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ABSTRACT

Although the topic of silent resignation has become popular with the pandemic, it can be understood that it is a
practice that goes beyond the pandemic, considering its triggers and how it reflects on organizations.
Universities are crucial institutions for the development of a country. The significant steps these institutions
take in the scientific realm can propel countries forward in various fields, such as technology, military, politics,
and society, compared to other nations, thereby changing the fate of the nation's people. When considering the
conditions within universities and the reasons for silent resignation, which are identified as triggers in the
literature, a significant relationship between the two can be discerned. This study aims to contribute to the
advancement of science in the country by linking the causes of silent resignation with practices in universities
and offering some policy recommendations to politicians as solutions to this issue. Within this framework, the
topic of silent resignation is first addressed, its triggers are uncovered, and then the problems of universities are
evaluated to reveal the relationship with the triggers of silent resignation. Finally, some recommendations are
made to politicians on this issue. The results of the study indicate that there is a relationship between the
practices in universities and the reasons/antecedents of silent resignation and that the practices in universities
create an environment conducive to silent resignation.
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Introduction

Universities serve a dual purpose; they are both institutions that train the personnel needed by
both state and private organizations, and they are also significant in terms of shaping society
and the future of the nation in many aspects (technological, political, cultural, etc.).It is
imperative to determine the current situation of universities in Turkey, as well as to identify the
potential impediments within an institution that educates people and, thus, the future of the
country and to address these issues. Recent literature on the subject includes works by Ari
(2007), Bayram (2013), Dogan (2013), Erdogmus (2019), and Kil, Ozkan, and Aykag (2021).
However, certain sources are studies that focus on a specific problem, such as the economic
conditions of universities or academics, appointment or promotion criteria, and so on (Bulbul,
2006; Cimat, Glngor & Balmumcu, 2013; Demirbilek & Cetin, 2022; Tung, 2007). The present
study aims to address this gap by offering a comprehensive overview of the prevailing
challenges confronting universities, a feat that no recent study has yet accomplished. In
contrast to the extant literature, this study presents a singular effort to consolidate the most
salient and contemporary issues faced by universities into a centralized source.

Nevertheless, the study's focal point extends beyond these conventional frameworks,
encompassing the concept of "silent resignation." While silent resignation has long been a
concern for organizations (Cholteeva, 2022), it has recently gained prominence in discourse,
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particularly in the context of the pandemic. Consequently, there has been a surge in research
on silent resignation across various disciplines in recent years (Ahmed, 2022; Cimen & Yilmaz,
2023; Lord, 2022, Martinez, 2024; Robinson, 2023; Scott, 2022; Selyukh & Hsu, 2022; Tong,
2022). Nevertheless, to the best of the author's knowledge, no study has been encountered in
the extant literature that has made silent resignation visible on the basis of universities.
Consequently, this study stands out from others in the literature by highlighting an effort to
shed light on the prevalence of silent resignation in contemporary university practices. In this
context, the present study aims to make the practices in universities visible and examine these
practices within the framework of the reasons, antecedents, and causes of silent resignation.
It seeks to reveal that the current courses in universities invite and trigger silent resignation.
This study's contribution to the field is twofold: first, it systematically collects and compiles the
antecedents of silent resignation into a comprehensive source, and second, it provides a
detailed interpretation of these antecedents within the context of university practices.

It is not asserted that this study will resolve all issues plaguing universities; however, it is
posited that by accentuating the silent resignation prevalent in university practices and
offering policy recommendations to legislators, insights may be gained into the future of the
nation and the direction of related research. The elimination of impediments confronting
universities and academics is of paramount importance in terms of surmounting the
challenges confronting the nation.

The present study was conducted by means of a comprehensive review of the extant
literature. In this regard, the study first examined the issue of silent resignation from a
conceptual point of view, evaluated the advent of silent resignation becoming popular, and
revealed the antecedents/reasons for silent resignation. Following this, the issue of
universities and the functions that increase their importance are included. Following the
elucidation of these fundamental issues, the study proceeded to assess the practices believed
to culminate in silent resignation within the context of universities. This evaluation was
undertaken from a relational perspective, and the study subsequently proffered
recommendations to policymakers aimed at curtailing and averting silent resignation.

Silent Resignation and Universities

The notion of silent resignation has recently garnered significant scholarly attention,
underscoring its persistent dissemination among employees. In this framework, it is
imperative to elucidate the concept's meaning and assess its growing popularity. Conversely,
an examination of the factors that lead to silent resignation is essential for a comprehensive
understanding of its prevalence in academic institutions. Finally, it is essential to briefly
address the role and functions of universities, emphasizing their growing significance.

The Concept and Meaning of Silent Resignation

The concept of "silent resignation” is the common usage of "quiet quitting," which also means
"silent quitting” or "silent giving up." According to TDK, silent resignation is defined as "an
individual's voluntary separation from work or a service" (Gimen & Yilmaz, 2023, p. 27). This
departure does not entail a physical or actual departure from the workplace. In the context of
silent resignation, employees may continue to attend to their professional responsibilities, yet
they cease to extend beyond the scope of work expected for their roles (Hamouche, Koritos, &
Papastathopoulos, 2023, p.4293). This concept is an adaptation of the "idea of intention to
quit" and signifies "limiting work to contractual hours." This concept entails refraining from
undertaking additional responsibilities beyond the scope of one's designated duties, as
delineated in the job description (Lu et al, 2023, p. 5). The concept of silent resignation
underscores a pivotal decision-making process for individuals, juxtaposing the prevailing
paradigm of "living to work" with the emergent understanding of "working to live" (Jamieson,
2022). This behavioral tendency involves the refusal to engage in activities beyond the scope
of one's professional duties, as well as the restriction of employees to the tasks specifically
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remunerated (Gller, 2023, p. 248). It further directs employees to limit their participation in
non-work-related activities within the workplace (Ratnatunga, 2022, p. 13), emphasizing the
exclusive performance of work in exchange for wages (Alexiev, 2022). Despite adhering to the
requirements and regulations of their position, employees who opt for silent resignation
effectively do the least to maintain their employment (Johnson, 2023, p. 2). This phenomenon
stands in stark contrast to the prevailing notion that employees should consistently surpass
expectations (Cohen, 2022). It involves a deliberate choice to prioritize performance that is not
always optimal, a separation of the self from the activities that provide one's livelihood, and
adherence to the established boundaries of one's professional responsibilities. In this context,
it signifies the act of declining to assist with tasks or review electronic communications
beyond designated working hours (Gller, 2023, p. 249). This behavior is intended to promote
work-life balance (Shatakshi, 2022, p. 26).

Silent resignation is defined as emotional or physical fatigue and exhaustion from the job at
hand (Lu et al., 2023, p. 2). Silent resignation can be defined as an individual's deliberate choice
to refrain from overwork in the professional setting, opting instead for a more balanced and
fulfilling work-life equilibrium (Ahmed, 2022). Silent resignation has been described as a silent
manifesto (Galiskan, 2023, p.190) and thus a passive resistance (Cohen, 2022) "against the
hustle and bustle culture in which employees are expected to sacrifice their personal time,
happiness, and health in order to show their commitment to their jobs" (Arar, Cetiner &
Yurdakul, 2023, p.126). Consequently, silent resignation has been identified as a psychological
concept that explains employees' experiences of "psychological disconnection from their jobs"
(Hamouche et al., 2023, p.4296).

The concept of silent resignation can be better understood by evaluating its relationship to
related concepts. Silent resignation is a concept that refers to the employee's avoidance of the
hustle and bustle culture mentality or "organizational citizenship behavior" (Tapper, 2022),
which is very far from "organizational citizenship behavior" (Hamouche et al., 2023, p.4296)
and almost in the opposite position (Tapper, 2022). Conversely, job dissatisfaction has been
demonstrated to be significantly associated with silent resignation (Tapper, 2022). Job
dissatisfaction and a perceived lack of employee well-being have been shown to lead to
turnover intentions (Lu et al.,, 2023, p. 5). Additionally, the phenomenon of silent resignation
has been found to exhibit an inverse correlation with the concept of "organizational
commitment” (Lu et al., 2023, p. 5). Empirical evidence indicates that employees with a strong
sense of organizational commitment tend to invest more effort beyond their designated roles,
driven by a profound identification with their work (Arar et al., 2023, p.126). Another salient
concept in this regard is "organizational silence." It has been asserted that the phenomenon of
silent resignation has been synonymous with this term until recent times. Organizational
silence is characterized by a passive employee state, wherein employees remain silent about
management processes by continuing to report to work rather than resigning when they
disapprove of organizational activities (Caliskan, 2023, p. 193). Another closely related concept
is that of "quiet firing." Managers who cannot afford to dismiss an employee because they
cannot afford to bear the costs make an effort of silent dismissal in order to make it possible
for the employee to leave voluntarily (when, in reality, he/she does not want to). Management
operationalizes this concept by making the work environment uncomfortable until an
employee voluntarily quits (Hetler, 2022). Another concept that can be associated with silent
resignation is “cynicism.” Cynicism, which is also interpreted as depersonalization, refers to
“the adoption of a distant attitude towards work together with indifferent and cold behaviors
that employees may adopt towards their work, friends, and organization” (Baykal et al., 2017,
p.557). Unlike cynicism, silent resignation “does not imply indifference and cold behavior
towards the requirements of the job and peers” and does not imply low performance
(Hamouche et al., 2023, p.4297).
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How the Silent Resignation Became Popular

The literature provides various bases for the emergence of the concept of silent resignation.
This concept, which was first coined by economist Mark Boldger at the A&M Economics
Symposium held in Texas in 2009" (Nordgren & Bjors, 2023, p.5), was used to criticize the
difficulties of working people in maintaining their work-life balance due to the intense rush of
work and workloads that lead to burnout (Caliskan, 2023, p.192). It was with the pandemic
(COVID-19) that silent resignation came to the agenda again “as an important issue.” The
working order of workers was changed with the regulations made due to the pandemic that
started in March 2020. However, after the pandemic had been brought under control,
employees did not want to give up the flexible working culture. During the pandemic phase,
employees started to adopt the idea that their work “did not mean everything to them” and
started to criticize intensive and costly work five days a week (Hitchins, 2022). Against this
backdrop, when employees were asked to return to work at the end of 2021, some 47 million
Americans decided to quit their jobs voluntarily. Anthony Klotz? who called this situation the
“Big Quiet,” explained this concept in May 2021 as the “Big Quiet,” which is a phenomenon in
which workers who are frustrated by the ruthless competitive environment, have poor mental
health, and are exhausted (Caliskan, 2023, p.192; Guler, 2023, pp.248, 250; Nordgren & Bjors,
2023, p.5; Ratnatunga, 2022, p.13). Jaya Dass® , on the other hand, stated that the major
resignation event occurs as a result of employees “assuming that they have nowhere else to
go,” but employees who do not have an alternative job opportunity or think that they do have to
turn to “silent resignation” as the next most suitable option (Tong, 2022).

The notion of silent resignation also gained prominence in China in 2021 with the emergence
of the "Tang Ping (lying flat)" movement. This trend among young people, overwhelmed by the
culture of overwork, can be understood as a rebellion against the bosses' relentless demands
to "be productive, to be competitive and to improve constantly.” The "lying flat" movement, as it
is known, has been interpreted as a call for lifestyle change, with young people expressing
feelings of exhaustion in relation to the prevailing culture of overwork. The fundamental
premise of this concept is predicated on the notion of contentment with attainable
achievements and the creation of personal time for rest (Cimen & Yilmaz, 2023, pp.27-28).

It is noteworthy that "silent resignation” has emerged as a more sophisticated and advanced
form of these two trends (Big resignation and Tang Ping) (Hamouche et al.,, 2023, p.4293)
(Alexiev, 2022). The term's increased popularity can be traced back to a 17-second video
uploaded to TikTok in July 2022 by Zaid Khan, a 24-year-old software engineer and musician
from New York (Ratnatunga, 2022, p.13; Cimen & Yilmaz, 2023, pp.27-28; Shatakshi, 2022,
p.26). The video, which garnered significant attention, featured Khan stating, "work is not your
life." The video's content, which was critical of hustle culture, prompted individuals to reflect on
their work-life balance (Altopartners, 2022). The comments section of Khan's video, which
amassed approximately four million views on the TikTok platform, revealed a widespread
adoption of this approach. In the ensuing period, a proliferation of videos discussing the
phenomenon of silent resignation continued to be uploaded, accompanied by the publication
of articles and posts on various social media applications, including Twitter and LinkedIn
(Cimen & Yilmaz, 2023, pp.27-28).

Consequently, despite the prevalence of the concept of "silent resignation” in the context of
contemporary social media trends, Jill Cotton, a career trends expert, asserts that this
phenomenon should not be regarded as a novel development. She contends that numerous
employees have been grappling with this sentiment for an extended period within their
respective institutions, with the recent pandemic serving merely as a catalyst for introspection

1 0n the other hand, the Los Angeles Times reports that the first known use of silent resignation was by Bryan Creely, a Nashville-
based corporate recruiter and career coach (Daugherty, 2022).

2 Professor of Business Administration at Texas A&M University.

8 Randstad's managing director for Malaysia and Singapore.
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regarding their professional circumstances (Cholteeva, 2022). Conversely, the notion of
employees performing to the bare minimum to avoid termination of employment has a long-
standing presence within the context of the "labor movement" (Lord, 2022). However, the
concept of preserving autonomy by maintaining mediocre performance emerged during the
pandemic period and garnered attention (Gdler, 2023, p. 248). Consequently, this concept,
which emerged in 2009, gained prominence during the pandemic.

Predecessors to Silent Resignation

As previously discussed, the notion of silent resignation has garnered significant attention in
the context of the pandemic. However, it can be posited that this phenomenon has existed
since the advent of time. The predominant rationale for conceptualizing this phenomenon as
pandemic-specific is that the experiences engendered by pandemic conditions are notably
arduous, and silent resignation is manifested by a considerable proportion of the population
through specific actions. Consequently, it appears feasible to articulate "the pandemic and
especially the disruption of the work-life balance in the pandemic environment" and "poor
management” as the predominant and principal reasons for silent resignation. Within this
theoretical framework, it is imperative to recognize that the concept of mismanagement also
encompasses significant underlying issues, including These include toxic work culture, low
salaries, an absence of opportunities for career progression, excessive workloads, unmet
needs and expectations, burnout, unfair labor practices (exploitation) and non-transparent
communication. Consequently, employees may opt for silent resignation, exhibiting behavioral
changes to communicate their expectations to management levels (Cimen & Yilmaz, 2023, p.
27).

It is crucial to note that the disruption of the work-life balance has long been a significant
factor in the attrition of employees, even prior to the advent of the pandemic. However, the
novel conditions engendered by the pandemic have precipitated an exacerbation of this
imbalance on a more profound and pervasive scale. The work-life balance, which had become
untenable due to the prevailing hustle and bustle culture in the workplace, has emerged as a
pivotal factor in the phenomenon of silent resignation. While employees initially experienced a
sense of relief due to the remote accessibility of their work and modified work schedules,
subsequent challenges emerged. These challenges included "physiological, psychological, and
other forms of depression stemming from the intertwining of work and non-work hours"
(Caligkan, 2023, p. 193-194). The disruption of the work-life balance, stemming from
employers' expectations of constant availability during business hours, the constant
monitoring of workplace communication devices, the scheduling of business meetings on
weekends, and the encroachment of work into personal time, has been identified as a
contributing factor to this phenomenon (CGaliskan, 2023, p.193-194). Moreover, health
concerns, unemployment, job insecurity, novel pandemic regulations, and virtual experiences
resulting from the pandemic have also adversely impacted employees, thereby disrupting the
work-life balance in this process (Hamouche et al., 2023, p.4294). The pandemic has also led
to a proliferation of problems worldwide, including economic woes, a decline in civil liberties,
and the precipitous decline of democracy in certain nations. These developments have
contributed to a state of exhaustion and fatigue among employees.* (Ratnatunga, 2022, p.13).
In this context, employees who complain about the hustle and bustle culture turn to silent
resignation in order to maintain a work-life balance, making it possible to be less tired. Thus,
they do not experience frustration as they do not put forth any extra effort. With this behavior,
it becomes possible to slow down the busy pace, take time for self-care, and thus maintain
work-life balance (Valura, 2022, p.2).

4 As career strategist and coach Stacie Haller notes, “the pandemic has changed people's attitudes towards their work,
undermined their commitment to their jobs, and caused them to focus more on their families and personal lives” (Resume Builder,
2022).
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The pandemic has catalyzed this process; however, the underlying reasons for employees'
silent resignations, both before and after the pandemic, are rooted in "bad management." The
unattainable expectations of ineffective leadership and the arduous work environment
contribute to this phenomenon. The behaviors exhibited by bad management, which engender
a sense of worthlessness in employees, are a primary catalyst for silent resignation. The
phenomenon of silent resignation can be attributed to the combination of overwork and
exploitation, which engender a sense of worthlessness in the employee. This, in turn, leads to a
stabilization of the employee's life as they seek to regain a sense of self-worth and emotional
well-being (Gller, 2023, p. 250; Caliskan, 2023, p. 195). In essence, the concept of 'silent
resignation” emerges when employees experience mounting exhaustion, frustration, and a
sense of being unappreciated, often compounded by escalating workloads and the
expectation of extended work hours (Johnson, 2023, p. 2).

In the context of ineffective management decision-making, employees encounter constrained
learning and development prospects, accompanied by a dearth of alignment between the
workplace's purpose and that of the employee (Harter, 2022). Consequently, employees may
develop a sense of underappreciation, leading to a state of silent resignation (Zenger &
Folkman, 2022). The failure to acknowledge and engage with employees' motivations, often
due to managerial inadequacies, can also contribute to this phenomenon (Enderle, 2022,
Ozmenekse & Yildiz, 2022, p.14). The absence of managerial effort to retain employees
engenders a sense of neglect, thereby prompting "silent resignation” as a means of "reducing
organizational stress" (Arar et al, 2023, p. 128; Enderle, 2022; Johnson, 2023, p. 1). This
phenomenon can be understood as a strategic management approach aimed at "maintaining
organizational motivation, productivity, performance, and job satisfaction" (Arar et al., 2023, p.
128; Enderle, 2022; Johnson, 2023, p. 1).

Another way in which employees may feel undervalued by poor management is when they are
“underpaid” (Green, 2022; Gller, 2023, pp.250-251). When “unreasonable working hour
demands” by employers are added to this, employees tend to silently resign in order to invest
less in their work (Green, 2022; Guler, 2023, pp.250-251). Therefore, reasons such as
unrealistic and high work demands, lack of organizational support, high levels of work stress
that are difficult to manage, lack of transparent communication with employees, the use of
face masks, regular hand washing, and frequent testing caused by the pandemic, the
employee has become worn out®, has lost their sense of personal achievement by
experiencing depersonalization called burnout, and has stopped investing emotionally in the
workplace and has presented silent resignation as a reasonable response to the employer
(Hamouche et al, 2023, p.4295; Gller, 2023, p.250). Therefore, bad management and the
corrosive external conditions, both separately and together, lead to silent resignation, and with
this drift, the job has no meaning and importance for the person.

Universities and Functions that Increase the Importance of Universities

The concept of "university," which emerged in the Middle Ages, is derived from the Latin
concept of "Universitas." During this period, the term referred to "any association," specifically,
"a community of sages who convene to share and disseminate their wisdom" (Ibicioglu, Tas &
Ozmen, 2010, p.54-55). In contemporary discourse, universities are defined as "educational
institutions that prioritize critical thinking and discussion and are instrumental in fostering
scientific thinking" (Dogan, 2013, p. 109). Songur and Turan (2016, p. 434) have proposed a
more recent definition, emphasizing the autonomy and liberty of universities by characterizing
them as "educational institutions that determine behavior independently from economic and
political power centers and are equipped with the ability to research and produce.”

5 A study by Resume Builder (2022) revealed that eight out of ten people who experience silent resignation are burned out.
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The modern conception of universities in Turkey first appeared with the Darilflinun, founded in
1863 (Songur & Turan, 2016, p. 436). This institution, meaning "home of science," experienced
numerous periods of opening and closing due to political upheaval, yet it persisted until 1932.
In 1933, Istanbul University was established under the auspices of the Ministry of National
Education. During this period, the establishment of universities continued, and a law was
enacted in 1945 that granted autonomy to universities in terms of science and administration.
Subsequent years witnessed the establishment of additional universities, culminating in the
unification of all universities under the aegis of the Council of Higher Education (COHE) in the
1982 Constitution (Arap, 2010, pp.8-9). Since 2006, Turkey has pursued a policy of intensively
increasing the number of universities (Dogan, 2013, p. 110).

In addition to the political promises made to increase the number of universities in this way, of
course, their functions and contributions also play a role. Therefore, education is not the only
function of universities. Universities affect the social, economic, cultural, and urban structures
of the cities where they are established in many ways. On the other hand, in order to catch up
with global competition, universities need to develop and renew themselves, respond to
emerging needs, and train good students within this framework (Songur & Turan, 2016, p.436).

Universities have been shown to enhance students' employable skills through the services
they offer (Cetin, 2007, p. 220), contribute to the renewal of culture and its transmission to
future generations, and facilitate the advancement of the nation through scientific research
(ibicioglu et al., 2010, p. 55). They assume an important function in "preparing students for the
future by developing their personalities, activating the brain power needed by society" (Saatc,
Avcikurt & Gudu Demirbulat, 2015, p. 126), developing self-confidence, increasing
entrepreneurship, creativity, free-thinking, and communication skills" (Turan & Cigcek, 2023, p.
816).

The most significant pillars of modernization for a nation are a robust industrial infrastructure
and institutions of higher education. A comprehensive array of academic and cultural events,
including symposia, congresses, forums, seminars, conferences, panels, and courses, are
instrumental in fostering this transformation. These events, often organized by universities,
play a pivotal role in shaping the nation's progress in this domain (Yilmaz & Kaynak, 2011,
p.57). These activities serve to inform and raise public awareness, socialize individuals
through events such as spring festivals and celebrations of historical and national days, and
transform people's lives in terms of their diet, beverage consumption, and musical preferences
(Ozbay, 2013, p.14). Universities positively affect earnings and employment in the region
where they are located and contribute to the enrichment of the city with new facilities (such as
restaurants, clothing stores, cafes, sports stores, and facilities) (Yilmaz & Kaynak, 2011, p.58).
These institutions foster cultural interaction within the country by bringing together students
from diverse cultural backgrounds, thereby facilitating the formation of interpersonal
relationships and the dissolution of preconceived notions among individuals from different
regions. Furthermore, they contribute to the development of international trade and relations
by attracting international students, and they have a positive impact on the status of women
and their lifestyle and activities within the family (Ozbay, 2013, p. 14).

Universities have been shown to benefit state institutions, as well as to engage in research
activities in cooperation with the private sector. They also undertake important tasks in
developing national and international economic relations. Consequently, they contribute not
only to the development and modernization of the city in which they are located (Isik, 2008, p.
167) but also to the development of the region in which they are located. They function as the
primary catalyst for a nation's economic advancement, particularly in the context of reducing
unemployment and enhancing human capital (Yayar & Demir, 2013, p.107). In this regard, they
are recognized as a pivotal factor influencing a nation's competitiveness on the global stage.
Recognizing this, countries prioritize the enhancement of their universities and the attainment
of superiority in economic and technological domains over other nations. Consequently,
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countries with universities that consistently rank highly in global university rankings are often
also considered developed nations. This observation provides substantial evidence to support
the notion that universities play a pivotal role in the development of a nation (Esme, 2021, p. 2).

Practices Thought to Cause Silent Resignation in Universities: Turkish Academy
and Silent Screams

Since the establishment of Istanbul University in 1933, Turkish universities have been subject
to criticism for their alignment with the policies of the political establishment and their
governance by the Council of Higher Education (COHE), which was instituted by the military
regime of September 12 to maintain control over these institutions (Esme, 2021, p. 2).
Universities in Turkey face a multitude of challenges. Giler (2014, pp. 25-27) examines the
problems related to academic life by classifying them as "the problem of decreasing
professional interest, insufficient wages, problems arising from the physical environment,
staffing problems, problems in human relations, and other problems." Meanwhile, Kil et al.
(2021, p. 98) classified and evaluated the problems related to academics as "employment,
promotion, quantity and quality problems, economic problems, high workload, low productivity,
decreased prestige of the profession, deterioration of personal rights, academic freedom
problems, and job satisfaction problems." In this study, we endeavor to examine these
problems in detail under three main headings. The initial category is "economic problems,"
which encompasses "insufficient salaries, budget constraints, or misallocation of resources."
The second major category is "organizational culture and work environment related problems,”
which include "lack of academic freedom, job satisfaction problems, excessive workload, and
productivity problems." Finally, the third category encompasses ‘problems related to
promotion and ethics,” which include "merit, tenure, promotion, job security, personal rights,
and ethical order."

These problems, which are reflections of wrong practices at universities, trigger silent
resignation. When the antecedents/reasons/causes of silent resignation are examined, it can
be understood that they are related to the practices at the university. For this reason, sub-
headings have been added under three main headings to explain the relationship between
these problems and silent resignation.

Economic Problems

When academics want to conduct research or projects, they need serious budgets. Otherwise,
when they cannot provide a budget, they turn to studies with simpler contributions where they
can minimize the cost®. Therefore, having a research idea is not enough to start research.
Some of the problems that stand out as “economic problems” and lead to silent resignation
can be summarized as “low wages, limited budgetary opportunities provided to universities,
and unbalanced resource distribution.”

Wage Inadequacy (Low Salary)

Perhaps the most important problem that academics face and that overwhelms them is the
level of wages they receive. When the current situation of academics' wages compared to
other professions is evaluated, it is seen that it is not fair (Bayram, 2013, p.40). Some studies
on this subject show that the most important problems of academics are economic problems
and that this problem causes burnout. It is even stated that the “Academic Incentive Allowance
Application,” which is thought to be a solution to this problem and increase academic
productivity, negatively affects the quality of research (Akyol, Yilmaz, Cavus & Aksoy, 2018,
p.127) because the need to benefit more from the academic incentive fee by publishing more
studies harms the quality aspect of academic studies.

6 A study revealed that when evaluated according to their fields, academics working in health sciences can give up the research
they intend to do more easily due to insufficient salaries compared to those working in science and social sciences (BUlbil, 2006,
pp.163-164).
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A study conducted by Professor Dr. Ufuk Akgigit, a faculty member of the Department of
Economics at the University of Chicago, with the support of the Informatics Foundation of
Turkey, has concluded that Turkey is experiencing an academic brain drain abroad in recent
years. Of particular concern is the tendency of highly productive academics to seek
opportunities abroad. The research, supported by artificial intelligence, revealed that 12,000
academics have relocated abroad (Akgigit, 2023).

Zeynep Ardig, a member of the Academic Solidarity Platform (ADAP) 7 and a lecturer at the
Department of General Public Law at Istanbul Medeniyet University Faculty of Law, states that
“academics cannot make a living; they are forced to meet even their vital activities, those who
have the opportunity to go abroad have left the country, research assistants are staying in
student dormitories because they cannot rent a house, it is not possible to attend academic
events abroad due to economic insufficiency, and this situation undermines development.”
Although there are over 200 universities in Turkey, productivity is low, and Turkey is not in a
position to compete with developed countries. The fact that there are only three universities
from Turkey among the top 500 universities in the world rankings and only 15 universities
from Turkey among the top 1000 universities is evidence of the low level of investment in
universities.® (Ardig, 2023a).

The contemporary data demonstrate that institutions of higher education have transitioned
from being venues for professional fulfillment that are predominantly determined by "salary."
In 2003, the median salary for a professor was 8.5 times the minimum wage, which decreased
to 6 times in 2014 and 3.8 times in 2024. This indicates a substantial erosion in professors'
salaries over the past 21 years. A similar trend is observed in the salaries of associate
professors, which decreased from 6.3 times the minimum wage in 2023 to 3.3 times in 2024.
The salaries of faculty members, which were equivalent to five times the minimum wage in
2003, decreased to 4.2 times in 2014 and 2.9 times in 2024. It is noteworthy that the salaries
of general managers in 2024 were 5.6 times the minimum wage, judges' salaries were 5 times,
district governors' salaries were 4.4 times, and career specialists’ salaries were 3.6 times
higher than academics (EBSAM Research Series, 2024, p.524). Arcidg (2003b) further
elaborates on this disparity, stating that "employees such as drivers and cleaners at
universities receive higher salaries than academics, and this situation is nowhere in the world."

Academics state that they are unable to follow the publications (books, periodicals, etc.)
related to their fields, in addition to their inability to produce publications and provide
participation fees (Bulbll, 2006, pp.163-164). This situation violates the principle that
“academic activities, by their very nature, require motivation, focus, and a clear mind” and that
the minds of academics in Turkey are “burdened by the difficulty of earning a living and
worries about the future.” It can be seen that they cannot focus on academic activities due to
being busy. Under these conditions, academics consider ways to go abroad or move to the
private sector on the one hand (Ardig, 2023a). On the other hand, they tend to take additional
courses in order to compensate for the losses (EBSAM Research Series, 2024, p.5) and
therefore suspend tasks with high social benefits such as “project, scientific research, and
patent development” (EBSAM Research Series, 2024, p.5).

Previous research on this issue has also yielded the same or similar results. In a study
conducted by Arl (2007), more than half of the participants stated that their most important
problem was low wages (Ari, 2007, p.67,71). In another study, almost all of the participating
academics reported that wages prevented them from following technological developments
that would contribute to academic activities (Blbul, 2006, pp.163-164).

7 This platform was established with the aim of being the voice of academics and contributing to their work under the conditions
they deserve (Academic Solidarity Platform, 2023a).

8 When we look at the number of universities in the top 500 universities in the world, it is seen that only KOG, METU and SABANCI
Universities are included in the ranking according to 2023 and 2024 data (EBSAM Research Series, 2024, p.21).



ODUSOBIAD 806

International indicators show that the Turkish higher education system has a significant need
for academics. However, considering the economic opportunities at these standards, it seems
that academics will continue to move away from the profession from the level of silent
resignation to the level of resignation. Looking at the statistical data in 2022, the fact that the
number of research assistants decreased to the number in 2013 and the number of lecturers
decreased to the figures in 2019 points to this (EBSAM Research Series, 2024, p.53). The
difficulty in finding academics for some departments in Turkey should be based on this
reasoning (Ardig, 2023a). In this case, it seems that being an academician has ceased to be an
attractive profession for successful and qualified graduate students (Erdogmus, 2019, p.35).
Although the most authoritative mouthpieces of the state have stated that “the poor
conditions in which academics live (especially wage injustice) make it impossible for
successful students to stay in universities, that they are aware of this issue and that the
necessary work will be completed and put into operation within a few months™ it is
noteworthy that the solution to the problem is kept waiting.

Limited Budgetary Opportunities Provided to Universities and Unbalanced Resource Allocation

It has been posited that issues such as the budget allocated to universities, the facilities
provided, and the imbalance in the distribution of resources between universities also
contribute to the phenomenon of silent resignation among academics. According to Cetin's
(2018) study, academics identified "the absence of an incentive system for academic pursuits"
as the most significant challenge confronting universities. Consequently, the constraints
imposed by limited financial resources have been identified as a significant contributing factor
to the challenges faced by academics, as highlighted by Cetin (2018) (p. 724). Consistent with
the findings of related studies, these observations highlight a persistent lack of adequate
financial support for academic research. The combination of these economic constraints and
the additional time demands of taking additional courses, which are often necessary for
advancing in academia despite limited financial resources, can have a significant impact on
academics' well-being. The psychological implications of these economic challenges,
particularly the discrepancy between those with sufficient financial means and those with
limited economic power, can be significant. The inability to allocate time to academic work
due to financial constraints can hinder career advancement, potentially leading to a state of
resignation characterized by a lack of active engagement.

A comparison of the budget allocated to higher education in Turkey with the average of OECD
countries reveals that the former is equivalent to half of the latter's budget (EBSAM Research
Series, 2024, pp. 17-18). A comparison of the 2022 budget figures reveals that while 23 billion
TL is allocated to the Presidency of Religious Affairs, this figure is 58 billion TL for universities.
It has been asserted that the financial resources allocated by universities for academic
research, as well as the budget allocated by TUBITAK in this regard, are inadequate (Karaman,
2022). To ensure the provision of quality services in higher education, it is imperative to have
qualified human capital. The technical equipment of universities should also support this

9Minister of Labor and Social Security Vedat Bilgin “The issue of academics in Turkey is important. The most successful students
should plan themselves in universities. Wages are very important. The wage system of the academic staff at universities, starting
with the assistants, needs to be changed. | have worked on this issue, had research done many times, and we are preparing for
this. | have also discussed this with YOK. We need to make this reform this year. It is part of the public reform, but by putting the
university in a separate place. The wage system needs to be changed” (Bilgin, 2023) and YOK President Erol Ozvar: “Our academic
raise study is ready. We shared it with our interlocutors, they know the subject very well. We will get the result within two months
(June 21, 2023)" (Academic Solidarity Platform, 2023b).

101t seems that this major problem has been made one of the most important agenda items on social media from time to time by
organizing posts and activities with the hashtags “AkademikZam”, “AkademkZamSa6zintizVar” on Twitter (X). In this regard, posts
shared on Twitter (X) such as “Higher education low salary”; “Under these conditions, we are still making a good career”; “The only
thing that does not change is your silence”; “The lowest civil servant salary in Beylikdiizi Municipality became 63 thousand TL.
The idea of moving from academics to Beylikdiizii Municipality is out of my mind”; ‘An academic raise is essential for science’;
‘Academician Ge-gi-ne-mi-yor’; while the protests continue, the issue seems to be reflected in the entertainment programs in the
country. As an example of this issue, Guldur Gldir Show criticized the economic victimization of academics with the following
words: “If you want Daram, forget the faculty. Go to accounting, the salaries of the professors there are deplorable” (Egitim Ajansi,
2024).
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qualified workforce. Academic endeavors, including research, publication, conference
attendance, and participation in forums and congresses, necessitate substantial financial
resources. To address the demands of the "Turkish Century” in terms of industry, technology,
and other disciplines, it is crucial to sustain the commitment and motivation of academics by
ensuring the fulfillment of their resource needs (EBSAM Research Series, 2024, p. 17-18).
However, academics have faced a significant decrease in funding for congresses and
symposiums, particularly after 2016, which has been attributed to economic conditions
(Coskun Karadag, 2014:171; Tonbul & Gigdem, 2022:367).

Okgabol (2016, p. 32) also notes the issue of misdirection of resources. In this context, the
author asserts that the financial resources allocated to each university from the budget and
the financial resources generated by each university are imbalanced. Furthermore, the physical
facilities, such as study rooms, classrooms, laboratories, workshops, libraries, dormitories,
dining halls, sports facilities, and meeting halls, are not distributed evenly. While these
conditions are very limited in some universities, they are extensive in others. While some
academic staff members manage to cover the cost of rent with their salaries, this is not the
case for all individuals in this demographic. Consequently, it has been asserted that members
of the academic community expend a considerable amount of time and financial resources on
commuting between their residences and places of employment, which often leads to feelings
of exhaustion and fatigue. In institutions where on-campus lodging is available, the prevalence
of victimization due to limited opportunities or inequitable utilization of lodging services can
also have a detrimental impact on academic staff (Okgabol, 2016, p. 32).

The research conducted by Demirel (2018, p. 318) indicates that academics perceive the
existing infrastructure of universities (e.g., laboratories, simulators, information technologies,
etc.) to be inadequate for research and development activities. The majority of academics
indicated that there is an absence of a system that enables the execution of research
activities, that there is no substantial income from university-industry collaboration, and that
university-industry collaboration opportunities are inadequate. Consequently, it is concluded
that universities lack adequate financial support for research and development (Demirel, 2018,
p.319).

Moreover, universities have not experienced a modification in their funding rates for a
considerable duration. The implementation of Decree Law No. 375 has precipitated a
deterioration in the wage balance, adversely impacting academics due to the diminished
increases in the supplementary remuneration rates stipulated in the Decree Law. It is salient to
observe that the supplementary course-hourly wages received by academics who have the
opportunity to undertake additional courses are disproportionately low when assessed against
the quality of their work. Furthermore, the Academic Incentive Allowance practice excludes
numerous activities from its purview, resulting in a concomitant loss of rights' (EBSAM
Research Series, 2024, p.48). Therefore, it is understood that even the incentive fee system put
forward to encourage academics undermines the academic production process.

The Relationship between Economic Problems and Silent Resignation

A review of the literature reveals numerous studies indicating that wage conditions can lead to
silent resignation. Additionally, it has been observed that inflation contributes to an escalation
of this phenomenon (Caliskan, 2023, p.196; Cimen & Yilmaz, 2023, p.29; Guler, 2023, p.250-
2517). A survey administered by Youthall Turkey revealed that 1002 respondents aged 18-50
(57.3% female, 41.6% male) identified "low salary" as "one of the primary reasons for the recent
proliferation of silent resignation among white-collar workers" (Caliskan, 2023, p.196; Cimen &
Yilmaz, 2023, p.29). A study by Gazi University revealed that 48.2% of academics identified low
salaries as their primary concern (Odabasi, Firat, izmirli, Cankaya & Misirli, 2010, p.137).

1 The fact that the total points that can be obtained from each type of academic activity is limited to 30% in the operation of the
academic incentive allowance application causes loss of rights (EBSAM Research Series, 2024, p.48).
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Conventional wisdom suggests that enhancing salaries would lead to savings; however, recent
research indicates that certain organizations incur an economic loss "equivalent to 20% of the
annual salaries of employees who quietly resign” (Odabas, Firat, izmirli, Cankaya & Misirli,
2010, p.137). The annual economic cost of this phenomenon in the UK economy has been
estimated at 340 billion pounds sterling (Jamieson, 2022).

The phenomenon of silent resignation imposes considerable costs on organizations. The
phenomenon of silent resignation, characterized by a decline in job dedication and a failure to
perform in accordance with organizational standards, has been shown to have a detrimental
impact on an organization's ability to thrive in competitive environments. A salient risk
associated with silent resignation is its potential for propagation, leading to its pervasive
dissemination throughout the workplace over time (Caligskan, 2023, p. 196). This phenomenon
engenders a corrosive effect on workplace cultures, potentially eroding the foundations of
organizational effectiveness and hindering the achievement of strategic goals. Its propagation
can lead to an escalation in the rate of employee turnover, necessitating the recruitment of
new personnel, which imposes additional financial costs on the organization and
concomitantly reduces productivity and quality. This phenomenon can also engender a state
of disquietude throughout the workplace (Guler, 2023, p. 252). In this context, the observed
decrease in research assistants in universities, the difficulties in finding academics for certain
departments, and the brain drain of academics abroad can be understood.

An employee's attitude that does not go beyond fulfilling the job requirements specified in the
contract can lead to a waste of resources (Shatakshi, 2022, p.30). In the case of silent
resignation, the employee's self-confidence decreases, the employee's self-worth decreases
as a reflection of this mindset mixed with some sense of guilt, and this situation imposes a
personal cost on the employee. As employees refrain from adding value to the workplace, their
creativity atrophies. Thus, productivity is lost for both the employee and the workplace (Boz,
Duran, Karayaman & Deniz, 2023, p.17-18). By giving importance to quantity rather than quality
in the studies, it becomes an organizational culture to tend to get more academic incentive
fees or to fight for additional courses. For this reason, valuable studies on social problems that
“have a heavy economic burden and require serious effort” are avoided. It is necessary to read
this situation within the framework of Maslow's hierarchy of needs. A person primarily focuses
on physiological and security needs and postpones the need for self-actualization (Ergun
Ozler, 2013, p.141-142).

In organizations where silent resignation is observed, it becomes inevitable to witness a
decline in brand value and loyalty, as well as in customer, citizen, and student satisfaction.
This phenomenon can be attributed to the onset of substandard job quality (Yildiz, 2023,
p.3183). Despite the criticism regarding the alleged decline in quality due to an increase in the
number of universities (Karaman, 2022; Cetin, 2018, p.725), it is imperative to interpret these
losses through the lens of silent resignation. This phenomenon, characterized by a tacit
acceptance of substandard practices, has the potential to adversely impact the quality of
research and the efficiency of instruction. The phenomenon of attending excessive classes or
demonstrating slothfulness in academic settings due to the perception of inadequate
compensation for labor can also diminish the quality of education in universities. This
phenomenon is further compounded by the admission of students to universities with low
academic aptitude, resulting in a decline in the effectiveness of teaching. Consequently, it is
impractical for students to effectively assimilate the curriculum imparted by an unmotivated
academic (Ozmen, 2023).



809 ODUSOBIAD

Problems arising from Organizational Culture and Work Environment

The phenomenon of "problems arising from organizational culture and work environment" has
also been identified as a contributing factor to silent resignation among academics. A
significant proportion of academic staff in universities, specifically over 50% of the total,
consists of young academics who occupy roles such as Assistant Professors, Lecturers, and
Research Assistants. As a segment that constitutes the scientific and intellectual
infrastructure of society, these young academics must develop proposals for social events, a
conducive environment for healthy thinking, and suitable opportunities to mobilize these
thoughts (Young Academics Union, 2024). In this context, the issues arising from
organizational culture and work environment, including but not limited to "lack of academic
freedom, lack of job satisfaction and satisfaction, mobbing and demotivation, excessive
workload, lack of productivity, defective work culture and work environment," were examined.

Failure to Act in Accordance with Democracy: The Problem of Academic Freedom

When we talk about a democratic structure in universities, the first thing that comes to mind is
how rector appointments are made. While “in some countries rectors are appointed in a
participatory manner, taking into account their academic capacities” and “in some countries,
rectors are selected through a rigorous selection process lasting almost a year,” and even
rectors “must be determined by the decision of the Rector Search Committee, which includes
student representatives, and approved by the authorized board of the university,” in Turkey the
university is excluded from the rector selection process, ideological and political preferences
rather than merit and international criteria (Esme, 2021, p. 4 ). Although Okgabol (2016, p.36)
criticized that in some universities in Turkey, “dean and especially rector elections” are held at
a level that resembles political party elections, that this situation causes division among
academics, and that the Council of Higher Education (COHE) does not respect the results of
the elections held at universities to nominate rector candidates, and that the President
determines this appointment according to his proximity to the relevant ruling party, rather than
according to the votes received' (Okgabol, 2016, p.36) ), especially after 2016, rectors are
appointed directly by the President of the Republic without being subject to elections, which is
a complete break with the electoral procedure' (Kural, 2016).

Two years after the electoral appointment of rectors came to an end in 2016 (Kural, 2016),
Cetin (2018) conducted a study among academics and concluded that autonomy was an
important managerial problem. The participants in the study expressed concerns that
universities had lost their autonomy, citing the inability to make independent decisions and
elect their own rectors as examples. Consequently, the participants asserted that universities,
which should ideally possess greater autonomy, have been subject to increased central
management. They further noted their inability to articulate their perspectives on various
issues (Cetin, 2018, p. 723). Concurrently, the findings of research conducted by Akyol et al.
(2018, p. 126) on academic administrators in the same year indicated that participants
expressed a preference for higher education to possess a more autonomous structure. In this
regard, higher education administrators asserted that autonomy in the domain of education
would contribute to the advancement of the Turkish Higher Education System. The research
revealed that autonomous universities exhibit faster decision-making processes, enhanced
research quality and quantity, and more effective outcomes (Akyol et al., 2018, p.129).

Another problem in terms of democracy is the Higher Education Council (COHE) itself. This
institution has an image that is far from democracy as it was created by the September 12
coup plotters to keep universities under control. This centralized approach, which has been

2 |In such a situation, those who are appointed as rectors may act coldly and distance themselves from those who did not vote for
them, and there have been examples of candidates who failed to get elected being treated as if they had committed a crime
(Okgabol, 2016, p.36).

13 1n 2024, the Constitutional Court (AYM) annulled the regulation of the appointment of rectors by Statutory Decree. However, it
advised that the annulment would enter into force after 12 months (Karatas, 2024).
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practiced by COHE for a long time, continues to this day, with its powers being further
increased. On the other hand, ideological and political priorities are taken into account in the
selection of the directors of this board, thus occupying a position far from universally accepted
scientific criteria and merit principles. Thus, the autonomy of universities is seriously
hampered (Esme, 2021, p.3). According to the results of the research conducted by Demirel
(2018, p.318), legislative regulations on higher education hinder the development of
universities. In this context, 83% of the participants stated that “COHE prevents innovation in
universities by forcing universities to apply a certain standard.” Likewise, 88% of the
participants stated that “unusual rector appointments prevent universities from creating a free
mind environment,” and 83% stated that “the current structure and management style of
universities are not suitable for scientific studies.” Bayram (2013, p.39) criticizes this structure
by stating that academic autonomy, flexibility, and faculty member-student initiative have been
destroyed, and universities have been turned into institutions managed on the axis of rector-
CHE president and the government.

The Dominance of Burnout and Lack of Motivation as a Result of Job Dissatisfaction in
Universities

Many factors can cause job dissatisfaction in the organization. In their study, Erdil, Keskin,
Imamoglu & Erat (2004, p. 19) identified the following factors as important factors affecting
job satisfaction: "economic conditions, workplace safety, friendship at work, leadership and
management style, working environment and conditions, appreciation, and job-specific
characteristics." Tor (2011, p.47) further elaborated on this by including "organizational size
and structure, communication, working conditions of the individual (working hours and social
opportunities, etc.), social environment and opportunities, educational opportunities,
competence level and personality structure of the employee, general perception of the job in
the society (degree of difficulty-structure)" as factors of job satisfaction (Tor, 2011, p.48-52).
These factors have been shown to result in a range of adverse consequences, including a
decline in job satisfaction, absenteeism, an increase in job-related complaints, a rise in labor
turnover, a decrease in work productivity, unhappiness, and a deterioration in health and well-
being. These effects, in turn, can lead to a lack of motivation among employees (Guler, 2014,
p.42).

“Inadequate physical facilities of universities, lack of study tools and equipment, crowded
classrooms, facing intense promotion exams, study rooms being used by many people, heavy
course loads, lack of economic support for domestic and international scientific studies, lack
of a culture of working in groups and many similar problems” create impossibilities in the
process of academics obtaining, researching and applying knowledge and thus create a sense
of burnout in academics (Guler, 2014, p.26; Kurt, 2007, p.106).

Such challenges experienced by academics have the potential to diminish their motivation and
job satisfaction, thereby negatively impacting their performance (Dost & Cenkseven, 2007, p.
204). The prevailing paradigm within higher education is predicated on delineating boundaries
and proscriptions. In Turkey, the absence of an effective incentive and reward system has
been identified as a key factor contributing to the challenges faced by employees, particularly
in the context of enhancing their enthusiasm for production (Bayram, 2013, p. 40). The
economic constraints that academics face can hinder their motivation to engage in scientific
publications and courses (Bilbul, 2006, pp. 163-164). Attempting to address this issue with
solutions such as additional courses can lead to an increase in workload, further eroding
motivation (TUSIAD, 2008, p. 23). The university administration's failure to address the
concerns of academics further exacerbates this issue (Dost & Cenkseven, 2007, p.205). In the
research conducted by Cetin (2018, p. 724), academics indicated that there has been a paucity
of efforts "to motivate them." This finding contributes to an understanding of the pervasive
sense of dissatisfaction and burnout among academics. In such an environment of perpetual
uncertainty, the constant interrogation of academic competence, the dynamic alteration of
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criteria for appointment and promotion, and the inequitable distribution of academic titles
further exacerbate the sense of burnout among academics (Guler, 2014, p. 26).

The dissatisfaction experienced by academics has also been shown to affect young people,
who are the future of the country. In their study, Akyol et al. (2018) highlighted this issue by
noting that "higher education students exhibit motivation problems, demonstrating a lack of
interest in their lessons. It is crucial to consider that this deficiency in motivation may be
attributable to academic failure" (Akyol et al., 2018, p. 127). Conversely, Ozmen (2023) asserts
that the prevailing adverse conditions in Turkish universities effectively exploit the aspirations
of millions of young individuals. He contends that these young people, who allocate
substantial material resources and temporal investments to their university education,
ultimately prove to be of minimal benefit to their nation due to the constraints imposed on
their contributions. Furthermore, Ozmen articulates the prevailing sentiments of resignation
among academics concerning their students.

Excessive Workload and Productivity Problem

The workload in academic life is increasing day by day (Tung, 2007, p.2). The fact that
academics do not have sufficient wage income forces them to take on more workload
(additional courses, second teaching, summer school, preparing projects for the market, etc.)
in order to find sufficient resources for their scientific research (Bulbul, 2006, p.62). In
developed countries, lecturers typically carry a course load of four to six hours per week, with
the remaining time allocated to academic pursuits. Conversely, in Turkey, the course load for
lecturers can range from 40 to 50 hours per week (Gler, 2014, p. 26). This increase in
workload is accompanied by a decrease in the time allocated to research and teaching
activities, resulting in diminished productivity (Bulbul, 2006, pp.62-63). Consequently, they are
unable to allocate time for long-term studies with a high level of contribution to society
(EBSAM Research Series, 2024, p.47). Academics who allocate the majority of their time to
undergraduate and associate courses face limitations in pursuing personal and professional
growth, contributing to a decline in the quality of graduate education (Cimat et al., 2013).

The research conducted by Akyol et al. (2018, p.126) shows that in some cases, the course
load increases due to the lack of academicians, and productivity decreases.”™ (Akyol et al,
2018, p.128-129). Research by Demirel (2018, p. 318) reveals that the number of academics in
Turkey is insufficient. The study indicates a paucity of professors and associate professors
with expertise in specific subjects, exacerbating the challenge of identifying suitable
academics in certain specialties. The study's findings indicate that 77% of the participants
expressed concerns regarding the impact of non-specialist faculty members on teaching
quality, with 71% noting that the stringent regulations of the Council of Higher Education
(COHE) hinder the appointment of relevant experts. These observations underscore the
challenges faced by academia in terms of productivity.

A comparison of the number of academics per student in higher education in Turkey with that
of universities with good world rankings indicates an inferiority in Turkey (Cimat et al., 2013).
Consequently, the necessity to enhance the caliber of academics is paramount. Moreover, the
augmentation of the number of academics and researchers who hold doctoral degrees is
imperative (Erdogmus, 2019, p. 33). A comparison of the student-to-academic ratio in leading
global universities reveals a persistent need for academic augmentation (EBSAM Research
Series, 2024, p. 21). Consequently, there is a shortage of academic staff, as well as technical
staff, civil servants, and civil servants (Karaman, 2022). Consequently, the prevailing personnel
shortage has been shown to increase employees' workloads, leading to a phenomenon of
"silent resignation" among affected personnel (Akyol et al., 2018, p. 129).

4 They may even become paid employees of companies producing academic publications (Article Demand, 2024).
5 In such a situation, since the academician will teach in a completely inefficient way due to the compulsory attendance of the
course without economic need, it will also damage the productivity in educating students.
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In the research conducted by Cetin (2018) on academics, the participants responded that
“there are problems with the quality and quantity of academics, there is a shortage of qualified
personnel due to the large number of universities, and academics do not have the opportunity
to improve themselves” (Cetin, 2018, p.724). On the other hand, it is pointed out that “Turkey's
share of the number of documents in international publications among the world countries
and the number of citations has decreased, the number of citations in Turkey is lower than the
number of publications, and the increase in the number of scientific journals scanned in
ULAKBIM is low” (Erdogmus, 2019, p.36).

The failure to transform the expectation of productivity in academia into a threat has also been
demonstrated to be detrimental to productivity. In the study by Akyol et al. (2018), higher
education administrators highlighted the emergence of "low-quality products (publications)" as
a significant concern. This issue arises from the fact that research conducted by academics is
often driven by career objectives or academic incentives (Akyol et al, 2018, p. 129).
Consequently, academic professionals may feel compelled to prioritize studies that can yield
more "points" and provide various forms of power rather than engaging in rigorous studies that
contribute to scientific and societal advancement (Tung, 2007, p. 2). The increasing
unpredictability of promotion criteria is also a contributing factor to this phenomenon. In this
context, academics seek to meet these criteria expeditiously in order to avoid the potential
losses associated with the implementation of novel regulations'®. Consequently, it has been
asserted that the regulations implemented as a solution to this situation "deteriorate the
quality of studies." Consequently, the quality of academics in Turkey is progressively deviating
from its capacity to foster innovation in higher education, a phenomenon attributable to the
challenging conditions (Demirel, 2018, p. 318).

The Relationship between Organizational Culture and Work Environment Related Problems
and Silent Resignation

According to the findings of the Gallup Global State of the Workplace June 2023 Report, a
significant proportion of respondents, amounting to 59%, have exhibited behaviors indicative
of silent resignation, attributable to elevated levels of stress within their respective workplaces
(Atiom, 2023; Christian, 2023). The "Great Resignation" phenomenon, which emerged in the
USA due to factors such as employees feeling unappreciated, a toxic work culture, decreased
job satisfaction, and a loss of job fulfillment, exemplifies the dimensions of silent resignation
(Caliskan, 2023, p. 194). When employees resort to silent resignation, they become averse to
accepting jobs or working conditions that do not align with their personal preferences, thereby
rejecting the workplace expectations they deem essential (Ratnatunga, 2022, p. 13).

The "increase in silent resignation” is inversely correlated with a noticeable decrease in job
satisfaction (Tapper, 2022). A 2022 Anatomy of Work Report by Asana determined that seven
out of ten employees experienced burnout in 2021. Consequently, employees experiencing
burnout may be more prone to errors due to their diminished commitment to the organization
and elevated risk in the workplace, attributable to their diminished morale (Hetler, 2022). A
study conducted in August 2022 (ResumeBuilder.com's survey) revealed that 21% of
employees in the United States are engaged in minimal work, and 5% of them are performing
less than what they are paid. This phenomenon has been identified as a contributing factor to
silent resignation, as indicated by Bannan's study (2022). This phenomenon, characterized by
the quiet resignation of employees who are overwhelmed by their workloads, has been found
to exert a detrimental influence on the workplace environment, manifesting in diminished
motivation and a decline in productivity (Klotz & Bolino, 2022).

16 As of 2024, the new criteria for associate professorship (General Assembly Decisions of the Presidency of the Council of Higher
Education of the Republic of Turkey, 2023) and the new criteria for the appointment of Dr. Faculty Member (Aksaray University
Directive on Promotion and Appointment to Faculty Membership, 2018) encourage academics in this regard.
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The phenomenon of silent resignation is theorized to occur "due to the inability of
organizations to create a working environment that meets the physical and mental needs of
their employees" (Cohen, 2022). The predominant rationale behind silent resignation is the
pursuit of safeguarding or preserving mental well-being. Employees experiencing discontent
with their positions often resort to silent resignation as a means of coping with and averting
burnout (Hetler, 2022). This phenomenon, as posited by Alexiev (2022), serves as a strategy to
mitigate stress and prevent burnout.

Silent resignation has been shown to deflect organizations from their objectives (Gller, 2023).
Employees who cease to fulfill their professional duties for a specific purpose often experience
a diminution in job satisfaction (Gimen & Yilmaz, 2023, p. 28). This phenomenon contributes to
a decline in job quality. Employees who engage in silent resignation are likely to decline unpaid
tasks and responsibilities, demonstrate minimal emotional investment in their work, and
neglect to balance their work and personal lives (Alexiev, 2022). This phenomenon, known as
silent resignation, has been shown to weaken or disrupt the emotional connection with the
workplace (Cimen & Yilmaz, 2023, p.27). Consequently, employees exhibit a reduced level of
effort and dedication to their professional endeavors, and the aspiration to advance their
careers is often deferred (Hetler, 2022). The philosophy of silent resignation can be defined as
the "loss of faith in the current system, the end of pride in work, the end of gratitude for having
a job" (Cimen & Yilmaz, 2023, p. 27). Consequently, there is a decline in productivity,
innovation, and quality, leading to a decrease in "organizational citizenship behavior" (Hart,
2022). Concurrently, employees exhibit a marked decline in their attendance at work, while
their tendency to attend meetings concomitantly rises (Cuadra, 2022). The advent of remote
work has further exacerbated the disconnection between employees and management,
thereby contributing to a deterioration in organizational performance'’ (Hetler, 2022).

The fact that employee expectations are not taken into account by employers or managers
causes employees to feel worthless and their job satisfaction to decrease. Considering the
situation in universities, feeling worthless in the work environment and dissatisfaction with
one's job paves the way for the rapid spread of silent resignation (Boz et al., 2023, p.18). The
fact that employees fulfill only the job requirements specified in the contract is an indication
that something has gone seriously wrong in the culture of the organization. As a result of
disengagement from the workplace, workplace happiness, which is very important for the
organization, may disappear (Shatakshi, 2022, p.30). This dissatisfaction triggers the idea of
ignoring innovations and not taking the initiative (Atiom, 2023). Thus, employees prefer to
abandon their goals and focus on improving their personal lives (Lu et al., 2023, p.2). It can be
followed from the research results that silent resignation is experienced at a very advanced
level, especially in the audience called Generation Z'® (Pandey, 2022; Shatakshi, 2022, p.27).
Research has shown that young people are more frustrated in work processes, suggesting
that young people and university students who are new to academia are less resilient to
problems arising from organizational culture and work environment and thus may be more
prone to silent resignation (Hetler, 2022). Generation Z's experience of the pandemic “in the
midst of the transition to adulthood” has upset them, placing a heavy burden on their mental
health and career shock as they have witnessed high levels of layoffs (Hamouche et al., 2023,
p.4295). It is in this context that we need to read the departure of early-stage employees in
academia, such as research assistants, from universities to other fields of work. While the
situation in universities is so critical, experts are concerned that silent resignation may go
beyond achieving a better work-life balance (Tong, 2022). In her article shared on Linkedin,

7 Gallup's 2021 study showed that only 36% of people are engaged in their work (Hetler, 2022). The Global State of the Workplace
Report published in 2022 showed that only 22% of employees felt connected to their work, while 60% felt emotionally
disconnected from their work (Smith, 2022). An August 2022 study of 1,000 workers by ResumeBuilder.com shows that nearly a
quarter of Americans say they are the silent quitters (Malinsky, 2022).

'8 For detailed information on research, see (Pandey, 2022; Shatakshi, 2022, p.27).
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Arianna Huffington'®, states that silent resignation can lead to quitting life over time (Gler,
2023, p.257).

Career and Ethical Issues

There are many problems on the basis of career and ethics that may lead academics to silent
resignation. These will be examined as “disregard of merit in academic recruitment, inability to
operate promotion criteria due to obstacles and in this context, problems related to ethics,
tenure and promotion, victimization of personal rights, loss of prestige of the profession and
decreasing professional interest.”

Ignoring Merit

Academia also faces the problem of not paying attention to merit in promotions and
managerial appointments. There are serious problems in establishing objective criteria for
promotions and adopting an egalitarian approach (Akyol et al., 2018, p.125). Former Deputy
President of the Council of Higher Education Prof. Dr. isa Esme (2021, p.3-4), states that this
problem manifests itself in the form of the postponement of merit in the determination of
COHE administrators and the election of Rectors. In addition, instead of looking at
competence, merit, and quality in the selection of academics, it is possible to act according to
spouses, friends, acquaintances, and political criteria (Karaman, 2022). Karaman (2022) states
that when all these facts come together, the other academic staff working in the institution
lose their enthusiasm, and therefore academics focus only on their compulsory teaching
duties.

The fact that the Council of Higher Education (COHE) and universities make appointments
based on political affiliation instead of merit is an important reason that pushes universities
backward. This policy reduces the performance of universities in producing science, which is
their main function. Studies show that countries such as Pakistan, Egypt, Iran, and Saudi
Arabia have made progress in this regard, while Turkey has gone backward (Esme, 2021, p.2-
3).

According to the findings of the study conducted by Cetin (2018), the academic staff
responded to the following question: "If your position and authority were suitable for making
important decisions, what solutions would you produce to the problems of universities?" The
responses are as follows: 'l would reinstate the written examination and strive to minimize the

impact of torpedoing.”; "I would establish objective criteria in tenure announcements and

address the challenges faced by competent individuals."; | would prioritize the establishment
of conducive environments to align universities with global standards. *; "I would first establish
a team for research, evaluate the data, research solutions, and, if necessary, request support
from schools abroad that are successful in this field and initiate implementations. The process
may be protracted and arduous, but the system will eventually reach a state of equilibrium."; "|
would close all universities established after 2006."; "...I would grant universities autonomy in
terms of their management." (Cetin, 2018, p.725) have demonstrated the extent to which the
issue of merit is postponed in universities. Consequently, as injustice has been shown to lead
to burnout (Gller, 2014, p. 26), an academic who believes they cannot find political support in

promotions may face reduced career opportunities and the possibility of silent resignation.

Failure to Operate Promotion Criteria in a Balanced Way and Creating Ethical Problems:
Staffing and Promotion Problems

The academy seems to have taken on a negative image as a field where the selection of
academics is not made in accordance with merit. In the study conducted by Demirel (2018,
p.318) on academics, the answer to the proposition that “the selection of academics at all
levels is made by subjective methods” was realized as “Yes: 63% - No: 37%". In this context, it

19 CEO of Thrive Global.
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is seen that there is no expectation of merit in academic appointments (Ardig, 2023a), and the
career system has been disrupted.

Furthermore, it is asserted that subjective attitudes are prevalent in the career trajectory of
academics, with quality being considered secondary in meeting promotion requirements
(Akyol et al, 2018, p. 127). Akyol et al. (2018, p.121) further posit that higher education
administrators who participated in the research conducted by Akyol et al. (2018, p.122 These
administrators further noted the absence of a transparent and merit-based process in
associate professorship exams and administrator elections. Moreover, they observed that
academics have recently prioritized quantity over quality in their research in an effort to meet
the expectations of their institutions. They have also been inclined to engage in more research
with less time investment rather than devoting more time and effort to high-quality research.
The "academic incentive process" has been identified as a significant factor contributing to the
decline in research quality despite the concurrent increase in research output. Additionally, the
"desired criteria” in the career development process have been found to play a role in this trend
(Akyol et al., 2018, p. 122). Another study that lends support to these views is the study by Kil
et al. (2021), which includes an evaluation of the problems experienced in higher education.
The study's findings indicate that the predominant challenges faced by academics pertain to
"quantity, employment, and promotion problems." This predicament also influences the quality
issue faced by academics. The study further asserts that there is an inequity in the promotion
of academics in universities and that merit problems are being experienced (Kil et al., 2021, p.
98).

Therefore, it is understood that there are problems with performance expectations in
academia. Bayram (2013, p.40) states that the main determinant of performance in all
developed countries is “the research carried out by the academician, the resources brought to
the institution with the project support received, the publication produced, the scientific
meeting to which he/she is invited, the national-international events he/she contributes, etc.”
and evaluates that academics in medical faculties in Turkey are condemned to the income-
performance spiral (Bayram, 2013, p.40). Supporting this idea, Erdogmus (2019, p.35)
evaluates that although scientific production and performance in universities have increased
over the years, there is a limited view on performance evaluation and an unscientific and
unsystematic ground. He states that there is a need for improvement as the current “academic
incentive practice” is a practice that emphasizes the publication dimension of performance. In
addition, the author evaluates that academic training programs do not meet the needs in
terms of quantity and efficiency (Erdogmus, 2019, p.33).

In addition to these, the fact that the promotion of academics can also be achieved through
unethical means causes the contamination of academics who have risen rightfully. Karaman
(2022) reveals the unethical situation by stating that “thanks to the existence of a large
number of paid and fake journals, fake congresses and fake thesis writing offices ?° there are
some people who are favored in the profession and these people are given titles such as
associate professorship and professorship after graduate education ?', and as a result, they
are brought to senior management positions”?? (Karaman, 2022). In this regard, it is stated
that there have been examples of people who were not wanted by the department or even the
faculty being promoted to professorship and appointed as the head of the department or dean
(Okcabol, 2016, p.39).

20 Single-salaried academics with limited economic opportunities turn to unethical behavior by becoming paid employees of
companies that produce academic publications (Article Demand, 2024) and damage the image of higher education by helping
academics without academic qualifications to rise by obtaining publications from these companies. In addition, there are
academics who are willing to pay high fees in order to meet some publication requirements in order to get promoted and even
defrauded in the process of realizing such publications (Yasar, 2020).

21 There are also examples of those who were appointed to professorships at universities with fake associate professorship
certificates and taught courses, only to be exposed when their irregularities were discovered (Karadavut, 2022).

22 For more striking examples, see (Okcabol, 2016, p.39; Ozmen, 2023).
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Conversely, the academic promotion criteria of universities engender a range of unethical
practices among those seeking to advance within the academic ranks. This is due to the fact
that the academic career ladder in Turkey commences after the attainment of a Ph.D., and
irrespective of the quality of pre-doctoral publications, their value is minimal. Consequently, the
number of publications produced during the doctoral process is kept to a minimum, and
publications are left for after the doctorate, thus focusing on moving up the career ladder
faster after the doctoral title (Demirbilek & Cetin, 2021, pp.197-198). Conversely, throughout
the 90-year history of universities, there have been nearly 50 changes in the promotion and
appointment of professors and associate professors and approximately 20 changes in the
regulations on the promotion and appointment of faculty members. This state of affairs has
led to instances of unethical conduct among university faculty members, who have resorted to
questionable practices in their pursuit of academic promotion and tenure. It has been
observed that academics feel compelled to publish a substantial number of publications in a
relatively brief period, driven by the concern that they may face unfavorable regulatory
changes in promotion. The necessity of rectors' approval for appointments, in conjunction with
the potential imposition of additional conditions by universities, has been identified as a
contributing factor to the suboptimal quality of the appointment process (Demirbilek & Cetin,
2021, p. 214). Consequently, issues such as the absence of objective criteria in appointments
and promotions to managerial positions may give rise to ethical challenges within academic
studies and professional obligations (Akyol et al., 2018, p.129).

In Turkey, there may also be criteria for obtaining a career position. While there is no legal
obstacle for research assistants to move down to the 3rd degree, they are prevented from
advancing to degrees lower than the 4th degree (EBSAM Research Series, 2024, p.49). As the
obstacles in the cadres of Dr. Research Assistants continue (Arkan, 2019), academics who
have completed their doctorate in vocational schools (Dr. Lecturer) cannot be appointed to
their cadres even though the norm cadre allows it. There is no legal obstacle (Faculty Member
Cadre in Vocational Schools, 2024). Similar problems apply to associate professors who
cannot be appointed as associate professors despite having earned the title of associate
professor. In some institutions, the tenure appointment may be kept pending, or special
conditions (such as additional oral examinations) may be imposed on them, preventing them
from benefiting from the rights based solely on the tenure title or degree, even though they
deserve this title (EBSAM Research Series, 2024, p.49). Therefore, while in countries such as
the USA, “factors such as post-doctoral studies, previous academic experiences, experience,
and administrative duties” are important in academic promotions, in Turkey, a process based
on the quantity of research as well as behaviors that question equality and justice is followed
(Demirbilek & Cetin, 2021, pp.197-198). However, an academic who is not appointed to his/her
position cannot benefit from the opportunities he/she deserves in this process, even if he/she
has passed the same exams and collected the same points compared to the appointed
academic (Tung, 2007, p.2). In addition to these, job insecurity caused by the contractual
status of some positions (such as Research Assistantship and Dr. Lecturer) psychologically
wears academicians, creating fear and anxiety (Kurt, 2007, p.98). In these conditions of
destructive competition created by academic promotion and appointment criteria, it is
considered natural for academics to hide their work from each other for fear of being stolen or
imitated (Tung, 2007, pp.48-49).

Some unethical rules are also introduced in the legislation, and problems are multiplied. Some
examples of this injustice are “the provision that lecturers who will work in the applied units of
higher education institutions will not be required to take a course load and will not be paid a
course fee,” “the allowance for preparation for the academic year is given only to teachers,”
and “foreign lecturers cannot benefit from the collective bargaining allowance” (EBSAM
Research Series, 2024, p.49).
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The unfair distribution of income-generating resources in academia also distracts academics
from their work. In this regard, ethical problems may arise in the distribution of additional
courses (GCimat et al,, 2013). On the other hand, in some units, such as faculties of medicine
and engineering, there may be an unfair wage inequality among academics due to the misuse
of revolving fund shares (Bulbul, 2006, p.63). Faculty members who take on too much work for
financial reasons may tend to exploit research assistants as a result (Bulbdl, 2006, pp.62-63).
In such an environment, research assistants who find jobs outside the university that offer
better opportunities leave universities (EBSAM Research Series, 2024, p.44).

These incidents can lead to a sense of professional inadequacy among academics, potentially
resulting in silent resignation. This phenomenon can be attributed to a perceived lack of
appreciation for academic contributions and the performance of employees. This perspective
is supported by research conducted by Formica and Sfodera (2022, p. 901), who identified
silent resignation as a primary outcome of this dynamic.

Personal Rights Problems: Loss of Professional Prestige and Decline in Professional Interest

The key to achieving the status of a developed country is predicated on the investment in
human capital, with the teaching staff playing a pivotal role in this regard. The capacity of
universities to attract the nation's young and gifted minds and to repatriate the trained minds
of these individuals abroad through the phenomenon of 'reverse brain drain" is contingent
upon the creation of a culture that renders academia and research appealing. However, the
ongoing challenges in maintaining scientific expertise within the academic milieu, as
evidenced by the prevailing personal rights framework within universities, pose a significant
obstacle to achieving this objective (EBSAM Research Series, 2024, p.38). The prevailing
discontent and unprofessional conduct among academics are attributed to the substantial
accumulation of personnel-related challenges within the higher education system (Bayram,
2013, p.40). This state of affairs has a deleterious effect on the productivity of universities and
engenders pervasive skepticism among academic staff members regarding their chosen
profession (EBSAM Research Series, 2024, p.44). This, in turn, can lead to a phenomenon of
"silent resignation.”

It is a known fact that increasing the level of income positively affects work productivity.
Individuals also show more performance in order to increase their wage income. However, the
remuneration policies applied to academics in Turkey make the academic profession less and
less attractive (Cimat et al,, 2013). The salary of a newly appointed Assistant Expert of the
Competition Board is 73% higher than that of a research assistant. Lecturers constitute the
neglected segment in Turkey in the implementation of “equal pay for equal work.” This
situation destroys confidence in justice in working life and causes academics to lose their
reputation (EBSAM Research Series, 2024, pp.44-45). The financial superiority of the options in
the free market has made academics no longer a favorite profession. The threats created by
the economic situation have increased academics' job dissatisfaction (Kurt, 2007, pp.103-
104).

In this context, since successful undergraduate graduates consider the salary factor in their
job selection, qualified applications for research assistant positions are decreasing even
though the need is increasing every day. Successful students graduating from universities
avoid pursuing an academic career and prefer to move to the private sector or senior boards
and bureaucracy in the form of specialized staff (EBSAM Research Series, 2024, p.44-45).
According to the study conducted by Demirel (2018, p.318) for academics, highly successful
graduates do not prefer to be academicians due to financial and other reasons. In this regard,
72% of academics stated this and pointed out that the profession has no prestige. As a
reflection of the fact that successful people do not prefer academia, the R&D, innovation, and
project production capacity of universities decreases, and Turkey lags behind in achieving its
ambitious goals. Thus, while qualified people move away from the academy, successful
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academic staff who are currently working are turning to other areas of employment (Ari, 2007,
p.67,71).

“The intensity of the course load, the inability to find material and moral rewards for
unremitting work, being subjected to subjective rules in academic promotion and appointment
to positions” are other practices that make the profession unattractive (Kurt, 2007, pp.103-
104). In addition to the difficulties in entering and rising in the profession, it becomes
unbearable for academics to experience the anxiety of staying in the profession in this process
(Tung, 2007, p.48). Academics who have to struggle with the inadequacy of working
conditions in this process lose their research capacity and motivation (Odabasi et al,, 2010,
p.137). For these reasons, academics' interest in their profession is doomed to decrease
(Tung, 2007, p.48). The lack of investment in academics triggers flight from the profession as
it “undermines scientific research and causes unhealthy competition among academics by
reducing academic solidarity” (Cimat et al, 2013). All these negative situations lead to
emotional or physical exhaustion and exhaustion from the job after a while, making silent
resignation possible (Lu et al., 2023, p.2).

The Relationship between Career and Ethical Issues and Silent Resignation

While career-related problems may necessitate silent resignation, the conditions engendered
by this crisis result in a decline in morality and ethical violations. Cimen & Yilmaz (2023, p. 29)
identify "lack of communication, absence of a sense of belonging, perceived lack of
appreciation, inconsistency, and mistrust" as the predominant factors contributing to silent
resignation. This assertion is further substantiated by the Global State of the Workplace: 2022
Report by Gallup, which revealed that more than half of US employees perceive a lack of
appreciation and undervaluation in their professional environments. In this context, it is
noteworthy that factors such as "not valuing employees, lack of career development support,
lack of communication with employees, overwhelming stimulation of employees about work,
and decreased organizational trust" are cited as reasons for the emergence of silent
resignation (Mahand & Caldwell, 2023, p.10-11). A report by Gallup, a consultancy firm,
indicates that employees' workplace engagement is diminished due to a lack of clarity
regarding managerial expectations, a perceived disconnection from the organization's mission
or purpose, a devaluation of hard work, and a paucity of career development opportunities
(Gller, 2023, p. 251). Consequently, these factors contribute to a state of exhaustion,
demotivation, and diminished self-confidence among employees (Dawson, 2022).
Consequently, silent resignation signifies the cessation of employees' belief in their ability to
achieve success (Rosalsky & Selyukh, 2022). This phenomenon is often characterized by a
sense of discouragement among employees (Teschner, 2022). The loss of fear of losing leads
to ethical violations.

Employees who experience silent resignation exhibit disengagement behaviors (Shatakshi,
2022, p. 26). Such employees demonstrate diminished productivity, reduced contributions to
team projects, a waning passion or enthusiasm for their work (Hetler, 2022; Alexiev, 2022), and
a withdrawal from their professional duties (Hamouche et al., 2023, p.4296). These employees
also exhibit an aversion to acquiring new skills and hold a negative stance toward potential job
opportunities (Gler, 2023, p.252). This phenomenon is characterized by a decline in job
satisfaction, reduced effort, and a withdrawal from professional responsibilities. The employee
may also exhibit a lack of enthusiasm for their work, leading to an increased tendency to take
leave due to minor health concerns, missed deadlines, and a disregard for organizational or
institutional goals. This pattern is often accompanied by a sense of cynicism, as reported by
Cuadra (2022). Consequently, it can be posited that employees may resort to silent resignation
as a means of coping with organizations that fail to recognize their contributions (Tong, 2022).

Silent resignation is defined as the deliberate strategy of reducing one's engagement with job
tasks, thereby minimizing the time spent on work-related activities. This phenomenon involves
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the limitation of time allocated to non-job-related activities that are not explicitly included in the
formal job descriptions (Hamouche et al., 2023, pp.4296-4297). This phenomenon involves the
display of behavior that is characterized by a lack of emotional or intellectual engagement with
work (Shatakshi, 2022, p. 26). It is also associated with the breaking of communication with
supervisors and colleagues (Klotz & Bolino, 2022) and the sacrificing of integrity by making
minimal effort to "get by" and not fulfilling commitments (Ratnatunga, 2022, p. 17). This
phenomenon imposes an additional burden on coworkers (Rosalsky & Selyukh, 2022), as it
involves the cessation of continuous effort (Cohen, 2022). This imposition of an additional
obligation has been demonstrated to engender discord within the organizational milieu (Tong,
2022). The phenomenon of "silent resignation” has been observed to disseminate among other
employees (Yildiz & Ozmenekse, 2022, p. 18). The cumulative effect of these factors
contributes to a pervasive decline in organizational morale.

A study conducted by Youthall Turkey involving 1,002 people reported that the reasons for
silent resignation are "lack of work-life balance, closed career paths, unclear job description,
long working hours, overwhelming long hours, high-performance expectations" (Cimen &
Yilmaz, 2023:29; Caligskan, 2023, p.196). A similar finding was reported in another study
(Formica & Sfodera, 2022, p.901), which identified the primary reasons for silent resignation as
follows: These include a perceived lack of employee appreciation, limited opportunities for
professional growth and learning, a deficiency in job satisfaction, and a discrepancy between
an individual's personal objectives and those of the organization. Consequently, academics
encounter these challenges throughout their professional journeys and resort to unethical
practices due to their inability to identify alternative solutions. Consequently, they resort to
unethical practices as a means of addressing these challenges.

The professional and organizational expectations, which are often considerable, in conjunction
with the arduous nature of the work culture, can result in significant levels of exhaustion
among employees (Cimen & Yilmaz, 2023, p. 27). The most recent modifications to the criteria
for associate professorship, particularly the sudden disregard for academic achievements
accumulated over time, have resulted in significant losses for academics and have led to
concerns regarding their professional trajectories. These modifications have been observed to
disrupt the principles of justice and impede academic advancement (Egitim Sen associate
professorship application, 2023). In this context, academics' perceptions of COHE's
indifference have contributed to a culture of silent resignation (Johnson, 2023, p.1).
Consequently, the prevailing challenges of low salaries, substantial workloads, and limited
opportunities for professional advancement collectively contribute to a pervasive sentiment of
silent resignation among faculty members (Guler, 2023, pp. 250—-251). A survey conducted by
the Pew Research Center during the period of significant employee turnover, often referred to
as the "Great Resignation," revealed that employees were predominantly motivated to resign
due to a perceived absence of opportunities for professional advancement, inadequate
compensation, and a pervasive sense of disrespect within their work environments (Hetler,
2022). A parallel can be drawn between this phenomenon and the experiences of academics.
A recent study of 12,000 academics who have resigned from their positions in Turkey in recent
years (Akgigit, 2023) reveals that silent resignation often evolves into active resignation and
progresses to an advanced stage. The underlying factors contributing to this phenomenon
include the closure of career prospects within the existing employment, inadequate
compensation, and an overwhelming workload, which prompts individuals to seek alternative
employment opportunities (Cholteeva, 2022).
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Policy Recommendations / Ideas for Politicians in the Context of Silent
Resignation

The first thing that needs to be done to fix the higher education system is to operate a career
system and academic incentive process in universities where academic productivity is
evaluated not by quantity but by quality (Akyol et al., 2018, p.125). In the study conducted by
Akyol et al. (2018), higher education administrators also suggested designing a working
environment in this direction. However, in this process, it should be kept in mind that making
the appointment criteria difficult leads academics to unethical behaviors, and academic
performance criteria, academic promotion, and appointment criteria should be reorganized in
a way that is “really achievable, not overwhelming and encouraging, and evaluates labor and
contribution.” However, it is important to ensure the participation of academics with lower
titles in this process of regulation and criteria determination and to consider their opinions.
Otherwise, a system designed by academics who have risen with easy criteria in the past by
ignoring the past will not motivate young academics who have to comply with new and
difficult criteria (Demirbilek & Cetin, 2021, p.214). In this process, criteria should be decided by
looking at the internal structures of the fields such as “science, health, social and fine arts”
(Karaman, 2022). Such an approach will increase the job satisfaction of the academician who
tends to resign silently and will enable him/her to take action and recapture his/her academic
productivity.

Bureaucratic obstacles must be surmounted, as must those related to democracy, justice, and
career lines in universities. It is imperative to "support an organization that ensures democratic
participation" in universities. In the execution of democratic processes, the principles of merit
should not be compromised, the recruitment of staff should be aligned with the needs of
academic units, and attention should be directed toward ensuring the availability of sufficient
quality and number of workforce and infrastructure to establish new departments and units
according to the needs of the country. Academic staff should be allocated to academics who
have completed their doctorate and who meet the requirements for associate professorship
and professorship (Karaman, 2022). In this process, necessary measures should be taken
through legislative arrangements, and the processes of obtaining such rights should be free
from political arbitrariness. A study by Akyol et al. (2018) found that higher education
administrators identified the elimination of bureaucratic obstacles arising from regulations
and laws as a potential outcome of regulatory and legal reorganization (Akyol et al., 2018, p.
126). In this process, the development of training programs for administrative personnel is
recommended to enhance the relationship with academic staff and promote enhanced
cooperation (Karaman, 2022). Consequently, by reducing bureaucracy, certain impediments to
academic activities can be mitigated, thereby fostering a degree of motivation among
academics.

It should be understood that not valuing merit in universities will not bring success. In the
study of Akyol et al. (2018, p.128), higher education administrators stated that “it would be
appropriate to establish objective criteria and adopt an egalitarian approach when promotions
are made, more transparency should be made in the employment and promotion of
academics, and this situation should be made a culture of universities” (Akyol et al., 2018,
p.129). Karaman (2022) supports this idea by stating that academic promotions should be
organized transparently on the basis of scientific merit, and when this is done, universities will
gain prestige. In an institution whose prestige increases with meritorious behavior, academics
will work more diligently, believing that their work will be rewarded.

In order to ensure the integrity of the academic process, internal promotions within universities
must be free from the influence of consent. Instead, the principles of merit and the needs of
the department should be the primary considerations in the selection of candidates from
external institutions. The appointment of academicians to positions or staff should be
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independent of the preferences of administrative levels, such as the rector and dean. Instead,
the academician should be appointed to "the position or staff he/she deserves by winning"
through a direct process, ensuring autonomy and intellectual freedom (Demirbilek & Cetin,
2021, p. 214). The Council of Higher Education (COHE) should develop a placement
mechanism for those who have completed their doctorate, as is the case for doctors,
prosecutors, and judges (Arkan, 2019). In this process, promotion criteria should be
standardized in all universities. The promotion process should be streamlined and directly
aligned with the career trajectory of the individual without the need for extensive advertising.
Consequently, academics would be able to prioritize the development of new research ideas
rather than addressing the perceived injustices they encounter in academic settings, such as
symposiums and workshops, where they interact with their peers (Demirbilek & Cetin, 2021, p.
214).

On the other hand, permanent positions, such as associate professor and professor, while
providing significant security and comfort for academics, can impede the pursuit of production
and productivity. It is noteworthy that, following their appointment as a professor, the decision
to engage in scholarly production becomes entirely contingent upon the individual's personal
prerogative. However, the implementation of an effective incentive system has been identified
as a potential catalyst for enhancing academic productivity (Bayram, 2013, p. 40). In terms of
idea generation and project development, the formation of teams consisting of professors
from each field can be facilitated, enabling the production of projects aligned with the national
objectives delineated by politicians. Consequently, academics experiencing exhaustion in their
professional duties who have voluntarily relinquished their positions without producing any
results until retirement can be integrated into the production process. This reintegration can
foster a sense of fulfillment through the products they generate.

It is crucial to eliminate all processes that impede academics from utilizing their energy
effectively. In place of these processes, incentives must be developed to guide them towards
achieving Turkey's objectives. Given the significance of each academic endeavor to the
nation's interests, this practice must be discontinued promptly. Variable academic
performance, whether before or after the attainment of a doctoral degree or an associate
professorship, can compel academics to engage in unethical behaviors, thereby undermining
their commitment to academic pursuits (Demirbilek & Cetin, 2021, p. 214). If the objective of
this complication is to prevent the rapid progression through academic stages, a solution can
be found by establishing minimum waiting periods for these stages, similar to the transition
from associate professor to professor. Conversely, the imposition of increasingly stringent
criteria or the consideration of distinct evaluation methodologies for pre-and post-doctoral
positions would merely serve to impede academic productivity (i.e., encourage silent
resignation) and facilitate widespread ethical violations.

It is necessary to provide the opportunity for free thinking through proper institutionalization in
universities. Since the Council of Higher Education (COHE) is an institution brought by the
military coup administration and creates a guardianship obstacle to the autonomous structure
of universities, it is essential to abolish it and thus create a new supreme board to protect the
administrative, scientific and financial autonomy of universities by putting an end to the
actions that will put pressure on university professors with the influence of a politically
appointed board. The formation of this new board of rectors elected by all academic staff of
universities (Specialist, Research Assistants, Lecturers, Assistant Professors, Associate
Professors, Professors) will contribute to making decisions that consider academics, the real
owners of the university. The creation of a democratic system, free from the political tutelage
linked to COHE centralization, is a necessity for academics to write and research impartially
and fairly. The functioning of this process depends, of course, on the election of rectors. In
elections, a qualified majority must be observed. The university should be governed through
the participation of its members, starting from the smallest academic units. The democratic
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process and participatory forms of representation will make employees feel valued (Karaman,
2022). Former Deputy President of the Council of Higher Education, Prof. Dr. isa Esme (2021,
p.3), suggests that the Council of Higher Education (COHE), which has ideological and political
priorities, should make a legal arrangement to transfer its powers to the Interuniversity Council
(IUC) and universities in a way that does not harm the autonomy of universities, and that IUC
should be transformed into the Rectors' Committee as in many countries.

Poor economic conditions are the primary factor contributing to silent resignation or
resignation that hinders progress in academia. The departure of 12,000 academics from the
country is evaluated within this framework (Aksakal, 2013, p. 219; Ozmen, 2023; Odabas! et al,,
2010). The future of higher education, as articulated by Erdogmus (2019, p. 33), is contingent
on the systematic enhancement of research capacity, productivity, performance, and
motivation among academic personnel. Richard Phillips Feynman, a renowned physicist,
emphasized the pivotal role of educators in fostering a positive academic environment,
stating, "Students should have happy teachers who will excite them to come to school and
grow their love of learning" (Feynman, 1999). He further underscored the significance of
academic satisfaction in promoting student success, suggesting that ensuring the well-being
of educators is instrumental in cultivating a thriving learning atmosphere. In this process, the
academician should be cleared of the negativities that occupy their mind (Karaman, 2022).

Motivation and reputation in academia should be given due importance. In a study conducted,
academic administrators drew attention to the low motivation in the academy and suggested
that this should be investigated. They also stated that guidance and guidance activities for
students should be made more effective and operational (Akyol et al., 2018, p.129), which
cannot be separated from the academician's lack of motivation. The damage to the reputation
of the academy also has an impact on this lack of motivation. Erdogmus (2019, p.35) stated
that academics should be made attractive, and a systematic and strategic arrangement
should be made by taking into account the working environment and professional socialization
processes. Prof. Dr. Akgigit (2023), in his research, stated that data-based policies should be
returned to rapidly and revealed the importance of ensuring that academics who go abroad
with brain drain have one foot in Turkey. Erdogmus (2019, p.35) states that in this process,
“academics should be supported in new teaching methods and techniques, develop skills in
new research methods and techniques, and develop the ability to use resources such as big
data in research as well as traditional research techniques.” Only in this way, with the new
resources and training opportunities provided, will motivation be increased, reputation be
regained, and the academician be freed from the feeling of silent resignation.

The prevailing perspective that education and training activities are considered the domain of
academic professionals, along with the devaluation of workload distribution equilibrium,
engenders concerns regarding the cultivation of exemplary students (Bayram, 2013, p. 40). In
contrast, Karaman (2022) asserts that universities serve not only as repositories of knowledge
but also as institutions that inculcate values, foster habits of thinking, and equip students with
the capacity to comprehend the world, the environment, society, people, and all living things.
These institutions are instrumental in shaping students into individuals capable of problem-
solving (Karaman, 2022). Consequently, it is imperative to meticulously design course content
and implement a career system that motivates academicians to nurture students by shifting
their focus from merely adhering to promotion criteria (Erdogmus, 2019, p. 35). In this process,
it is essential to safeguard the academician from the "fixed staff" practice, as it will enable the
academician to maintain proximity with their family and be motivated by familial relationships.
This approach will also abandon the practice of confining the academician to the place where
they were initially appointed. In the event of vacant staff and need, the academician has the
right to transfer to other universities according to their academic score. Consequently, while
the consolidation of departments within a single university is inevitable, this approach
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mitigates the intimidation experienced by academics due to their extensive course loads in
other universities.

Conversely, a university environment that is disconnected from industry and society signifies a
retraction from the development of the nation. In order to fulfill their role in the development of
society, universities must transform into social centers, opening their doors completely to
various social segments and playing an effective role in the development of society (Kil et al.,
2021, p. 102). Ensuring such an environment is conducive to the pursuit of such initiatives,
thereby ensuring that the academic careers of these scholars are not hindered. To this end,
academic institutions must be free from mismanagement, thereby ensuring that faculty
members are not compelled to engage in silent resignation. Research indicates that
organizations with ineffective leadership exhibit a silent resignation rate that is three to four
times higher than that observed in effective managerial environments (Hamouche et al., 2023,
p.4295). In August 2022, research by ResumeBuilder.com revealed that 90% of individuals in
the silent resignation process could be motivated to demonstrate their full potential (Bannan,
2022), underscoring the pivotal role of managers in preventing this phenomenon.

The point of departure in every work should be the teaching staff who are in the position of
internal customers (Dost & Cenkseven, 2007, p.205). Just as our nation was able to realize its
ideals in the past with the Fatihs raised by Aksemseddin, today, there is a need for
Aksemseddins who will lead the Fatihs in order to reach the determined goals healthily.
Universities, which are the Aksemseddin training fields of our age, should be given the
opportunity to provide this. Since the key to being a developed country is hidden in the
investment in human capital, it is important that the lecturers who are the key to this work are
given the necessary value and that the young and intelligent minds of the country are attracted
to the university. Scientists come to countries where they are valued. For this reason, the
expectations of academics can be summarized as follows (EBSAM Research Series, 2024,
p.6,17,38) in order to make academics an attractive profession in Turkey: “A good income, job
security, equipping universities with modern equipment and materials, the presence of
technological innovations, a fair environment where they can establish good relations with
their colleagues, the chance to obtain the academic titles they deserve and to be promoted,
their work and themselves being respected by all segments, providing opportunities to
improve themselves, their knowledge, skills and abilities, etc.” (Guler, 2014, p.28).

Conclusion and Evaluation

The notion that academic institutions have adopted a policy of acquiescence poses a
considerable threat to the future prospects of the nation and the fulfillment of its objectives.
While it is a fact that countries are governed by ideas, it becomes imperative to supply
universities with personnel capable of producing these ideas and transforming them into value
or products. The credibility of the academic profession, in terms of both material and moral
aspects, as well as its capacity to provide meaningful employment and maintain high levels of
job satisfaction and motivation, is of paramount importance. The propensity of young
individuals with high potential to pursue a university education is contingent on these factors.
However, this study's findings, based on its "evaluations,” indicate that the conditions in Turkey
do not currently facilitate this outcome. Concrete challenges, including inadequate financial
resources and constrained staffing opportunities, hinder the motivation of academics. On the
one hand, there is the attempt to operate a system in which academics feel penalized while
they are being promoted. On the other hand, the operationalization of many practices in
universities causes them to think that they have no reputation, causing them to continue in a
state of silent resignation or to resign at the first opportunity.

In this process, ensuring the autonomy of universities in real terms and abolishing the COHE, a
remnant of tutelage that operates with a single idea, will have a significant impact on breaking
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the silent resignation. Conversely, the election of rectors from among talented, meritorious,
and popular individuals within the university will ensure their loyalty and responsibility to the
staff rather than to political appointees. Consequently, the concerns of the academic
community will be accorded the necessary consideration by the rectors, who will be able to
identify and implement effective solutions. The most significant impact of this process is on
the motivation and job satisfaction of academics, which can be ensured by the absence of
impediments in the tenure and title processes. The enhancement of financial prospects will
alleviate academic mindsets, enabling them to allocate their energy toward intellectual
production and execution. Achieving academic reputation and depoliticizing universities will
allow academics to act with greater autonomy and prioritize appointments that consider merit
in the recruitment of new staff. This will safeguard the reputation of both academics and their
institutions. In this process, while the criteria for academic promotion must not be
unscrupulous, it will also end public criticism of the adequacy of universities. The
enhancement of this framework will illuminate the future of the nation by encouraging
successful students to pursue this profession and ensuring that the academic minds selected
for the future are innovative thinkers within universities.

A significant critique of contemporary universities is the perceived decline in the quality of
higher education in the context of the proliferation of university campuses in urban areas.
However, a more fundamental issue lies in the oversized capacity of the university admissions
process, which often results in an overabundance of qualified candidates being placed in
institutions of higher education. Moreover, Turkey exhibits a higher student-to-academician
ratio compared to European universities. In this context, a reduction in admissions quotas for
non-medicine and law departments, which are experiencing a critical shortage of personnel, by
half would facilitate greater interaction between academics and talented students, thereby
enhancing their enthusiasm for teaching. In the absence of such measures, it appears
impracticable for academics to effectively impart advanced engineering knowledge to
students lacking fundamental competencies, thereby compromising their motivation in the
learning process. Conversely, the enrollment of competent and capable students in
universities is likely to motivate academics to devise more challenging questions. This
dynamic is expected to incentivize both academics and students. On the part of the
academics, it will compel them to enhance their pedagogical practices. On the part of the
students, it will foster their learning and equip them with the necessary skills for their future
professions. Rather than becoming overwhelmed by additional course obligations, academics
with enhanced financial resources will have the opportunity to allocate more time to academic
research by offering fewer courses of higher quality. This will also enable them to attract and
develop talented graduate and doctoral students, fostering an environment conducive to
academic excellence. Furthermore, academic departments that are amenable to establishing
new programs to address the evolving demands of the nation, as opposed to those that have
become obsolete, will experience a sense of accomplishment. These initiatives will contribute
to the enhancement of their universities' reputation, attracting students with higher academic
achievements and stimulating a competitive environment among educational institutions.

It is not reasonable to expect that the nation's economic, political, technological, cultural, and
social challenges will be addressed without first resolving the issues within its institutions of
higher education. In an environment where two-year (associate degree) university graduates
are appointed with lower scores and in higher numbers than four-year (bachelor's degree)
graduates and even master's degree graduates, and where young people who do not study
science can earn much more than educated people in fields such as industry and trade, this
imbalance must be eliminated to solve the problems of the country and universities. To this
end, the quality of education in vocational high schools must be enhanced, with the support of
universities and industry, as necessary. In this process, those aspiring to higher education
should have the opportunity to enroll in universities with high admissions standards, and those
with higher education should be able to secure employment with higher salaries, thereby
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improving the education system in the country. Such an arrangement would not only serve to
reinvigorate the role of universities as pivotal institutions, but it would also imbue the concept
of "rising through education” with a renewed sense of social significance.

This study has two objectives. First, it aims to demonstrate the practices of universities in
Turkey that result in silent resignation. Second, it seeks to contribute to the existing literature
by offering suggestions to politicians. In subsequent studies, the implementation of silent
resignation in universities will be examined through the collection of data via surveys and
interviews. This will serve to both enhance the visibility of silent resignation in universities and
provide further support for the arguments presented in this study.
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OZET

Sessiz istifa konusu pandemi ile birlikte populer hale gelmis bir konu olsa da tetikleyicileri dikkate alindiginda
aslinda pandeminin Otesinde islevsel olan ve orgutlere yansiyan bir uygulama oldugu anlasilabilmektedir.
Universiteler bir Glkenin gelismesi igin gok énemli kurumlardir. Bu kurumlarin bilimsel anlamda atacagi bilyiik
adimlar Ulkeleri teknolojik, askeri, siyasi, sosyal ve daha birgok alanda diger Ulkelere kiyasla ileriye tagimakta ve
tlke insaninin kaderini degistirmektedir. Universitelerin iginde bulundugu kosullar dikkate alindijinda ve sessiz
istifanin tetikleyicisi/nedenleri olarak ifade edilen gerekgeler literatlirden arastirildiginda her ikisi arasinda ciddi
bir iliski olabilecedi anlasiimaktadir. Bu galisma sessiz istifanin nedenlerini Universitelerdeki uygulamalarla
iliskilendirerek ve bu sorunun ¢6zimi olarak siyasetcilere bazi politika onerileri/fikirleri vererek dlkede bilimin
onlnln agllmasina katki saglamayi amaglamaktadir. Bu gergevede dncelikle sessiz istifa konusuna yer verilerek
onun tetikleyicileri acgida c¢ikariimis, ardindan Universitelerin  sorunlari degerlendirilerek sessiz istifanin
tetikleyicileri ile iliskisi ortaya konulmus ve son olarak siyasetcilere bu konuda bazi 6nerilerde bulunulmustur.
Calisma sonucunda Universitelerdeki uygulamalar ile sessiz istifanin gerekgeleri/onctilleri arasinda bir iligki
oldugu ve Universitelerdeki uygulamalarin sessiz istifaya ortam hazirladigi anlasiimistir.

ANAHTAR KELIMELER

Sessiz istifa, Universite, Universitelerdeki sorunlar, Politika dnerileri, Yiiksekogretim politikalari.

Giris

Universiteler gerek devlet gerekse de 6zel orgdtlerin intiyaci olan personeli yetistiren kurumlar
olmalarinin yaninda topluma ve milletin gelecedine birgok agidan (teknolojik, siyasi, kilttrel
vs.) yon vermesi agisindan da buyik bir dneme sahiptir. TUrkiye'deki Universitelerin durumunu
ortaya koymak, mevcut durumu tespit etmek igin onemli oldugu gibi insanlari ve dolayisiyla
ulkenin gelecegini yetistiren bir kurumun olasi tikanikliklarini gormek ve bu sorunun Uzerine
gidebilmek acgisindan da onemlidir. Literature bakildiginda Turkiye'deki Universitelerin
sorunlarini genel olarak ele alan bazi kaynaklarla karsilasiimaktadir (Ari, 2007; Bayram, 2013,
Dogan, 2013; Erdogmus, 2019; Kil, Ozkan & Aykag, 2021). Bununla birlikte bazi kaynaklar ise
universitelerin ya da akademisyenlerin ekonomik kosullar, atama ya da yukselme kriterleri vs.
gibi tek bir soruna egilen calismalardir (Bulbdl, 2006; Cimat, Gingor & Balmumcu, 2013;
Demirbilek & Cetin, 2022; Tung, 2007). Ancak burada goze garpan esas husus Universitelerdeki
sorunlar kapsamli bir sekilde ele alan guncel bir calisma bulunmamasidir. Bu calisma ise
universitelerin en dikkat geken ve guncel sorunlarini tek kaynakta toplamaya ¢alismasi ile
literatlrden farklilagsmaktadir.

Bununla birlikte calismanin egildigi diger bir konu “sessiz istifa"dir. Sessiz istifa orgutler
agisindan mazisi gok eskiye dayanan bir problemi ortaya koyuyor olsa da (Cholteeva, 2022)
ozellikle pandemi ile birlikte kendisinden daha ¢ok soz ettirmeye baslamistir. Bu dayanakla
sessiz istifanin son yillarda gok cesitli alanlarda calisildidi dikkat gekmektedir (Ahmed, 2022;
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Cimen & Yilmaz, 2023; Lord, 2022; Martinez, 2024; Robinson, 2023; Scott, 2022; Selyukh & Hsu,
2022; Tong, 2022). Ancak buna ragmen literatiirde sesiz istifayi Universiteler bazinda gortntr
hale getirmeye yonelik bir galisma ile karsilagilmamistir. Dolayisiyla bu galisma Universitedeki
mevcut uygulamalarin sessiz istifayl ¢agirdigini ortaya ¢ikarmak adina bir gayreti ortaya
koymas! yonuyle de literatlrdeki diger calismalardan farklilagsmaktadir. Bu baglamda bu
calisma Universitelerdeki uygulamalan gorundr kilarak bu uygulamalar sessiz istifanin
gerekceleri/onculleri/sebepleri cercevesinde inceleyerek Universitelerdeki mevcut gidisatin
sessiz istifayl ¢agirdigini ve tetikledigini agiga cikarmayr amaglamaktadir. Dolayisiyla bu
calisma sessiz istifanin oncdllerini bir kaynakta toplayarak ve bu onculleri Universitedeki
uygulamalar cergevesinde yorumlayarak da alana katki saglamayi amaclamaktadir.

Bu calisma ile Universitelerdeki tum sorunlarin aydinlatacagi ya da c¢ozllecegi iddia
edilmemektedir; ancak Universitelerdeki uygulamalarin sessiz istifayl cagirdigina dair meseleye
dikkat cekerek ve bu konuda siyasetcilere bazi oneriler/fikirler vererek hem ulkenin gelecegine
hem de alanda yapilacak diger calismalara 1sik tutulabilecegi dusundlmektedir. Cunku
universitelerin ve akademisyenlerin onundeki engellerin kaldinimasi tlkenin onundeki bentlerin
asllmasi anlaminda 6nem arz etmektedir.

Calisma literatlr taramasi ile elde edilen bircok kaynaktan yararlanilarak gerceklestirilmistir. Bu
minvalde calismada oncelikle sessiz istifa konusu kavramsal acgidan incelenmis, sessiz
istifanin popdler olus seriveni degerlendirilmis ve sessiz istifanin oncdlleri/sebepleri ortaya
konulmustur. Ardindan Universite meselesine ve universitelerin nemini artiran fonksiyonlarina
yer verilmistir. Bu sekilde temel konular izah edildikten sonra Universitelerde sessiz istifaya yol
acabilecedi dustndlen uygulamalar ve sessiz istifa konusu iliskisel anlamda degerlendirilerek
politika Ureticilerine sessiz istifayr onlemeye/durdurmaya donuk bir takim oneriler
sunulmustur.

Sessiz istifa ve Universiteler

Sessiz istifa kavrami son vyillarin popdler bir konusu haline gelmis ve calisanlarin ortaya
koyduklari davraniglarina bakildiginda yayllmaya devam ettigini gostermistir. Bu gergevede
oncelikle kavramin anlaminin ortaya konulmasi ve popllarite kazanma slrecinin
degerlendiriimesi gerekmektedir. Diger yandan sessiz istifayi hazirlayan sebeplerin incelenmesi
universitelerdeki  uygulamalari  degerlendirebilmek agisindan  gereklidir.  Son olarak
universitelere ve onemini artiran fonksiyonlarina da kisaca yer vermek gerekmektedir.

Sessiz istifa Kavrami ve Anlami

Sessiz istifa kavrami “sessiz birakma”, “sessiz gikma“, “sessiz vazgegcme” anlamlarini da ifade
eden “quiet quitting” kavraminin Turkce'ye karsilik gelen yaygin kullanimidir. Sessiz istifa
kavrami TDK'de ‘bireyin kendi iste@iyle isten veya bir hizmetten ayrilmasi® seklinde
agiklanmistir (Cimen & Yilmaz, 2023, s.27). Buradaki ayrilig isyerinden fiili bir uzaklasmayi ifade
etmemektedir. Sessiz istifa, yasayan calisan isi birakmasa bile pozisyonun bekledigi isin
Otesine gegcmeyi birakmaktadir (Hamouche, Koritos, & Papastathopoulos, 2023, s.4293). Bu
kavram “isten ayriima niyeti fikri"nin bir uyarlamasi olmakla birlikte “isi sozlesme saatleriyle
sinirlandirmak” manasini tasimaktadir. Dolayisiyla is icin, “fazladan bir emek ortaya koymay! bir
kenara birakarak sadece is taniminda kendilerinden beklenen vazifeyi yerine getirmeyi”
kapsamaktadir (Lu, El Mamun, Chen, Yang & Masukujjaman, 2023, s.5). Dolayisiyla sessiz istifa
kavrami “calismak icin yasamak” anlayisina karsi ¢ikarak “yasamak igin galismak” anlayisina
dogru bir yonelisi ortaya koymasi ile insan igin onemli bir karar veris ortaya koymaktadir
(Jamieson, 2022). Yapmasl gereken is igin 6denenin 6tesine gegmeyi reddeden (Guler, 2023,
$.248), calisani isyerinde is disi etkinliklere katiimaksizin sadece yapmalari igin para aldiklari isi
yapmaya yonlendiren (Ratnatunga, 2022, s.13) ve sadece 6denen Ucret mukavilinde isi yerine
getirmeyi one c¢ikaran bir davranis halidir (Alexiev, 2022). Sessiz istifa yasayan cgalisan isin
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yapmaktadir (Johnson, 2023, s.2). “Calisanlarin sirekli olarak kendilerinden beklenenden daha
fazlasini yapmasi gerektigi” distncesinin tamamen zittt olan (Cohen, 2022) bu kavram
mukemmellik igin gabalamamayi, yasamak icin yapilanlardan egoyu ayirmayi ve tamamlanmis
is sinirlari igerisinde kalmayi ifade etmektedir. Bu baglamda mesai saatleri disinda bir takim
gorevlere yardimci olma veyahut elektronik postalari kontrol etme fiillerini reddetmektir (Guler,
2023, s.249). Bu davranisi ile galisan is-yasam dengesini korumayl amag edinmektedir
(Shatakshi, 2022, s.26).

Sessiz istifa, sahip olunan isten duygusal veya fiziksel yorgunlugu ve bitkinligi ifade etmektedir
(Lu vd., 2023, s.2). Sessiz istifa, insanlarin isyerinde fazla ¢alismayi reddetmesini ve buna
karsilik, denge ve neseyi segmesini ifade etmektedir (Ahmed, 2022). “Personelin islerine yonelik
bagliliklarini gostermek adina kisisel zamanlarini, mutluluklarini ve sagliklarini feda etmelerinin
bekleniyor oldugu kosusturmaca kdltirine kars!” sessiz bir manifesto (Caliskan, 2023, s.190)
ve dolayisiyla pasif bir direnis (Cohen, 2022) olarak nitelendirilen sessiz istifa, calisanlarin
islerini hayatlarinin merkezine koymalarini reddederek hayatlarina organizasyon disinda zaman
ayirmay! tercih etmelerini ifade etmektedir (Arar, Cetiner & Yurdakul, 2023, s.126). Dolayislyla
sessiz istifa, galisanlarin, “psikolojik olarak islerinden kopuk durumda olduklarini” agiklayan ve
psikolojik boyutlari olan bir kavram pozisyonundadir (Hamouche vd., 2023, s.4296).

Sessiz istifayl bazi kavramlarla iliskisi zemininde degerlendirmek onu daha anlasilir hale
getirecektir. Sessiz istifa, “orgutsel vatandaslik davranisi’na ¢ok uzak ve neredeyse tersi bir
pozisyonda konumlanan (Hamouche vd., 2023, s.4296) calisanin kosusturma Kkdlturd
zihniyetinden veya “orgultsel vatandaslik davranisi” sergilemekten kacinmasini ifade eden bir
kavramdir (Tapper, 2022). Diger yandan “is tatminsizligi’nin sessiz istifa ile 6nemli bir iliskisi
bulunmaktadir. Clnku is tatminsizligi ve algilanan c¢alisan refahinin eksikligi isten ayriima
niyetini ortaya ¢ikarmaktadir (Lu vd., 2023, s.5). Sessiz istifanin “6rgutsel baglilk” kavrami ile de
ters bir iligkisi oldugu anlasiimaktadir. Cunkt ampirik galismalar, orgutsel baghligr yuksek olan
calisanlarin, isleriyle 6zdeslesmeleri sebebiyle rol tanimlarinin 6tesinde daha fazla gaba
harcadiklarini gostermektedir (Arar vd., 2023, s.126). Bu konuda diger énemli bir kavram da
‘orgutsel sessizlik'tir. Sessiz istifanin yakin zamana kadar bu tabirle varligini gosterdigi ifade
edilmektedir. Cunkl orgutsel sessizlik “calisanlarin  orgit icinde yurUtllen faaliyetleri
onaylamadiklari durumlarda istifa etmek yerine, iste kalmaya devam etmek suretiyle yonetim
sureclerine sessiz kaldiklari pasif bir calisan halini” ifade etmek suretiyle sessiz istifaya
benzemektedir (Caliskan, 2023, s.193). Sessiz istifa ile yakindan ilintili olan diger bir kavram da
“sessiz isten gikarma (quiet firing)” kavramidir. Maliyetlerine katlanmayi géze alamadidi igin bir
calisani isten cikarmayl goze alamayan yoneticiler, galisanin kendi arzusuyla (gercekte
istemedigi halde) isten ayrilmasini mimkin kilmak adina sessiz isten gikarma gayreti ortaya
koymaktadirlar. Yonetim bir ¢alisanin gondllu olarak isten ayrilmasini saglayana dek c¢alisma
ortamini huzursuz hale getirerek bu kavrami islevsel hale getirmektedir (Hetler, 2022). Sessiz
istifa ile iliskilendirilebilecek diger bir kavram da “sinizm“dir. Duyarsizlasma olarak da
anlamlandirilan sinizm, “calisanlarin isine, arkadaslarina ve orgutune karsi benimseyebilecekleri
kayitsiz ve soguk davranislarla birlikte ise karsi mesafeli bir tutumun benimsenmesini” ifade
etmektedir (Baykal vd, 2017, s.5517). Sinizmden farkli olarak, sessiz istifa “isin gerekliliklerine ve
akranlarina karsl kayitsizlik ve soguk davranis anlamina gelmemekte” ve dusuk performans
ortaya koyulmasini ifade etmemektedir (Hamouche vd., 2023, s.4297).

Sessiz istifanin Popiiler Hale Gelis Seriiveni

Sessiz istifa kavraminin ortaya gikisi ile ilgili literatlrde gesitli dayanaklar sunulmaktadir. ilk kez
2009'da Texas'ta duzenlenmis olan A&M Ekonomi Sempozyumu'nda ekonomist Mark
Boldger'in turettigi bu kavram? (Nordgren & Bjors, 2023, s.5) galisan kesimin yodun is
kosusturmacas! yuzinden is yasam dengelerini korumakta zorlanmalari ve tukenmislige

2 Ancak diger yandan Los Angeles Times, sessiz istifanin bilinen ilk kullaniminin, -Nashville merkezli bir kurumsal ise alim uzmani
ve kariyer kogu- Bryan Creely tarafindan gergeklestirildigini belirtmektedir (Daugherty, 2022).
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varacak seviyeye getiren is ytklerini elestirmek amaciyla kullaniimistir (Galiskan, 2023, s.192).
Sessiz istifanin “6nemli bir mesele olarak” yeniden giindeme gelmesi ise salgin (COVID 19) ile
birlikte olmustur. Mart 2020'de baglayan salgina bagl olarak yapilan duzenlemeler ile iscilerin
calisma duzeni degistiriimistir. Ancak salginin kontrol altina alinmasindan sonraki surecte
galisanlar esnek c¢alisma kultirinden vazgegmek istememiglerdir. Calisanlar pandemi
evresinde islerinin “onlar i¢in her sey anlamina gelmedigi” dusuncesini benimsemeye
baslayarak haftanin bes gunud yodun ve maliyetli galismayi elestirmeye yonelmislerdir
(Hitchins, 2022). Bu dislince zemininde 2021 yili sonunda galisanlardan ise geri donmeleri
istendiginde 47 milyon kadar Amerikali'nin isini gonulli olarak birakma karari aldig
gorulmektedir. Bu durumu “Buyuk istifa (Big Quiet)” olarak adlandiran Anthony Klotz?, bu
kavrami Mayis 2021'de, acimasiz rekabet ortamindan yilan, zihinsel saghgr zayif, tikenmis,
ayrica pandemi doneminde verdigi isten erken ayrilmaya donuk kararlarini ertelemis olan
calisanlardan gelen bastirimis istege baglayarak icat etmistir (Caliskan, 2023, s.192; Gliler,
2023, s.248, 250; Nordgren & Bjors, 2023, s.5; Ratnatunga, 2022, s.13). Jaya Dass?° ise, biiyik
istifa hadisesinin, calisanlarin “gidecek baska bir yeri oldugunu varsaymasl” sonucunda
gerceklestigini ancak alternatif bir is imkani olmayan ya da oyle oldugunu sanan c¢alisanlarin
bir sonraki en uygun secenek olmasi agisindan “sessiz istifa”ya yonelmek durumunda kaldigini
ifade etmistir (Tong, 2022).

Sessiz istifa kavrami 2021 yilinda Cin'de “Tang Ping (diz yatma/ lying flat)” hareketiyle de
gundeme gelmigtir. Asir galisma kultirinden bunalmis olan genglerin ortaya koydugu bu
egilim, patronlarin “Uretken olma, rekabetci davranma ve surekli olarak kendini gelistirme”
seklindeki sonu gelmeyen taleplerine bir isyani ortaya koymaktadir. Cok fazla ¢alismaya dontk
kdltirden bitkin hale gelen gengler, “duz yatarak” asil itibariyle bir yasam tarzi degisikligi
ihtiyaclarinin - oldugunu vurgulamislardir. Bu kavramin arkasinda yatan temel fikir ise
“ulasiimasi mumkun basarilarla yetinilmesi ve bireylerin dinlenebilmek igin kendilerine zaman
yaratabilmesi” olarak ifade edilmektedir (Cimen & Yilmaz, 2023, s.27-28).

“Sessiz istifa’nin ise bu iki egilimin (Blyuk istifa ve Tang Ping) (Hamouche vd., 2023, s.4293),
daha akilli ve ylkseltilmis bir versiyonu olarak populer hale geldigi dikkat gekmektedir (Alexiev,
2022). Bu popdularite yani sessiz istifa teriminin on plana ¢ikmasi, 24 yasindaki bir yazilim
muhendisi ve muzisyen olan Amerikan (New Yorklu) TikTok kullanicisi Zaid Khan'in 2022
Temmuz ayinda TikTok'ta yayinladi§l 17 saniye siren (Ratnatunga, 2022, s.13; Cimen &
Yilmaz, 2023, s.27-28; Shatakshi 2022, s.26) ve “is senin hayatin degil” demesiyle viral hale
gelen video paylasimindan sonra gerceklesmistir. Kosusturma kultdrundn elestirildigi bu video
ile insanlarin is-yasam dengelerini yeniden sorgulamalari gindeme gelmistir (Altopartners,
2022). Khan'in TikTok'da 4 milyon civarinda gortntileme alan videosuna gelen yorumlar cogu
kisinin ayni yaklasimi benimsedigini gostermistir. Bundan sonraki slregte sessiz istifanin
tartisildigi videolar ytklenmeye, makaleler yayinlanmaya, Twitter, LinkedIn gibi diger sosyal
medya uygulamalarinda paylasimlar yapilmaya devam etmistir (Cimen & Yilmaz, 2023, s.27-
28).

Boylece sosyal medyada da trend olmasi baglaminda “sessiz istifa” glindemde olmaya devam
etse de kariyer trendleri uzmani olarak taninan Jill Cotton, sessiz istifanin yeni bir sey olarak
gorulmemesi gerektigini, pek cok calisanin yillardir bulunduklari kurumda cesitli sebeplerle bu
duyguyu yasadiklarini -ancak tek farkla pandeminin is dinyasini alt Ust etmesi ile insanlarin
bulundugu kosullari sorgulamaya yonlendirdigini- ifade etmektedir (Cholteeva, 2022). Diger
yandan “calisanlarin kovulmayacak kadar yeterli cabayi gosterirken bundan daha fazlasini
yapmamay! disiinmesi” esasinda “isgi hareketinde” cok uzun bir gegmise sahiptir (Lord, 2022).
Fakat siradan bir performans gostererek ozgurlikten taviz vermeme duslncesi pandemi
donemi ile gelisen slregle gln ylzine cikarak dikkat toplamistir (Gdler, 2023, s.248).

2 Texas A&M Universitesinde vazifeli isletme profesord.
25 Randstad'in Malezya ve de Singapur'dan sorumlu genel midirQ.
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Dolayisiyla 2009'da kullaniimaya baslanan bu kavramin pandemi ile popdler hale gelmesi de
bundan kaynaklanmaktadir.

Sessiz istifay1 Hazirlayan Sebepler (Onciiller)

Tarihi slUrecten bahsedilirken de izah edildigi gibi sessiz istifa kavrami pandemi ile birlikte
kendisinden ¢okga soz ettiren bir oneme sahip olsa da 6zellikleri itibariyle aslinda evvelden beri
islevsel oldugu kuskuya yer birakmaksizin ifade edilebilir. Burada pandemi donemine has bir
olgu gibi aktariimasindaki en buyUuk gerekce pandemi kosullarinda yasanilanlarin daha bezdirici
olmasi ve bir takim eylemlerle sessiz istifanin daha buytk kitlelerce fark edilmesidir. Bu
sebeplerle “pandemi ve ozellikle pandemi ortaminda is-yasam dengesinin bozulmus olmasi” ile
birlikte “kotld yonetimi” sessiz istifayl hazirlayan esas ve ana gerekceler olarak ifade etmek
mumkun gozukmektedir. Bu cergevede kotu yonetim gerekgesinin de kendi icerisinde onemli
hususlari barindirdi§i ifade edilebilir: “toksik is kulturd, distk maas, ilerleme imkansizhgi, asir is
yuku, karsllanamayan ihtiyaclar ve beklentiler, tukenmiglik, haksiz ¢alisma uygulamalari
(somirilme) ve seffaf olmayan iletisim”. Dolayisiyla tim bu gerekgelere/onclillere/sebeplere
bagh olarak calisanlar is yasamindan beklentilerini yonetim kademelerinde bulunanlara
duyurmak icin davranislarinda sergiledikleri farkliliklar ile sessiz istifayl hissettirebilmektedir
(Cimen & Yilmaz, 2023, s.27).

Oncelikle belirtmek gerekir ki is-yasam dengesinin bozulmasi pandemi 6ncesinde de calisanlari
isinden sogutan bir argimandir. Ancak pandemi ile birlikte gelen yeni kosullar bu dengeyi ¢ok
daha ciddi anlamda ve genis kitlelere yayilacak sekilde tarumar etmistir. Surpriz bir sekilde
ortaya ¢ikan pandemi ile birlikte isyerindeki kosusturma kulturtnun bir sonucu olarak yasanan
ve dayanilmaz halle gelen is-yasam dengesinin bozulmasi hadisesi sessiz istifa icin dnemli bir
gerekce olmustur. Calisanlar islerin uzaktan da gorUlebiliyor olmasi ve mesai saatlerinin
degisime ugramasi sonucunda bir mtddet rahatlama hissetmis olsalar da ardindan “is ile is
disl saatlerin i¢ ice gegmesinin yarattigi ve yasattigi fizyolojik, psikolojik vb. farkli boyutlarda
bunalimlar’, calisanlar rahatsiz etmeye baslamistir. GUnun her saatinin is saati haline gelmesi
ile isverenlerin calisanlardan surekli is beklemesi, igyeri iletisim cihazlarinin surekli takip
edilmek durumunda olmasi, hafta sonlarina is toplantilari konulmasi ve boylece 6zel yasamin
dahi kontrol altina alinmasi ile insanlarin kendilerini robot olarak gormeye baslamasina bagli
olarak is-yasam dengesinin bozulmasi saglikli topum yapisini bozmaya donuk bir midahale
olmustur (Caliskan, 2023, s.193-194). Bunun yanisira pandemiyle gelen saglik sorunlari, issizlik,
is guvensizligi, yeni salgin dizenlemeleri ve sanal deneyimler de bu surecte is-yasam dengesini
bozacak sekilde galisanlari olumsuz etkilemistir (Hamouche vd., 2023, s.4294). Pandeminin de
etkisi ile dinyada yaygin bir sekilde yasanan “ekonomik sikintilar, sivil 6zgurluklerin azalmasi ve
bazi ulkelerde demokrasinin yavas yavas c¢okusu” seklindeki sorunlar da calisanlarin
yipranmalarina ve yorgun dismelerine neden olmustur®® (Ratnatunga, 2022, s.13). Bu
baglamda kosusturma kdlturtinden sikayetci olan calisanlar, is-yasam dengesini koruyabilmek
icin sessiz istifaya yonelerek daha az yorulmayr mumkun hale getirmektedirler. Boylece ekstra
bir gli¢ ortaya koymadiklari icin bir hayal kirikh§ da yasamamaktadirlar. Bu davranisla birlikte
yogun tempoyu yavaslatmak, kendine bakmaya zaman ayirmak ve boylece is-yasam dengesini
korumak mumkdin hale gelmektedir (Valura, 2022, s.2).

Pandemi bu surecte buyuk bir uyandirici olsa da esasinda pandemi oncesi ve sonrasi suregte
calisani sessiz istifaya surlkleyen gerekceler “kotu yonetim”den kaynaklanmaktadir. Kotu
yonetimin sinir tanimayan beklentileri ve yogun calisma kdlttrd bunu getirmektedir. Kotu
yonetimin c¢alisanin kendisini degersiz hissetmesine neden olan davranislar gostermesi sessiz
istifanin itici glcu olarak karsimiza ¢ikmaktadir. Fazla galisma ve somduridlmeye bagl olarak
calisan kendisini degersiz hissetmekte ve yasamini dengeye sokmak igin sessiz istifaya

%6 Kariyer stratejisti ve kog Stacie Haller'in de belirttigi gibi “salgin insanlarin islerine olan tutumlarin
degistirmis, islerine olan baglliklarini zedelemis, ailelerine ve 6zel hayatlarina daha fazla odaklamalarina
sebebiyet vermistir’ (Resume Builder, 2022).
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yonelebilmektedir (Guler, 2023, s.250; Caliskan, 2023, s.195). Diger bir ifadeyle strekli artan
gorevler ve giderek daha uzun zaman ¢alistirma talepleri nedeniyle bitkin veya hayal kirikligina
ugrayan ve takdir edilmedigini hisseden calisanlarin aklinda uyanan fikir “sessiz istifa”
olmaktadir (Johnson, 2023, s.2).

Kotu yonetimin karar vericiligi 1siginda calisanin 6grenme ve gelisme firsatlarinin kisith
birakilmasi ve is yerinin amaci ile galisanin amaci arasinda baglanti eksikligi bulunmasi da
sessiz istifanin gerekgelerindendir (Harter, 2022). Dolayisiyla bu durumda calisan, takdir
edilememe hissini de ayrica yasayarak bu bunalimini disa sessiz istifa olarak yansitmaktadir
(Zenger & Folkman, 2022). Yoneticilerin yetersizligine bagli olarak galisanlarin motivasyonunun
onemsenmemesi calisani sessiz istifaya striklemektedir (Enderle, 2022; Yildiz & Ozmenekse,
2022, s.14). Yonetimin bir tutumu olarak calisanlari orgltte tutmayi isteme gayretinin
olmamasi calisanda umursanmadiklari hissi yaratarak onlar “orgutsel streslerini azaltmak igin”
diger bir ifadeyle “orgltsel motivasyonunu, uretkenligini, performansini ve is tatminini
kaybetmemek icin” sessiz istifaya slrlklemektedir (Arar vd. 2023, s.128; Enderle, 2022,
Johnson, 2023, s.1).

Kotu yonetim tarafindan galisanin kendisini dedersiz hissedecedi diger bir hadise de “dustk
dcret mukavilinde galistiriyor olmalari“dir. Bir de buna, isverenler tarafindan “makul olmayan
calisma saati talep edilmesi” eklendiginde calisanlar islerine daha az yatinm yapmalarina
donik sessiz istifaya yonelmektedirler (Green, 2022; Guler, 2023, s.250-251). Dolayisiyla
gercgekgi olmayan ve yuksek is talepleri, kurumsal destek eksikligi, yonetilmesi zor olan ytksek
dizeyde is stresi, calisanlar ile seffaf bir iletisim kurulamamasi, pandeminin beraberinde
getirdigi yuz maskesi kullanimi, duzenli el yikama ve sik sik test yapilmasinin yarattig
bunalimlar gibi gerekgelere bagh olarak calisan yipranmis?/; tikenmislik denen
duyarsizlasmayi yasayarak kisisel basari duygularini yitirmis ve isyerine duygusal yatirm
yapmay! birakarak yasadiklari sessiz istifayl isverene makul bir yanit olarak sunmuslardir
(Hamouche vd., 2023, s.4295; Giiler, 2023, s.250). Dolayislyla kotl yonetimle birlikte icinde
bulunulan yipratici dis kosullar hem ayri ayri hem de birlikte sessiz istifaya surtklemekte ve bu
surtklenigle birlikte kisi igin isinin bir anlami ve onemi kalmamaktadir.

Universiteler ve Universitelerin Onemini Artiran Fonksiyonlari

Ortacag'da kullaniimaya baslanan “Universite” kavrami Latince “Universitas” kavramindan
tdretilmistir. O gtnkd kullanimi “herhangi bir birlik” yani, “bilgeliklerini paylasmak ve aktarmak
icin bir araya gelen bilgeler toplulugu” anlamina gelmistir (ibicioglu, Tas & Ozmen, 2010, s.54-
55). Universiteler giinimuzde “elestirel disinme ve tartisma hususlarina dnem veren, bilimsel
distinmenin oncllugind yapan egitim kurumlar” olarak ifade edilmektedir (Dogan, 2013,
s.109). Songur & Turan (2016, s.434) daha gincel bir tanimla Universiteleri “ekonomik ve siyasi
guc odaklarindan bagimsiz bir sekilde davranis belirleyen, arastirma ve Uretme kabiliyeti
kusanmis ogretim kurumlar” seklinde tanimlayarak universitelerin bagimsizlik ve ozgurltuk
yonune dikkat ¢ekmiglerdir.

Gunumuzdeki anlamiyla Universitelerin statisune benzeyen Universiteler Turkiye'de 1863'te
kurulan Darilfinun ile baslamis (Songur & Turan, 2016, s.436) ve “bilim yurdu” anlamina gelen
DarUlfinunlar siyasi tarihte defalarca acilip kapatilmis olsa da 1932'ye kadar varligini devam
ettirmeyi basarmistir. 1933 yilina gelindiginde ise Milli Egitim Bakanhdina bagl Istanbul
Universitesinin kuruldugu dikkat cekmektedir. Bu slrecte tniversiteler kurulmaya devam etmis
ve 1945te cikarllan bir kanun butln dniversitelere ilim ve yonetim konusunda bir 6zerklik
vermistir. Devam eden yillarda da universiteler kurulmaya devam etmis ve 1982 Anayasasl'yla
bitin Universiteler Yiksek Ogretim Kurulu (YOK) catisi altinda birlestirilmislerdir (Arap, 2010,
s.8-9). 2006 yilindan itibaren ise Tirkiye'de Universite sayisini yogun bir sekilde artirmaya
dontk bir politika izlendigi dikkat cekmektedir (Dogan, 2013, s.110).

27 Resume Builder (2022) tarafindan yapilan bir arastirma, sessiz istifa yasayan on kisiden sekizinin tiikenmis durumda oldugunu
agiga cikarmistir.
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Universitelerin bu sekilde artinlmasinda siyasi olarak verilen sozlerin disinda elbette
fonksiyonlarinin ve katkilarinin  fazla olmasinin da pay bulunmaktadir. Dolayisiyla
Universitelerin tek fonksiyonu egitim degildir. Universiteler kurulduklari sehirlerin sosyal,
ekonomik, kilturel, kentsel yapilarina birgok yonden tesir etmektedirler. Ote yandan kiresel
rekabeti yakalamak icgin Universitelerin kendini gelistirmesine, yenilemesine, yeni ortaya ¢ikan
ihtiyaclara cevap vermesine ve bu gercevede iyi 6grenciler yetistirmesine ihtiyag bulunmaktadir
(Songur & Turan, 2016, s.436).

Universiteler, sunduklari hizmetlerle 6grencilerinin istihdam yeteneklerini artirabilmekte (Cetin,
2007, s.220), kulttru yenileyerek yeni kusaklara aktarabilmekte, bilimsel arastirmalar yaparak
Ulkeyi ileriye tagiyabilmektedirler (ibicioglu vd., 2010, s.55). “Ogrencilerin kisiliklerini gelistirerek
onlari gelecede hazirlamakta, toplumun ihtiyaci olan beyin gucunl aktif hale getirmekte
(Saatcl, Avcikurt & Gudu Demirbulat, 2015, s.126), 6z glveni gelistirmekte, girisimcilik,
yaraticilik, 6zgur dustinme ve iletisim yeteneklerini artirabilmekte” onemli bir fonksiyonu
Uslenmektedirler (Turan & Cigek, 2023, 5.816).

Bir Ulke i¢cin modernlesmenin en onemli dayanaklari guclu sanayi altyapisi ve Universitelerdir.
Universitelerin  dizenledigi “sempozyumlar, kongreler, forumlar, seminerler, konferanslar,
paneller, kurslar, cesitli gorsel ve yazi temelli faaliyetler” bu konuda Ulkeye katki saglamaktadir
(Yilmaz & Kaynak, 2011, s.57). Bu tir faaliyetlerle halki bilgilendiren ve bilinglendiren
Universiteler yaptiklari “sosyal etkinliklerle (bahar senlikleri gibi), tarihi ve milli glnlere iliskin
kutlamalarla” insanlari sosyallestirmekte, insanlarin yemeye, icmeye ve muzige donuk
hayatlarini degistirebilmektedirler (Ozbay, 2013, s.14). Universiteler konumlandiklari bolgeye ait
kazanclari ve istihdami pozitif yonde etkilemekte, sehrin yeni tesislerle (restoranlar, giyim
madgazalar, kafeler, spor magazalari ve tesisleri gibi) zenginlesmesine katki sunmaktadirlar
(Yilmaz & Kaynak, 2011, s.58). Farkl kiilttrel 6zelliklerdeki 6grencileri bir araya getirerek Ulke
icinde kdlturel etkilesimi mumkun kilmakta, farkli yorelerdeki insanlarin birbirilerini tanimalarina
ve birbirlerine yonelik on yargilarini kirmalarina katki saglamakta, uluslararasi 6grencileri bir
araya getirerek uluslararasi ticarete ve iliskilere katki sunmakta, kadinin konumu ve aile igindeki
yasam sekli ve faaliyetlerine pozitif etki yaratmaktadirlar (Ozbay, 2013, s.14).

Universiteler devletin kurumlarina yarar sagladiklari gibi 6zel sektorle is birligi halinde arastirma
faaliyetleri yurtitmekte, ulusal ve uluslararasi ekonomik iligkileri gelistirme konusunda onemli
vazifeler Ustlenmektedirler. Boylece sadece bulunduklari sehrin kalkinmasi ve modernlesmesi
icin degil (Isik, 2008, s.161) ayni zamanda bulunduklari bolgenin kalkinmasi igin de katk
saglamaktadirlar. issizligi azaltma ve beseri sermayeyi iyilestirme konusunda (Yayar & Demir,
2013, s.107) bir Ulkenin ekonomisinin beyni ve itici gtctdurler. Bu badlamda, dinya lkeleri
arasinda rekabet gucinU belirleyen baslica unsurdurlar. Bunun farkina varan Ulkeler
dniversitelerini gelistirerek bu avantajl yakalamaya ve diger Ulkelere kiyasla ekonomik ve
teknolojik alanlarda Ustinlik saglamaya odaklanmaktadirlar. Universiteleri dinya Universite
siralamasinda ilk siralarda olan ulkelerin ayni zamanda, gelismis Ulkeler olmasi bundandir. Bu
durum, Universitelerin Ulke gelisimine katkisinin somut bir delilidir (Esme, 2021, s.2).

Universitelerde Sessiz istifaya Sebep Olacagi Diisiiniilen Uygulamalar:
Tirk Akademisi ve Sessiz Cighklar

Turkiye'deki Universiteler -Osmanlidan devrolan Darilfinun'un istanbul Universitesine
donustugu 1933 yilindan beri- “siyasi iradenin politikalarina gore nicel ve nitel olarak donustyor
olmasl” ve “12 Eylll askeri rejiminin bu kurumlar kontrol altinda tutmak igin getirdigi YOK
tarafindan yonetiliyor olmasi” yonleriyle elestiriimektedir (Esme, 2021, s.2). Turkiye'deki
Universiteler daha birgok sorunla yizlesmek zorundadirlar. Giler (2014, s.25-27) yaptidi
calismada akademik yasama dair sorunlari “azalan mesleki ilgi sorunu, dcret yetersizligi, fiziki
ortamdan kaynaklanan sorunlar, kadro sorunu, beseri iliskilerde yasanan sorunlar ve diger
sorunlar” seklinde tasnif ederek incelerken Kil vd., (2021, s.98) vyaptiklar galismada
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akademisyenlerle ilgili sorunlari “istihdam, terfi, nicelik ve nitelik sorunlari, ekonomik sikintilar, is
yukunun fazla olmasi, tretkenligin dusuk olmasi, meslegin prestijin azalmasi, 6zIUk haklarinin
kotllesmesi, akademik ozgurlik sorunu ve is doyumu sorunu yasanmasl” olarak tasnifleyip
degerlendirmislerdir. Bu galismada ise bu sorunlarin U¢ ana baslik altinda detaylandirarak
incelenmesi arzu edilmistir. Bunlardan ilki “ekonomik sorunlar"dir ki bu sorunlar “Ucret
yetersizligi, butge kisithligi ya da yanlis kaynak dagimtimini” igermektedir. ikinci temel sorun
‘orgut kalttrd ve is ortami kaynakli sorunlar” olarak belirlenmistir ki “akademik 6zgurlugin
olmamasi, is doyumu sorunlari, is ytkundnu fazlalgr ve Uretkenlik sorunu” bunlar icerisinde
degerlendirilebilir. Son sorun ise “yukselme ve etikle ilgili sorunlardir ve bu sorunlar “liyakat,
kadro, terfi, is glvencesi, 0zlik haklar ve etik dlizeni” alt basliklarini igermektedir.

Universitelerdeki yanlis uygulamalarin  yansimalari olan bu sorunlar sessiz istifayi
tetiklemektedir. Sessiz istifanin onculleri/gerekgeleri/sebepleri incelendiginde Universitedeki
uygulamalar ile iligkili oldugu anlasilabilmektedir. Bu nedenle U¢ ana bashgin altina bu
sorunlarin sessiz istifa ile olan iliskisini agiklamaya donuk alt basliklar eklenmistir.

Ekonomik Sorunlar

Akademisyenler arastirma ya da proje yapmak istediklerinde ciddi butgelere ihtiyag
duymaktadirlar. Aksi halde butce saglayamadiklarinda maliyeti minimuma indirebilecekleri
daha basit katkilari olan galismalara yonelmektedirler?®. Dolayisiyla bir arastirma fikri bulmusg
olmak arastirmaya baslamak icin yeterli olmamaktadir. “Ekonomik sorunlar” olarak 6ne ¢ikan
ve sessiz istifaya neden olan bazi sorunlar “lcret dusukligu, dniversitelere saglanan butce
imkanlarinin kisithhigi ve dengesiz kaynak dagiimi” seklinde ozetlenebilir.

Ucret Yetersizligi (Diisik Maas)

Akademisyenlerin bas basa kaldigi ve onlari bunaltan belki de en onemli sorun aldiklari
dcretlerin duzeyidir. Akademisyenlerin aldiklar Ucretlerinin diger mesleklere kiyasla mevcut
durumu degerlendirildiginde adil olmadigi gortlmektedir (Bayram, 2013, s.40). Bu konuda
yapilan bazi arastirmalar akademisyenlerin en o6nemli sorunlarinin ekonomik sikintilar
oldugunu ve bu sorunun tukenmiglige neden oldugunu gostermektedir. Hatta bu soruna
cozim olmasi ve akademik verimliligi artirmasi disinulen “Akademik Tesvik Odenegi
Uygulamasi'nin arastirma kalitesini olumsuz etkiledigi dile getirilmektedir (Akyol, Yilmaz, Cavus
&Aksoy, 2018, s.127). Clnkd daha fazla calisma cikararak akademik tesvik Ucretinden daha
fazla yararlanma ihtiyaci, akademik ¢alismalarin nitelik yonune zarar vermektedir.

Turkiye Bilisim Vakfi destegini alarak Turkiye'nin beyin gogunu dlgmeye donuk bir arastirma
yapan Chicago Universitesi Ekonomi Bolimu 6gretim Uyesi Prof. Dr. Ufuk Akcidit, son yillarda
akademik camianin yurt disina beyin gocu gerceklestirdigine dair sonuclara ulasmistir.
Ozellikle en verimli akademisyenlerin yurt disina gidiyor olmasi kaygi uyandirmaktadir. Prof. Dr.
Akgigit'in yapay zeka destedi ile gergeklestirdigi arastirmanin sonuglari, 12 bin akademisyenin
yurtdisina gittigini gostermektedir (Akgigit, 2023).

Akademik Dayanisma Platformu?® (ADAP) Uyesi ve istanbul Medeniyet Universitesi Hukuk
Fakiiltesinde Genel Kamu Hukuku Ana Bilim Dal'nda calisan Ogretim Gorevlisi Zeynep Ardig,
‘Akademisyenlerin gecinemedigini, yasamsal faaliyetlerini bile karsilamaya zorlandiklarini, yurt
disina gitme imkani olanlarnin Ulkeden aynldiklanni, arastirma gorevlisi hocalarin ev
kiralayamadigi igin ogrenci yurtlarinda kalyor olduklarini, yurt disinda gerceklesen akademik
etkinliklere ekonomik vyetersizlik nedeniyle katilmanin mumkun olmadigini, bu durumun
kalkinmayi baltaladigin”, ifade etmektedir. Turkiye'de 200'Un Uzerinde Universite olmasina
ragmen verimliligin dtsuk olmasi ve gelismis ulkelerle rekabet edilecek durumda olunmamasi

28 Yapilan bir arastirma, alanlarina gore degerlendirildiginde saglik bilimlerinde vazifeli akademisyenlerin, fen bilimleri ve sosyal
bilimlerde vazifeli olanlara kiyasla, Ucretlerin yetersiz olmasi sebebiyle yapmayi distndikleri arastirmalardan daha kolay
vazgegebildiklerini ortaya koymustur (Bilbil, 2006, s.163-164).

29 Bu platform, akademisyenlerin sesi olmayi ve hak ettikleri kosullarda galigmalarina katki sunmayi amaglayarak kurulmustur
(Akademik Dayanisma Platformu, 2023a).
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da bunu gostermektedir. Dunya siralamasindaki en iyi ilk 500 dniversite igerisinden Turkiye'den
sadece u¢ Universitenin yer almasi ve ilk 1000 Universite icerisinden Turkiye'den sadece 15
dniversite bulunmasi da Universitelere yapilan yatinmin duzeyinin dusudk oldugunun kaniti
niteligindedir® (Ardig, 2023a).

Bugunku rakamlar Universitelerin “lcret” temelinde artik mesleki tatmin saglayan yerler
olmadigini gozler ontne sermektedir. 2003 yilinda asgari Ucretin 8,5 kati maas alan
profesorlerin 2014'de 6 kati ve 2024 yilinda 3,8 kati maas almalari son 21 yilda profesor
maaslarinin ciddi anlamda eridiginin gostergesidir. Benzer sekilde dogent maaslan 2023
yilinda asgari Ucretin 6,3 katl, 2014 yilinda 5 kati ve 2024 yilinda 3,3 kati olmasi ile yari yariya
erimis gozukmektedir. Dr. Ogretim Uyesi maaslar ise 2003 yilinda asgari Ucretin 5 kati iken
2014 yiinda 4,2 kati ve 2024 yilinda 2,9 katina gerilemistir. Genel mudur maaslarinin 2024
yilindaki karsiligi asgari tcretin 5,6 kati; hakim maaslari 5 kati, kaymakam maaslar 4,4 kati ve
kariyer uzmani maaslari ise 3,6 kati olarak gercekleserek akademisyenlerden daha yuksek
maas aldiklar dikkat gekmektedir (EBSAM Arastirma Dizisi, 2024, s.5,24). Ardig (2003b)
“Universitedeki sofor, temizlikci gibi gorevlerdeki calisanlarin akademisyenden daha ytksek
maas aldigini ve bu durumun dinyanin higbir yerinde olmadigini” ifade etmektedir.

Akademisyenler yayin Uretme ve katim Ucretlerini saglayamamalarinin yaninda alanlariyla ilgili
yayinlari (kitap, sureli yayin vb.) takip edemediklerini ifade etmektedirler (Bulbul, 2006, s.163-
164). Bu durumun “akademik faaliyetlerin dogalari geregi bir motivasyon, odaklanma ve berrak
bir zihin gerektirdigi” kaidesini ¢ignedigi ve Turkiye'deki akademisyenlerin zihinlerinin “gegim
sikintisiyla  ve gelecek kaygisiyla” mesgul olmasi nedeni ile akademik faaliyetlere
odaklanamadiklari gorulebilmektedir. Akademisyenler bu sartlarda bir yandan yurt disina gitme
ya da Ozel sektore gegme yollarini degerlendirirken diger yandan (Ardig, 2023a) kayiplari telafi
edebilmek icin ek derse girmeye yonelmekte ve bu nedenle “proje, bilimsel arastirma ve patent
gelistirme” gibi topluma faydasi yiksek gorevleri askiya almaktadirlar (EBSAM Arastirma Dizisi,
2024, s.5).

Bu hususta gecmiste yapilan arastirmalar da ayni ya da benzer sonuclara ulasiimistir. Ari
(2007)'nin gergeklestirdigi arastirmada katiimcilarin yarisindan fazlasi en énemli sorunlarinin
tcret distklugu oldugunu belirtmislerdir (Ari, 2007, s.67,71). Bir diger arastirma da ise katilimci
akademisyenlerin neredeyse tamamina yakini tcretlerin, akademik etkinliklere katki saglayacak
teknolojik gelismeleri izlemeyi engelledigini bildirmislerdir (Bilbtl, 2006, s.163-164).

Uluslararasi gostergeler, Turkiye yuksekogretim sisteminin onemli dlzeyde akademisyen
ihtiyaci oldugunu gostermektedir. Ancak ekonomik imkanlarin bu standartlarda olmasi dikkate
alindiginda akademisyeneler sessiz istifa dizeyinden istifa dizeyine gecerek meslekten
uzaklasmaya devam edecek gozukmektedirler. 2022'deki istatistiki verilere bakildiginda
arastirma gorevlisi sayisinin 2013 yilindaki saylya gerilemesi, 0gretim gorevlisi sayisinin ise
2019'daki rakamlara gerilemesi de bunu isaret etmektedir (EBSAM Arastirma Dizisi, 2024,
s.53). Turkiye'de bazi bolimlere akademisyen bulmakta zorlaniimasini bu gerekgeye
dayandirmak gerekmektedir (Ardig, 2023a). Bu durumda basarili ve nitelik yoni gigli olan
mezun ogrenciler icin akademisyenlik, cazip bir meslek olmaktan ¢ikmis gozikmektedir
(Erdogmus, 2019, s.35). Bu konuda “akademisyenlerin icinde bulundudu kotl kosullarin
(0zellikle Ucret adaletsizligi icinde olunmasi) basarili 6grencilerin Universitelerde kalmasin
imkansiz hale getirdigi, bu konunun farkinda olundugu ve gerekli calismalarin birkag ay iginde
tamamlanip faaliyete gegirilecedi” hususu devletin en yetkili agizlan tarafindan dile getirilmig®
olmasina ragmen sorunun ¢ozumunun bekletildigi dikkat cekmektedirs.

30 Diinyada ilk 500 Universite igerisine giren Universite sayisina bakildiginda 2023 ve 2024 verilerine gore sadece KOG, ODTU ve
SABANCI Universiteleri'nin siralamada yer aldigi gorilmektedir (EBSAM Arastirma Dizisi, 2024, s.21).

s Calisma ve Sosyal Guvenlik Bakani Vedat Bilgin “Turkiye'deki akademisyen meselesi onemlidir. En basarili 6grencilerin
kendilerini (niversitelerde planlamasi lazm. Ucret gok 6nemlidir. Universitede akademik kadronun, éncelikle asistanlardan
baslayarak Ucret sisteminin yeniden degistirilmesi gerekir. Bu konuya galistim, defalarca arastirma yaptirdim. Bu konuda
hazirigimiz var. Bunu YOK'le de goriistim. Bu reformu bu sene yapmamiz lazim. Kamu reformunun bir pargasi bu ama
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Universitelere Sadlanan Blitge Imkéniarimin Kisithligi ve Dengesiz Kaynak Dadilimi

Universitelere ayrilan biitge, saglanan olanaklar ve Universiteler arasi kaynak dagilimindaki
dengesizlik seklindeki sorunlarin da akademisyenin sessiz istifa yonune tesir ettigi
duslnllmektedir. Cetin (2018)'in arastirmasina gore akademisyenler, tniversitelerin en biylk
sikintisi olarak “akademik ¢alismalar konusunda tesvik edici bir ddenek sisteminin olmamasi’ni
gostermislerdir. Dolayisiyla o6deneklerin kisitlanmasina bagl olarak, “yetersiz eleman ve
donanm ile galisiimak durumunda kalinmasi® hususu akademisyenler tarafindan
onemsenmigstir (Cetin, 2018, s.724). Bu konuda benzer calismalar da akademisyenlerin
arastirma yapmasina yonelik yeterince maddi destek saglanamadigini gostermektedir. Ucret
dusukltgundn getirdigi ekonomik sorunlar asmak isteyen akademisyenler ek derse girmek
zorunda kalarak en onemli gorevleri olan akademik c¢alisma yapmaya zaman ayiramazlarken
(Dogan, 2013, s.112) baska gelir kaynaklarina sahip olan ve ek derse girmeye ihtiyaci olmayan
diger akademisyenlerin yikselmeye dair adimlari atabiliyor olmalari ekonomik gicu zayif olan
akademisyende psikolojik sorunlari tetikleyerek onlari sessiz istifaya surtkleyebilmektedir.

OECD Ulkelerinin ortalamasi ile kiyaslandiginda ytksekogretime butceden “OECD dlkelerinin
yarisi oraninda” bir butge ayrildigi gortlebilmektedir (EBSAM Arastirma Dizisi, 2024, s.17-18).
2022 yili butce rakamlari baz alinarak bir kiyaslama yapildiginda Diyanet isleri Bagskanligrna 23
milyar TL ayrilirken Universitelerde bu rakamin 58 milyar TL olarak gergeklestigi gortlmektedir.
Universitelerin akademisyenlerin arastirma yapabilmelerine donik fonlarinin ve TUBITAK'In bu
konuda ayirdi§l bitgenin yetersiz durumda oldugu ifade edilmektedir (Karaman, 2022).
Yiksekogretimde kaliteli hizmet sunulabilmek igin oncelikle nitelikli insan glcu sermayesine
sahip olunmasi gerekmektedir. Universitelerin teknik donanim sermayesinin de bu nitelikli
insan gucunl destekler mahiyette olmasi gerekmektedir. Akademisyenler icin arastirma
yapmak, yayin ¢ikarmak, konferans, forum ve kongrelere katilmak tlrl akademik faaliyetler
ciddi bir butceyi gerektirmektedir. Akademisyenlerin Turkiye YUzyil'nda dlkenin “sanayi,
teknoloji ve diger tum alanlardaki ihtiyaglarina” cevap sunabilmesi icin “kaynak ihtiyaclarinin
karsilanarak” calisma azmi ve motivasyonun diri tutulmasina ihtiyag bulunmaktadir (EBSAM
Arastirma Dizisi, 2024, s.17-18). Oysa akademisyenler ozellikle 2016 yilindan sonra
ekonomideki kosullar gerekce gosterilerek kongre ve sempozyum turl etkinliklere dair
o0demelerden dahi -yavas yavas azaltilarak- ciddi anlamda mahzun birakiimistir (Coskun
Karadag, 2014:171; Tonbul ve Cigdem, 2022:367).

Okgabol (2016, s.32), kaynaklarin yanlis yonlendirilmesine iliskin de bir sorunun mevcut
oldugundan bahsetmektedir. Bu cercevede butceden her bir Universiteye ayrilan paylarin ve
universitelerin her birinin ayri ayr Urettigi mali kaynaklarin dengeli olmadigina deginen yazar
universitedeki calisma odalarinin, dersliklerin, laboratuvarlarin, isliklerin, kutUphanelerin,
lojmanlarin, yurtlarin, matbaa hizmetlerinin, spor ve toplanti salonlarinin ve buna benzer fiziksel
olanaklarin dengeli dagiimadigini, bu kosullarin bazi tUniversitelerde ¢ok kisitliyken bazilarinda
kapsamli oldugunu ifade etmektedir. Aldiklari maasla kira 6deme sorunu yasayan ogretim
elemanlarinin bazilari lojmanlara sahipken bazilari igin bu s6z konusu degildir. Bu nedenle
akademisyenlerin ev ile is arasinda git gellerde ciddi zaman ve para israfi yagsamakta oldugu ve
yiprandiklari belirtiimektedir. Lojmani olan Universitelerin bazilarinda ise imkanlar kisith ya da

Universiteyi ayri bir yere koyarak. Ucret sisteminin degistirimesi gerekir” (Bilgin, 2023) sozleriyle ve YOK Baskani Erol Ozvar:
‘Akademik zam calismamiz hazir. Muhataplarimizla paylastik. Onlar konuyi gayet iyi biliyorlar. Neticeyi 2 ay iginde alacagiz (21
Haziran 2023)" (Akademik Dayanigsma Platformu, 2023b) stzleriyle bu durumdan haberdar olduklarini géstermislerdir.

32 Bu konuda Twitter (X)'den “AkademikZam”, “AkademkZamSoziniizVar’ baslik etiketli (hashtagli) paylasim ve etkinlikler
dizenlenerek bu biylk sorun sosyal medyada zaman zaman en onemli gindem maddelerinden biri haline getirilmis
gozikmektedir. Bu hususta Twitter (X)'da paylasilan “Yiksek 6gretim dislk maas”; “Bu sartlar altinda biz yine iyi kariyer
yaplyoruz”; “De@ismeyen tek sey sessizliginiz”; “Beylikdizi Belediyesinde en dustik memur maasl 63 bin TL oldu.
Akademisyenlikten Beylikdiizl Belediyesi'ne gegme fikri ¢ik aklimdan”; “Bilm igin akademik zam elzem”; “Akademisyen Ge-gi-ne-mi-
yor” seklindeki ifadelerle protestolar sirddrtlirken mesele llkedeki eglence programlarina da yansimis gdziikmektedir. Bu konuya
ornek olmasi agisindan Gulddr Guldir Show'da akademisyenin ekonomik magdduriyeti su sozlerle elestiriimistir: “Daram
istiyorsaniz fakdilteyi bosverin. Muhasebeye gidin orada hocalarin maaslari falan igler acisi” (Egitim Ajansi, 2024).
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lojman kullaniminda bazi haksizliklar yasanmasiyla madgduriyetlerin yasaniyor olmasi da
akademisyeni olumsuz etkilemektedir (Okgabol, 2016, s.32).

Demirel (2018, s.318)'in yapti§i arastirma ise akademisyenlerin “Universitelerin mevcut
altyapisini (laboratuvar, simulator, bilgi teknolojileri vb.) arastirma ve gelistirme igin yetersiz
buldugunu” gostermektedir. Akademisyenlerin gogunluk bir kesimi arastirma faaliyetlerinin
yuruttlmesine olanak saglayan bir sistemin mevcut olmadigini, Universite-sanayi isbirliginden
onemli bir gelir elde ediyor olmadigini, Universite-sanayi isbirligi imkanlarinin yetersiz oldugunu
belirtmislerdir. Dolayisiyla Universitelerin arastirma ve gelistirme konusunda mali desteginin
olmadigi degerlendirilmistir (Demirel, 2018, 5.319).

TUm bunlara ilave olarak Universitelerin 6denek oranlari uzun yillardir degismemistir. 375 sayili
Kanun Hukmunde Kararname'de ongorulen ek 6deme oranlarindaki artislarin asagida kalmasi
nedeniyle akademisyenler aleyhine Ucret dengesi bozulmustur. Ek derse girme firsati olan
akademisyenlerin aldiklari ek ders saat Ucretlerinin ise isin niteligiyle kiyaslanamayacak olcude
distk oldugu dikkat gekmektedir. Akademik Tesvik Odenedi uygulamasinda da ¢ok sayida
faaliyet kapsam diginda birakilarak hak kayiplarina neden olunmaktadir®® (EBSAM Arastirma
Dizisi, 2024, s.48). Dolayisiyla akademisyeni tesvik etmek igin ortaya konulan tesvik Ucret
sisteminin bile akademik Uretim surecini baltaladigi anlagiimaktadir.

Ekonomik Sorunlar ve Sessiz Istifa lliskisi

Literature bakildiginda dcret kosullarinin sessiz istifayi tetikledigini gosteren bir¢ok calisma ile
karsilasiimaktadir. Bununla birlikte enflasyonun da sessiz istifa duygusunu artirdigi
anlasiimaktadir (Caliskan, 2023, s.196; Cimen & Yilmaz, 2023, s.29; Giler, 2023, s.250-251).
Youthall Turkiye tarafindan gergeklestirilen arastirmaya katilan 18-50 yaslarindaki 1002 kisinin
(%57,3 kadin, %41,6 erkek) “son donemde sessiz istifanin beyaz yakallar arasinda
yayginlasmasinin en buytk nedenlerinden bir tanesinin” dustk maas oldugunu beyan ettikleri
gorilmektedir (Caliskan, 2023, s.196; Cimen & Yilmaz, 2023, s.29). Gazi Universitesinin
gerceklestirdigi bir calismada ise akademisyenlerden %48.2'si en onemli sorunlarinin maas
disUkligu oldugunu belirtmislerdir (Odabasi, Firat, izmirli, Cankaya & Misirl, 2010, s.137).
Maaslar iyilestiriimeyerek tasarruf saglandigi dusUnilse de son arastirmalar bazi orgutlerin,
“sessiz istifa eden calisanlarin yillik maaslarinin %20'sine esit” bir ekonomik kayip yasandigini
gostermektedir. Birlesik Krallik ekonomisinde bu durumun yillik maliyetinin 340 milyar sterlin
oldugu belirtiimektedir (Jamieson, 2022).

Sessiz istifa orgute ciddi maliyetler yuklemektedir. ClnkUu ise olan baglihgin azalmasi, isin
Ozveriden uzak yapilmasi ve ise uygun performans ortaya konulmamasi rekabet kosullarinda
orgutun gelisimi agisindan gugsuz kalmasina sebep olmaktadir. Bu konuda onemli bir risk ise
sessiz istifanin bulasici olmasi ve bir vakit sonra tim is yerine hakim olmasidir (Caliskan, 2023,
s.196). Bu durum isyeri kiltUrleri igin agindirici bir etki ortaya ¢ikarmaktadir. Bunun yayilmasi is
gucu devir hizini artirabilmekte ve yeni personel alma surecini baslatarak orgute “ekstra bir
maliyet getirdigi gibi” verimlilik ve kaliteyi azaltabilmektedir. Bu yenilenme sureci ayrica isyeri
genelinde huzursuzluk yaratabilmektedir (Giler, 2023, s.252). Bu baglamda Universitelerde
arastirma gorevlisi sayisinin azalmasi, bazi bolimlere akademisyen bulunmasinda guglukler
yasanmasi ve yurt disina akademisyenlerin beyin gocu gergeklestirmesi anlasilabilmektedir.

Calisanin sozlesmede belirtilen is gereklerini yerine getirmekten Oteye gecmeyen tavri
kaynaklarin israfina yol agabilmektedir (Shatakshi, 2022, s.30). Sessiz istifanin olmasi halinde
calisanin kendine olan guveni azalmakta, bir miktar sucluluk duygusuyla karisan bu zihniyet
yapisinin bir yansimasi ile calisanin 6z degeri dismekte ve bu durum calisana yonelik kisisel bir
maliyet getirmektedir. Calisanlar is yerine deger katmaktan imtina ederken yaraticiliklari da
korelmektedir. Boylece Uretkenlik hem calisan hem de isyeri nezdinde vyitiriimektedir (Boz,

33 Akademik tesvik d6denegi uygulamasinin isletiimesinde her bir akademik faaliyet tiriinden alinabilecek toplam puanin %30 ile
sinirlandiriimig olmasi hak kayiplarina neden olmaktadir (EBSAM Arastirma Dizisi, 2024, 5.48).
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Duran, Karayaman & Deniz, 2023, s.17-18). Yapilan galismalarda nitelige degil nicelige 6nem
verilerek daha fazla akademik tesvik dcreti alinmaya yonelmek ya da ek ders almak icin bir
mUcadele vermek orgut kdlttrd haline gelmektedir. Bu nedenle “ekonomik kdlfeti agir olan ve
ciddi gayret gerektiren” toplumsal sorunlara yonelik degerli calismalardan imtina edilmektedir.
Bu durumu Maslow'un ihtiyaglar hiyerarsisi gergevesinde okumak gerekmektedir. Bir kimse
oncelikle fizyolojik ve guvenlik ihtiyacina yonelmekte ve kendini gergeklestirme ihtiyacini
otelemektedir (Ergun Ozler, 2013, s.141-142).

Sessiz istifanin gordldigu orgutlerde is kalitesinin distkliguntn tetiklenmesine bagli olarak
marka degerinin ve sadakatinin azalmasi ile musteri/vatandas/ogrenci memnuniyetinde
dususler gorilmesi kacinlmaz hale gelmektedir (Yildiz, 2023, s.3183). Universitelerin sayisinin
artmasina bagl olarak bir kalite kaybi yasandidi elestirisi yapilsa da (Karaman, 2022; Cetin,
2018, s.725) esasinda bu kayiplari sessiz istifa perspektifinden okumak gerekmektedir. Clnk
sessiz istifa, “akademisyeni” arastirma kalitesini disurmeye ittigi kadar ders anlatma verimini
de dusurmeye itmektedir. Cok saat ek derse girmek ya da emeginin hakkini alamadigini
dusunerek dersleri gevsetmek Universitelerin egitim kalitesini dusurecektir. Bir de buna dustk
puanlarla Universiteye alinan ogrencilerin yeteneksizligi eklendiginde akademisyenin ders
verimi seviyesi etkilenecektir. Bu konuda motivasyonsuz bir akademisyenin anlattigi dersi
ogrencilerin motive olmus bir sekilde dinlemeleri ve 6grenmeleri mimkin degildir (Ozmen,
2023).

Orgiit Kiiltiirii ve is Ortami Kaynakl Sorunlar

‘Orgit kiltird ve is ortami kaynakl sorunlar” da akademisyenleri sessiz istifaya
surtiklemektedir. Universitelerde galisan akademisyenlerin yarisindan fazlasi (180 bin
civarindaki akademisyenin 110 bin kadari) Dr. Ogretim Uyesi, Ogretim Gorevlisi, Arastirma
Gorevlisi seklindeki genc¢ akademisyenlerden olusmaktadir. Bu geng akademisyenlerin
toplumun bilimsel ve dusunsel altyapisini olusturan bir kesim olarak, toplumsal hadiselere
Oneriler gelistirmesine, saglkli bir distnce zeminine ve bu dusunceleri harekete gecirecek
uygun olanaklara ihtiyaclari bulunmaktadir (Geng Akademisyenler Birligi, 2024). Bu gergevede
orgut kulturd ve is ortami kaynakli sorunlar olarak “akademik 6zgurligun olmamasi, is tatmini
ve doyumunun olmamasi, mobbing ve motivasyonsuzlugun hakim olmasi, is yukinun fazlalgi,
dretkenlik noksanligi, is kultdru ve calisma ortaminin kusurlu olmasi” seklindeki sorunlar
incelemeye alinmistir.

Demokrasiye Uygun Davranilmamasi: Akademik Ozgtirliik Sorunu

Universitelerde demokratik bir yapilanmadan bahsedildigi zaman ilkin rektor atamalarinin nasil
yapildigl akla gelmektedir. Rektorin kim oldugu hususu Universitede atilacak adimlari ve
yurUttlecek politikalari belirleyen bir husus olmasi acgisindan “bazi tlkelerde rektorler akademik
kapasiteleri dikkate alinarak ve katiimci bir sekilde” ve “bazi ulkelerde ise neredeyse bir yila
varan titiz bir se¢im usulu ile secilmeye dayanan bir surece” dayanarak gerceklesmekteyken ve
hatta rektorlerin “0grenci temsilcilerinin de gorev aldigi Rektor Arama Komitesi'nin karari ile
belirlenip Universitenin yetkili kurulunca onaylanmasi gerekirken” Turkiye'de rektor belirleme
surecinde universitenin disarida birakilmasi, liyakat ve uluslararasi ol¢utlerden ziyade ideolojik
ve siyasi tercihlerin 6n plana gikarilmis olmasi s6z konusudur (Esme, 2021, s.4). Bu hususta
Okgabol (2016, s.36) Turkiye'de bazi Universitelerde “dekan ve 0Ozellikle rektor segimlerinin”
siyasi parti secimlerini aratmayacak duzeyde gergeklestigini, bu durumun akademisyenlerde
bolinmeye sebebiyet verdigini, YOK'Un ise Universitelerde yapilan rektor adayr belirleme
secimlerinin sonuglarina saygi gostermediklerini, Cumhurbaskanin bu atamayi alinan oya gore
degil de ilgili iktidar partisine yakinligina gore belirledigini ifade ederek elestirmis®* olsa da
(Okcabol, 2016, s.36) ozellikle 20716'dan sonra rektorlerin segime tabi olmaksizin dogrudan

34 Boyle bir durumda rektor olarak atanan kimselerin kendisine oy vermeyenlere kargl soguk davranmasi ve mesafe koymasi s6z
konusu oldugu gibi aday olup segilemeyenlere de sug islemis muamelesi yapildigina dair rneklerle karsilagiimistir (Okgabol, 2016,
s.36).
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Cumbhurbaskani tarafindan atanmasi s6z konusu oldugundan secim usullinden tamamiyla
kopuldugu gortlmektedirs® (Kural, 2016).

Rektorlerin segilerek atanmasi usultintin 2016’da sona ermesinden (Kural, 2016) 2 yil sonra
Cetin (2018) akademisyenlere yonelik yaptidi ¢alisma sonucunda 6zerklik sorununun onemili
bir yonetsel sorun oldugu sonucuna ulasmistir. Katiimcilar, Universitelerin artik kendi
kararlarini veremediginden ve rektorlerini dahi secemediginden yakinmislardir. Dolayisiyla daha
Ozerk olmasi gereken Universitelerin daha merkezi yonetilir bir hale getirildiklerini ve higbir
konuda gorUs ileri stiremediklerini ifade etmislerdir (Cetin, 2018, s.723). Ayni yil Akyol vd.,
(2018, s.126)'nin akademisyen yoneticilere yonelik yaptiklarl arastirma sonuglarina gore,
katihmcilar, yuksekogretimin daha o6zerk bir yapiya sahip olmasi gerektigini belirtmislerdir.
Burada yuksekogretim yoneticileri, egitim alaninda saglanacak ozerkligin Turk Yuksekogretim
Sisteminin gelismesine katki saglayacagini bildirmislerdir. Arastirmada, 6zerk Universitelerde
kararlarin daha gabuk alindigi, arastirma kalitesinin ve sayisinin arttigi ve daha etkili ¢iktilar elde
edildigi verilerine ulagiimistir (Akyol vd., 2018, s.129).

Demokrasi konusundaki diger bir sorun ise YOK'in kendisi olarak gosteriimektedir. Bu kurum,
12 EylUl darbesini yapanlarin Universiteleri kontrol altinda tutmak igin olusturduklari bir kurum
olmasi ile demokrasiden uzak bir imaja sahip bulunmaktadir. YOK'iin 6teden beri uyguladigi bu
merkeziyet¢i yaklasim, buglne kadar gegen zaman diliminde vyetkileri daha da arttinlarak
devam etmektedir. Ote yandan bu kurulun yoneticilerinin belirlenmesinde ideolojik ve siyasi
onceliklere bakarak hareket edilmekte ve dolayisiyla evrensel kabul edilen bilimsel olgutler ve
liyakat esaslarina uzak bir pozisyon isgal edilmektedir. Boylece universitelerin ozerkligi ciddi
anlamda engellenmektedir (Esme, 2021, s.3). Demirel (2018, s.318)'in yaptidi arastirma
sonuglarina gore yuksekogretimle ilgili mevzuat duzenlemeleri Universitelerin - gelisimini
engellemektedir. Bu baglamda katiimecilarin % 83'U “YOK'Un Universiteleri belli bir standart
uygulamaya zorlayarak Universitelerde vyeniligi engelledigini® belirtmiglerdir. Ayni sekilde
katihmcilarin % 88'i “olagandisi rektor atamalarinin Universitelerin 6zgur bir zihin ortami
yaratmasini engelledigini” beyan ederken % 83U de “Universitelerin mevcut yapisinin ve
yonetim tarzinin bilimsel ¢alismalarin yapilmasina uygun olmadigini” ifade ettikleri dikkat
cekmektedir. Bayram (2013, s.39) ise akademik ozerkligin, esnekligin, 6gretim Uyesi-6grenci
inisiyatifinin yok edildigini, Universitelerin rektor-YOK baskani ve hiikiimet ekseninde yonetilen
kurumlar haline getirildigini bildirerek bu yapilanmayi elestirmektedir.

Universitelerde s Tatminsizligi Sonucunda Tiikenmislik ve Motivasyonsuzlugun Hékim Olmasi

Orglitte yasanan is tatminsizligi bircok sebepten kaynaklanabilmektedir. Erdil, Keskin,
Imamoglu & Erat (2004, s.19) yaptiklar ¢calismada “ekonomik kosullar, isyeri givenligi, isteki
arkadaslik ortami, liderlik ve yonetim tarzi, galisma ortami ve kosullari, takdir edilme ve isin
kendine has ozellikleri” gibi hususlari is tatminine etki eden onemli faktorler olarak tespit
etmislerdir. Tor (2011, s.47) bunlara ilave olarak “orgit buydkligu ve yapisini, iletisimi, bireyin
calisma kosullarini (calisma saatleri ve sosyal imkanlar vs.), sosyal gevresi ve imkanlarini,
egitim olanaklarini, calisanin yeterlilik dlzeyi ve kisilik yapisini, isin toplum igindeki genel
algilanisini (zorluk derecesi-yapisi)” is tatmininin faktorleri olarak bu listeye dahil etmistir (Tor,
2011, s.48-52). Bahsi gegen bu sorunlar “orglte ve ise karsi ilginin yok olmasl, sik sik
devamsizlik yapiimasi, is sikayetlerinde artislar yasanma, is gucu devir hizinin artmasi, is
verimliliginin - dusmesi, ¢alisanin mutsuz olmasi ve saghgini kaybetmesi, gudulenmede
yoksunluk yasanmas!” seklinde sonugclar ortaya gikarmaktadir (Giler, 2014, s.42).

“Universitelerin fiziki imkanlarinin yetersizligi, calisma arag ve gereglerinin eksikligi, kalabalik
siniflarin - mevcudiyeti, yogun yukselme sinavlariyla yiz ylize kaliniyor olmasi, ¢alisma
odalarinin ¢ok kisi tarafindan kullaniliyor olmasi, agir ders yukleri altinda kalinmasi, yurtici ve
yurtdisi bilimsel c¢alismalarin ekonomik olarak desteklenmemesi, grup halinde ¢alisma

35 Anayasa Mahkemesi (AYM) 2024 yilinda aldii kararla rektor atanmasinin Kanun Hikmtnde Kararname ile diizenlenmesini iptal
etmistir. Ancak iptal htikminin 12 ay sonra ydrirlige girecedini salik vermistir (Karatag, 2024).
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kdlturtndn yerlestirilemiyor olmasi ve buna benzer bir cok sorun” akademisyenlerin bilgiyi elde
etmesi, arastirmasi ve uygulamasi surecinde imkansizliklar ortaya cikarmakta ve bdylece
akademisyenlerde tikenmiglik hissi uyandirmaktadir (Gller, 2014, s.26; Kurt, 2007, s.106).

Akademisyenlerin yasadi§li buna benzer sorunlar onlarin motivasyonunu ve is doyumlarini
asadl cekmekte ve dolayisiyla ise yonelik performanslarini zedeleyebilmektedir (Dost &
Cenkseven, 2007, s. 204). Ylksekogretim sistemi g¢ogunlukla yasaklarin ve yapiimamasi
gerekenlerin sinirlarini gizmek Uzerine kurulmustur. Tdrkiye'de calisani motive edebilecek,
onlarin Uretim heyecanlarini artirabilecek bir tesvik ve odullendirme sistemi insa edilememistir
(Bayram, 2013, s.40). Yasanan ekonomik kaygilar akademisyenlerde bilimsel yayinlara ve
derslere yonelik gidulemeyi zorlastirirken (Bulbdl, 2006, s.163-164) ek ders gibi formidillere
bunun asiimaya calisiimasi daha fazla is yuku getirdiginden motivasyon daha da asinmaktadir
(TUSIAD, 2008, s.23). Universite yonetiminin akademisyenlerin beklentilerini karsilayacak
adimlar atmamasl da bunu tetiklemektedir (Dost & Cenkseven, 2007, s.205). Cetin (2018,
s.724)'in yapti§l arastirmada akademisyenlerin “kendilerinin motive edilmesine donik” gok
fazla bir sey yapilmadigini belitmeleri de bu tatminsizlik ve tikenmislik durumunu
aciklamaktadir. Boyle bir imkansizlik ortaminda bir de “akademik yeterliligin surekli olarak
sorgulanmasi, atanma ve yukselmeye dair olcutlerin surekli olarak degistirilmesi, akademik
unvanlarin dagitilmasinda adaletsiz davraniimasi, cinsiyet ve ideoloji gibi kistaslara gore
ayricalikli davranilmasi gibi durumlarin da ilave olarak yasaniyor olmasi” akademisyenlerde
tlkenmislik duygusunu katlamaktadir (Giler, 2014, s.26).

Akademisyenler tarafindan yasanan tatminsizlik elbette Ulkenin gelece@i olan genclere de
sirayet etmektedir. Akyol vd., (2018) yaptiklari calismada “ylksekogretim 6gdrencilerinin
motivasyon sorunu yasadigina, derslere ilgisiz olduklarina ve bu motivasyon eksiklerinin
akademik basarisizliktan kaynaklanabilecedinin goz onunde bulundurulmasi gerektigine”
deginerek buna dikkat gekmislerdir (Akyol vd., 2018, s.127). Ozmen (2023) ise Turkiye'de
dniversitelerin iginde bulunduklari  olumsuz kosullarin - milyonlarca gencin hayalinin
somdurulmesi anlamina geldigini, tim maddi varliklarini ve zamanlarini Universite egitimine
ayiran genclerin katkisi kisitli bir Gniversite egitim almak zorunda kalmalari nedeniyle Ulkelerine
faydali olamayacaklarini ifade ederek akademisyenlerin icinde bulunduklar sessiz istifa
kosullarinin 6grenciye olan yansimalarini dile getirmistir.

Is Yiikii Fazlaligh ve Uretkenlik Sorunu

Akademik yasamda her gegen gun is yuku artmaktadir (Tung, 2007, s.2). Akademisyenlerin
yeterli Ucret gelirine sahip bulunmamasi onlar bilimsel arastirmalarina yeterli kaynagi
bulabilmek icin daha fazla is yuku (ek ders, ikinci 6gretim, yaz okulu, piyasaya proje hazirlama
vs.) altina girmeye zorlamaktadir®® (Blbdl, 2006, s.62). Gelismis Ulkelerde 6gretim elemanlari
haftada dort ila alti saat ders yukud alip geriye kalan zamanlarini akademik calismalara
ayirabiliyorken Turkiye'deki ogretim elemanlan haftada 40-50 saatlik ders yikl altina
girebilmektedir (Guler, 2014, s.26). Bu durum is yikunt artinirken arastirma ve ogretim
etkinliklerine ayrilan zamani azalarak Uretkenligi zedelenmektedir (Bulbtl, 2006, s.62-63). Bu
kapsamda uzun vadeli ve topluma katki dlzeyi yUksek calismalara zaman ayiramamaktadirlar
(EBSAM Arastirma Dizisi, 2024, s.47). Zamanlarinin neredeyse tamamini on lisana/lisans
derslerine ayirr hale gelen akademisyenler, kendisini gelistirmek icin firsat bulamadiklan gibi
lisanslstu egitimin kalitesinin dismesini de izlemek durumunda kalmaktadirlar (Gimat vd.,
2013).

Akyol vd., (2018, s.126) tarafindan yapilan arastirma bazi durumlarda akademisyen azligina
bagl olarak da ders yiikinln artarak Uretkenligin distigini gostermektedir®” (Akyol vd., 2018,
s.128-129). Demirel (2018, s.318)in yaptidi arastirma Turkiye'de akademisyen sayisinin

36 Hatta akademik yayin treten sirketlerin Gcretli calisanlari haline gelebilmektedirler (Makale Talep, 2024).
37 Boyle bir durumda akademisyen ekonomik ihtiyaci olmaksizin derse zorunlu olarak girmesine bagl olarak tamamen verimsiz bir
sekilde ders isleyeceginden 6grenci yetistirmedeki Uretkenligi de zedeleyecektir.
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yetersiz oldugunu gozler oniine sermektedir. Arastirmaya gore bazi d6zel konularda deneyimli
profesor ve dogent sayisi yetersiz oldugu gibi bazi uzmanlik dallarinda akademisyen bulmak da
gok zor hale gelmektedir. Arastirmanin sonuglarina gore katilimcilarin %77'si “ilgili konuda
uzman olmayan akademisyenlerin dersleri okutmaya mecbur birakiimasinin 6gretimi olumsuz
etkiledigini”; % 771'i ise “intiya¢ duyulan uzman personeli bulduklarinda YOK'Un kati kurallarinin
bunun uygulanmasina engel oldugunu” ifade ederek akademide yasanan uretkenlik engelini
dile getirilmiglerdir.

Turkiye'de yuksekogretimde ogrenci basina dusen akademisyen sayisi, dinya siralamasi iyi
olan Universitelere kiyasla asagi konumdadir (Cimat vd., 2013). Bu baglamda akademisyenlerin
niteliginin artinlmasi ihtiyact yaninda doktorali akademisyen ve arastirmaci sayilarinin da
artinlmasi gerekmektedir (Erdogmus, 2019, s.33). Egitim dlzeyi siralamasinda diinyadaki sirasi
ilk 10 da olan Universiteler ile ilk 1000 icerisinde yer alan Turkiye'deki Universitelerin
akademisyen basina dusen ogrenci sayilari incelendiginde akademisyen ihtiyacinin devam
ettigi acikga anlasilabilmektedir (EBSAM Arastirma Dizisi, 2024, s.21). Dolayislyla
universitelerde yeterli akademik kadro olmadigi gibi, teknik eleman, memur ve hizmetli
personel eksikligi de devam etmektedir (Karaman, 2022). Bu baglamda personel azlgl,
calisanlarin is ytkdnd artirip onlari sessiz istifaya strtklemektedir (Akyol vd., 2018, s.129).

Cetin  (2018)'in  akademisyenlere yonelik  gerceklestirdigi  arastirmada  katilimcilar
“akademisyenlerin nitelik ve niceligi ile ilgili sorunlar yasandigina, ¢ok fazla tUniversite olmasi
nedeni ile kalifiye eleman sikintisi gekildigine ve akademisyenlerin kendilerini gelistirme firsati
bulamadiklarina” dair cevaplar verilmislerdir (Getin, 2018, s.724). Ote yandan “Turkiye'nin
uluslararasi yayinlarda dokiman sayisinin dinya Ulkeleri icindeki payinin ve atif sayilarinin
dustugune, Turkiye'de atif sayisinin yayin sayisina gore daha duslUk dizeyde olduguna ve
ULAKBIM'de taranan bilimsel dergi sayisindaki artisin disik olduguna” dikkat gekilmektedir
(Erdogmus, 2019, 5.36).

Akademide uretkenlik beklentisinin bir tehdit unsuruna donusturtlmemesi de ayrica Uretkenligi
zedelemektedir. Akyol vd., (2018)'nin arastirmasinda katilimci olan yiiksekogretim yoneticileri,
akademisyenlerce yurutulen arastirmalarin kariyer odakli veya akademik tesvik odakli olmalari
nedeniyle “niteliksel olarak distik drtinlerin (yayinlarin) ortaya gikmasini” bytk bir sorun olarak
dile getirmislerdir (Akyol vd., 2018, s.129). Dolayisiyla akademisyenlerden olmasi gerekenin
uzerinde verimlilik ve Uretkenlik beklenmesi neticesinde akademisyenler, bilime ve topluma
katki getirebilecek nitelikli calismalar yapmak yerine, daha fazla “puan” getirebilecek ve cesitli
glic konumlari sa@layabilecek calismalara yonelmek zorunda kalabilmektedir (Tung, 2007, s.2).
Bu sekilde davraniimasinda ytkselme kistaslarinin her gecen gun ongortlemez bir bicimde
zorlastinimasinin da budyuk payr bulunmaktadir. Bu kosullarda akademisyen bir an once
kistaslari basarip yeni dizenlemelerin kayiplarini yasamaktan kaginmak istemektedir®.
Dolayisiyla bu duruma ¢ozim olarak getirilen duzenlemelerin de “calismalarin niteligini
bozdugu” ifade edilmektedir. Bu cercevede zorlastirilan sartlara bagli olarak Trkiye'deki
akademisyenlerin  kalitesi  yuksekogretim igin  yenilik getirmeye elverigli  olmaktan
uzaklagmaktadir (Demirel, 2018, s.318).

Orglit Kuiltird ile Is Ortanmi Kaynakil Sorunlar ve Sessiz Istifa lliskisi

Gallup’un Kiresel Igyerinin Durumu Haziran 2023 Raporu’na gore -is yerindeki yiksek strese
bagl olarak- katiimcilarin %59'unun sessiz istifa yasadigi anlasiimaktadir (Atiom, 2023;
Christian, 2023). ABD'de “galisanlarin sergiledigi performansin 6nemsenmemesi, galisanlarin
saygisizlik hissetmesi, toksik calisma kultirintn mevcudiyeti, is tatmininin azalmasi ve isin
anlamliigini yitirmesi” seklindeki gerekgeler ile ortaya gikan “Blyik Istifa” hareketi sessiz
istifanin boyutlarini sergilemektedir (Galiskan, 2023, s.194). Clnkl galisanlar sessiz istifa

382024 yili itibariyle gegerli olmast igin getirilen yeni dogentlik kriterleri (TC Yuksekogretim Kurulu Baskanligi Genel Kurul Kararlari,
2023) ve Dr. Ogretim Uyesi atanmak igin getirilen yeni kistaslar (Aksaray Universitesi Ogretim Uyeligine Yikseltiime ve Atanma
Yonergesi, 2018) bu konuda akademisyeni buna tesvik etmektedir.
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yasadiklarinda kendisi i¢in onceledigi isyeri beklentilerini geriye iterek kendilerine uygun
olmayan igleri ve galisma kosullarini reddetme egilimine strtklenmislerdir (Ratnatunga, 2022,
s.13).

“Sessiz istifadaki artis” is tatmininde gozle gorulur bir dususle ters orantili gergeklesmektedir
(Tapper, 2022). Asana’nin 2022 isin Anatomisi Raporu'na bakildidina 2021 yilinda her on
calisandan yedisinin tukenmiglik yasadigi sonucuna ulasiimigtir. Dolayisiyla tukenmiglik
yasayan calisanlar orgite daha az bagl olduklarindan daha fazla hata yapabilmekte ve distk
morale sahip olduklarindan is yerinde ylksek risk altinda olabilmektedirler (Hetler, 2022). 2022
Adustos’'unda yapilan bir galisma (ResumeBuilder.com’un anketi) ise, Amerika'daki calisanlarin
%21'Inin asgari duzeyde is yaptigini ve %5'inin de aldiklari Ucretin karsiligini degil daha azin
yaptiklarini ortaya koymustur. Dolayisiyla tikenmislik hissi bu arastirmada da sessiz istifa
egiliminin nedeni olarak ortaya gikmistir (Bannan, 2022). Dolayisiyla tlikenmislik hissinin
tetikledigi sessiz istifa motivasyon eksikligine sebep olmasiyla ve verimliligi disurmesiyle is
yeri ortamina olumsuz yansimaktadir (Klotz & Bolino, 2022).

“Orgltlerin personeline fiziksel ve zihinsel intiyaglarini karsilayacak dizeyde bir galisma ortami
olusturamamalarindan dolayl” sessiz istifanin ortaya c¢iktigi degerlendiriimektedir (Cohen,
2022). Cunkl cgalisanlar igin sessiz istifaya basvurmanin en 6nemli sebebi ruh sagliklarini
iyilestirmek veya korumayi surdurmektir. Calistigi pozisyonundan mutlu olmayan c¢alisan
yasanan tikenmisligi onleme ve stresi hafifletme cabasi ile (Hetler, 2022) bununla basa
¢lkmak ve onlemek istediginde bunu sessiz istifa ile disa vurmaktadir (Alexiev, 2022).

Sessiz istifa orgutleri hedeflerinden uzaklastirmaktadir (Guler, 2023). islerini bir amag ugruna
yapmay! birakan galisanlar artik yaptiklar isten keyif alamayacak hale gelerek is tatminleri
azalmaktadir (Cimen & Yilmaz, 2023, s.28). Sessiz istifa bu slregte is kalitesinin diismesine
neden olmaktadir. Sessiz istifanin bir sonucu olarak calisanlar 6deme yapilmayan
gorevleri/sorumluluklar  reddetme egilimi gostermekte, isine fazla duygusal yatinm
yapmamakta, is nedeniyle aile ve 0zel hayati goz ardi etmeyi birakmaktadirlar (Alexiev, 2022).
Dolayislyla sessiz istifa igyeri ile olan badi zayiflatmakta ya da koparmaktadir (Cimen & Yilmaz,
2023, s.27). Boylece ise ayirdiklari caba da azalmakta ve kariyerleri icin micadele verme fikri
otelenmektedir (Hetler, 2022). Sessiz istifa felsefesi, “mevcut sisteme olan inancin yitmesi, isle
gurur duymanin bitmesi, ise sahip olmaya donuk sukrin nihayetlenmesi” s6z konusudur.
Bunun sonucunda Uretkenlige, yenilikcilige ve kaliteye yonelik bir kayip ve dolayisiyla “orgutsel
vatandaslik davranisi’nda bir azalma ortaya ¢ikmaktadir (Hart, 2022). Calisanlarin toplantilara
katilma istegi ortadan kalkarken ise olan devamsizliklar artmaktadir (Cuadra, 2022). Ozellikle
evden galisma sulrecinin islemesi ile calisanla yonetim arasinda baglar kopmaktadir®® (Hetler,
2022).

Calisan beklentilerinin isverenler veya yoneticiler tarafindan dikkate alinmamasi galisanlarin
kendilerini de@ersiz hissetmelerine ve is doyumlarinin dismesine neden olmaktadir.
Universitelerdeki durum da dikkate alindiginda galisma ortaminda kisinin kendini degersiz
hissetmesi ve isine karsl duydugu tatminsizlik sessiz istifanin hizla yayllmasina zemin
hazirlamaktadir (Boz vd., 2023, s.18). Calisanlarin sadece sozlesmede belirtilen is gereklerini
yerine getirmesi ise orgutun kultlrinde bir seylerin ciddi manada yanlis gittiginin gostergesidir.
Isyerinden kopma sonucunda 6rglt igin cok onemli olan isyeri mutlulugu ortadan
kalkabilmektedir (Shatakshi, 2022, s.30). Bu tatminsizlik galisanda yenilikleri 6Ghemsenmeme ve
inisiyatif almama distncesini tetiklemektedir (Atiom, 2023). Boylece galisanlar hedeflerini
birakarak kisisel yasamlarini iyilestirmeye yonelmeyi tercih etmektedir (Lu vd.,, 2023, s.2).
Ozellikle Z kusag olarak adlandiran kitlede sessiz istifanin ok ileri dizeyde yasandii

39 Gallup’un 2021 yilinda yaptigi galigma insanlarin sadece %36'sinin isleriyle mesgul oldugunu (Hetler, 2022). 2022'de yayinlamis
oldugu Kiiresel Isyerinin Durumu Raporu ise calisanlarin sadece %22'sinin isine bagl hissederlerken %60'inin duygusal olarak
islerinden kopmus hissettiklerini gostermistir (Smith, 2022). 2022 Agustos'unda -ResumeBuilder.com’un- 1.000 isgi Uzerine
gergeklestirdigi calisma, Amerikalilarin yaklasik dortte birinin, kendilerinin sessiz istifa edenler oldugunu belirttigini gostermektedir
(Malinsky, 2022).
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arastirma sonuglarindan takip edilebilmektedir®® (Pandey, 2022; Shatakshi, 2022, s.27). Yapilan
arastirmalar genclerin is sureclerinde daha yilgin olduklarini gostermesiyle esasinda
akademiye yeni adim atan genclerin ve Universite ogrencilerinin orgut kdlturt ve is ortami
kaynakli sorunlara daha direngsiz oldugunu ve boylece sessiz istifaya daha yatkin
olabileceklerini gostermektedir (Hetler, 2022). Z Kusadi'nin pandemi deneyimi “yetiskinlige
gecisin ortasinda” onlari alt Ust ederek zihinsel sagliklar Gzerinde agir bir yuk olusturmus ve
yUksek seviyede isten cikarmalara tanik olmalariyla kariyer soku yasamislardir (Hamouche vd.,
2023, s.4295). Arastirma gorevlileri gibi akademideki baslangic asamasindaki galisanlarin
universitelerden ayrilarak baska is alanlarina yonelmelerini bu ¢erceveden okumak
gerekmektedir. Universitelerde durum bu kadar kritik iken uzmanlar, sessiz istifanin daha iyi bir
is-yasam dengesi saglamanin Gtesine gegebileceginden endise duymaktadirlar (Tong, 2022).
Arianna Huffington*', LinkedIn’da paylastiyi makalesinde sessiz istifanin zamanla hayat
birakmaya dogru gidebilecegini ifade etmektedir (Giler, 2023, s.251).

Kariyer ve Etikle ilgili Sorunlar

Akademisyenlerin kariyer ve etik temelinde de sessiz istifaya suruklenecegi birgok sorun
mevcut bulunmaktadir. Bunlar “akademisyen alimlarinda liyakatin dikkate alinmamasi,
ylUkselme kriterlerinin engeller nedeniyle isletilememesi ve bu badlamda etik, kadro ve terfi ile
ilgili sorunlar yasanmasi, 0zluk haklari magduriyetleri, meslegin prestijini kaybetmesi ve azalan
mesleki ilgi” seklinde incelenecektir.

Liyakatin Dikkate Alinmamasi

Akademide, yukselme ve yonetim kademesine atamalarda liyakate dikkat edilmeme sorunu ile
de karsi karsiya kalinmaktadir. Terfiler yapilirken objektif kriterlerin olusturulmasi ve esitlik¢i bir
yaklasimin benimsenmesi konusunda ciddi sikintilar bulunmaktadir (Akyol vd., 2018, s.125).
Yiksekogretim Kurulu Eski Baskan Vekili Prof. Dr. isa Esme (2021, s.3-4) bu sikintinin YOK
yoneticilerinin  belirlenmesinde ve Rektor secgimlerinde de liyakatin Otelenmesi  seklinde
kendisini gosterdigini ifade etmektedir. Bununla birlikte akademisyen secgiminde yeterlilige,
liyakate ve kaliteye bakmak yerine es, ahbap, tanidik ve siyasi olgUtlere gore davraniimasi s6z
konusu olmaktadir (Karaman, 2022). Karaman (2022) tim bu olgular birlestiginde kurumda
calisan diger akademik personelin hevesinin kalmadigini ve bu nedenle akademisyenlerin
sadece zorunlu yapmalari gereken ders vazifesine odaklandiklarini belirtmektedir.

YOK ve Universitelerin, liyakat yerine siyasi yakinlik olcitlerine gore atama yapmasi
universiteleri geriye iten onemli bir gerekgedir. Bu politika Universitelerin asil iglevi olan bilim
uretme performansini disirmektedir. Yapilan arastirmalar Pakistan, Misir, iran ve Suudi
Arabistan gibi ulkelerin bu konuda gelisme kaydederken Turkiye'nin ise geriye gittigini
gostermektedir (Esme, 2021, s.2-3).

Cetin (2018)'in yaptigi arastirmaya gore 6gretim elemanlari, “konumunuz ve yetkiniz dnemli
kararlar almak icin uygun olsaydi, Universitelerin sorunlarina ne gibi ¢ozumler Uretirdiniz?”
sorusuna yanit olarak “Yazili sinavi geri getirir torpil yapilmasini mimkun oldugunca onlerdim.”;
“Kadro ilanlarinda objektif kriterler koyup, yetkin insanlarin belli engellere takilmasini
engellerdim.”; “Universiteleri dinya normlarina uygun haline getirmek igin uygun ortamlarin
yaratiimasini saglamak isterdim.”; “ilk énce arastirma igin bir ekip kurar, verileri degerlendirir,
¢ozum yollarini arastinir ve gerekirse yurtdisinda bu konuda basarili olan okullardan destek ister
ve uygulamalari baslatirdim. Surec uzun ve zahmetli olabilir ama zamanla sistem oturacaktir.”,
“2006'dan sonra kurulan Universitelerin hepsini kapatirdim.”; “..dniversiteleri yonetimleri
konusunda 6zgir birakirdim.” seklinde cevaplar vererek (Cetin, 2018, s.725) Universitelerde
liyakat meselesinin ne kadar c¢ok otelendigini gostermislerdir. Dolayisiyla adaletsizligin
tikenmislige sirtkleyen bir yonu bulunmasiyla (Gler, 2014, s.26) yikselmelerde siyasi destek

40 Aragtirmalara dair ayrintili bilgi igin bakiniz (Pandey, 2022; Shatakshi, 2022, s.27).
41 Thrive Global'in CEO’su.
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bulamayacagini disinen bir akademisyen icin kariyer sansi azalmakta ve sessiz istifaya kapi
aralanmaktadir.

Yiikselme Kriterlerinin Dengeli Isletilernemesi ve Etik Termnelli Sorunlar Yaratmasi: Kadro ve Terfi
Sorunlari

Akademi her sey den once akademisyen secimlerinin liyakate uygun yapilmadigi bir alan olarak
olumsuz bir imajl Uzerine almis gozikmektedir. Demirel (2018, s.318)'in akademisyenlere
yonelik gerceklestirdigi calismada verilen “her diizeyde akademisyenin secgimi sibjektif (0znel)
yontemlerle yapilmaktadir” seklindeki onermeye verilen cevap “Evet:%63- Hayir:%37" olarak
gergeklesmistir. Bu baglamda akademik atamalarda liyakat beklentisi olmamasi (Ardig, 2023a)
ile kariyer sisteminin bozuldugu gorulmektedir.

Buna ilaveten akademisyenlerin kariyer siirecinde de subjektif (6znel) tutumun yaygin oldugu
ve ylkselme sartlarinin karsilanmasinda niteligin ikinci planda kaldigi belirtiimektedir (Akyol vd.,
2018, s.127). Akyol vd. (2018, s.121)'nin gergeklestirdigi arastirmaya katilan yiksekogretim
yoneticileri, dogentlik sinavlarinda ve yonetici secimlerinde seffaf ve liyakate uygun bir strec
yasanmadigini, akademisyenlerden beklenen kriterleri saglamak adina akademisyenlerin son
yillarda yaptiklar arastirmalarda nitelikten ¢ok nicelige onem verdiklerini, daha kaliteli ve
zaman harcanmis arastirmalar yapmak yerine daha az zaman harcanarak daha fazla
arastirma yapmaya yoneldiklerini, arastirma sayisinin artmasina ragmen niteliginin
dismesinde 0Ozellikle “akademik tesvik surecinin” etkisinin oldugunu, bu artisa kariyer gelisim
slrecinde “istenen kriterlerin” de neden oldugunu belirtmislerdir (Akyol vd., 2018, s.122). Bu
gorUsleri destekleyen bir diger calisma ise Kil vd. (2021)'nin yaptiklari yiksekogretimde
yasanan sorunlarin degerlendiriimesini iceren galismadir. Bu ¢alismada akademisyenlerin en
blydk sorunlarinin “nicelik, istihdam ve terfi sorunu” oldugu sonucuna ulasiimistir. Bu sorun
akademisyenlerin  nitelik sorununu da etkilemektedir. Bu dogrultuda Universitelerde
akademisyen terfilerinde adaletsizlik yapildigi ve liyakat sorunlarinin yasandidi belirtiimistir (Kil
vd., 2021, s.98).

Dolayisiyla akademideki performans beklentilerinde de sorunlar yasandigi anlasiimaktadir.
Bayram (2013, s.40) gelismis butin Ulkelerde performansta asil belirleyici olanin;
“akademisyenin yudrutmds bulundugu arastirma, almis oldugu proje destegi ile kuruma
kazandirdigl kaynak, ortaya ¢ikardigi yayin, davet edildigi bilimsel toplanti, katki sundugu ulusal-
uluslararasi etkinlikler vb.” oldugunu ifade ederek Turkiye'de tip fakulteleri 6rnedi Uzerinden
giderek tip fakultelerindeki akademisyenlerin gelir-performans sarmalina mahkim edilmis
durumda olduklarini de@erlendirmektedir (Bayram, 2013, s.40). Bu distnceyi destekleyen
Erdogmus (2019, s.35) Universitelerde bilimsel Uretim ve performansin yillar iginde artis
gostermesine ragmen performans degerlendirme konusunda sinirli bir bakisla bilimsel ve
sistematik olmayan bir zeminde yol alinmaya calisildigini degerlendirmektedir. Mevcut
“akademik tesvik uygulamasl” orneginin, performansin yayin boyutunu One cikaran bir
uygulama olmasi nedeniyle iyilesme ihtiyacinin bulundugunu bildirmektedir. Ayrica yazar
akademisyen vyetistirme programlarinin  da nicelik ve verimlilik anlaminda ihtiyac
karsilamadigini degerlendirmektedir (Erdogmus, 2019, s.33).

Bunlarin yani sira akademisyenlerin ytkselmelerinin etik disi yollarla da sagdlanabiliyor olmasi
hakkiyla ylkselen akademisyenlerin de kirlenmesine neden olmaktadir. Karaman (2022) bu
konuda “¢ok sayida parali ve sahte dergilerin, sahte kongrelerin ve sahte tez yazim burolarinin
varligi sayesinde* meslekte kayirilan bazi kigilerin mevcut bulundugunu ve bu kimselere

42 Ekonomik imkanlari kisitl olan tek maagl akademisyenler akademik yayin (reten sirketlerin Ucretli galiganlari haline gelerek
(Makale Talep, 2024) etik disI davranisa yonelmekte ve akademik yeterliligi olmayan akademisyenlerin bu sirketlerden yayin temin
ederek ylkselmesine yardimci olarak ylksek ogretimin imajina zarar vermektedirler. Buna ilaveten yikselmek igin bazi yayin
sartlarini karsilamak adina yiksek dcretler 6demeyi goze alan ve hatta bu tur yayinlarin gergeklesme surecinde dolandirilan
akademisyenler bulunmaktadir (Yasar, 2020).
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lisansustl egitim yaptirilarak sonrasinda dogentlik ve profesorlik gibi unvanlarin verildigini*® ve
bunun sonucunda Ust yonetim gorevlerine getirildiklerini” ifade ederek etik disi durumu gozler
oniine sermektedir* (Karaman, 2022). Bu konuda bolimin ve hatta fakdiltenin istemedigi
kisilerin profesorluge alinarak bolim baskanh@ina ya da dekanlga getirildiginin orneklerinin
yasandigdi ifade edilmektedir (Okgabol, 2016, 5.39).

Diger yandan universitelerin akademik yukselme kriterleri akademide yukselmek isteyenleri etik
disi gesitli yollara sevk etmektedir. Cunkd Turkiye'de akademik kariyer basamaklari, doktora
sonrasl baslamaktadir ve doktora oncesi yayinlar ne kadar kaliteli olursa olsun puan degeri
dusuktur. Bu nedenle doktora surecinde uretilen yayin sayisi asgari duzeyde tutularak, yayinlar
doktora sonrasina birakilarak bdylece doktora unvani sonrasinda daha hizli olarak kariyer
basamaklarinda yikselmeye odaklaniimaktadir (Demirbilek & Cetin, 2021, s.197-198). Ote
yandan 90 yila varan Universite tarihi boyunca profesorlige ve docentlie ylkselme ve
atamada neredeyse 50 civarinda, 0gretim Uyeligine yukselme ve atama yonetmeliklerinde de
20 civarinda degisiklik gerceklesmistir. Bu durum Universite ogretim Uyelerini akademik
yukselme ve atama ile ilgili unvan elde etme davraniglarinda etik disi isler yapmaya sevk
etmektedir. Bu konuda akademisyenlerin, yUkselmede aleyhte yonetmelik degisikligi
yasayacagl kaygisi tasiyarak kisa siurede fazla sayida yayin yapma geredi duyduklari
anlasiimaktadir. Ayrica atamalarda rektorlerin izninin gerekli olmasinin yaninda uUniversitelerin
ek sartlar belirleyebilmeleri bu slrecin niteligini olumsuz etkilemektedir (Demirbilek & Cetin,
2021, s.214). Bu baglamda yonetim kademesine atanmalarda ve terfilerde objektif kriterlerin
olusturulmamasi gibi sorunlarin olmasi akademik calisma ve vazifelerde etik sorunlar
dogurabilmektedir (Akyol vd., 2018, s.129).

Turkiye'de yukseldigi kariyer makamini elde etmenin de kriterleri bulunabilmektedir. Arastirma
gorevlilerinin 3. dereceye inmeleri hakkinda yasal bir engel bulunmazken 4. dereceden daha
asagl derecelere ilerletiimeleri engellenmektedir (EBSAM Arastirma Dizisi, 2024, s.49). Dr.
Arastirma Gorevlileri kadrolarindaki engellemeler devam ettigi gibi (Arkan, 2019) meslek
yuksekokullarinda doktorasini bitiren akademisyenlerin (Dr. Ogr. Gor.) norm kadro misaade
ettigi ve yasal bir engel olmadigi halde kadrolarina atanamamalari s6z konusudur (MYO'lara
Ogretim Uyesi Kadrosu, 2024). Benzer sorunlar dogent unvanini kazanmalarina ragmen dogent
kadrosuna atanamayan docentler icin de gecerlidir. Bazi kurumlarda kadro atamasinin
bekletiimesi ya da kadroya 6zel sartlar (ek sozli sinav gibi) getirilerek bu unvani hak ettikleri
halde, salt kadro unvanina veya dereceye bagli haklardan faydalanmalarinin engellenmesi s6z
konusu olabilmektedir (EBSAM Arastirma Dizisi, 2024, s.49). Dolayisiyla ABD gibi Ulkelerde
akademik yukselmelerde “post doktora yapma, onceki akademik tecrubeler, deneyim, idari
gorevler yapmis olma gibi unsurlar® onemli iken Turkiye'de esitligi ve adaleti sorgulatan
davraniglarin yaninda arastirma niceligine dayanan bir stireg izlenmektedir (Demirbilek & Cetin,
2021, s.197-198). Ancak kadrosuna atamayan bir akademisyen atanan akademisyene kiyasla
ayni sinavlarl basarip ayni puanlar toplamis olsa bile bu slregte hak ettigi olanaklardan
yaralanamamaktadir (Tung, 2007, s.2). Bunlara ilaveten bazi kadrolarin (Ars. Gor. ve Dr. Ogr.
Uyeligi gibi) sozlesmeli statiide olmasinin sebep oldudu is giivencesizligi korku ve endise
yaratmaslyla akademisyeni psikolojik olarak yipratmaktadir (Kurt, 2007, s.98). Akademik
yukseltme ve atama olgutlerinin yarattigl bu yikici rekabet kosullarinda akademisyenlerin
calismalarini  ¢alinr ya da taklit edilir kaygisiyla Dbirbirlerinden gizlemeleri dogal
karsilanmaktadir (Tung, 2007, 5.48-49).

Mevzuatla da bazi etik digi kurallar ortaya konularak sorunlar katlanmaktadir. “YUksekogretim
kurumlarinin uygulamali birimlerinde gorev yapacak olan ogretim gorevlileri igin ders yuku
aranmayacagl ve ders Ucreti odenmeyeceginin hikim altina alinmis olmasi”, “6gretim yilina
hazirlik 6deneginin sadece ogretmenlere verilmesi’, yabanci uyruklu ogretim elemanlarinin

43 Sahte dogentlik belgesi ile Universitelerde profesorliik kadrosuna atanip derslere girenlerden yaptigi usulstizligiin fark edilmesi
ile agiga glkanlarin drnekleri de bulunmaktadir (Karadavut, 2022).
4 Bu hususta daha garpici érnekler igin bakiniz (Okgabol, 2016, s.39; Ozmen, 2023).
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toplu s6zlesme 6deneginden yararlanamiyor olmalari” bu adaletsizlige bazi 6rneklerdir (EBSAM
Arastirma Dizisi, 2024, s.49).

Akademide gelir getirici kaynaklarin adaletsiz dagihmi da akademisyeni isinden
uzaklagmaktadir. Bu hususta ek ders dagiiminda etik sorunlar yasanabilmektedir (Cimat vd.,
2013). Ote yandan tip ve miihendislik fakdlteleri gibi bazi birimlerde, doner sermaye paylarinin
yanlis  kullanimi  nedeniyle akademisyenler arasinda haksiz bir Ucret esitsizligi
yasanabilmektedir (Bulbul, 2006, s.63). Maddi gerekgelerle sirtina gok fazla is alan 6gretim
dyeleri bunun bir sonucu olarak arastirma gorevlilerini somurmeye yonelebilmektedirler
(Bulbdl, 2006, 5.62-63). Boyle bir ortamda Universite disinda daha iyi imkanlar sunan isler bulan
arastirma gorevlileri Universiteleri birakip gitmektedirler (EBSAM Arastirma Dizisi, 2024, s.44).

TUm bu hadiseler akademisyenin kendisini ve yaptiklarini degersiz hissetmesine ve sessiz
istifaya suruklenmesine neden olmaktadir. Cunkl akademisyenlerin deger gormediklerini
hissetmeleri ve calisanlarin performansinin takdir edilmemesi sessiz istifanin baslica nedenleri
arasinda sayilmaktadir (Formica & Sfodera, 2022, s.907).

Ozliik Haklarr Soruniar: Mesleki Prestijin Sarsilmasi ve Mesleki llginin Azalmasr

Gelismis bir dlke olmanin puf noktasi insan sermayesine yapilacak yatirrmda gizlidir ve bunun
anahtari ise 6gretim elemanlaridir. Universitelerin tlkenin geng ve zeki beyinlerini Universiteye
cekilebilmesi, yurtdisinda bulunan yetismis beyinleri ‘tersine beyin gogl’ ile Ulkeye
dondurebilmesi, akademinin ve arastirmaciligin cazip hale getiriimesine baghdir. Ancak
gelismenin puf noktasi olan universitelerde, mevcut ozluk haklariyla bilim insanini meslekte
tutmak oldukca glc hale gelmistir (EBSAM Arastirma Dizisi, 2024, s.38). Akademisyenlerin
mevcut olumsuz ruh hali ve davraniglarinda, yuksekogretim sisteminin dag gibi biriken 6zluk
sorunlarinin  etkisinin  oldugu anlasiimaktadir (Bayram, 2013, s.40). Bu durum hem
dniversitelerin - verimliligini dusudrmekte hem de ogretim elemanlarinin kendi meslekleri
hakkinda surekli kusku duymalarina (EBSAM Arastirma Dizisi, 2024, s.44) ve boylece sessiz
istifaya kapi aralamaktadir.

Gelir duzeyinin artirilmasinin is verimliligini olumlu yonde etkiledigi bilinen bir gergektir. Kisiler
de Ucret gelirlerini arttirmak icin daha fazla performans gostermektedirler. Oysa Turkiye'deki
akademisyenlere uygulanan Ucret politikalari akademisyenlik meslegini giderek daha az ilgi
gekici bir konuma getirmektedir (Gimat vd., 2013). Yeni atanan bir Rekabet Kurulu Uzman
Yardimcisinin maasl, arastirma gorevlisinin maasinin %73 oraninda daha fazlasidir. Ogretim
elemanlar, “esit ise esit Ucret” uygulamasinda Turkiye'deki ihmal edilen kesimi
olusturmaktadir. Bu durum, ¢calisma hayatinda adalete dair guveni yiktigi gibi akademisyenlerin
itibar kaybetmesine neden olmaktadir (EBSAM Arastirma Dizisi, 2024, s.44-45). Serbest
piyasadaki seceneklerin maddi dstunltGgu, akademisyenligi gozde bir meslek olmaktan
clkarmistir. Ekonomik durumun yarattigi tehditler akademisyenin is tatminsizligini artirmistir
(Kurt, 2007, s.103-104).

Bu baglamda basarili lisans mezunlari is seciminde maas faktortnd dikkate aldiklar icin bugin
gelinen noktada ihtiyag her gun artsa da arastirma gorevlisi kadrolarina yapilan nitelikli
basvurular azalmaktadir. Universitelerden mezun olan basarili 6grenciler, akademik kariyer
yapmaktan kacinmakta ve 0zel sektord ya da uzmanlik kadrosu seklinde st kurullara ve
blrokrasiye gegmeyi tercih etmektedirler (EBSAM Arastirma Dizisi, 2024, s.44-45). Demirel
(2018, s.318)'in akademisyenlere yonelik uyguladi§l calismaya gore son derece basarlli
mezunlar, maddi ve diger nedenlerden dolayl akademisyen olmayi tercih etmemektedirler. Bu
hususta akademisyenlerin %72'si bunu ifade ederek mesledin prestijinin kalmadigini isaret
etmislerdir. Basarili kisilerin akademiyi tercih etmemesinin bir yansimasi olarak universitelerin
AR-GE, inovasyon ve proje Uretim kapasitesi dismekte ve Turkiye iddiall hedeflerine ulasmakta
geri kalmaktadir. Boylece nitelikli kisiler akademiyi secmekten uzaklasirken mevcut calisan
basarili 6gretim elemanlari ise diger istihdam alanlarina yonelmektedirler (Ari, 2007, s.67,71).
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“Ders yukunun yogunlugu, aralksiz galismalarin maddi ve manevi anlamda karsiligini
bulamamasi, akademik yiikseltiimede ve kadrolara atanmada subjektif (6znel) kurallara maruz
kalinmas|” meslekteki cazibeyi kaybettiren diger uygulamalardir (Kurt, 2007, s.103-104).
Meslege giristeki ve yukselmedeki zorluklarin yaninda bir de bu surecte meslekte kalabilmenin
kaygisini yasamak akademisyen icin katlaniimaz hale gelmektedir (Tung, 2007, s.48). Bu
surecte calisma kosullarinin yetersizligi ile de micadele etmek zorunda kalan akademisyenler,
arastirma kapasitelerini ve motivasyonlarini yitirmektedirler (Odabasi vd., 2010, s.137). Bu
sebeplerle akademisyenlerin meslegine karsi ilgisi azalmaya mahkdm birakilmistir (Tung, 2007,
s.48). Akademisyenlere yapilan yatinmin azhidi meslekten kagisi tetikledigi gibi “bilimsel
arastirmalarl baltalamakta ve akademik dayanismayl azaltarak akademisyenler arasinda
sagliksiz bir rekabetin olusmasina neden olmaktadir” (Cimat vd., 2013). TUm bu karslilasilan
negatif durumlar bir zaman sonra sahip olunan isten duygusal veya fiziksel yorgunlugu ve
bitkinligi ortaya koymasi ile sessiz istifayi yasanir hale getirmektedir (Lu vd., 2023, s.2).

Kariyer ile Etikle llgili Soruniar ve Sessiz Istifa lliskisi

Kariyer ile ilgili sorunlar sessiz istifayl ¢agirirken bu bunalimin getirdigi kosullar ahlakin
dismesine ve etik ihlallerin yasanmasina sebep olmaktadir. Gimen & Yilmaz (2023, s.29),
sessiz istifaya neden olan ana unsurlar olarak “iletisim eksikligi, aidiyet duygusu eksikligi,
degerli hissetmeme, tutarlilik eksikligi ve guven eksikligi'ni saymistir. Dolayisiyla Gallup'un
Kiresel isyerinin Durumu: 2022 Raporu, ABD'deki galisanlarinin yarisindan fazlasinin isyerinde
takdir edilmedigini ve deger verilmedigini dustndugunu ortaya koymustur. Bu baglamda
“‘calisanlara deger verilmemesi, kariyer gelisimi desteginin olmamasi, calisanlarla olan
iletisimin kopuk olmasi, ¢alisanlara isle ilgili bunaltici uyarim yapilmasi, orgutsel guvenin
azalmas!” gibi unsurlarin sessiz istifanin ortaya cikma sebepleri olarak gosterildigi dikkat
cekmektedir (Mahand & Caldwell, 2023, s.10-11). Danigsmalik sirketi olan Gallup’'un
arastirmasinda, “yoneticilerden beklentileri konusunda netlik eksikliginin olmasi, ¢alisanlarin
orgutun misyonuna veya amacina bagli hissetmemeleri, siki galismanin deger gormemesi, gok
az kariyer gelisim firsatinin olmasi” nedenleriyle calisanlarin isyeri baghliginin azaldigini
bildirmistir (Guler, 2023, s.251). TUim bu sebepler “calisanin enerjisinin tikenmesine,
motivasyonlarinin  dismesine, kendilerine guvenlerinin  kalmamasina® neden olmaktadir
(Dawson, 2022). Boylece sessiz istifa calisanlarin  basarabileceklerini  distinmelerini
birakmalari anlamina gelmektedir (Rosalsky & Selyukh, 2022). Dolayisiyla galisanin cesareti
kirnlmaktadir (Teschner, 2022). Kaybetme korkusunu vyitirdiklerinde ise etk ihlallere
surtklenmektedirler.

Sessiz istifa yasayan calisan isinden sojuma davranislari gostermektedir (Shatakshi, 2022,
s.26). Bu tdr bir calisan verimlilikte azalma yasamakta, ekip projelerine daha az katki
sa@lamakta, tutku veya coskusunu yitirmekte (Hetler, 2022; Alexiev, 2022), isten psikolojik
olarak geri gekilmekte, misteriye (ya da 6grenciye) koti muamele yapmakta (Hamouche vd.,
2023, s.4296), yeni beceriler 6grenmekten kaginmakta, olasi yeni is firsatlarina olumiu
yaklasmakta (Guler, 2023, s.252), yapilan ise kars! tutku veya hevesini yitirmekte (Hetler, 2022;
Alexiev, 2022), basit rahatsizliklara/hastaliklara bagli olarak izin alma egilimi artmakta, yapilan
islerin  son teslim tarihlerinin  kacgirnlmakta, orgit (ya da Universite) hedeflerini
umursanmamakta ve belirli derecede sinizmin yasamaktadir (Cuadra, 2022). Dolayislyla
calisanlarin deger gormedikleri orgutlere karsi katlanmak igin sessiz istifa davranisina
sUrdklendikleri anlasilabilmektedir (Tong, 2022).

Sessiz istifa is gorevlerine harcanan zamani en aza indirme girisimi olmasiyla maaslarina gore
calismayi, resmi is tanimlarinda listelenmeyen ekstra faaliyetlere harcanan zamani sinirlamayi
(Hamouche vd., 2023, s.4296-4297), isle ilgili duygusal ya da entelektlel olarak mesgul
olmayan bir davranis sergilemeyi (Shatakshi, 2022, s.26), idareci ve galisma arkadaslari ile
iletisimi koparmayi (Klotz & Bolino, 2022), ‘geginmek’ icin en az cabay gostererek, aslinda
taahhUtlerini yerine getirmeyerek durtstligl feda etmeyi” ifade etmesiyle de (Ratnatunga,
2022, s.17) ahlaki yozlagsmay ortaya koymaktadir. Bu kavram, slrekli gaba gosterme eylemini
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sonlandirmak anlamina gelmesiyle (Cohen, 2022), is arkadaslarina fazladan bir yik
getirmektedir (Rosalsky & Selyukh, 2022). Bu yik orgitte gatismaya neden olurken (Tong,
2022), sessiz istifa hastaligi diger calisanlara da sigramaktadir (Yildiz & Ozmenekse, 2022,
s.18). Tim bu yasanan olumsuzluklar orgutte ahlaki gerilemeye neden olmaktadir.

Youthall Turkiye tarafindan yapilan ve 1002 kisinin dahil oldugu bir arastirmada sessiz istifaya
“is-yasam dengesinin olmamasi, kariyer yollarinin kapali olmasi, ¢alisanin is tanimmnin net
olmamasi, uzun mesai saatlerinin bunaltmasi, performans beklentisinin ylksek olmasi (Gimen
& Yilmaz, 2023:29; Caliskan, 2023, s.196)" seklinde gerekgelerin sebep oldugu aktariimaktadir.
Benzer sekilde bir baska arastirmada (Formica & Sfodera, 2022, s.901) sessiz istifanin baglica
nedenleri: “calisanlarin deder gormemeleri, performanslarinin takdir edilmemesi, 6grenme ve
blydme firsatlarinin bulunmamasi, mesleki tatminin eksik olmasi, yapilan isin bir anlaminin
kalmamasi, bireylerin amaclart ile orgutin amagclarinin  uyumlastirlamamasi” seklinde
siralanmistir. Dolayislyla akademisyenler kariyer strecinde bu sorunlarla yuz ytze kaldiklari gibi
baska bir ¢ozUm yolu bulamamalari nedeniyle etik disi ¢ozumlere yonelmektedirler. Diger bir
ifadeyle ¢ikis ve kurtulus yolu olarak etik ihlallere yonelmektedir.

Meslegin ya da orgutin sinir tanimayan beklentileri ve yogun calisma kulturd calisanlar
agisindan gok yipratici olabilmektedir (Cimen & Yilmaz, 2023, s.27). Son dogentlik kriterleri ve
bu kriterlerin birden bire mazide toplanan akademik puanlari yok sayan ozelligi hem adalet
cizgisini yok etmesi hem de akademik yikselmeyi zorlastirmasi (Egitim Sen dogentlik basvuru,
2023) ile akademisyenlere ciddi kayiplar yasatmis ve kariyerleri ile ilgili endiseler yasamalarina
neden olmustur. Bu durumda akademisyenlerin YOK'Un kendilerini umursamadigi kanaatine
varmalari sessiz istifanin kapisini aralamaktadir (Johnson, 2023, s.1). Dolayisiyla diisik maas
ve ylksek is ylkune ilave olarak ilerleme firsatlarindaki yetersizlik sessiz istifa duygusunu
artirmaktadir (Guler, 2023, s.250-251). Pew Arastirma Merkezi anketine gore Biyuk Istifa
esnasinda c¢alisanlar kariyerlerini, aldiklar Ucreti ve kendilerine yonelik davranigi dusunerek,
“ilerleme firsatlarinin olmamasi, dusuk Ucret ve saygisizlik hissi” dlstncesine bagli olarak,
islerini birakmayi tercih etmislerdir (Hetler, 2022). Akademisyenlerin iginde bulunduklari sartlar
da bu ornek durumla benzerlik gostermektedir. Bunu son yillarda Turkiye'den meslegdini birakip
ayrilan 12 bin akademisyen icin de distndigimuizde (Akgigit, 2023) sessiz istifanin istifaya
donuserek ileri asamaya gectigi gorulebilmektedir. Cunkd yurdtulen iste kariyer yollarinin
kapatiimis olmasi, distuk tcret sunulmasi, fazla is yukd nedeniyle yogun yuk altinda kalinmasi
gibi nedenler yeni bir is aramak igin sessiz istifay| beraberinde getirmektedir (Cholteeva, 2022).

Sessiz istifa Baglaminda Siyasetgilere Politika Onerileri/Fikirleri

Yiksekogretim sistemini duzeltmeye yonelik yapilmasi gereken ilk is Universitelerde akademik
verimliligin sayi (nicelik) ile degil nitelik ile degerlendirildigi bir kariyer sisteminin ve akademik
tesvik surecinin isletilmesi gerekmektedir (Akyol vd., 2018, s.125). Akyol vd., (2018)'nin yapmis
oldugu calismada yuksekogretim yoneticileri de bu yonde bir c¢alisma ortamlarinin
tasarlanmasini  onermiglerdir. Ancak bu suregte atama kriterlerinin - zorlastirimasinin
akademisyenleri etik disi davranislara yonlendirdigi unutulmayarak akademik performans
kriterlerinin, akademik ylUkselme ve atama Olgutlerinin “gergekten basarilabilir, bunaltici
olmayan ve tesvik eden, emedi ve katkiyl de@erlendirmeye alan” bir sekilde yeniden
duzenlenmesi gerekmektedir. Ancak bu duzenleme ve kriter belirleme surecinde alt
unvanlardaki akademisyenlerin de katiimmin saglanmasi ve dusuncelerinin dikkate alinmasi
onemlidir. Aksi halde ge¢cmisteki kolay kriterlerle yukselmis akademisyenlerin ge¢cmisi hige
sayarak dizayn ettigi bir sistem vyeni ve zor kriterlere uymak zorunda olan gencg
akademisyenleri motive etmeyecektir (Demirbilek & Cetin, 2021, s.214). Bu slregte “fen, saglik,
sosyal ve guzel sanatlar” seklindeki alanlarin igyapilarina bakilarak kriterler kararlastiriimaldir
(Karaman, 2022). Bu tir bir yaklasim sessiz istifa egilimindeki akademisyenin is doyumunu
artirarak harekete gecmesini saglayacak ve akademik Uretkenligini yeniden yakalamasini
saglayacaktir.
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Universitelerde demokrasi, adalet ve kariyer gizgisi gozetildigi gibi burokratik engeller de
asiimalidir. “Universitelerde “demokratik katilimin saglandigi bir drgiitlenmenin desteklenmesi”
gerekmektedir. Demokratik sureclerin igletiimesinde, liyakat ilkelerinden taviz verilmeksizin
hareket edilmeli, kadro aliminda akademik birimlerin ihtiyaclarina uygun davraniimali, Glkenin
ihtiyacina gore yeni bolim ve birimlerin agiimasi konusunda yeterli nitelik ve sayida insan gucu
ve altyapinin var olabilmesine dikkat edilmelidir. Doktorasi biten akademisyenlere, dogentlik ve
profesorlik sartlarini saglayanlara kadrosu verilmelidir (Karaman, 2022). Bu siiregcte mevzuat
duzenlemeleri ile gerekli onlemler alinmali ve bu tur hak elde etme surecleri siyasi
keyfiyetlerden arindinimalidir. Akyol vd. (2018)'un vyaptiklari calismada ylksekdgretim
yoneticileri, yonetmelik ve yasalardan kaynakli burokratik engellerin yine yonetmelik ve
yasalarin yeniden diizenlenmesi ile giderilebilecedini belirtmislerdir (Akyol vd., 2018, s.126). Bu
suregte akademik personelle iligkisini duzelterek isbirligini artirmasi icin, idari personele yonelik
egitim programlarinin dizenlenmesi gerekmektedir (Karaman, 2022). Boylece burokrasi
azaltilarak akademisyenlerin faaliyetlerindeki bazi engeller asilabilecek ve akademisyen bir
nebze olsun motive edilebilecektir.

Universitelerde liyakate deger veriimemesinin basari getirmeyecegi anlasiimalidir. Akyol vd.,,
(2018, s.128)'nin galismasinda ylksekogretimdeki yoneticileri, terfiler yapilirken objektif
kriterlerin - olusturulmasinin, esitlikgi bir yaklasimin benimsenmesinin yerinde olacagini,
akademisyenlerin istihdam ve terfilerinde daha seffaf olunmasi gerektigini ve bu durumun
Universitelerin bir kiltirl haline getirilmesi gerektigini” ifade etmektedirler (Akyol vd., 2018,
s.129). Karaman (2022) akademik yikseltmelerin, mutlaka bilimsel liyakat esasina gore seffaf
bicimde duzenlenmesi gerektigini, bu yapildiginda Universitelerin sayginliga kavusacagdini
bildirerek bu dusunceyi desteklemektedir. Liyakatli davranislarla sayginhgr artan bir kurumda
akademisyenler yaptiklariisin karsilik bulacagina inanarak daha 6zenli calisacaklardir.

Universitelerde kurum igi yiikselmelerin rizaya bagl olmasi engellenmelidir ve kurum disindan
gelenlerde bolumdn ihtiyaclarinin - ve liyakatin dikkate alinmasi elzemdir. Atamalarin
makamdaki rektor, dekan gibi yonetim kademelerinin istemesine bagli olmasina gerek
kalmaksizin dogrudan igleyen bir suregle, akademisyen kimseye borglandiriimadan ve boylece
Ozgur fikir yapisini muhafaza ederek, “kazanarak hak ettigi makama ya da kadroya” atanmasi
gergeklestiriimelidir (Demirbilek & Cetin, 2021, s.214). YOK'lin doktorlarda, savci ve hakimlerde
oldugu gibi doktorasini bitiren kisilere yonelik bir yerlestirme mekanizmasi gelistirmesi
gerekmektedir (Arkan, 2019). Bu slregte ylkselme olgitleri tim Universitelerde standart hale
getirilmelidir. Herhangi bir ilana cikilmasina gerek kalmaksizin dogrudan hak edilen kariyer
basamagina yukselme gerceklestiriimelidir. Boylece akademisyenler diger akademisyenlerle
bir araya geldikleri sempozyum, calistay gibi akademik etkinlik alanlarinda ugradiklar
haksizliklar konusmak yerine yeni bir arastirma fikri Gzerine yogunlasabilmelidir (Demirbilek &
Cetin, 2021, 5.214).

Diger yandan, dogentlik ve profesorluk gibi daimi statudeki kadrolar akademisyen i¢in onemli
bir glvence ve rahatlik saglamakla birlikte Uretim ve verimliligin ontnde engel
olusturabilmektedir. Ozellikle profesor olduktan sonra, Uretip-Uretmemek tamamen kisinin
vicdanina kalmaktadir. Uygun bir tesvik sistemi ile akademisyen uretken hale getirilebilir
(Bayram, 2013, s.40). Fikir Uretme ve proje gelistirme konusunda her bir alana 6zgu
profesorlerden olusan ekipler olusturularak siyasetgilerin belirledigi Ulke hedeflerine yonelik
proje Uretilmesi mumkun kilinabilir. Boylece mesleki olarak yipranmis ve emeklilige kadar hicbir
sey Uretmeden sessiz istifaya gegcmis akademisyen Uretime dahil edilerek ortaya koydugu
urdnlerle kendisini dnemli hissetmeye baslayabilir.

Akademisyenin enerjisinin bosa gitmesini engelleyen tum suregler ortadan kaldirilarak onlarin
Turkiye'nin hedeflerini gerceklestirmesine yonelecedi tesvikler gelistiriimelidir. Bu surecte her
bir akademik ¢alisma Ulke menfaatleri icin onemli oldugundan doktora oncesi veya sonrasi;
docentlik oncesi veya sonrasi akademik puanlamada degisken davraniimasi akademisyeni etik
disi davranmaya zorlayacagi ve akademik c¢alisma arzusunu kiracagl icin bu uygulamadan
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derhal vazgegilmelidir (Demirbilek & Cetin, 2021, s.214). Eder bu zorlastirmadaki amag
akademik asamalarin hizli bir sekilde gegilmesi engellenmek ise bu asamalara dair —tipki
docentlikten profesorlige gegiste oldugu gibi- asgari bekleme sureleri belirlenerek ¢ozim
getirilebilir. Aksi halde kriterlerin agirlastirilarak ya da doktora oncesi ve ya sonrasi ayri
puanlama gozetilerek hareket edilmesi ancak akademik verimi distrmeye (yani sessiz istifaya
yonelmeye) ve etik ihlalleri yayginlagtirmaya yarayacaktir.

Universitelerde dogru kurumsallasma ile 6zgur distinme imkaninin saglanmasi gerekmektedir.
YOK'Un askeri darbe yonetiminin getirdigi bir kurum olmasi ve Universitelerin 6zerk yapisina
vesayet engeli ¢ikarmasi nedeniyle kaldirlmasi ve boylece siyasi sekilde atanan bir kurulun
etkisi ile Universite hocalari Uzerinde baski olusturacak hareketlere son verilerek Universitelerin
yonetsel, bilimsel ve maddi ozerkliklerini koruyacak sekilde, yeni bir Ust kurul olusturmasi
elzemdir. Bu yeni kurulun Universitelerin tim akademik personelinin (Uzman, Ars. Gor., Ogr.
Gor., Dr. Ogretim Uyesi, Docent, Profesor) sectigi rektorlerden olusturulmasi Gniversitenin
gercek sahibi olan akademisyenleri dislnen Kararlar alinmasina katki saglayacaktir. YOK
merkeziyetciligine bagl siyasi vesayetten arinarak, demokratik bir sistem olusturulmasi
akademisyenin tarafsiz ve adil yazmasl ve arastirmasi igin bir zorunluluktur. Bu slrecin
islemesi elbette ki rektorlerin segilerek yonetime getirilmesine baglidir. Segimlerde ise nitelikli
cogunlugun gozetiimesi gerekmektedir. Universite en kiictik akademik birimlerden baslayarak,
dyelerin katilimiyla yonetilmelidir. Demokratik sure¢ ve katiimci temsil bi¢imleri galisana
kendisini degerli hissettirecektir (Karaman, 2022). Yuksekogretim Kurulu Eski Baskan Vekili
Prof. Dr. isa Esme (2021, s.3) ideolojik ve siyasi oncelikleri olan YOK'Un, Universitelerin
ozerkligini zedelemeyecek sekilde yetkilerini Universitelerarasi Kurula (UAK) ve Universitelere
devredecek yasal dizenlemeye gitmesi gerektigini ve UAK'In, bircok Ulkede oldugu gibi
Rektorler Komitesi'ne donusturulmesi gerektigini onermektedir.

Ekonomik kosullarin kotd olmasi akademideki ilerleyisi durduracak olan en buylk sessiz istifa
ya da istifa gerekcesidir. Ulkeden 12 bin akademisyenin gitmesi bu cercevede
degerlendirilmektedir (Aksakal, 2013, 5.219; Ozmen, 2023; Odabasi vd., 2010). Yiksekogretimin
gelecegini  “ortaya koydugu arastirma kapasitesi, ogretim elemanlarinin  Uretkenligi,
performansi ve motivasyonunun sistematik olarak iyilestirilmesi” belirleyecektir (Erdogmus,
2019, s.33). Fizik¢i Richard Phillips Feynman; “0grencilerin, okula gelmek ve 6grenme
sevgilerini buyutmek icin onlari heyecanlandiracak mutlu o6gretmenleri olmasi gerektigini”
belirterek ogrencilere mukemmelligi getirenin, mutlu ogdretmenler oldugunu belirtmis ve
akademisyenlerin mutlu olmasinin saglanmasi ile 6grencilerin basariyi yakalayabilecegini salik
vermistir. Bu suregte akademisyenin kafasini mesgul eden olumsuzluklardan arindiriimasi
gerekmektedir (Karaman, 2022).

Akademide motivasyona ve itibara gereken onem verilmelidir. Yapilan bir arastirmada
akademisyen yoneticiler akademide dusuk motivasyon olduguna dikkat c¢ekerek bunun
arastirnimasi gerektigini onermislerdir. Ayrica ogrencilere yonelik rehberlik ve yonlendirme
faaliyetlerinin daha etkin ve isler hale getirilmesi gerektigini ifade etmislerdi ki (Akyol vd., 2018,
$.129) bu durumu akademisyenin motivasyonsuzlugundan ayri disinmek mdmkin degildir.
Bu motivasyonsuzlukta akademinin itibarinin zedelenmesinin de etkisi bulunmaktadir.
Erdogmus (2019, s.35) akademisyenligin cazip hale getirilmesi gerektidini, galigma ortaminin
ve mesleki sosyalizasyon sureglerinin dikkate alinarak sistematik ve stratejik bir dizenleme
yapiimasi gerektigini ifade etmistir. Prof. Dr. Akgigit (2023) yapti§i arastirmada, veri bazli
politikalara hizla donulmesi gerektigini ifade ederek beyin gogl ile yurtdisina giden
akademisyenlerin bir ayaginin mutlaka Turkiye'de olmasinin saglanmasinin dnemini ortaya
koymaktadir. Erdogmus (2019, s.35) bu stliregte “akademisyenlerin yeni ogretim yontem ve
teknikleri konusunda desteklenmesi, yeni arastirma yontem ve teknikleri konusunda beceri
gelistirmeleri, geleneksel arastirma tekniklerinin yaninda buyuk veri vb. kaynaklari
arastirmalarda kullanabilme becerisi gelistiriimeleri gerektigini” dile getirmektedir. Ancak bu
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sekilde yeni kaynaklarla ve saglanan egitim imkanlariyla motivasyon artirilarak itibar yeniden
kazanilacak ve akademisyen sessiz istifa duygusundan arindirilabilecektir.

Akademisyenlerin is yukl dagihmlarinda dengeye onem verilmemesi ile birlikte egitim ve
ogretim faaliyetlerinin akademisyenin kendi vicdan dairesinde yurtttugu isler kategorisinde
gortlmesi iyi 6grenci yetistiriimesi agisindan risk olusturmaktadir (Bayram, 2013, s.40).
Karaman (2022) Universitelerin, genglere sadece bilgi veren alanlar olmadigini, onlara dogru
davranis yolunu ogreten, dustnme aliskanligi veren, dunyayi, ¢evreyi, toplumu, insanlari ve tum
canlilari anlamalarnini saglayan, sorunlar ¢ozime kavusturabilen kigiler olarak yetistirilmesi
gereken alanlar oldugunu ifade etmektedir (Karaman, 2022). Bu nedenle ders igeriklerinin iyi
belirlenmesi onemli oldugu gibi akademisyeni sadece yukselme kriterlerini saglamaya
gabalayan bir kimse olmaktan cikararak ve ogrenci yetistirmeye tesvik edecek bir kariyer
sisteminin insa edilmesi gerekmektedir (Erdogmus, 2019, s.35). Bu siregte akademisyeni ilk
atandigi yere hapseden bir yaklasimdan vazgecilerek bos kadro ve ihtiya¢c olmasi halinde
akademisyenin akademik puanina gore baska Universitelere tayin hakkinin olmasi
akademisyenin ailesine yakinlasmasi ve onlarla akrabalik iliskilerini yurtterek motive olmasini
saglayacadl icin bu konuda “cakili kadro” uygulamasindan akademisyenin kurtariimasi
elzemdir. Boylece bir Universitede bolumlere yigiima olurken diger bir Universitede ders yuku ile
akademisyenlerin yildinlmasinin da onune gegilebilecektir.

Ote yandan Universitelerin sanayiden ve toplumdan koptugu bir ortam, Ulkenin geligim
sartlarini geriye cekmek anlamina gelmektedir. Universitelerin  toplumsal bir merkeze
donuserek kapilarinin tamamen toplumsal kesimlere agilmasi ve toplumun gelisiminde etkili
bir rol Ustlenmesi gerekmektedir (Kil vd., 2021, s.102). Boyle bir ortamin saglanmasi igin
akademisyenlerin bu tur faaliyetlerinin akademik kariyerlerinde faydali olacagina dair bir ortam
yaratiimasi gerekmektedir. Bu cercevede Universitelerin kotl yonetimlerden arindiriimalari
akademisyenlerin sessiz istifadan arindinlabilmeleri agisindan elzemdir. Yapilan arastirmalar
kotu yonetimlerin oldugu orgutlerde etkili yoneticilerin oldugu orgutlere kiyasla sessiz istifa
kategorisine giren kisi sayisinin Ug ila dort kat daha fazla oldugunu gostermistir (Hamouche
vd, 2023, s.4295). 2022 yilinin AJustos ayinda ResumeBuilder.com’'un gerceklestirdigi
arastirmaya gore sessiz istifa strecindeki her 10 kisiden 9'unun tam olarak potansiyellerini
gostermeleri igin ikna edilebilir vaziyette oldugunu gostermektedir (Bannan, 2022) ki burada
yoneticilerin bunu onleme istegine sahip olmasinin dnemi anlasilabilmektedir.

Yapilan her iste hareket noktasi i¢c misteri konumunda olan 6gretim elemanlari olmalidir (Dost
& Cenkseven, 2007, s.205). Milletimiz gegmisteki ideallerini gerceklestirebilmeleri nasil ki
Aksemseddin’lerin yetistirdigi Fatihler ile olmussa bugtn de belirlenen hedeflere saglikli
ulasmak icin Fatihlere onculik edecek, Aksemseddin’lere ihtiyac bulunmaktadir. Cagimizin
Aksemseddin yetistirme alanlari olan Universitelere bunu saglayacak imkanlarin verilmesi
gerekmektedir. Gelismis ulke olmanin anahtari insan sermayesine yapilacak yatinrmda gizli
oldugundan bu isin anahtari olan 6gretim elemanlarina gereken deger verilmeli ve ulkenin geng
ve zeki beyinlerinin Universiteye cekilmesi onem arz etmektedir. Bilim adamlar deger
gordukleri Ulkelere gelmektedirler. Bu nedenle akademisyenligin Turkiye'de cazip bir meslek
haline getirilmesi gerekmesi icin (EBSAM Arastirma Dizisi, 2024, s.6,17,38) akademisyenlerin
beklentileri su sekilde 6zetlenebilir: “ Iyi bir gelir, is glivencesi, Universitelerin modern alet ve
materyallerle donatiimasi, teknolojik yeniliklerin varligi, ¢alisma arkadaslariyla iyi iligkiler
kurabilecegi adil bir ortam, hak ettikleri akademik unvanlari elde edebilme ve yukselebilme
sansi, yaptigi isin ve kendilerinin her kesim tarafindan saygi gormesi, kendini, bilgi, beceri ve
yeteneklerini gelistirebilme olanaklarinin saglanmasi vb.” (Guler, 2014, s.28).

Sonug ve Degerlendirme

Universitelerin sessiz istifa yasiyor bir pozisyonda olmalari tlkenin gelecegi ve gelecegine dair
hedeflerinin gergeklestiriimesi noktasinda buyuk bir risk olusturmaktadir. Ulkelerin fikirlerle
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yonetildigi bir gercek olmakla birlikte Universitelere bu fikirleri tretebilecek ve bu fikirleri degere
ya da Urune donusturebilecek kapasitede personel tedarik edilmesi onemli hale gelmektedir.
Boyle bir tedarik ise akademisyenlik mesleginin maddi ve manevi yonleriyle itibarli olmasina ve
is doyumu ve motivasyona sahip olmasina baglh bulunmaktadir. Ayrica kapasitesi yuksek
genglerin Universitelere yonelmesi bu gerekgelere bagl durumdadir. Oysa bu galisma, “yapmis
oldugu degerlendirmelerle” Turkiye'deki kosullarin bunu saglamadigini isaret etmektedir. Maddi
imkanlarin yetersizligi, kadro imkanlarinin kisithiligr gibi bircok neden akademisyenlerin motive
olabilecegi bir imkani olmadiginin somut gerekceleridir. Bir yandan akademisyenlerin
yukselirken cezalandirilir hissettikleri bir sistemin isletilmeye ¢alisiimasi diger yandan itibarlari
olmadiklarini distnmelerine neden olan bircok uygulamanin Universitelerde islevsel hale
getirilmesi onlarin sessiz istifayl stirdirmelerine ya da ilk firsatta istifaya yonelmelerine neden
olmaktadir.

Bu surecte Universitelerin 6zerkliginin gercek anlamda saglanmasi ve vesayet kalintisi olup tek
bir fikirle isletilen YOK'Un kaldinimasi sessiz istifayl kiracak onemli bir etki doguracaktir. Diger
yandan rektorlerin Universite bunyesinde kabiliyetli, liyakatli ve sevilen kisilerden segilmesi
rektorleri siyasi atayicilara degil personele bagli ve sorumlu hale getirecek ve “akademisyenin
sikintilar” rektorlerin  gozunde onemli hale gelerek ¢ozim sunmaya donuk arayislara
gegcilebilecektir. Bu suregte en buyuk etki ise akademisyenin kadro, unvan sureclerinde higbir
engele takilmayarak motivasyon ve is doyumlarinin saglanmasidir. Maddi imkanlarin
iyilestiriimesi ise akademisyenin zihnini rahatlatacak ve enerjisini fikirsel tretime ve icraya
ayirmasini mumkun kilacaktir. Akademik itibarin kazaniimasi ve Universitelerin siyasetten
arinmasi ile akademisyenler 0zgur hareket edecek ve hem kendi hem de universitelerinin
itibarini  koruyabilmek icin yeni personel alimlarinda liyakati dikkate alan atamalarin
yapilmasina ehemmiyet verir hale geleceklerdir. Bu surecgte akademik ytkselme kriterlerinin
vicdansizca olmamasi onemli olmakla birlikte akademisyenin kalitesini gosterecek sekilde
olmasi Universitelerin yeterliligine yonelik halk nezdindeki elestirileri de sonlandiracaktir. Bu
cercevede yapilan iyilestirmeler Universitedeki basarili 6grencilerin bu meslegi secmesini tesvik
ederek, gelecede yonelik segilecek olan akademik beyinlerin Universitelerde yeni fikir isgileri
olmalarinin saglanmasi acisindan ulkenin gelecegine isik tutacaktir.

Son zamanlarda Universiteler konusundaki buyuk elestirilerden birisi de her sehre Universite
acllmasi baglaminda yuksekogretimde kalitenin dusmus olmasi dudsuncesidir/algisidir. Oysa
esas sorun universite imtihanlarina giren cok sayida adayin Universitelere yerlestirilebiliyor
olmasidir. Ayrica Turkiye'de akademisyen basina dusen ve ilgilenilimesi gereken ogrenci sayisi
Avrupa'ya kiyasla gok fazladir. Bu baglamda universitelerde tip ve hukuk fakdlteleri gibi onemli
ve Ulkenin ¢ok fazla personel ihtiyaci olan bolimleri disinda kalan boltimlere 6drenci alim
kontenjanlarinin yari yarlya azaltimasi hem akademisyenleri kabiliyetli 6grencilerle muhatap
olur hale getirecek hem de onlarin 6gretme sevklerini artiracaktir. Aksi halde Universiteye gelen
ve temel bilgisi eksik olan bir ogrenciye akademisyenlerin ileri dizey muhendislik bilgisi
anlatmasi ve bunu yaparken motive olmalari mimkin gozikmemektedir. Ote yandan
dniversitelere yeterli ve kabiliyetli 6drencilerin alinmasi sorduklari sorularla akademisyenleri
daha ¢ok calismaya tesvik edecektir. Boylece hem akademisyenin kendisini daha lyi
yetistirmeye zorlamasina hem de ogrencilerin daha ¢ok sey ogrenerek mesleklerinde daha
kalifiye olmalarina katki saglanacaktir. Ekonomik durumu iyilestiriimis akademisyen ek ders
alarak yorulmak yerine daha az dersi daha kalifiye sunarak akademik arastirmalar icin daha
fazla zaman ayirabileceklerdir; ayrica bu surecte yardimlasarak gelistirebilecekleri kabiliyetli
yuksek lisans ve doktora ogrencilerine sahip olabileceklerdir. Ayrica islevini yitiren bolumlerin
yerine Ulkenin yeni ihtiyaglarina cevap verebilecek yeni bolimlerin aciimasi konusunda
isteklenen akademisyenler bu faaliyetleri ile takdir toplayarak kendilerini daha onemli
hissedecek ve bu yeni bolumler sayesinde Universitelerine daha yuksek puanlarla 6grenci
alinmasini mumkun hale getirerek Universiteler arasi basari yarisini tetikleyecektir.
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Universitelerdeki sorunlar ¢ozilmeden Ulkedeki, ekonomik, siyasi, teknolojik, kiltirel ve
toplumsal sorunlarin diizelecedi/cozilecedi beklenmemelidir. ki yillik (6n lisans) Universite
mezunlarinin dort yillik (lisans) mezunlardan ve hatta ylksek lisans mezunlarindan daha distk
puanda ve daha cok sayida atanabildigi ve ayrica ilim tahsil etmeyen genclerin sanayi ve ticaret
gibi alanlarda tahsilli kesimden cok daha fazla kazanabildigi bir ortamda —bu dengesizlik
ortadan kalkmadan- Ulkenin ve Universitelerin sorunlarinin ¢ozulebilecedi disuntlmemelidir. Bu
nedenle meslek liselerinin egitim kalitesi gerekirse universitelerden ve sanayiden de destek
alinarak yukseltilmeli ve bu suregte Ust duzey tahsile devam etmek isteyenlerin yuksek
puanlarla Universiteye yerlestirilebilmeleri ve tabi ki daha yuksek dizeyde egitim alanlarin daha
yuksek duzeyde maaslarla calistinlabilmeleri Ulkedeki egitim sistemini iyilestirmeye
goturecektir. Bu sekilde bir dlzenleme yapiimasi Universiteleri onemli kurumlar haline
getirecegi gibi “egitim alarak yikselmek” toplumsal agidan da anlamli hale gelecektir.

TUrkiye'deki Universitelerin sessiz istifaya neden olan uygulamalarinin gosterilmek istendigi bu
calismada ayrica siyasetcilere bazi onerilerde bulunularak literattre katki sunulmak istenmistir.
Ancak yapilacak olan yeni calismalarda “Universitelerdeki sessiz istifanin gerceklesen halinin
anket ve mulakatlarla veri toplanarak incelenmesi” hem universitelerdeki sessiz istifayr daha
gorunur kilacak hem de bu ¢alismanin savlarini destekleyecek nitelikte olacaktir.

Yazar Katki Oranlari
Yazar calismaya %100 oraninda katki saglamistir.
Cikar Catigmasi Beyani

.’fUniversiteIerin Sessiz Istifaya Gotlren Sorunlar  Baglaminda  Siyasetgilere  Politika
Onerileri/Fikirleri” baslikli makalemin herhangi bir kurum, kurulus, kisi ile mali gikar ¢atismasi
yoktur.
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