojilerin yenilenmesi, ilave deneyler, testlerin tekrarlanmasi,
ilave insan kaynag1 ya da egitim/danigmanlik ihtiyacinin ortaya ¢ikmasi, kotii yonetim
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sonucunda biit¢e disiplinsizliginin olugmasi ya da ongoriilerin yeteri kadar 6zenli
yapilmamig olmasidir. Bunlardan son iki tanesi disinda higbiri basar1 algisi agisindan
olumsuz degerlendirilmemistir (TUmii).

“...orada da yine benzer aslinda, bizim iilkemizde bir gercek, kur farki. ... O ¢ok
biiyiik bir risk ve oniine ge¢meniz miimkiin degil, onun disinda yani hani belki ¢ok
iyi incelenmeden alinmasina karar verilmis tiriinler yiiziinden malzemeler yiiziinden
biitceden sapilryorsa o basarisizlik sayilabilir yani, veya kotii planlayip o siireci
kotii yiiriitmek olabilir ashinda. Bunun disinda biitce artisi ¢ok... 3 senelik 5 senelik
projelerden bahsediyoruz. Cok normal sapmast” (G9)

“Bazen bazi tarihleri éne ¢ekmekle ilgili hamle yapmaniz gerekir. Bazen bir
tedarikgiyi yedeklemeniz gerekir. Bazen konsepte iki paralel konseptle gidip projenin
bir asamasinda konsept se¢imi yapip oyle devam etmeniz gerekir ¢iinkii hangi konseptin
basarili olacagina ancak o noktada karar verebilecek olursunuz.”(G15)

3.2. Ar-Ge is birliklerindeki dinamikler
1. is Birligi Motivasyonlari: Bir Ar-Ge projesinde is birligi yapmak igin en
o6nemli neden olarak yetkinliklerin birlestirilmesi ve birbirini tamamlama ihtiyaci
tiim katilimcilar tarafindan belirtilmistir (Timil).

“Bir kere her kurumun katacagi bilgi, katacagi deneyim, katk: diizeyi, paydas
alant yani bu da ¢ok dnemli ¢iinkii yani bu ister imalat sektérii olsun ister teknoloji,
fen bilimleri, hangi alanda kullanilirsa kullansin hi¢ kimse bugtin tek basina bilgiye
hakim olma ve yonetme konusunda yeterlilige sahip oldugunu ileri siiremez.” (G6)

“...farkl disiplinlerin i¢inde bulundugu biiyiik projeler soz konusu oldugunda farkl
kurumlar da isin igine giriyor.” (G9)

Biiyiik boyutlu projelerde; biitgenin, riskin ve kaynaklarin paylasilmasi amaciyla is
birligi yapilabilmektedir (G7, G13, G14). Misterinin istegi ya da pazarin beklentileri
nedeniyle is birliklerine gidilebilir (G4, G6, G10, G13, G15). Hiz1 ve kaliteyi artirmak,
teknoloji transfer etmek ve insan giiciiniin yetigmesini saglamak amaciyla (G5, G6,
G8, G10, G11, G12, G13, G15), kaynaklarin projeyi tek basina yapmak icin yeterli
olmamasi durumunda (G4, G10, G15, G16) ya da Ar-Ge ekosisteminin gelistirilmesi
amaciyla is birligi yapilabilir (G4, G10).

“Is birlikleri tecriibenin bir araya gelmesi oluyor farkl kuruluslarin veya insanlarin.
O tecriibeler de Ar-Ge 'nin amacini ¢ok daha hizli ve dogru anlamli ¢calismalarla
ulasmasimi saglyor. Isbirliginde bence bu ¢ok énemli.”(G11)

“... projenin bilesenlerine bagli olarak herkesin uzmanlik alanlarinda faaliyet
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gosterecegi maliyet etkin bir yaptlanma olmasi lazim bence. ...biiyiik orta iistii
biiyiikliikteki tiriinler icin is birligine ihtiyag var. ”(G14)

“...projelerde ¢ok ortaklilik durumunun fon saglayici tarafindan tesvik edilmesi.
Yani anlatabildim mi yani bu tesvike de karsilik vermis olmak.”(G13)

“Zaman, biitge tabii o iggiictinden faydalanmanin seyi, zaman kisitlar: hani siireyi
de efektif kullanabilme adna is birligine girilebilir. ”(G10)

“...partnerimin o ¢aliyma konusundaki isminden, prestijinden, itibarindan istifade
etme.”(G13)

“...proje ekibindeki ¢caliganlarin calisan sayisimin yeterli olmamasi yani uzmanlik var
fakat isgiicii yeterli degil. Isgiiciinii takviye etmek icin olabilir is birligi yapmak. " (G4)

“Veya bazen de sey oluyor, kurumsal politikalar yani su problemi biz yapabiliyoruz
ama yapmayacagiz, bu daha iist politikalar geregi bu konuyu su kurumla paylasacagiz
onlarla birlikte yapacagiz seklinde. Kurumsal kaynak olabilir veya su ekip bos durmasin
o ekip de projeden faydalansin atil kalmasin, hem de yetigsin ilerisi i¢in diye kurumsal
politikalar da bazi iy birliklerini zorunlu kilabiliyor yani. Ve ulusal politikalar bazen
olabilir bu sekilde mesela bu konu su kurumun tekelindedir denilebilir, mecburen o
konuyu o kurumlarla ¢alismak zorunda kaliyorsunuz.”(G10)

2. Is Birliklerinin Oniindeki Engeller: Ar-Ge is birliklerinde taraflarin ayni
hedefleri paylasmamalar1 ve farkli yonlere gitmek istemeleri, koordinasyonun zayif
olmasi problem olusturur (G4, G8, G10, G12, G15).

“Is birliginin oniindeki en biiyiik etken bunun yénetim safhasi. Yani buradaki
koordinasyon.”(G8)

“Hem kapsamda ¢ok iyi anlasmak gerekiyor ¢iinkii hakikaten ¢ok agik yazdigin
diistindiigiiniiz bir takim is tammlarinda bile is birliklerinde karsilikll biz bunu boyle
anlamadik denebiliyor. ... Genelde husumetler ig tariflerinden ve takvimlerden ¢ikiyor
diyebilirim.”(G15)

“...iletisim yani iletisimin saglanamamasi diizgiin olmamasi iste asir1 geg cevap
doniilmesi gibi konular beni rahatsiz eder.”(G4)

“Is birliklerinde en énemli husus, gorev tammlarinin ve biitce dagilimlarinin dogru
(hakkaniyetli) yaptimast olur.”(G12)

Is birligi yapan kurumlarin proje ¢iktilarindan ya da itibardan daha fazla pay almak
istemeleri sorun olusturabilir (G5, G6, G7, G9, G10, G12, G14).
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“Bir diger unsur yine daha dnce soziinii ettigim projeden elde edilecek kazanimlarin,
is birligi yapan taraflar arasinda nasil dagitilacagina dair noktalarin ¢ok iyi
saptanmamasti. ...en biiyiik engel kurumlarin bir kere ... giicii paylasmak istememesi.
Projedeki o hakimiyeti kaybetme riski. Projenin sahipligini yitirme riski. Proje sirasinda
sonrasinda etkiyi kaybedebilme diigiincesi.”(G6)

Is birligi yapan kurumlar arasinda ¢ok biiyiik kiiltiir farkliliklari, is yapma tarzlarinda
ya da biiyiikliiklerinde ¢ok fazla fark olmas1 durumunda 6zellikle iletisim gibi konularda
sorunlar yasanabilir (G4, G6, G7, G8, G9, G10, G11, G13, G14, G16).

“teknik olarak onlarla is yapmaktan biiyiik zevk alryorsunuz ve siz de bir seyler
kazaniyorsunuz karsilikly bir bilgi aligverisi oluyor ama idari olarak bakildiginda
mesela ortak kullaniimasi gereken bir bilginin paylasiimadig durumla karsilastik. O
bilgiyi size vermiyor veya kisith bir sekilde vermeye kalkiyor.”(G9)

“Is birligi yapilacak kurumlarin ayni ézdes giicte mali giiclerde olmayislari, hem
mali agidan hem de is giicii ag¢isindan belki handikaplar yaratiyor olabilir.”(G8)

Is birligi yapan kurumlar projeye yeterli taahhiittii saglamadiginda, is paketleri
aksayabilir ve 6zellikle kritik yol {izerindeki is paketleri tizerinden ¢ok ciddi sorunlar
yasanabilir (G4, G6, G9, G11, G13, G15, G16).

“Yani iste sizin iginizi ¢ok kurallara bagh olarak yiiriitmeye ¢calistiginiz halde diger
tarafin biraz daha belki o sirada ayni ¢calisma grubunu farkl projelerde de kullandigi
icin olabiliyor boyle seyler. Aymi giicii bu tarafa vermemesi nedeniyle ¢ikan sikintilar
olabiliyor. Cok spesifik olacak belki ama miisteri nasil olsa bunu kabul eder iste ilk
defa yapiliyor daha dnce hi¢ yapilmamis bir sey diyelim ki hedefte iste 5 ¢ikmasi
lazim ya ben bunu 3 de yapsam hi¢ yapumadigi igin 3 i de kabul eder deyip isi oyle
bir sekteye ugratma sekli. ”(G9)

“...bu paydaslar arasinda problemi sahiplenmeme, farkli sahiplik derecelendirmesi
olunca aidiyet duygusu farkli olunca biiyiik dengesizlikler oluyor.”(G10)

ITET:

Onyargilar. ...her sey yukarida ¢ok giizel fakat asagiya inince ¢éziilemeyip
islerin ters dondiigiinii ve yapilamadigini gordiik yani. ...Paylasmayr ve is birligini
sevmiyoruz. ...gliven ¢ok 6nemli yani is ahlaki ¢cok onemli ashinda kazan kazan olarak
gitmesi lazim iglerin ama maalesef kazan da daha ¢ok asagi cekme seklinde oluyor. ”(G14)

“ilgili hatanin sahibi problemin kendinden oldugunu bile hi¢ varsaymryor. Direk
senden bekliyor sende hata vardir diye bekliyor.”(G11)

Ar-Ge projelerinde ortaya ¢ikan sonuglarin veya fikirlerin kotii niyetli olarak alinmast,
kullanilmasi ya da tigiincii taraflarla izinsiz olarak paylagilmasi bityiik sorunlar olusturur.
Fikri miilkiyet haklarmm paylagimi konusunda hukuki problemler ¢ikabilir (G6, G10, G11).
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“...kendisine ait olmayan ¢iktilar: bile kendisininmis gibi lanse etme, onlar: baska
projelerde sistemlerde kullanmaya girisimler yani hak, fikri miilkiyet hakki paylasimi
konusunda wyumsuzluklar olursa ondan ekipler ¢cok rahatsiz olur. ...en kisa siirede
en fazla bilgiyi hemen transfer edelim seklinde bir ticari kaygt hissedince yani demek
ki gelecekte birlikte yiiriime dertleri yok, yani yetisince rakip olacaklar bize. O tip
durumlarda pek yiiriimiiyor. ”(G10)

Biirokratik ve mevzuatla ilgili sorunlar yaganabilir, bazen de uluslararasi menfaatler
devreye girebilir ve is birligine fazladan eklenen iilkeler (ya da kurumlar) olabilir;
bunlar, projeyi yavaglatma ya da bilgi saklama, sizdirma gibi faaliyetlerde bulunabilirler
(G7, G10, G13, G195).

“En onemli engel, biirokrasi. Ve mevzuat. Yani bir kurumla is birligi yapmak istersiniz,
belli saglamaniz gereken prosediirler vardir onlarla ugrasirsiniz, ne diyeyim, biirokratik
engeller vardir.”(G7)

“...genelde Ar-Ge projelerinde ve teknoloji gelistirmede ig birlikleri, en azindan belli
bir fazda, yurtdisindan belli bilgileri, bunu daha dnce yapnusg isin core miihendisliginde
ya da core bilgisinde bulunan yerlerden almak noktasinda éniindeki engeller bir kere,
iste bu tiir stratejik projelerde gizlilik, giivenlik, stratejik, kritik bilgilerin iilkeden iilkeye
aktarilmasi noktasindaki kisitlar var. Ikincisi rekabet hususlari var.”(G15)

Projenin biit¢esinin yetersiz olmasi, s6zlesmelerin agir kosullar igermesi ya da
stratejik gereklilikler nedeniyle bazi paydaslar is birligine dahil edilemeyebilir (G7,
G12, G195).

“...proje biiyiikliigii biitce ile ilgili kisitlar varsa siz ilgili paydaslar: da belki
katamayabilirsiniz. ”(G7)

“Belki Ar-Ge yapilacak konunun gizliligi, stratejik 6nemi bulunuyorsa ek
paydaslar istenmeyip tiim ¢alismalarin belivlenmis tek kurum tarafindan yapilmasi
istenebilir. ”(G12)

Fon saglayicilarin dikte ettigi kosullardan ya da projeye hangi is birligi modelinin
uygun olacaginin dogru tayin edilememesinden kaynaklanan problemler yasanabilir
(G10, G13, G16).

“... yani gereksiz yere isin icine yeni paydaslar katiliyyorsa mesela o is birligini
basta proje ekibi, istemez yani. Kagmaya ¢alisir.”(G10)

“...bize bastan béoyle sart kostuklari icin boyle yola ¢ikinca biz hatalr bir ortakla
gitmek zorunda kaldik. ...senin alt yiikleniciligini yapacak firmayt sen ortak olarak
aldigin zaman o firmaya mahkumsun ¢iinkii ortakligi bozamiyorsun sozlesme yapildiktan
sonra. Yani bunun iyi bir model olmadigini diisiindiim sonradan.”(G13)
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“...fikren acik olmak modelleri bilmek, hangi projede hangi iste hangi is birligi
modelinin en optimum ideal olduguna bakmak lazim.”(G16)

3. Is Birliginin Faydalar1: Disiplinler arasi, farkli uzmanliklar gerektiren ve tek
bir kurumun o yetkinlige sahip olmadig1 ve kolaylikla sahip olamayacagi durumlarda
birbirini tamamlayan kurumlar arasi is birlikleri, tiim katilimcilarin ittifakla belirttigi
gibi, kagimilmaz olmaktadir (Tim).

“Ama bunun haricinde farkll farkli uzmanlik alanlar: var. Isin farkl farkl
disiplinleri var. ...Oradaki uzman ekibe veya altyapilara ihtiyaciniz var. Tek basina
kotaramryorsunuz o isi. O zaman da kurumlarin birlikte ¢calismasinda zorunluluk var.
Fayda var da demiyorum, zorunluluk var. ”(G7)

Proje konusunun farkli bakis acilartyla ele alinmasi ve sonuglarin yayginlastirilmasi
gereken durumlarda is birlikleri yarar saglamaktadir (G6, G11, G13, G15).

“Yani biiyiik projelerde, altyapisi, ekosistemi, biiyiik projelerde bir kere mutlaka is
birlikleri biiyiiklerle yapmak lazim. Burada dis paydas almak sizi ¢ok hizlandirryor.
Ozel sektor mesela olursa én tarafta, cok daha iyi seyahat edebiliyor. Alim satimi orast
yaparsa ¢ok daha hizli yapiyor. Istediginiz seyi alabiliyor obiir tiirlii siz istediginiz
tiriinii alamayabiliyorsunuz. Kamunun verdigi bir hantalliktan ve tarafsizliktan dolay.
Biiyiik projelerde altyapt projelerinde sosyal projelerde ve sistem projelerinde kesinlikle
is birliksiz yapimamas: gereken projeler.”(G11)

[s paketlerinin kolaylikla ayristirilabildigi, risklerin ve kaynaklarin paylagilabildigi
hallerde is birlikleri fayda saglamaktadir (G8, G9, G16).

“...ig birligi, sadece ve sadece multidisipliner projelerde benim o konuda yetenegim
yoksa bu isi yapabilecek iggiictim yoksa yani ben onu bir paket halinde verip paket
halinde sonug alabiliyorsam, o zaman ¢ok verimli. Miimkiinse hi¢, minimum iletigsimle,
minimum temasla ben bu isimi halledeyim.”(G9)

Tek bir kurumun proje igin gerekli yetkinlik ve kaynaklara sahip oldugu, proje
konusunun gizlilik derecesinin ya da fikri miilkiyet hakki paylasiminda sorun ¢ikarma
potansiyelinin yiiksek oldugu durumlarda tek ¢alisilmasi; yine tiim katilimcilarin
ifadesiyle, ig birliklerine gore daha elverislidir (Timii).

“...tek basina, belki az once o soyledigimiz temel bilimlerse bu mesela, temel
bilimler alaninda bir ¢calismaysa ve kisinin sadece kendi uzmanlik alani igindeki bir
konu ve alansa, arastirma geligtirme yapilan, belki o zaman tek basina ¢alisilabilir.
Ama diger projelerde daha ¢ok dedigim tiirdeki ¢alismalarin yapilmasi gerektigini
diigtiniiyorum. ”(G6)
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“Cok spesifik, sinirli bir konuda alanda iiriinde caligsmak, is birligine gerek yok
orada, yavaslatir.”(G11)

“Tek ¢alismanin fayda saglayacag durum, bir takim icrai igler alt yiikleniciler
kullamilarak yaptirilabilecekse yani olast ortaklar arasinda ¢ipa ¢ok biiyiik olup denklik
saglamak miimkiin olmayacaksa tek bir yiiriitiiciiniin ister laboratuvar analizleri olsun
ister prototip imalati olsun kendisi alt yiiklenicilere yaptirtarak ¢ozmesi daha pratik
daha yonetilebilir oluyor.”(G13)

Cok benzer uzmanliklara sahip kurumlarm ig birligi yapmak yerine tek ¢aligmasi ya da
is paketlerinin tamamen ayristirilmasi daha ¢ok fayda saglayacaktir (G7, G8, G9, G10).

“Bir kurum bir alanda gercekten yetkinse isi A’dan Z’ye toparlayabilecekse o zaman
sadece o kurumun o igi yapmast daha verimlidir boyle bir durumda.”(G7)

4. is Birliginin Boyutu: Ar-Ge is birliklerinde kurum sayis1 arttik¢a projenin yonetimi
ve Ozellikle de iletisim zorlagsmaktadir. Biitiin katilimcilarin ifade ettigi iizere; kurum
sayisinin miimkiin olabilecek en kiiciik sayida tutulmasi projenin basarili olabilmesi
icin bir gerekliliktir (TUmii).

“...is birligi yapilan kurum sayisi arttikca hayat bence hi¢ de beklendigi kadar,
olmayacak bir sekilde zorlaswr. ”(G4)

“Seyahat masraflarindan tutun iletisim problemlerinden tutun, haberlesmeden tutun
projenin giivenliginden tutun mesela bu bir gizli projeyse seyi nasil olacak? ...kurum
sayist arttik¢a o giivenligi saglamak, isin giivenlik boyutu da var. Giivenlik ile ilgili
de zorluklar yaganir. Bir¢ok zorluk yasanir.”(G7)

“Disaridan ve mecburen sokulmuslarda, iste o da olsun da dgrensin bu isi denilen
noktada, igte orada ona engel olup ‘bunun ¢oziimii bu degil; bunun bir yontemi var,
teknoloji transferi diye bir siire¢ var’ deyip bunun yeri burasi, bunun yeri bu Ar-Ge
projesinin i¢i olmamali.”(G9)

“Burada ortaklarin nitelikleri cok onemli, simdi iiniversitelerin rolii daha cok
temel arastirma, biraz da uygulamal arastirma kisminda. Ama TUBITAK Enstitiileri
gibi kurumlarmn rolii, daha ¢ok uygulamalr arastirma, deneysel gelistirme kisminda.
Firmalarin rolii, deneysel gelistirme ve iiriin gelistirme tarafinda. Simdi bu kesisim
kiimelerini diisiinecek olursak, yasam tarzi ve mesleki ilerleyisi tamamen temel arastirma,
biraz uygulamali aragtirma ve yaywn odakli insanlarla iiriin gelistirmecilerin bir arada
calismasi ¢ok zor oluyor”’(G13)

Ar-Ge i birligindeki kurum sayis1 arttik¢a, bunlarin daha iistten yonetimini
gerceklestirecek bir otoriteye ya da ¢ok ciddi bir koordinasyona ihtiya¢ duyulmaktadir
(G8, G11, G12, G13).
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“...s0yle, mesela 3 giizel bir say1 5 giizel bir say1 7 giizel bir sayt bunun daha étesi
¢ok yorucu. Avrupa Birligi projelerinden biliyoruz, 20 tane paydast var. Ama isi asil
gotiiren is paketlerinde gordiigiimiiz ya 5 kurulus ya 7 kurulus. Onlar biiyiik ekosistemle
ilgili projeler oldugu i¢in. ”(G11)

“...iyi bir is dagilimi ve iletisim plani, ortak anlayis ve ekipler arasi iyi bir sinerji
yakalanabildigi siirece kurum sayist artirtlabilir ancak bir noktadan sonra en iyi
ekipler dahi bir araya getiriliyor olsa bunlart ‘organize eden ortak yonetim’ birimi
zorlanacaktir, bu nedenle is birlik¢i sayist ¢ok yiiksek olmamall. ”(G12)

Is birligi yapilan kurum sayismin artmasinin avantaj ve dezavantajlarinin projenin
amacina gore ya da projenin tiiriine gore degisebilecegi ifade edilmistir. Bunlarin
projenin tiirlinden bagimsiz olarak gozlenebilecegi de ifade edilmistir (G4, G6, G11,
G14, G15).

“Degisir. Yani bu sirf Ar-Ge projelerinde az olmasi lazim. Tek olmasi lazim miimkiinse
1-2 diyoruz. Altyapr, sosyal veya kurumsal doniisiim projelerinde 7 'nin tizerine ¢ikabilir.
Anlamsiz da olsa koymak zorundasiniz bazi paydagslart oraya.”(G11)

“Simdi aslinda burada tabi baya bir segenek var. Ne tiir proje olduguna, biiyiikliigiine
gore degisiklik gosterebilir. Kurum sayist arttik¢a koordinasyonla ilgili stkintilar ortaya
¢ctkmaya baslyor.”(G14)

“Ben su an sadece is birligi yapilan kurum sayisimin artmasinin dezavantaji oldugunu
soyleyebilirim. Yani bunun bir avantajini su an, hani ¢ok sayida olmasinin bir avantaji
yok. Yonetilebilirligi kaybediyorsunuz ¢iinkii sonucta ...Siz on alt sistemi olan bir sistem
tasarlryorsaniz bunun sekizini out source ederseniz, bu yonetilebilirligi kaybedersiniz.
Ciinkii sekiz farkli arenada, sekiz farkli projeyi yonetir hale gelirsiniz. Ama on tane
alt sistemi olan bir sistem tasarlarken, yetkinliginizi yeterli gérmediginiz iki ti¢ tane
konuda farkly mithendislik firmalariyla ¢alisirsaniz, bu yonetilebilir olabilir. ... Hizmet
alvminda bir problem yok ama tasarim is paketlerinde ¢ok fazla is birligi yapmak isin
karmagikligini, yonetilmesini, takibini zorlagtirwy, diye diigiiniiyorum yani ¢ok avantajli
bir konu degil. ”(G15)

4. Tartisma

Basari olasiliginin Ar-Ge projesinin tiiriine gore farklilagmasi ve is birliginin Ar-Ge
projesinin daha fazla deger iiretmesine yol agmasi konularinda, durumsalliga isaret
eden cesitli istisnalar belirtilmistir.

Ar-Ge projelerinin basari olasiliginin tahmininin, karmasik ve zor bir is oldugu
uzmanlarca ifade edilmistir. Bununla beraber, yaygin etkisinin fazla olmasi umulan
projelerin, temellendikleri ihtiyaglar1 karsilamaya ne kadar yaklastiklarina bagh

107



ISTANBUL MANAGEMENT JOURNAL

olarak, daha basarili olarak algilanma olasiliklarinin biraz daha yiiksek olmasi
beklenebilmektedir. Projenin esas hedefiyle baglantili olmak kosuluyla ilave ¢iktilar
ya da beklenen ¢iktilarin 6zelliklerinin artirilmasi olumlu karsilanabilirken, uzmanlar,
amagtan saptiracak yeni hedefler pesinde kosulmamasi, gerekirse bunun i¢in baska
proje acilmasini 6nermektedirler. Ar-Ge’nin bilgi iiretimi, yeniden kullanilabilirligi ve
yayilmasina yonelik olan (insan yetistirme dahil) soyut hedeflerinin baglangicta agikca
belirlenerek bunlarin elde edilmesini garanti altina alacak tedbirler alinmasi basari
olasiligini degistirmese bile goriiniirliigiinii artirdig1 i¢in basari algisina olumlu katki
yapmaktadir. Klasik projeler i¢in temel dl¢iitler olan kapsam, biitce ve siire i¢inde gibi
kalma gibi konular Ar-Ge projeleri i¢in biraz daha ikinci planda degerlendirilebilse
bile, bunlara da dikkat edilmesi ve dramatik sapmalara yol agilmamasinin projenin
bagar1 algis1 agisindan 6nemli oldugu disiiniilmektedir. Weck’in (2006) ¢alismasinda da
benzer sekilde, goriisillen uzmanlar, gergek bir ‘kazan-kazan’ durumunun yaratilmasinin,
acik rollerin ve sorumluluklarin, miisteri odakli yaklagim ve tamamlayici uzman bilgi
aligverisinin, firmalar arasi bilgi yaratim siirecinde énemli kritik basar1 faktorleri
olduguna dikkat ¢ekmistir.

Ar-Ge projelerinde hedeflerin ve bunlar {izerindeki belirsizliklerin net olarak
belirlenmesinin, bu hedefler belirlenirken miisteri ve ihtiyag odakli olunmasinin, bunlarin
gerektiginde gilincellenmesinin, proje paydaslari ile iletisimin kuvvetli, diizenli ve 6nemli
noktalarda yazili hale getirilmesinin proje basarisi lizerinde olumlu etkileri oldugu ifade
edilmektedir. Proje yoneticisinin ve ekibinin tecriibesinin, yetkinliginin, aidiyetinin,
birlikte calisabilmesinin, egitim almaya ve vermeye acik olmasinin, motivasyonunun,
hedefleri dogru bir sekilde anlamasinin ve odaktan sagmadan bu dogrultuda hareket
etmesinin, proje planlarinda esnekligin saglanabilmesinin ve buna tiim paydaslarin uyum
saglayabilmesinin, {ist yonetimin projeye olan desteginin ve sorun ¢6zme yeteneklerinin
proje basarisi i¢in dnemli oldugu goriisiinde birlesilmistir. Giliven, agiklik ve taahhiit
degerlerinin Ar-Ge proje basarisi ve ¢iktilari iizerindeki etkilerini, Norveg’teki bir Ar-
Ge merkezinde yaptiklar1 12 tane derinlemesine miilakat ile inceleyen Ghazinejad ve
ark. (2018) da, elde ettikleri sonuglarda “gliven” kavraminin 6zellikle erken sathalarda
takim tiyeleri ve miisterilerle olan iletisim maliyetlerini azalttigini, giiven eksikliginde
ise bilgi paylasiminin azaldigin tespit etmislerdir. Yine Tiirkiye’de yapilmis bir
anket ¢aligmasinda (Reyhanogllu, 2006), giiven boyutlari ile en fazla iligki, karsilikli
6grenme arasinda ¢ikmis ve uzmanlarin bu yondeki ifadelerini desteklemektedir. Chen
ve ark. (2012), Ar-Ge projelerinin performansi ile bunun belirleyicileri arasindaki
iliskileri inceledikleri ¢alismada, proje yoneticisinin yetkinliginin ve takim ¢aligmasinin
etkinliginin proje performansi tizerinde monoton artan bir etkisi oldugunu saptamistir.

Projenin gergeklestirilebilmesi i¢in gerekli siiregler, kaynaklar ve altyapinin var
olmasinin ve projenin dogasina uygun olarak dogru bir sekilde kullanilmasinin,
takip edilmesinin, bilgilerin belgelendirilmesinin de projenin basarisi, sonuglarin
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yayginlastirilabilmesi ve siirdiiriilebilirligi agisindan faydali oldugu dile getirilmistir.
Ozellikle biiyiik ¢aptaki projeler igin fizibilite calismasinin yapilmas, risk yénetiminin
iyi yapilmast, is birligi yapilmasi ve is birlikleri ile yapilan projelerde gérev paylagiminin
kesisim kiimesi en az olacak sekilde tanimlanmasi ve birbirlerini denk bir sekilde
tamamlamalari da basariy1 artiracak unsurlar olarak aktarilmistir. Insan kaynagi
yetigtirmenin ve bilgiyi paylagmanin, tecriilbe kazanmanin da Ar-Ge projeleri i¢in
onemli ¢iktilardan oldugu hemen hemen tiim katilimcilar tarafindan ifade edilmistir.

Ar-Ge projelerinde elde edilen giktilar {iriin, teknoloji, yayin, altyap: seklinde
somut ya da teknik bilgi (know-how) {iretimi, insan kaynag yetistirme, ekosistem
gelistirme gibi soyut olabilmektedir. Projenin dogrudan hedeflerinin yaninda, dolayl
olarak tirettigi ¢iktilarin da hedef olarak ilave edilmesinin o projeden elde edilecek
faydayi artirmasi beklenir. Projenin tiiriine, amacina ve degerlendiren taraflarin bakis
acisia gore farklilik gosterse de, somut ¢iktilarin basari tizerinde daha olumlu etkisi
oldugu algis1 bulunmaktadir. Ciktinin tiiriinden bagimsiz olarak, olusturdugu etkilerin
ve gelecekteki arastirmalara sagladig katkilarin fazlaligi, uzmanlarin géziinde basari
algisini olumlu etkilemektedir. Proje sonug¢lariin belgelendirilmesi, yayinlanmasi ve
paylasilmasi kadar; gereksinim, test, dogrulama raporlari gibi ara ¢iktilarin da tiretilerek
paylasilmasinin, teknik bilgi olusumunu ve benzer Ar-Ge projelerini hizlandirdigt
ifade edilmistir.

Ar-Ge projesinin bagari olasiliginin, projenin amacina, tiiriine ve fon kaynagina gore
farklilagsmasi beklenmektedir. ifadelerden anlasildig1 kadaryla, projenin amacina gére
olmasi beklenen farklilasmanin, projenin olusturacagi etki ve miisterilerin tutumu ile
iligkisi vardir. Miisteriler tarafindan kabul goriip benimsenen, karsiladigi ihtiyaglarin
Oonemi daha biiyiik olan projelerde elde edilecek en kiigiik ilerlemelerin; basar1 algisi,
dolayisiyla basar1 olasiligi iizerinde olumlu katkisi beklenebilir. Projenin tiiriine gore
beklenen farklilasmanin, temel arastirmadan deneysel gelistirmeye dogru giderken
azalan belirsizliklerin, riskleri azaltmasi ile iligkisi oldugunun alt1 ¢izilmistir. Farklilagan
olasiliklarin nasil farklilagsacagina iligkin olarak, uzmanlar arasinda bir mutabakat
yoktur; kisilerin yorumlari kendi tecriibelerine gore degisiklik gostermektedir. Fakat,
projelerdeki belirsizlik ve risk arttik¢a basari olasiliginin diisecegi ongdriilmektedir.
Uriin gelistirmenin teknoloji gelistirmeye gore, fizibilite ve danismanlik projelerinin ise
bu ikisine gore daha yiiksek bir basari olasiliginin olacagi beklentisi dile getirilmistir.
Altyapi projeleri ise bircok unsura bagli oldugu i¢in daha zor olarak degerlendirilmistir.

Ar-Ge projelerinde siirenin uzatilmast, klasik projelerden farkli olarak, dogrudan bir
basarisizlik algist olusturmadig: gibi; bilakis basar1 algisina katki yaptig1 durumlardan
da bahsedilmistir. Ar-Ge’de belirsizlik yiliksek oldugu i¢in takvim sapmasi aslinda
beklenen bir durumdur; bu beklentinin (nedenleri ile beraber) baslangicta risk olarak
ongoriilebilmesi ve siire talebi ile iligkilendirilebilmesi proje ekibine olan giiveni artiran
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bir islev gérmektedir. Uzatma talebinin kok nedenine gore, uzatmanin algi tizerindeki
etkisi degisiklik gosterebilmektedir. Yonetim ve yetkinlik yetersizliginden kaynaklanan
durumlar olumsuz degerlendirilirken; Ar-Ge projelerinin, karmagikligina bagl olarak
dis etkenlerden ve 6zellikle miisterilerden kaynaklanan nedenlerle gecikmesi olagan
bulunmaktadir.

Ar-Ge projelerinde, ¢ok yiiksek oranlarda olmamak kaydiyla, biitgeden sapmalar
da normal kabul edilmektedir. Uzmanlar tarafindan, bunun énceden 6ngoriiliip esnek
biitgeler olusturulmasi veya risk paylar1 eklenmesi onerilmektedir. Yabanci para ile
olusturulan biit¢elerde ¢ok dramatik sapmalar beklenmemektedir. Fakat enflasyon
ve kur farklari, Ar-Ge projeleri genellikle uzun soluklu oldugu icin, biiyiik farklar
olusturabilmektedir. Teknik belirsizlikler, teknolojik ilerlemeler, diisiik bedelle
imzalanan s6zlesmeler, ek deney/test gereklilikleri ve dngoriillemeyen yetkinlik
yatirimi ihtiyaclarindan kaynaklanan sapmalar dogal kabul edilirken, biit¢e disiplini
uygulanmamasi veya biitgenin projeden saglanmasi beklenen faydayi ¢ok agmasi,
basarisizlik olarak degerlendirilmektedir.

Ar-Ge projelerinde ¢ogunlukla disiplinler arasi, karmagik konular ele alinmaktadir.
Bu yetkinliklerin hepsine tek bir kurumun sahip olmasi pek miimkiin olmadigindan,
en sik ve gecerli is birligi motivasyonu, yetkinliklerin birlestirilmesi ve birbirini
tamamlamasi olarak, uzman goriislerinde 6ne ¢ikmistir. Bunun yaninda, miisteri olan
kurumun, riskini azaltmak ya da ekosistem gelistirmek gibi ¢esitli nedenlerle is birligini
zorunlu tuttugu durumlar bulunmaktadir. Bazi yetkinliklerin bazi kurumlarin tekelinde
olmasi ya da pazara erismenin belli kurumlar tizerinden gerceklestirilebilmesi gibi
nedenlerle de is birligi yapilabilmektedir. Pazara giris engellerinin iistesinden gelme
(Haagedorn, 1993) ve teknolojik yeterliliklerin ve kaynaklarin bir araya getirilmesi
istegi, pek cok ¢alismada da temel is birligi motivasyonlari arasinda sayilmaktadir (Das
ve Teng, 2000; Carayannis ve Alexander, 1999; Reyhanoglu, 2006). Biiyiik boyutlu
projelerde kaynaklar ve risklerin paylagilmasi hedeflenmektedir. Risk ve maliyetlerin
paylasilmasi motivasyonuna, literatiirde de dikkat ¢ekilmektedir (Kang ve Kang, 2010;
Das ve Teng, 2000; Carayannis ve Alexander, 1999; Reyhanoglu, 2006) Bazen, yetkinlik
bulunmasina ragmen kaynaklarin yeterli olmamasi ya da bu alanda devam edilmesi
diisiiniilmedigi icin insan kaynagi yetistirilmesinin gerekli goriilmedigi durumlarda
(cogunlukla alt yiiklenici kullanimi seklinde) is birlikleri olusmaktadir. Hiz1 ve kaliteyi
artirmak, teknolojiyi transfer etmek ve insan giicliniin yetismesini saglamak amaciyla
da ig birligi yapilabilmektedir. Proje siiresinin kisaltilmasi (Pisano, 1990) ve yeni
teknolojiye erisimin saglanmasi konular1 (Hamel, 1991) da literatiir ile paraleldir.

Ozellikle farkli hedefleri olan kurumlar arasindaki Ar-Ge is birliklerinde koordinasyon,
takip ve kontrol 6nemlidir. Taraflarin taahhiitlerini yerine getirmemeleri, proje ¢iktilar
ya da itibardan daha fazla (katkilarindan fazla) pay almak istemeleri, kiiltiir farkliliklar1,
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is yapma tarzlarinda ya da biytiikliiklerinde ¢ok fazla fark olmasi, fikrl miilkiyet
konusunda anlagmazliklar ve kotii niyet, biirokratik ya da uluslararasi iliskilerden
kaynaklanan problemler, bilgi saklama ya da sizdirma gibi durumlar is birliklerine
zarar vermektedir. Cassiman, Di Guarda ve Valentini (2009) de ¢alismalarinda taraflarin
firsat¢1 davranista bulunmasi riskini ve iletisim zorluklarini is birlikleri agisindan
negatif olarak degerlendirmistir. Biitce yetersizligi ya da agir sdzlesme kosullari da,
bazen is birliklerinin kurulmasina engel olabilmektedir.

Uzmanlar, tam ittifakla, disiplinler arasi, farkli uzmanliklar gerektiren ve tek bir
kurumun o yetkinlige sahip olmadig1 ve kolaylikla sahip olamayacagi durumlarda
birbirini tamamlayan kurumlar arast ig birliklerinin kaginilmaz oldugu kabul etmektedir.
Ote yandan, tek bir kurumun proje icin gerekli yetkinlik ve kaynaklara sahip oldugu,
proje konusunun gizlilik derecesinin ya da fikrl miilkiyet hakki paylagiminda sorun
cikarma potansiyelinin yiiksek oldugu durumlarda ise, tek ¢aligilmasinin is birliklerine
gore daha elverigli oldugu ifade edilmistir. Egolarin devreye girebilecegi, cok benzer
uzmanliklara sahip veya rakip kurumlarin ig birligi yapmak yerine tek ¢alismasi ya da
i birligi i¢inde is paketlerinin tamamen ayristirilmasi daha ¢ok fayda saglayacaktir.
Literatiirde Ar-Ge is birliginin basarili yenilikler {izerindeki etkileri hakkinda hem
pozitif hem negatif yonde bulgular tespit edilmistir (pozitif: Aschhoff ve Schmidt, 2008;
Belderbos ve ark., 2004; negatif: Okamuro, 2007; Teng, 2006). Bu, nitel caligmamizda
ortaya ¢ikan durumsallikla uyumludur.

Ar-Ge is birliklerinde birlikte ¢alisan kurumlarin sayisi arttikca projenin
karmasiklig1 artmakta, dolayisiyla yonetiminde, iletisimde ve entegrasyonda
problemler olugabilmektedir. Hedeflerin hizalanmasi ve taraflarin projeyi ayni diizeyde
sahiplenmesinde de sorunlarla karsilagildig1 ifade edilmistir. Say1y1 azaltmak i¢in, gerekli
bir uzmanligin disarida tutulmasi diisiiniilemez, fakat projenin basarili olabilmesi i¢in
bu saymin minimuma indirilmesinin 6nemi vurgulanmistir. Cesitli nedenlerle, aslinda
ihtiya¢ duyulmazken projeye eklenen her paydas (zorunlu tutulma sonucu, dahil etme
ya da yetigtirme amagli) riskleri artirmaktadir. Kurum sayisi arttikga, tiim isi bunlarin
yonetim ve koordinasyonunu saglamak olan yapilara ihtiyag duyulmakta; projenin
amacina ya da tiirline gére avantajlar ve dezavantajlar degisebilmektedir. Savunma
projelerinde gizlilik vb. nedenlerle saymin daha az olmasi tercih edilirken, sosyal
ya da e-doniisiim amacli projelerde, dahil olan taraflarin sayisi arttik¢a, yaygin etki
biiyliyebilmektedir. Tiire gore bu etkilerin nasil degisecegi konusunda ise, uzmanlar
arasinda mutabakat yoktur. Teknoloji gelistirme safhasinda daha fazla disiplini dahil
etmek veya riski paylasmak gerekecegi i¢in, sayinin artmasi avantajli olabilecegi gibi,
bu tiir projelerde fikri miilkiyet hakki konular1 dezavantaj olusturabilmektedir. Uriin
gelistirmede daha az sayida paydasin avantaj saglayacagi ifade edilmistir. Altyap1
gelistirme projelerinde teknik bilgi paylasiminin istenmeyecegi durumlarda, paydas
sayisinin az tutulmak istenebilecegi, fakat bu altyapidan genis kesimlerin faydalanmasi
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isteniyorsa daha ¢ok kurumun dahil edilebilecegi, gegmis tecriibeler 11ginda tahmin
edilmistir.

5. Sonug

Is birliklerinin Ar-Ge projelerinin bagarisini nasil etkiledigini arastirmak motivasyonu
ile yiiriitiilen bu ¢alismada, bagar1 algis1 ve is birligi dinamiklerini irdeleyen sorular
birlikte kullanilmigtir. Ciinkii, Ar-Ge projelerinin basarisi klasik projelere gore daha
farkl algilanmaktadir. Ar-Ge projelerinin basarisi sz konusu oldugunda, proje
hedefleriyle belirlenen somut ¢iktilar yaninda; insan kaynagi yetistirme, bilgi birikimi
ve ig birligi kiiltiirii olusturma gibi soyut unsurlar, yeni projelerin tetiklenmesini
kolaylastirmaktadir. Bir Ar-Ge projesi, gelecekteki projelere katki sagladigi 6l¢iide
basarili olarak algilanmaktadir. Biit¢e ya da siireden sapma ise, Ar-Ge projesi i¢in
basarisizlik gostergesi degil, adeta beklenen bir durumdur.

Ar-Ge projelerinde is birlikleri; yetkinliklerin birbirini tamamlamasi kaginilmazsa,
minimum sayida ortak ile yiiriitiilityorsa, alinacak pay ve verilecek katkilar net olarak
belirlenebiliyorsa, faydali olmaktadir. Projeye katkis1 net olmayan, gereksiz ortaklarin
bulunmasi, taraflarin taahhiit seviyesinde ya da hedeflerinde biiyiik farkliliklar olmasi
veya yetkinliklerinin ¢akismasi durumlarinda, Ar-Ge is birliklerinin karmasiklik seviyesi
cok artmakta ve ¢esitli yonetimsel sorunlar yaganabilmektedir.

Bulgular, Tiirkiye’de yapilan Ar-Ge projeleri diisiiniilerek degerlendirildiginden
temsil giicli bakimindan bir dogal kisitlama olugturmaktadir. Calismanin diger iilkeler
i¢in benzer yontem kullanilarak tekrarlanmasi, sonuglarin izlenmesi ve karsilagtiriimasi
alana katki saglayacaktir.

Calismanin diger bir kisit1, goriismelerde yoneltilen sorularin kapsamina iliskindir.
Is birliklerine yaklasimda etkili olan kiiltiirel farkliliklar, tekrar eden is birlikleri veya
degerler konular1 da derinlesme potansiyeli tagimaktadir. Devam niteliginde baska bir
calisma ile, is birliginde kiiltiirel etkiler incelemeye degerdir.
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YAZARLARA BiLGi

AMAC KAPSAM

Istanbul Management Journal, Istanbul Universitesi isletme Fakiiltesi Isletme iktisad1 Enstitiisii
bilinyesinde ¢ikarilan uluslararasi ve agik erisimli hakemli bilimsel bir dergidir. Dergiye kabul edilen
makaleler, Tiirkge ve Ingilizce dillerinde 1975-2016 yillar1 arasinda basili ortamda yaymlanmustir.
Dergimiz, 2010 yilindan itibaren elektronik ortamda yaymlanmaktadir. Subat 2018’e kadar adi
Istanbul Universitesi Isletme Fakiiltesi Isletme Tktisad: Enstitiisii Y netim Dergisi iken, kurumumuz
ve dergimizin uluslararasi alanda basarili olma vizyonu cercevesinde adi Istanbul Management
Journal olarak degistirilmistir.

Istanbul Management Journal yilda iki kez haziran ve aralik aylarinda yaymlanir. Proquest,
Ebsco, RePEc IDEAS, RePEc EconPapers indeks ve veritabanlarinda yer almaktadir.

Istanbul Management Journal, Y 6netim alanindaki ilgililer i¢in yonetim sorunlarina odaklanilan
ve bu sorunlarm arastirildig1 bir platform saglamay1 ve platformun beklentilerine uygun yiiksek
nitelikte aragtirmalar ortaya koymay1 amaglamaktadir.

Dergi, Yonetim alanina ve bu alanin alt konularina odaklanir. Alt alanlarla i¢ ice gegmis teorik
ve pratik konular ele alan disiplinleraras: ¢aligmalara da agiktir. Derginin kapsaminda asagidaki
konu alanlar1 yer alir:

*  Yonetim ve Organizasyon,

*  Stratejik Yonetim,

+ Insan Kaynaklar1 Y6netimi,

+  Orgiitsel Davranis,

+  Orgiit Teorisi,

+  Orgiit Tarihi,

« Isletme Tarihi,

*  Yonetim Tarihi.

Derginin hedef kitlesini akademisyen arastirmacilar, profesyonel arastirmacilar, is diinyasindan
profesyoneller, iiniversite 6grencileri ve konulara ilgili mesleki, akademik kurum ve kuruluslar olusturur.

EDITORYAL POLITiKALAR VE HAKEM SURECI

Yayin Politikasi

Dergi yaym etiginde en yiiksek standartlara baglidir ve Committee on Publication Ethics
(COPE), Directory of Open Access Journals (DOAJ), Open Access Scholarly Publishers Association
(OASPA) ve World Association of Medical Editors (WAME) tarafindan yayimlanan etik yayincilik
ilkelerini benimser; Principles of Transparency and Best Practice in Scholarly Publishing basligi
altinda ifade edilen ilkeler icin: https://publicationethics.org/resources/guidelines-new/principles-
transparency-and-best-practice-scholarly-publishing

Gonderilen makaleler derginin amag ve kapsamina uygun olmalidir. Orijinal, yayilanmamis
ve baska bir dergide degerlendirme siirecinde olmayan, her bir yazar tarafindan igerigi ve gonderimi
onaylanmis yazilar degerlendirmeye kabul edilir.

Makale yaymlanmak iizere Dergiye gonderildikten sonra yazarlardan higbirinin ismi, tim
yazarlarin yazili izni olmadan yazar listesinden silinemez ve yeni bir isim yazar olarak eklenemez
ve yazar sirasi degistirilemez.

Intihal, duplikasyon, sahte yazarlik/inkar edilen yazarlik, arastrma/veri fabrikasyonu, makale
dilimleme, dilimleyerek yayn, telif haklari ihlali ve ¢ikar catigmasinin gizlenmesi, etik dis1 davranislar
olarak kabul edilir. Kabul edilen etik standartlara uygun olmayan tiim makaleler yayindan ¢ikarilir.
Buna yaymdan sonra tespit edilen olas1 kuraldisi, uygunsuzluklar igeren makaleler de dahildir.
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Intihal

On kontrolden gegirilen makaleler, iThenticate yazilimi kullamlarak intihal icin taramir. Intihal/
kendi kendine intihal tespit edilirse yazarlar bilgilendirilir. Editorler, gerekli olmasi halinde makaleyi
degerlendirme ya da iiretim siirecinin ¢esitli agamalarinda intihal kontroliine tabi tutabilirler. Yiiksek
benzerlik oranlari, bir makalenin kabul edilmeden 6nce ve hatta kabul edildikten sonra reddedilmesine
neden olabilir. Makalenin tiirline bagl olarak, bunun oranmn %15 veya %20’den az olmas1 beklenir.

Cift Kor Hakemlik

Intihal kontroliinden sonra, uygun olan makaleler bas editér tarafindan orijinallik, metodoloji,
islenen konunun 6nemi ve dergi kapsami ile uyumlulugu acisindan degerlendirilir. Editor,
makalelerin adil bir sekilde ¢ift tarafli kor hakemlikten gegmesini saglar ve makale bigimsel esaslara
uygun ise, gelen yaziy1 yurtiginden ve /veya yurtdisindan en az iki hakemin degerlendirmesine
sunar, hakemler gerek gordiigii takdirde yazida istenen degisiklikler yazarlar tarafindan yapildiktan
sonra yayinlanmasina onay verir.

Telif Hakkinda

Yazarlar dergide yaymlanan calismalarmin telif hakkina sahiptirler ve ¢aligmalar1 Creative
Commons Atif-GayriTicari 4.0 Uluslararas1 ( HYPERLINK “https://creativecommons.org/licenses/
by-nc/4.0/deed.tr” CC BY-NC 4.0) https://creativecommons.org/licenses/by-nc/4.0/deed.tr olarak
lisanshidir. CC BY-NC 4.0 lisansi, eserin ticari kullanim disinda her boyut ve formatta paylagilmasina,
kopyalanmasina, ¢ogaltilmasina ve orijinal esere uygun sekilde atifta bulunmak kaydiyla yeniden
diizenleme, doniistiirme ve eserin iizerine inga etme dahil adapte edilmesine izin verir.

Acik Erisim flkesi

Dergi agik erigimlidir ve derginin tiim igerigi okura ya da okurun dahil oldugu kuruma
iicretsiz olarak sunulur. Okurlar, ticari amag haricinde, yayinci ya da yazardan izin almadan dergi
makalelerinin tam metnini okuyabilir, indirebilir, kopyalayabilir, arayabilir ve link saglayabilir.
Bu HYPERLINK “https://www.budapestopenaccessinitiative.org/translations/turkish-translation”
BOALI acik erisim tanimiyla uyumludur. Derginin agik erisimli makaleleri Creative Commons Atif-
GayriTicari 4.0 Uluslararas1 ( HYPERLINK “https://creativecommons.org/licenses/by-nc/4.0/deed.
tr” CC BY-NC 4.0) (https://creativecommons.org/licenses/by-nc/4.0/deed.tr ) olarak lisanslidir.

islemleme Ucreti

Derginin tiim giderleri Istanbul Universitesi tarafindan karsilanmaktadir. Dergide makale
yayii ve makale siireclerinin yiiriitiilmesi ticrete tabi degildir. Dergiye gonderilen ya da yayin i¢in
kabul edilen makaleler i¢in islemleme {icreti ya da génderim iicreti alinmaz.

Hakem Siireci

Daha o6nce yaymlanmamis ya da yaymlanmak {izere bagka bir dergide halen degerlendirmede
olmayan ve her bir yazar tarafindan onaylanan makaleler degerlendirilmek {izere kabul edilir.
Gonderilen ve 6n kontrolii gecen makaleler iThenticate yazilimi kullanilarak intihal i¢in taranir.
Intihal kontroliinden sonra, uygun olan makaleler bas editor tarafindan orijinallik, metodoloji,
islenen konunun 6nemi ve dergi kapsami ile uyumlulugu acisindan degerlendirilir. Bas editor,
makaleleri, yazarlarin etnik kokeninden, cinsiyetinden, cinsel yoneliminden, uyrugundan, dini
inancindan ve siyasi felsefesinden bagimsiz olarak degerlendirir. Yayina gonderilen makalelerin
adil bir sekilde ¢ift tarafli kor hakem degerlendirmesinden gegmelerini saglar.
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Secilen makaleler en az iki ulusal/uluslararasi hakeme degerlendirmeye gonderilir; yayin karari,
hakemlerin talepleri dogrultusunda yazarlarin gergeklestirdigi diizenlemelerin ve hakem siirecinin
sonrasinda bag editor tarafindan verilir.

Hakemlerin degerlendirmeleri objektif olmalidir. Hakem siireci sirasinda hakemlerin asagidaki
hususlar1 dikkate alarak degerlendirmelerini yapmalari beklenir.

- Makale yeni ve dnemli bir bilgi igeriyor mu?

- Oz, makalenin igerigini net ve diizgiin bir sekilde tanimliyor mu?

- Yontem biitiinliiklii ve anlasilir sekilde tanimlanmis nu?

- Yapilan yorum ve varilan sonuglar bulgularla kanitlantyor mu?

- Alandaki diger ¢alismalara yeterli referans verilmis mi?

- Dil kalitesi yeterli mi?

Hakemler, gonderilen makalelere iliskin tiim bilginin, makale yayinlanana kadar gizli
kalmasini saglamali ve yazar tarafinda herhangi bir telif hakki ihlali ve intihal fark ederlerse editre
raporlamalidirlar. Hakem, makale konusu hakkinda kendini vasifli hissetmiyor ya da zamaninda
geri doniis saglamasit miimkiin gériinmiiyorsa, editére bu durumu bildirmeli ve hakem siirecine
kendisini dahil etmemesini istemelidir.

Degerlendirme siirecinde editdr hakemlere gozden gegirme igin gonderilen makalelerin,
yazarlarm 6zel miilkii oldugunu ve bunun imtiyazli bir iletisim oldugunu agikca belirtir. Hakemler
ve yaymn kurulu iyeleri baska kisilerle makaleleri tartisamazlar. Hakemlerin kimliginin gizli
kalmasina 6zen gosterilmelidir.

YAYIN ETiGi VE iLKELER

Istanbul Management Journal, yayn etiginde en yiiksek standartlara baglidir ve Committee on
Publication Ethics (COPE), Directory of Open Access Journals (DOAJ), Open Access Scholarly
Publishers Association (OASPA) ve World Association of Medical Editors (WAME) tarafindan
yaymlanan etik yaymcilik ilkelerini benimser; Principles of Transparency and Best Practice
in Scholarly Publishing basligi altinda ifade edilen ilkeler icin adres: https://publicationethics.
org/resources/guidelines-new/principles-transparency-andbest-practice-scholarly-publishing
Gonderilen tiim makaleler orijinal, yayinlanmamis ve baska bir dergide degerlendirme
stirecinde olmamalidir. Her bir makale editérlerden biri ve en az iki hakem tarafindan cift kor
degerlendirmeden gegirilir. Intihal, duplikasyon, sahte yazarlik/inkar edilen yazarlik, aragtrma/
veri fabrikasyonu, makale dilimleme, dilimleyerek yayin, telif haklar ihlali ve ¢ikar catigmasinin
gizlenmesi, etik dis1 davranislar olarak kabul edilir. Kabul edilen etik standartlara uygun olmayan
tiim makaleler yayindan ¢ikarilir. Buna yayindan sonra tespit edilen olasi kuraldisi, uygunsuzluklar
iceren makaleler de dahildir.

Arastirma Etigi

Dergi arastirma etiginde en yiiksek standartlart gézetir ve asagida tanimlanan uluslararasi
arastirma  etigi ilkelerini benimser. Makalelerin etik kurallara uygunlugu yazarlarin
sorumlulugundadir. - Arastirmanin tasarlanmasi, tasarimmn gozden gegirilmesi ve arastirmanin
yiriitiilmesinde, biitinliik, kalite ve seffaflik ilkeleri saglanmalidir.

- Arastirma ekibi ve katilimcilar, arastirmanin amaci, yontemleri ve Ongoriilen olast
kullanimlari; arastirmaya katilimin gerektirdikleri ve varsa riskleri hakkinda tam olarak
bilgilendirilmelidir.

- Arastirma katilimeilarinin sagladig bilgilerin gizliligi ve yanit verenlerin gizliligi saglanmalidir.
Arastirma katilimcilarm 6zerkligini ve saygiligini koruyacak sekilde tasarlanmalidir.
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- Arastirma katilimeilar1 goniillii olarak arastirmada yer almali, herhangi bir zorlama altinda
olmamalidirlar. - Katilimcilarin zarar gérmesinden kaginilmalidir. Arastirma, katilimeilar
riske sokmayacak sekilde planlanmalidir.

- Aragtirma bagimsizhigiyla ilgili agik ve net olunmali; ¢ikar ¢atismasi varsa belirtilmelidir.

- Deneysel c¢alismalarda, arastirmaya katilmaya karar veren katilimcilarin yazili
bilgilendirilmis onay1 alinmalidir. Cocuklarin ve vesayet altindakilerin veya tasdiklenmis
akil hastalig1 bulunanlarin yasal vasisinin onay1 alinmalidir.

- Caligma herhangi bir kurum ya da kurulusta gerceklestirilecekse bu kurum ya da kurulustan
caligma yapilacagina dair onay alinmalidir.

- Insan 6gesi bulunan galismalarda, “yéntem” boliimiinde katilimeilardan “bilgilendirilmis
onam” alindiginin ve ¢alismanin yapildigi kurumdan etik kurul onay1 alindig1 belirtilmesi
gerekir.

Yazarlarin Sorumlulugu

Makalelerin bilimsel ve etik kurallara uygunlugu yazarlarin sorumlulugundadir. Yazar
makalenin orijinal oldugu, daha 6nce bagka bir yerde yaymlanmadigi ve baska bir yerde, baska bir
dilde yaymlanmak tizere degerlendirmede olmadigi konusunda teminat saglamalidir. Uygulamadaki
telif kanunlart ve anlagmalari gozetilmelidir. Telife bagli materyaller (6rnegin tablolar, sekiller veya
biiyiik alintilar) gerekli izin ve tesekkiirle kullanilmalidir. Baska yazarlarin, katkida bulunanlarin
caligmalari ya da yararlanilan kaynaklar uygun bigimde kullanilmali ve referanslarda belirtilmelidir.
Gonderilen makalede tiim yazarlarin akademik ve bilimsel olarak dogrudan katkist olmalidir, bu
baglamda “yazar” yayinlanan bir aragtirmanin kavramsallastirilmasina ve dizaynina, verilerin elde
edilmesine, analizine ya da yorumlanmasina belirgin katki yapan, yazinin yazilmasi ya da bunun
icerik acisindan elestirel bicimde gbzden gegirilmesinde gorev yapan birisi olarak goriiliir. Yazar
olabilmenin diger kosullari ise, makaledeki ¢alismay1 planlamak veya icra etmek ve / veya revize
etmektir. Fon saglanmasi, veri toplanmast ya da arastirma grubunun genel siipervizyonu tek basina
yazarlik hakki kazandirmaz. Yazar olarak gosterilen tiim bireyler sayilan tiim 6lgiitleri karsilamalidir
ve yukaridaki olgiitleri karsilayan her birey yazar olarak gosterilebilir. Yazarlarm isim siralamasi
ortak verilen bir karar olmalidir. Tiim yazarlar yazar siralamasini Telif Hakki Anlagmasi Formu’nda

imzal1 olarak belirtmek zorundadirlar. Yazarlik icin yeterli 6l¢itleri karsilamayan ancak ¢alismaya
katkisi olan tiim bireyler “tesekkiir / bilgiler” kisminda siralanmalidir. Bunlara 6rnek olarak ise
sadece teknik destek saglayan, yazima yardimei olan ya da sadece genel bir destek saglayan,
finansal ve materyal destegi sunan kisiler verilebilir. Biitiin yazarlar, aragtirmanin sonuglarini ya
da bilimsel degerlendirmeyi etkileyebilme potansiyeli olan finansal iliskiler, ¢ikar catigmasi ve
cikar rekabetini beyan etmelidirler. Bir yazar kendi yaymlanmis yazisinda belirgin bir hata ya da
yanlislik tespit ederse, bu yanlisliklara iliskin diizeltme ya da geri ¢ekme i¢in editor ile hemen
temasa gecme ve isbirligi yapma sorumlulugunu tasir.

Editor ve Hakem Sorumluluklar:

Bas editor, makaleleri, yazarlarin etnik koékeninden, cinsiyetinden, cinsel yoneliminden,
uyrugundan, dini inancindan ve siyasi felsefesinden bagimsiz olarak degerlendirir. Yayina
gonderilen makalelerin adil bir sekilde ¢ift tarafli kor hakem degerlendirmesinden geg¢melerini
saglar. Gonderilen makalelere iliskin tim bilginin, makale yayilanana kadar gizli kalacagini
garanti eder. Bas editor icerik ve yaymin toplam kalitesinden sorumludur. Gereginde hata sayfasi
yayinlamali ya da diizeltme yapmalidir. Bas editor; yazarlar, editorler ve hakemler arasinda gikar
catigmasina izin vermez. Hakem atama konusunda tam yetkiye sahiptir ve Dergide yaymlanacak
makalelerle ilgili nihai karar1 vermekle yiikiimliidiir.
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Hakemlerin arastirmayla ilgili, yazarlarla ve/veya arastirmanin finansal destekgileriyle ¢ikar
catismalart olmamalidir. Degerlendirmelerinin sonucunda tarafsiz bir yargiya varmalidirlar.
Gonderilmis yazilara iliskin tim bilginin gizli tutulmasini saglamali ve yazar tarafinda
herhangi bir telif hakki ihlali ve intihal fark ederlerse editdre raporlamalidirlar. Hakem, makale
konusu hakkinda kendini vasifli hissetmiyor ya da zamaninda geri doniis saglamast miimkiin
goriinmiiyorsa, editére bu durumu bildirmeli ve hakem siirecine kendisini dahil etmemesini
istemelidir. Degerlendirme siirecinde editor hakemlere gdzden gegirme icin gonderilen
makalelerin, yazarlarin 6zel miilkii oldugunu ve bunun imtiyazli bir iletisim oldugunu acikca
belirtir. Hakemler ve yaymn kurulu tiyeleri baska kisilerle makaleleri tartisamazlar. Hakemlerin
kimliginin gizli kalmasina 6zen gosterilmelidir. Bazi durumlarda editoriin karariyla, ilgili
hakemlerin makaleye ait yorumlart ayn: makaleyi yorumlayan diger hakemlere gonderilerek
hakemlerin bu siiregte aydinlatilmasi saglanabilir.

YAZILARIN HAZIRLANMASI

Dil

Dergide Tiirkce ve Ingilizce dilinde makaleler yaymlamr. Tiirkce makalelerde Ingilizce 6z,
anahtar kelimeler ve genisletilmis 6zet olmalidir. Ancak Ingilizce yazilmis makalelerde genis 6zet
istenmez.

Yazilarin Hazirlanmasi ve Yazim Kurallari

Aksi belirtilmedikge gonderilen yazilarla ilgili tim yazigmalar ilk yazarla yapilacaktir. Makale
gonderimi online olarak ve http://imj.istanbul.edu.tr lizerinden yapilmalidir. Gonderilen yazilar,
yazinin yayinlanmak iizere gonderildigini ifade eden, makale tiiriinii belirten ve makaleyle ilgili
detaylart igeren (bkz: Son Kontrol Listesi) bir mektup; yazinin elektronik formunu igeren Microsoft
Word 2003 ve iizerindeki versiyonlari ile yazilmis elektronik dosya ve tiim yazarlarin imzaladig:
Telif Hakki Anlagsmasi Formu eklenerek gonderilmelidir.

1. Calismalar, A4 boyutundaki kagidin bir yiiziine, iist, alt, sag ve sol taraftan 2,5 cm. bosluk
birakilarak, 10 punto Times New Roman harf karakterleriyle ve 1,5 satir aralik dl¢iisii ile
ve iki yana yasli olarak hazirlanmalidir. Paragraf baglarinda tab tusu kullanilmalidir. Metin
icinde yer alan tablo ve semalarda ise tek satir araligi kullanilmalidir.

2. Metnin bashgi kiigiik harf, koyu renk, Times New Roman yazi1 tipi, 12 punto olarak sayfanin
ortasinda yer almalidir.

3. Metin yazarina ait bilgiler basliktan sonra bir satir atlanarak, Times New Roman yazi tipi,
10 punto ve tek satir araligi kullanilarak sayfanin soluna yazilacaktir. Yazarin adi kiigiik
harfle, soyad: biiyiik harfle belirtildikten sonra bir alt satira unvani, ¢alistigr kurum ve
e-posta adresi yazilacaktir.

4. Giris bolimiinden 6nce 150-200 kelimelik caligmanin kapsamini, amacini, ulasilan
sonuglar1 ve kullanilan yontemi kaydeden makale dilinde ve ingilizce 6z ile 600-800
kelimelik Ingilizce genisletilmis 6zet yer almalhdir. Calismanin ingilizce bashig: ingilizce
6ziin iizerinde yer almalidir. Ingilizce ve makale dilinde 6zlerin altinda ¢alismanin igerigini
temsil eden, makale dilinde 5-8 adet, Ingilizce adet anahtar kelime yer almahdir. Makale
Ingilizce ise Ingilizce genisletilmis 6zet istenmez.

5. Calismalarin baslica su unsurlari icermesi gerekmektedir: Makale dilinde baslik, 6z ve
anahtar kelimeler; Ingilizce baslik 6z ve anahtar kelimeler; Ingilizce genisletilmis 6zet
(makale Ingilizce ise Ingilizce genisletilmis 6zet istenmez), ana metin bdliimleri, son notlar
ve kaynaklar.
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6. Calismalarda tablo, grafik ve sekil gibi gostergeler ancak caligmanin takip edilebilmesi
acisindan gereklilik arz ettigi durumlarda, numaralandirilarak, tanimlayici bir baslik ile
birlikte verilmelidir. Demografik 6zellikler gibi metin ig¢inde verilebilecek veriler, ayrica
tablolar ile ifade edilmemelidir.

7. Yaymlanmak tizere gonderilen makale ile birlikte yazar bilgilerini iceren kapak sayfasi
gonderilmelidir. Kapak sayfasinda, makalenin basligi, yazar veya yazarlarin bagl
bulunduklari kurum ve unvanlari, kendilerine ulasilabilecek adresler, cep, is ve faks
numaralari, ORCID ve e-posta adresleri yer almalidir (bkz. Son Kontrol Listesi).

8. Kurallar dahilinde dergimize yayinlanmak {izere gonderilen c¢alismalarin her tiirlii
sorumlulugu yazar/yazarlarina aittir.

9. Yaym kurulu ve hakem raporlari dogrultusunda yazarlardan, metin {izerinde bazi
diizeltmeler yapmalart istenebilir.

10. Dergiye gonderilen ¢alismalar yayinlansin veya yayinlanmasin geri gonderilmez.

KAYNAKLAR

Derleme yazilar1 okuyucular i¢in bir konudaki kaynaklara ulagmay: kolaylastiran bir arag
olsa da, her zaman orijinal ¢alismay1 dogru olarak yansitmaz. Bu yiizden miimkiin oldugunca
yazarlar orijinal caligmalar1 kaynak gostermelidir. Ote yandan, bir konuda ¢ok fazla sayida orijinal
caligmanin kaynak gosterilmesi yer israfina neden olabilir. Birka¢ anahtar orijinal c¢alismanin
kaynak gosterilmesi genelde uzun listelerle ayni isi goriir. Ayrica gliniimiizde kaynaklar elektronik
versiyonlara eklenebilmekte ve okuyucular elektronik literatiir taramalariyla yaymlara kolaylikla
ulagabilmektedir.

Kabul edilmis ancak heniiz saytya dahil edilmemis makaleler Early View olarak yayinlanir ve
bu makalelere atiflar “advance online publication” seklinde verilmelidir. Genel bir kaynaktan elde
edilemeyecek temel bir konu olmadikg¢a “kisisel iletisimlere” atifta bulunulmamalidir. Eger atifta
bulunulursa parantez i¢inde iletisim kurulan kiginin adi ve iletisimin tarihi belirtilmelidir. Bilimsel
makaleler i¢in yazarlar bu kaynaktan yazili izin ve iletisimin dogrulugunu gosterir belge almalidir.
Kaynaklarin dogrulugundan yazar(lar) sorumludur. Tiim kaynaklar metinde belirtilmelidir.
Kaynaklar alfabetik olarak siralanmalidir.

Referans Stili ve Formati

Istanbul Management Journal, metin i¢i alintilama ve kaynak gosterme igin APA (American
Psychological Association) kaynak sitilinin 6. edisyonunu benimser. APA 6. Edisyon hakkinda bilgi igin:

- American Psychological Association. (2010). Publication manual of the American

Psychological Association (6™ ed.). Washington, DC: APA.

- http://www.apastyle.org/

Kaynaklarin dogrulugundan yazar(lar) sorumludur. Tiim kaynaklar metinde belirtilmelidir.
Kaynaklar asagidaki 6rneklerdeki gibi gosterilmelidir.

Metin icinde Kaynak Gosterme

Kaynaklar metinde parantez i¢inde yazarlarin soyadi ve yayin tarihi yazilarak belirtilmelidir.
Birden fazla kaynak gosterilecekse kaynaklar arasinda (;) isareti kullanilmalidir. Kaynaklar
alfabetik olarak siralanmalidir.
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Ornekler:

Birden fazla kaynak;

(Esin ve ark., 2002; Karasar 1995)

Tek yazarl kaynak;

(Akyolcu, 2007)

ki yazarl kaynak;

(Saymer ve Demirci, 2007, s. 72)

Ue, dirt ve bes yazarl kaynak;

Metin iginde ilk kullanimda: (Ailen, Ciambrune ve Welch 2000, s. 12—13) Metin i¢inde tekrarlayan
kullanimlarda: (Ailen ve ark., 2000)

Alti ve daha ¢ok yazarl kaynak;

(Cavdar ve ark., 2003)

Kaynaklar Boliimiinde Kaynak Gosterme
Kullanilan tiim kaynaklar metnin sonunda ayr1 bir boliim halinde yazar soyadlarma gore
alfabetik olarak numaralandirilmadan verilmelidir.

Kaynak yazimu ile ilgili 6rnekler asagida verilmistir.
Kitap

a) Tiirkce Kitap

Karasar, N. (1995). Arastirmalarda rapor hazirlama (8.bs). Ankara: 3A Egitim Danigmanlik Ltd.

b) Tiirkgeye Cevrilmig Kitap

Mucchielli, A. (1991). Zihniyetler (A. Kotil, Cev.). Istanbul: Iletisim Yaymlari.

¢) Editorlii Kitap

Oren, T., Uney, T. ve Colkesen, R. (Ed.). (2006). Tiirkiye bilisim ansiklopedisi. Istanbul: Papatya
Yayincilik.

d) Cok Yazarh Tiirkce Kitap

Tonta, Y., Bitirim, Y. ve Sever, H. (2002). Tiirk¢e arama motorlarinda performans degerlendirme.
Ankara: Total Biligim.

e) Ingilizce Kitap

Kamien R., & Kamien A. (2014). Music: An appreciation. New York, NY: McGraw-Hill Education.

) Ingilizce Kitap Icerisinde Biliim

Bassett, C. (2006). Cultural studies and new media. In G. Hall & C. Birchall (Eds.), New cultural
studies: Adventures in theory (pp. 220-237). Edinburgh, UK: Edinburgh University Press.

) Tiirkge Kitap Icerisinde Béliim

Erkmen, T. (2012). Orgiit kiiltiirii: Fonksiyonlar1, 6geleri, isletme yonetimi ve liderlikteki 6nemi.
M. Zencirkiran (Ed.), Orgiit sosyolojisi kitab: iginde (s. 233-263). Bursa: Dora Basim Yayin.

h) Yayimcinin ve Yazarin Kurum Oldugu Yayin

Tiirk Standartlar Enstitiisti. (1974). Adlandirma ilkeleri. Ankara: Yazar.

Makale
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a) Tiirk¢e Makale

Mutlu, B. ve Savaser, S. (2007). Cocugu ameliyat sonrasi yogun bakimda olan ebeveynlerde
stres nedenleri ve azaltma girisimleri. Istanbul Universitesi Florence Nightingale Hemgirelik
Dergisi, 15(60), 179-182.

b) Ingilizce Makale

de Cillia, R., Reisigl, M., & Wodak, R. (1999). The discursive construction of national identity.
Discourse and Society, 10(2), 149—-173. http://dx.doi.org/10.1177/0957926599010002002

¢) Yediden Fazla Yazarli Makale

Lal, H., Cunningham, A. L., Godeaux, O., Chlibek, R., Diez-Domingo, J., Hwang, S.-J. ... Heineman,
T. C. (2015). Efficacy of an adjuvanted herpes zoster subunit vaccine in older adults. New
England Journal of Medicine, 372, 2087-2096. http://dx.doi.org/10.1056/NEJMoal501184

d) DOI’si Olmayan Online Edinilmis Makale

Al, U. ve Dogan, G. (2012). Hacettepe Universitesi Bilgi ve Belge Yénetimi Béliimii tezlerinin atif
analizi. Tiirk Kiitiiphaneciligi, 26, 349-369. Erisim adresi: http://www.tk.org.tr/

e) DOI’si Olan Makale

Turner, S. J. (2010). Website statistics 2.0: Using Google Analytics to measure library website
effectiveness. Technical Services Quarterly, 27, 261-278. http://dx.doi.org/10.1080/
07317131003765910

f) Advance Online Olarak Yayimlanmis Makale

Smith, J. A. (2010). Citing advance online publication: A review. Journal of Psychology. Advance
online publication. http://dx.doi.org/10.1037/a45d7867

g) Popiiler Dergi Makalesi

Semercioglu, C. (2015, Haziran). Siradanhigin rayihasi. Sabit Fikir, 52, 38-39.

Tez, Sunum, Bildiri

a) Tiirkge Tezler

Sar1, E. (2008). Kiiltiir kimlik ve politika: Mardin’de kiiltiirlerarasilik. (Yaymlanmamis Doktora
Tezi). Ankara Universitesi Sosyal Bilimler Enstitiisii, Ankara.

b)Ticari Veritabaninda Yer Alan Yiiksek Lisans Ya da Doktora Tezi

Van Brunt, D. (1997). Networked consumer health information systems (Doctoral dissertation).
Available from ProQuest Dissertations and Theses. (UMI No. 9943436)

¢) Kurumsal Veritabaninda Yer Alan Ingilizce Yiiksek Lisans/Doktora Tezi

Yaylali-Yildiz, B. (2014). University campuses as places of potential publicness: Exploring the
politicals, social and cultural practices in Ege University (Doctoral dissertation). Retrieved
from: Retrieved from http://library.iyte.edu.tr/tr/hizli-erisim/iyte-tez-portali

d) Web’de Yer Alan Ingilizce Yiiksek Lisans/Doktora Tezi

Tonta, Y. A. (1992). An analysis of search failures in online library catalogs (Doctoral dissertation,
University of California, Berkeley). Retrieved from http://yunus.hacettepe.edu.tr/~tonta/
yayinlar/phd/ickapak.html

e) Dissertations Abstracts International’da Yer Alan Yiiksek Lisans/Doktora Tezi

Appelbaum, L. G. (2005). Three studies of human information processing: Texture amplification,
motion representation, and figure-ground segregation. Dissertation Abstracts International:
Section B. Sciences and Engineering, 65(10), 5428.
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f) Sempozyum Katkist

Krinsky-McHale, S. J., Zigman, W. B., & Silverman, W. (2012, August). Are neuropsychiatric
symptoms markers of prodromal Alzheimer’s disease in adults with Down syndrome? In W.
B. Zigman (Chair), Predictors of mild cognitive impairment, dementia, and mortality in adults
with Down syndrome. Symposium conducted at American Psychological Association meeting,
Orlando, FL.

g) Online Olarak Erisilen Konferans Bildiri Ozeti

Cmar, M., Dogan, D. ve Seferoglu, S. S. (2015, Subat). Egitimde dijital araglar: Google sinif
uygulamast iizerine bir degerlendirme [Oz]. Akademik Bilisim Konferansinda sunulan
bildiri, Anadolu Universitesi, Eskisehir. Erisim adresi: http://ab2015.anadolu.edu.tr /index.
php?menu=5&submenu=27

h) Diizenli Olarak Online Yayimlanan Bildiriler

Herculano-Houzel, S., Collins, C. E., Wong, P., Kaas, J. H., & Lent, R. (2008). The basic
nonuniformity of the cerebral cortex. Proceedings of the National Academy of Sciences, 105,
12593-12598. http://dx.doi.org/10.1073/pnas.0805417105

i) Kitap Seklinde Yayimlanan Bildiriler

Schneider, R. (2013). Research data literacy. S. Kurbanoglu ve ark. (Ed.), Communications in
Computer and Information Science: Vol. 397. Worldwide Communalities and Challenges in
Information Literacy Research and Practice iginde (s. 134-140). Cham, Isvigre: Springer.
http://dx.doi.org/10.1007/978-3-319-03919-0

J) Kongre Bildirisi

Cepni, S., Bacanak A. ve Ozsevgec T. (2001, Haziran). Fen bilgisi égretmen adaylarimn fen
branglarina karst tutumlart ile fen branglarindaki basarilarmn iliskisi. X. Ulusal Egitim
Bilimleri Kongresi’nde sunulan bildiri, Abant izzet Baysal Universitesi, Bolu.

Diger Kaynaklar

a) Gazete Yazist

Toker, C. (2015, 26 Haziran). ‘Unutma’ notlart. Cumhuriyet, s. 13.

b) Online Gazete Yazist

Tamer, M. (2015, 26 Haziran). E-ticaret hamle yapmak icin tiiketiciyi bekliyor. Milliyet. Erigsim
adresi: http://www.milliyet.com.tr

¢) Web Page/Blog Post

Bordwell, D. (2013, June 18). David Koepp: Making the world movie-sized [Web log post].
Retrieved from http://www.davidbordwell.net/blog/page/27/

d) Online Ansiklopedi/Sozliik

Bilgi mimarisi. (2014, 20 Aralik). Vikipedi iginde. Erisim adresi: http:/tr.wikipedia.org/wiki/Bilgi mimarisi

Marcoux, A. (2008). Business ethics. In E. N. Zalta (Ed.), The Stanford encyclopedia of philosophy.
Retrieved from http://plato.stanford.edu/entries/ethics-business/

e) Podcast

Radyo ODTU (Yapimci). (2015, 13 Nisan). Modern sabahlar [Podcast]. Erisim adresi: http:/www.
radyoodtu.com.tr/

Jf) Bir Televizyon Dizisinden Tek Bir Boliim

Shore, D. (Senarist), Jackson, M. (Senarist) ve Bookstaver, S. (Yonetmen). (2012). Runaways [ Televizyon
dizisi bolimii]. D. Shore (Bas yapimcet), House M.D. i¢inde. New York, NY: Fox Broadcasting.

g) Miizik Kaydi

Say, F. (2009). Galata Kulesi. Istanbul senfonisi [CD] iginde. Istanbul: Ak Miizik.
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SON KONTROL LiSTESI

Asagidaki listede eksik olmadigindan emin olun:

Editére mektup

v

SRR NENENEN

Makalenin tiirii

Baska bir dergiye gonderilmemis oldugu bilgisi

Sponsor veya ticari bir firma ile iliskisi (varsa belirtiniz)

Istatistik kontroliiniin yapildig1 (arastirma makaleleri igin)

Ingilizce yoniinden kontroliiniin yapildig

Yazarlara Bilgide detayli olarak anlatilan dergi politikalarinin gozden gegirildigi
Kaynaklarin APA6’ya gore belirtildigi

Telif Hakk1 Anlagmast Formu

Daha 6nce basilmis ve telife bagli materyal (yazi-resim-tablo) kullanilmis ise izin belgesi

Kapak sayfasi

v
v
v

v
v

Makalenin tiirii

Makalenin Tiirkge ve Ingilizce baslig

Yazarlarin ismi soyadi, unvanlar1 ve bagl olduklari kurumlar (iiniversite ve fakiilte
bilgisinden sonra sehir ve iilke bilgisi de yer almalidir), e-posta adresleri

Sorumlu yazarin e-posta adresi, agik yazisma adresi, is telefonu, GSM, faks nosu

Tiim yazarlarin ORCID’leri

Makale ana metni

AN N N N NN R

Makalenin Tiirkge ve Ingilizce baslig

Ozetler: 150-200 kelime Tiirkge ve 150-200 kelime Ingilizce

Anahtar Kelimeler: 5-8 adet Tiirkge ve 5-8 adet Ingilizce

Makale Tiirkge ise, 600-800 kelime Ingilizce genisletilmis 6zet (Extended Summary)
Makale ana metin boliimleri

Finansal destek (varsa belirtiniz)

Cikar catigmasi (varsa belirtiniz)

Tesekkiir (varsa belirtiniz)

Kaynaklar

Tablolar-Resimler, Sekiller (baslik, tanim ve alt yazilariyla)
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management and publish high-quality research articles.
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Plagiarism, duplication, fraud authorship/denied authorship, research/data fabrication, salami
slicing/salami publication, breaching of copyrights, prevailing conflict of interest are unethical
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from the publication. This also contains any possible malpractice discovered after the publication.
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creativecommons.org/licenses/by-nc/4.0/ ) and grant the Publisher non-exclusive commercial right
to publish the work. CC BY-NC 4.0 license permits unrestricted, non-commercial use, distribution,
and reproduction in any medium, provided the original work is properly cited.

Open Access Statement

The journal is an open access journal and all content is freely available without charge to the
user or his/her institution. Except for commercial purposes, users are allowed to read, download,
copy, print, search, or link to the full texts of the articles in this journal without asking prior
permission from the publisher or the author. This is in accordance with the HYPERLINK “https://
www.budapestopenaccessinitiative.org/read” BOAI definition of open access.
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submitted or accepted articles.
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Only those manuscripts approved by its every individual author and that were not published
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Submitted manuscripts that pass preliminary control are scanned for plagiarism using
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and publication decision is given by Editor-in-Chief upon modification by the authors in accordance
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Editor-in-Chief does not allow any conflicts of interest between the authors, editors and
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on the author’s side.

A reviewer who feels unqualified to review the topic of a manuscript or knows that its prompt
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The editor informs the reviewers that the manuscripts are confidential information and that this
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ethics and pays regard to Principles of Transparency and Best Practice in Scholarly Publishing
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followed. Copyright material (e.g. tables, figures or extensive quotations) must be reproduced
only with appropriate permission and acknowledgement. Any work or words of other authors,
contributors, or sources must be appropriately credited and referenced.
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is to be submitted online via http://imj.istanbul.edu.tr/en/ and it must be accompanied by a cover
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263). Bursa, Turkey: Dora Basim Yayn.
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American Psychological Association. (2009). Publication manual of the American psychological
association (6" ed.). Washington, DC: Author.

Article
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Mutlu, B., & Savaser, S. (2007). Cocugu ameliyat sonras1 yogun bakimda olan ebeveynlerde stres
nedenleri ve azaltma girisimleri [Source and intervention reduction of stress for parents whose
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Journal of Nursing, 15(60), 179-182.
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de Cillia, R., Reisigl, M., & Wodak, R. (1999). The discursive construction of national identity.
Discourse and Society, 10(2), 149-173. http://dx.doi.org/10.1177/0957926599010002002
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England Journal of Medicine, 372, 2087-2096. http://dx.doi.org/10.1056/NEJMoal501184
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d) Journal Article from Web, without DOI

Sidani, S. (2003). Enhancing the evaluation of nursing care effectiveness. Canadian Journal of
Nursing Research, 35(3), 26-38. Retrieved from http://cjnr.mcgill.ca

e) Journal Article wih DOI

Turner, S. J. (2010). Website statistics 2.0: Using Google Analytics to measure library website
effectiveness. Technical Services Quarterly, 27, 261-278. http://dx.doi.org/10.1080/0731713
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f) Advance Online Publication

Smith, J. A. (2010). Citing advance online publication: A review. Journal of Psychology. Advance
online publication. http://dx.doi.org/10.1037/a45d7867

g) Article in a Magazine

Henry, W. A, I1I. (1990, April 9). Making the grade in today’s schools. Time, 135, 28-31.

Doctoral Dissertation, Master’s Thesis, Presentation, Proceeding

a) Dissertation/Thesis from a Commercial Database

Van Brunt, D. (1997). Networked consumer health information systems (Doctoral dissertation).
Available from ProQuest Dissertations and Theses database. (UMI No. 9943436)

b) Dissertation/Thesis from an Institutional Database

Yaylali-Yildiz, B. (2014). University campuses as places of potential publicness: Exploring the
politicals, social and cultural practices in Ege University (Doctoral dissertation). Retrieved
from Retrieved from: http:/library.iyte.edu.tr/tr/hizli-erisim/iyte-tez-portali

¢) Dissertation/Thesis from Web

Tonta, Y. A. (1992). An analysis of search failures in online library catalogs (Doctoral dissertation,
University of California, Berkeley). Retrieved from http://yunus.hacettepe.edu.tr/~tonta/
yayinlar /phd/ickapak.html

d) Dissertation/Thesis abstracted in Dissertations Abstracts International

Appelbaum, L. G. (2005). Three studies of human information processing: Texture amplification,
motion representation, and figure-ground segregation. Dissertation Abstracts International:
Section B. Sciences and Engineering, 65(10), 5428.

e) Symposium Contribution

Krinsky-McHale, S. J., Zigman, W. B., & Silverman, W. (2012, August). Are neuropsychiatric
symptoms markers of prodromal Alzheimer’s disease in adults with Down syndrome? In W.
B. Zigman (Chair), Predictors of mild cognitive impairment, dementia, and mortality in adults
with Down syndrome. Symposium conducted at the meeting of the American Psychological
Association, Orlando, FL.

f) Conference Paper Abstract Retrieved Online

Liu, S. (2005, May). Defending against business crises with the help of intelligent agent based
early warning solutions. Paper presented at the Seventh International Conference on Enterprise
Information Systems, Miami, FL. Abstract retrieved from http://www.iceis.org/iceis2005/
abstracts_2005.htm
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g) Conference Paper - In Regularly Published Proceedings and Retrieved Online

Herculano-Houzel, S., Collins, C. E., Wong, P., Kaas, J. H., & Lent, R. (2008). The basic
nonuniformity of the cerebral cortex. Proceedings of the National Academy of Sciences, 105,
12593-12598. http://dx.doi.org/10.1073/pnas.0805417105

h) Proceeding in Book Form

Parsons, O. A., Pryzwansky, W. B., Weinstein, D. J., & Wiens, A. N. (1995). Taxonomy for
psychology. In J. N. Reich, H. Sands, & A. N. Wiens (Eds.), Education and training beyond the
doctoral degree: Proceedings of the American Psychological Association National Conference
on Postdoctoral Education and Training in Psychology (pp. 45-50). Washington, DC: American
Psychological Association.

i) Paper Presentation

Nguyen, C. A. (2012, August). Humor and deception in advertising: When laughter may not be
the best medicine. Paper presented at the meeting of the American Psychological Association,
Orlando, FL.

Other Sources

a) Newspaper Article

Browne, R. (2010, March 21). This brainless patient is no dummy. Sydney Morning Herald, 45.

b) Newspaper Article with no Author

New drug appears to sharply cut risk of death from heart failure. (1993, July 15). The Washington
Post, p. Al12.

¢) Web Page/Blog Post

Bordwell, D. (2013, June 18). David Koepp: Making the world movie-sized [Web log post].
Retrieved from http://www.davidbordwell.net/blog/page/27/

d) Online Encyclopedia/Dictionary

Ignition. (1989). In Oxford English online dictionary (2™ ed.). Retrieved from http://dictionary.
oed.com

Marcoux, A. (2008). Business ethics. In E. N. Zalta (Ed.). The Stanford encyclopedia of philosophy.
Retrieved from http://plato.stanford.edu/entries/ethics-business/

e) Podcast

Dunning, B. (Producer). (2011, Januvary 12). in Fact: Conspiracy theories [Video podcast].
Retrieved from http://itunes.apple.com/

f) Single Episode in a Television Series

Egan, D. (Writer), & Alexander, J. (Director). (2005). Failure to communicate. [Television series
episode]. In D. Shore (Executive producer), House; New York, NY: Fox Broadcasting.

&) Music

Fuchs, G. (2004). Light the menorah. On Eight nights of Hanukkah [CD]. Brick, NJ: Kid Kosher.



INFORMATION FOR AUTHORS

SUBMISSION CHECKLIST

Ensure that the following items are present:

e Cover letter to the editor

v
v

v
v

The category of the manuscript
Confirming that “the paper is not under consideration for publication in another

journal”.

Including disclosure of any commercial or financial involvement.
Confirming that the statistical design of the research article is reviewed.

v' Confirming that last control for fluent English was done.

v

v

Confirming that journal policies detailed in Information for Authors have been
reviewed.

Confirming that the references cited in the text and listed in the references section are
in line with APA 6.

Copyright Agreement Form

Permission of previously published copyrighted material if used in the present manuscript

Title page

v
v
v

v
v

The category of the manuscript

The title of the manuscript

All authors’ names and affiliations (institution, faculty/department, city, country),
e-mail addresses

Corresponding author’s email address, full postal address, telephone and fax number
ORCIDs of all authors.

e Main Manuscript Document

SN N N VR SR NEN

The title of the manuscript

Abstract (150-200 words)

Key words: 5 to 8 words

Main article sections

Grant support (if exists)

Conflict of interest (if exists)

Acknowledgement (if exists)

References

All tables, illustrations (figures) (including title, description, footnotes)



COPYRIGHT AGREEMENT FORM / TELiF HAKKI ANLASMASI FORMU

istanbul University

e uN,‘,& Istanbul Universitesi
2 7 ight A t F
= ‘_ﬂ' Journal name: Istanbul Management Journal ?(;;y;fkkl Aﬁ;:e”r?:;: Fo‘;:nr;
e ~  Dergi Adi: Istanbul Management Journal : d
*1asa
R ible/Corresponding Author

P
Sorumlu Yazar

Title of Manuscript
Makalenin Bashigt

Acceptance date
Kabul Tarihi

List of authors
Yazarlarin Listesi

Sira | Name - Surname E-mail Signature Date
No | Adi-Soyad: E-Posta Imza Tarih
1
2
3
4
5
Manuscript Type (Research Article, Review, Short communication, etc.)
Makalenin tiirii (Arastirma makalesi, Derleme, Kisa bildiri, v.b.)

Responsible/Corresponding Author:
Sorumlu Yazar:

University/company/institution Calistigr kurum
Address Posta adresi
E-mail E-posta

Phone; mobile phone Telefon no; GSM no

The author(s) agrees that:

The manuscript submitted is his/her/their own original work, and has not been plagiarized from any prior work,

all authors participated in the work in a substantive way, and are prepared to take public responsibility for the work,

all authors have seen and approved the manuscript as submitted,

the manuscript has not been published and is not being submitted or considered for publication elsewhere,

the text, illustrations, and any other materials included in the manuscript do not infringe upon any existing copyright or other rights of anyone.

ISTANBUL UNIVERSITY will publish the content under Creative Commons Attribution-NonCommercial 4.0 International (CC BY-NC 4.0) license that
gives permission to copy and redistribute the material in any medium or format other than commercial purposes as well as remix, transform and build upon
the material by providing appropriate credit to the original work.

The Contributor(s) or, if applicable the Contributor’s Employer, retain(s) all proprietary rights in addition to copyright, patent rights.

I/We indemnify ISTANBUL UNIVERSITY and the Editors of the Journals, and hold them harmless from any loss, expense or damage occasioned by a claim
or suit by a third party for copyright infringement, or any suit arising out of any breach of the foregoing warranties as a result of publication of my/our article.
1/We also warrant that the article contains no libelous or unlawful statements, and does not contain material or instructions that might cause harm or injury.
This Copyright Agreement Form must be signed/ratified by all authors. Separate copies of the form (completed in full) may be submitted by authors located at
different institutions; however, all signatures must be original and authenticated.

Yazar(lar) asagidaki hususlari kabul eder:

Sunulan makalenin yazar(lar)in orijinal ¢alismasi oldugunu ve intihal yapmadiklarini,

Tiim yazarlarm bu ¢alismaya asli olarak katilmis olduklarini ve bu ¢alisma i¢in her tiirlii sorumlulugu aldiklarini,

Tiim yazarlarm sunulan makalenin son halini gordiiklerini ve onayladiklarini,

Makalenin baska bir yerde basilmadigini veya basilmak igin sunulmadigini,

Makalede bulunan metnin, sekillerin ve dokiimanlarin diger sahislara ait olan Telif Haklarini ihlal etmedigini kabul ve taahhiit ederler.

ISTANBUL UNIVERSITESI nin bu fikri eseri, Creative Commons Atif-GayriTicari 4.0 Uluslararasi (CC BY-NC 4.0) lisanst ile yayinlamasina izin
verirler. Creative Commons Atif-GayriTicari 4.0 Uluslararas1 (CC BY-NC 4.0) lisansi, eserin ticari kullanim disinda her boyut ve formatta paylasilmasina,
kopyalanmasina, gogaltilmasina ve orijinal esere uygun sekilde atifta bulunmak kaydiyla yeniden diizenleme, déniistiirme ve eserin {izerine insa etme dahil
adapte edilmesine izin verir.

Yazar(lar)in veya varsa yazar(lar)mn isvereninin telif dahil patent haklari, fikri miilkiyet haklari saklidur.

Ben/Biz, telif hakki ihlali nedeniyle iigiincii sahislarca vuku bulacak hak talebi veya agilacak davalarda ISTANBUL UNIVERSITESI ve Dergi Editorlerinin
higbir sorumlulug olmadigini, tiim sorumlulugun yazarlara ait oldugunu taahhiit ederim/ederiz.

Ayrica Ben/Biz makalede higbir su¢ unsuru veya kanuna aykiri ifade bulunmadigimni, arastirma yapilirken kanuna aykir1 herhangi bir malzeme ve yontem
kullanilmadigini taahhiit ederim/ederiz.

Bu Telif Hakki Anlagmasi Formu tiim yazarlar tarafindan imzalanmalidir/onaylanmalidir. Form farkli kurumlarda bulunan yazarlar tarafindan ayri kopyalar
halinde doldurularak sunulabilir. Ancak, tiim imzalarin orijinal veya kanitlanabilir sekilde onayli olmasi gerekir.

R ible/Corresponding Author;

Sorumiu Yazar; Signature / /mza Date / Tarih

........ S




