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Abstract: Work attitudes, which represent a combination of the values and visions individuals develop
regarding professional life, are a multidimensional phenomenon shaped at the intersection of individual
tendencies, organizational dynamics, and societal dynamics. Every social structure’s unique historical legacy,
cultural fabric, and socio-economic reality directly shapes individuals’ attitudes toward work life. This situation
lays the groundwork for each society to develop its own distinct work paradigm and for significant differences
in perspectives on work to emerge across social structures. In addition to cultural factors, another key variable
influencing the evolution of approaches to work is time. Professional attitudes exhibit a constantly evolving
structure in parallel with the global economic climate and changing world conditions. The evolution of social
structures over time and the entry of different generations into the labor market are fundamentally transforming
both organizational expectations and employees’ professional perception patterns. In this study, which aims to
analyze these variations in work attitudes among individuals with different generational dynamics and socio-
cultural backgrounds, in-depth interviews were conducted with 12 Turkish and 6 foreign instructors belonging
to the X and Y generations at Bandirma Onyedi Eyliil University. Analysis of the findings revealed that the
approaches of instructors from different generations and cultures toward professional life align to a high degree
with the cultural codes of the societies in which they were raised and the typical characteristics of their
respective generations. Additionally, an interaction was observed among work attitudes such as the meaning
attributed to work, commitment to work, and work discipline.
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3070 Kiibra Yazkan

Oz: Bireylerin profesyonel hayata dair gelistirdikleri deger yargilari ve vizyonlarin bir bilesimi niteligindeki
caligma tutumlari; bireysel egilimler, orgiitsel dinamikler ve toplumsal dinamiklerin kesisiminde insa edilen
¢ok boyutlu bir olgudur. Her toplumsal yapinin kendine 6zgii tarihsel mirasi, kiiltiirel dokusu ve sosyo-
ekonomik gergekligi, bireylerin is yasamina yonelik tutumlarin1 dogrudan dogruya bigimlendirmektedir. Bu
durum, her toplumun kendine has bir ¢alisma paradigmasi gelistirmesine ve toplumsal yapilar arasinda ige
bakis agis1 yoniinden belirgin farkliliklar dogmasia zemin hazirlamaktadir. Kiiltiirel faktorlerin yani sira,
calismaya yonelik yaklagimlarin doniismesinde rol oynayan bir diger basat degisken ise zamandir. Mesleki
tutumlar, kiiresel konjonktiir ve degisen diinya kosullarina paralel olarak siirekli devingen bir yapi
sergilemektedir. Zamanin ilerlemesine bagl olarak toplumsal yapilarin evrilmesi ve farkli jenerasyonlarin is
giicli piyasasina dahil olmast hem kurumsal beklentileri hem de ¢alisanlarin mesleki algt kaliplarini kokli bir
degisime ugratmaktadir. Farkli kugaksal dinamiklere ve sosyo-kiiltiirel gegmislere sahip bireylerin ¢alisma
tutumlarindaki bu varyasyonlar1 ¢6ziimlemeyi amaglayan mevcut arastirmada; Bandirma Onyedi Eyliil
Universitesi biinyesinde faaliyet gosteren, X ve Y kusaklarina mensup 12 Tiirk ve 6 yabanci uyruklu 6gretim
gorevlisiyle derinlemesine miilakatlar gerceklestirilmistir. Elde edilen bulgularin analizi neticesinde; farkli
kusak ve kiiltiirlerden gelen katilimcilarin is yasamina yonelik yaklagimlarinin, yetistikleri toplumun kiiltiirel
kodlariyla ve ait olduklar1 jenerasyonun tipik ozellikleriyle yiiksek oranda oOrtlistiigli saptanmistir. Ayrica;
calismaya yiiklenen anlam, ¢aligmaya baglilik, calisma disiplini gibi ¢aligma tutumlari arasinda bir etkilesim
oldugu ortaya cikmuistir.

Anahtar Kelimeler: Calisma Ekonomisi, Calisma Tutumlari, Kusaklar, Ogretim Gérevlileri, Yiiksek Ogretim.
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Structured Abstract:

Work attitude—an analytical synthesis of individuals’ values, beliefs, and views regarding the concept
of work—is shaped at the intersection of individual, organizational, and societal factors that regulate actions
in professional life. The unique cultural, historical, and social fabric of every societal structure directly
influences individuals’ perspectives on work, their sense of organizational belonging, and the nature of their
relationships with hierarchy and authority. Consequently, every society possesses its own distinct notion of
work attitudes, leading to significant variations among societies. In addition to cultural heterogeneity, another
key factor influencing the transformation of work attitudes is the “time” dimension. Work attitudes possess a
structure that is constantly evolving alongside the global context and changing world conditions. As time
progresses, the social paradigm shifts, and different generations enter the workforce, both the structural
expectations of organizations and employees’ professional value judgments undergo change. Individuals
internalize the general normative structure during the socialization process and thereby define their professional
roles. For example, in cultures with a high degree of individualism, work is equated with personal success and
self-actualization, whereas in collective cultures, it is understood as an effort to contribute to the common good.
Similarly, in structures with high power distance, a rigid superior-subordinate hierarchy is accepted, while in
low power distance environments, horizontal communication and an egalitarian atmosphere are preferred. In
this context, it is acknowledged that foreign instructors develop unique professional attitudes based on the
academic and social norms of their home countries, while Turkish instructors do so within the framework of
Turkey’s institutional culture, public-private sector dynamics, bureaucratic structure, and local value
judgments.

This study aims to deeply understand the attitudes of instructors with different socio-cultural
backgrounds and age groups toward their work environment through a cross-cultural and generational
comparative perspective. The research aims to reveal how fundamental parameters—such as the meaning
individuals ascribe to work, their levels of commitment to the job, and work discipline—are shaped both by
the historical era they inhabit (generational context) and the social environment to which they belong (cultural
context). Comparing different national groups and generations (Generations X and Y) is of critical importance
not only for understanding the impact of cultural and generational factors on professional life but also for
providing scientific and practical contributions to multicultural workforce management strategies in higher
education institutions. Differences in work attitudes examined in this study were analyzed using Trompenaars
and Hampden-Turner’s model of cultural dimensions.

The study adopts a qualitative research method, which enables the interpretation of the subjective
reasons, perceptions, and experiences underlying social reality and human actions within their respective
contexts. As the research design, a case study was chosen, as it allows for an in-depth examination of a limited
social group and institutional environment. The data for the study were collected from Turkish and foreign
instructors employed at the School of Foreign Languages, in accordance with the approval (No. 2023-10 and
dated December 12, 2023.) of the Ethics Committee for Social and Human Sciences at Bandirma Onyedi Eyliil
University. The study sample consists of a total of 18 instructors, selected using the criterion sampling
technique, one of the purposeful sampling methods. To simultaneously evaluate the generational and cultural
variables, the sample was divided into 3 analytical groups:

First Group: A total of 6 foreign instructors, 5 of whom belong to Generation Y and 1 to Generation
X (from the United States, the United Kingdom, Russia, Italy, Tunisia, and Pakistan)

Second Group: 6 Turkish instructors belonging to Generation X,
Third Group: 6 Turkish instructors belonging to Generation Y.

As a data collection tool, a “Semi-Structured Interview Form” prepared in both Turkish and English
by reviewing national and international literature was used. The interviews were conducted in person at the
participants’ campuses between June 1620, 2025; audio recordings were made with participants’ consent, and
each interview lasted an average of 20 minutes. The English interviews were translated into Turkish while
remaining faithful to the original. Descriptive analysis was applied in the data analysis; codes and categories
were organized into thematic matrices in Microsoft Word. Since there was only one foreign participant from
Generation X, foreign instructors were addressed under a single heading in the tables but were included in the
comparative analysis in the interpretations.
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The findings of the study revealed that the work attitudes of participants from different generations
and cultures showed a high degree of parallelism with the generational characteristics of their respective
generations and the cultural codes of the societies in which they were raised. As a result of the analyses, a
strong internal interaction was identified among the dimensions of meaning attributed to work, commitment to
work, and work discipline.

Meaning Attributed to Work: It was observed that the cultural context plays a decisive role in how
work is interpreted. It was found that foreign instructors from individualistic cultures frame work around “self-
actualization, independence, and personal development,” whereas Turkish instructors assign a more collective
and social mission to work.

Attitude Toward Commitment to the Work: In the analysis conducted within the framework of Meyer
and Allen’s three-component commitment model, it was found that among both Turkish and foreign instructors
belonging to Generation Y, “emotional commitment” (enjoyment of work, professional satisfaction) was
predominant, whereas among Generation X Turkish instructors, “normative commitment” (institutional
loyalty, fidelity, moral responsibility) and “continuance commitment” (seeking economic security, preserving
the established order) exhibited a more dominant trend.

Work Discipline Approach: Regarding compliance with institutional rules and social norms,
Generation X Turkish instructors were found to have a discipline mindset focused on obedience to hierarchical
authority and full compliance with regulations (punctuality, adherence to procedures); while Generation Y
Turkish and foreign instructors were observed to be more inclined toward flexible work models, horizontal
communication, and an output-oriented (timely completion of tasks) self-discipline approach.

The study confirmed that the professional attitudes of instructors in higher education institutions are
not merely a matter of individual preferences; they are dynamically shaped by chronological time (generation)
and socio-cultural structure. To effectively manage both generational transitions and multicultural workforce
diversity within institutions, it is recommended that hierarchical structures be flattened, flexible and output-
oriented performance processes be designed, and diverse cultural backgrounds be integrated into institutional
belonging mechanisms.

Keywords: Labour Economics, Work Attitudes, Generations, Instructors, Higher Education.
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Résumé Structuré:

L’attitude a I’égard du travail, congue comme une synthése analytique des valeurs, des croyances et
des représentations des individus relatives au concept de travail, se construit & I’intersection de facteurs
individuels, organisationnels et sociétaux qui régissent les conduites dans la vie professionnelle. Le tissu
culturel, historique et social propre a chaque société influence directement les représentations individuelles du
travail, le sentiment d’appartenance organisationnelle ainsi que la nature des rapports & la hiérarchie et a
I’autorité. Chaque société posséde ainsi une conception particuliere des attitudes a 1’égard du travail, ce qui
engendre des variations significatives entre les sociétés. Outre 1’hétérogénéité culturelle, la dimension
temporelle constitue un autre facteur déterminant de leur transformation. Les attitudes a 1’égard du travail
présentent une structure en constante évolution, parallélement aux mutations du contexte mondial. A mesure
que le temps passe, que le paradigme sociétal se transforme et que de nouvelles générations intégrent le marché
du travail, les attentes structurelles des organisations et les jugements de valeur professionnels des salariés
évoluent conjointement. Au cours du processus de socialisation, les individus intériorisent le cadre normatif
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général et définissent leurs rdles professionnels en conséquence. Ainsi, dans les cultures fortement
individualistes, le travail est associé a la réussite personnelle et a I’accomplissement de soi, tandis que, dans
les cultures collectivistes, il est envisagé comme un effort visant a contribuer au bien commun. De méme, dans
les structures caractérisées par une forte distance hiérarchique, une hiérarchie rigide entre supérieurs et
subordonnés est acceptée, alors que les environnements a faible distance hiérarchique privilégient la
communication horizontale et un climat égalitaire. Dans cette perspective, il est admis que les enseignants
étrangers développent des attitudes professionnelles spécifiques a partir des normes académiques et sociales
de leur pays d’origine, tandis que les enseignants turcs élaborent les leurs dans le cadre de la culture
institutionnelle turque, des dynamiques des secteurs public et privé, de la structure bureaucratique et des
systémes de valeurs locaux.

Cette ¢tude vise a comprendre de maniére approfondie les attitudes d’enseignants issus de différents
milieux socioculturels et groupes d’age a 1’égard de leur environnement de travail, dans une perspective
comparative interculturelle et intergénérationnelle. Elle cherche a mettre en évidence la maniére dont des
parametres fondamentaux, tels que le sens attribué au travail, le degré d’engagement envers celui-ci et la
discipline au travail, sont fagonnés a la fois par I’époque historique dans laquelle les individus évoluent, c’est-
a-dire le contexte générationnel, et par I’environnement social auquel ils appartiennent, c’est-a-dire le contexte
culturel. La comparaison de différents groupes nationaux et des générations X et Y revét une importance
majeure, tant pour comprendre I’influence des facteurs culturels et générationnels sur la vie professionnelle
que pour apporter des contributions scientifiques et pratiques aux stratégies de gestion d’une main-d’ceuvre
multiculturelle dans les établissements d’enseignement supérieur. Les différences d’attitudes a I’égard du
travail examinées dans cette étude ont été analysées a 1’aide du modéle des dimensions culturelles de
Trompenaars et Hampden-Turner.

L’étude adopte une méthodologie qualitative permettant d’interpréter, dans leurs contextes respectifs,
les raisons subjectives, les perceptions et les expériences qui sous-tendent la réalité sociale et les conduites
humaines. L’étude de cas a été retenue comme dispositif de recherche, dans la mesure ou elle permet un examen
approfondi d’un groupe social restreint et d’un environnement institutionnel délimité. Les données ont été
recueillies auprés d’enseignants turcs et étrangers exercant au sein de I’Ecole des langues étrangeéres,
conformément a I’approbation no 2023-10 du Comité d’éthique en sciences sociales et humaines de
I’Université de Bandirma Onyedi Eyliil. L’échantillon comprend 18 enseignants, sélectionnés selon un
échantillonnage par critéres, qui constitue une modalité de 1’échantillonnage raisonné. Afin d’examiner
simultanément les variables générationnelles et culturelles, I’échantillon a été réparti en trois groupes
analytiques :

1. Premier groupe : six enseignants étrangers, dont cinq appartenant a la génération Y et un a la
génération X, originaires des Etats-Unis, du Royaume-Uni, de Russie, d’Italie, de Tunisie et du
Pakistan.

2. Deuxiéme groupe : six enseignants turcs appartenant a la génération X.
3. Troisiéme groupe : six enseignants turcs appartenant a la génération Y.

Les données ont été recueillies au moyen d’un guide d’entretien semi-directif élaboré en turc et en
anglais a partir d’une revue de la littérature nationale et internationale. Les entretiens ont été réalisés en
présentiel sur les campus des participants, du 16 au 20 juin 2025. Ils ont fait ’objet d’un enregistrement audio
avec le consentement des participants et ont duré, en moyenne, 20 minutes chacun. Les entretiens conduits en
anglais ont été traduits en turc dans le respect du contenu original. Les données ont été soumises a une analyse
descriptive ; les codes et les catégories ont été organisés en matrices thématiques dans Microsoft Word. Etant
donné qu’un seul participant étranger appartenait a la génération X, les enseignants étrangers ont été regroupés
sous une méme rubrique dans les tableaux, tout en tenant compte de leur appartenance générationnelle dans
’analyse comparative lors de I’interprétation des résultats.

Les résultats ont mis en évidence une forte concordance entre les attitudes a 1’égard du travail des
participants issus de différentes générations et cultures, d’une part, et les caractéristiques de leurs générations
respectives ainsi que les codes culturels des sociétés dans lesquelles ils ont grandi, d’autre part. Les analyses
ont également révélé une forte interaction interne entre les dimensions du sens attribué au travail, de
I’engagement envers le travail et de la discipline au travail.
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Sens attribué au travail : Le contexte culturel joue un réle déterminant dans la maniére dont le travail
est interprété. Les enseignants étrangers issus de cultures individualistes congoivent le travail autour de «
I’accomplissement de soi, de I’indépendance et du développement personnel », tandis que les enseignants turcs
lui attribuent une mission davantage collective et sociale.

Attitude a I’égard de I’engagement envers le travail : L’analyse conduite dans le cadre du modele
de ’engagement a trois composantes de Meyer et Allen a montré que, chez les enseignants turcs comme chez
les enseignants étrangers appartenant a la génération Y, « I’engagement affectif », exprimé par le plaisir au
travail et la satisfaction professionnelle, prédomine. En revanche, chez les enseignants turcs de la génération
X, « ’engagement normatif », associé a la loyauté institutionnelle, a la fidélité et a la responsabilité morale,
ainsi que « I’engagement de continuité », li¢ a la recherche de sécurité économique et a la préservation de la
situation établie, occupent une place plus prépondérante.

Approche de la discipline au travail : En ce qui concerne le respect des régles institutionnelles et
des normes sociales, les enseignants turcs de la génération X présentent une conception de la discipline centrée
sur ’obéissance a ’autorité hiérarchique et la stricte conformité aux réglements, notamment en mati¢re de
ponctualité et de respect des procédures. Les enseignants turcs de la génération Y et les enseignants étrangers
se montrent, quant a eux, davantage favorables a des modalités de travail flexibles, & la communication
horizontale et a une approche de 1’autodiscipline axée sur les résultats, entendue comme 1’accomplissement
des taches dans les délais impartis.

L’étude confirme que les attitudes professionnelles des enseignants dans les établissements
d’enseignement supérieur ne relévent pas uniquement de préférences individuelles, mais se construisent de
maniére dynamique sous I’influence du temps chronologique, appréhendé a travers la génération, et de la
structure socioculturelle. Afin de gérer efficacement les transitions générationnelles et la diversité culturelle de
la main-d’ceuvre au sein des établissements, il est recommandé de réduire le nombre de niveaux hiérarchiques,
de concevoir des processus de gestion de la performance flexibles et axés sur les résultats, et d’intégrer la
diversité des origines culturelles aux mécanismes favorisant 1’appartenance institutionnelle.

Mots-clés: Economie du travail, attitudes a 1’égard du travail, générations, enseignants, enseignement
supérieur.

Resumen Estructurado:

La actitud hacia el trabajo, entendida como una sintesis analitica de los valores, las creencias y las
concepciones de los individuos acerca del trabajo, se configura en la interseccion de factores individuales,
organizacionales y sociales que regulan las conductas en la vida profesional. El entramado cultural, historico
y social especifico de cada sociedad influye directamente en las perspectivas individuales sobre el trabajo, el
sentido de pertenencia organizacional y la naturaleza de las relaciones con la jerarquia y la autoridad. En
consecuencia, cada sociedad posee una concepcion particular de las actitudes hacia el trabajo, lo que genera
diferencias significativas entre sociedades. Ademas de la heterogeneidad cultural, la dimension temporal
constituye otro factor fundamental en la transformacion de estas actitudes. Las actitudes hacia el trabajo
presentan una estructura en constante evolucion, en consonancia con el contexto global y los cambios en las
condiciones mundiales. A medida que transcurre el tiempo, se transforma el paradigma social y distintas
generaciones se incorporan a la fuerza laboral, cambian tanto las expectativas estructurales de las
organizaciones como los juicios de valor profesionales de los trabajadores. Durante el proceso de socializacion,
los individuos interiorizan la estructura normativa general y, a partir de ella, definen sus roles profesionales.
Por ejemplo, en las culturas con un elevado grado de individualismo, el trabajo se equipara con el éxito personal
y la autorrealizacién, mientras que, en las culturas colectivistas, se concibe como un esfuerzo orientado a
contribuir al bien comun. Asimismo, en las estructuras caracterizadas por una elevada distancia al poder, se
acepta una jerarquia rigida entre superiores y subordinados, mientras que, en los entornos con una baja distancia
al poder, se prefieren la comunicacion horizontal y un clima igualitario. En este contexto, se reconoce que los
docentes extranjeros desarrollan actitudes profesionales especificas a partir de las normas académicas y
sociales de sus paises de origen, mientras que los docentes turcos lo hacen en el marco de la cultura institucional
de Turquia, las dindmicas de los sectores publico y privado, la estructura burocratica y los juicios de valor
locales.

www.turkishstudies.net/economy



3076 Kiibra Yazkan

El objetivo de este estudio es comprender en profundidad las actitudes hacia el entorno laboral de
docentes pertenecientes a distintos contextos socioculturales y grupos de edad, desde una perspectiva
comparativa intercultural e intergeneracional. La investigacion pretende dilucidar como determinados
parametros fundamentales —el significado atribuido al trabajo, los niveles de compromiso con este y la
disciplina laboral— se configuran tanto por la época historica en la que viven los individuos, es decir, el
contexto generacional, como por el entorno social al que pertenecen, es decir, el contexto cultural. La
comparacion entre distintos grupos nacionales y entre las generaciones X e Y reviste una importancia
fundamental, no solo para comprender la influencia de los factores culturales y generacionales en la vida
profesional, sino también para aportar contribuciones cientificas y practicas a las estrategias de gestion de una
fuerza laboral multicultural en las instituciones de educacion superior. Las diferencias en las actitudes hacia el
trabajo examinadas en este estudio se analizaron mediante el modelo de dimensiones culturales de Trompenaars
y Hampden-Turner.

El estudio adopta una metodologia cualitativa que permite interpretar, en sus respectivos contextos,
las razones subjetivas, las percepciones y las experiencias subyacentes a la realidad social y a las acciones
humanas. Se selecciond el estudio de caso como disefio de investigacion, dado que posibilita un examen en
profundidad de un grupo social delimitado y de un entorno institucional especifico. Los datos se recopilaron
entre docentes turcos y extranjeros de la Escuela de Lenguas Extranjeras, de conformidad con la aprobacién
n.° 2023-10 del Comité de Etica en Ciencias Sociales y Humanidades de la Universidad de Bandirma Onyedi
Eylil. La muestra estuvo integrada por 18 docentes, seleccionados mediante la técnica de muestreo por
criterios, una modalidad de muestreo intencional. Con el fin de evaluar simultincamente las variables
generacionales y culturales, la muestra se dividio en tres grupos analiticos:

1. Primer grupo: seis docentes extranjeros, cinco pertenecientes a la generacion Y y uno a la generacion
X, procedentes de Estados Unidos, Reino Unido, Rusia, Italia, Tinez y Pakistan.

2. Segundo grupo: seis docentes turcos pertenecientes a la generacion X.
3. Tercer grupo: seis docentes turcos pertenecientes a la generacion Y.

Como instrumento de recopilacion de datos, se utiliz6 una guia de entrevista semiestructurada
elaborada en turco e inglés a partir de una revision de la literatura nacional e internacional. Las entrevistas se
realizaron presencialmente en los campus de los participantes entre el 16 y el 20 de junio de 2025. Se efectuaron
grabaciones de audio con el consentimiento de los participantes, y cada entrevista tuvo una duracion media de
20 minutos. Las entrevistas realizadas en inglés se tradujeron al turco manteniendo la fidelidad al contenido
original. Los datos se sometieron a un analisis descriptivo; los cddigos y las categorias se organizaron en
matrices tematicas mediante Microsoft Word. Dado que solo habia un participante extranjero perteneciente a
la generacion X, los docentes extranjeros se presentaron bajo una Unica categoria en las tablas, aunque su
pertenencia generacional se tuvo en cuenta en el analisis comparativo durante la interpretacion de los
resultados.

Los hallazgos revelaron un elevado grado de correspondencia entre las actitudes hacia el trabajo de
los participantes de distintas generaciones y culturas, por una parte, y las caracteristicas de sus respectivas
generaciones y los codigos culturales de las sociedades en las que crecieron, por otra. Asimismo, los analisis
identificaron una intensa interaccion interna entre las dimensiones del significado atribuido al trabajo, el
compromiso con el trabajo y la disciplina laboral.

Significado atribuido al trabajo: Se observé que el contexto cultural desempefia un papel decisivo
en la interpretacion del trabajo. Los docentes extranjeros procedentes de culturas individualistas conciben el
trabajo en torno a la «autorrealizacion, la independencia y el desarrollo personaly, mientras que los docentes
turcos le atribuyen una misién de caracter mas colectivo y social.

Actitud hacia el compromiso con el trabajo: El andlisis realizado en el marco del modelo de
compromiso de tres componentes de Meyer y Allen mostrd que, tanto entre los docentes turcos como entre los
extranjeros pertenecientes a la generacion Y, predomina el «compromiso afectivo», expresado en el disfrute
del trabajo y la satisfaccion profesional. En cambio, entre los docentes turcos de la generacion X, el
«compromiso normativoy», asociado a la lealtad institucional, la fidelidad y la responsabilidad moral, y el
«compromiso de continuidad», vinculado a la biisqueda de seguridad econdmica y a la preservacion del orden
establecido, presentan una mayor preponderancia.
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Enfoque de la disciplina laboral: En lo relativo al cumplimiento de las normas institucionales y
sociales, los docentes turcos de la generacion X manifestaron una concepcion de la disciplina centrada en la
obediencia a la autoridad jerarquica y en el pleno cumplimiento de la normativa, particularmente en materia de
puntualidad y observancia de los procedimientos. Por su parte, los docentes turcos de la generaciéon Y y los
docentes extranjeros mostraron una mayor inclinacién hacia modalidades de trabajo flexibles, la comunicacion
horizontal y un enfoque de autodisciplina orientado a los resultados, entendido como la finalizacion de las
tareas dentro de los plazos establecidos.

El estudio confirmé que las actitudes profesionales de los docentes en las instituciones de educacion
superior no responden Uinicamente a preferencias individuales, sino que se configuran dindmicamente bajo la
influencia del tiempo cronologico, expresado en la pertenencia generacional, y de la estructura sociocultural.
Para gestionar eficazmente tanto las transiciones generacionales como la diversidad cultural de la fuerza laboral
en las instituciones, se recomienda reducir los niveles jerarquicos, disefiar procesos de gestion del desempeiio
flexibles y orientados a los resultados e integrar las diversas procedencias culturales en los mecanismos de
pertenencia institucional.

Palabras clave: Economia laboral, actitudes hacia el trabajo, generaciones, docentes, educacion
superior.
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CTpyKTypHpOBaHHAsE AHHOTALMA:

OTHOWIEHNE K TPYLy, MPEACTABIAIONIEe COO0I aHAINTHYCCKUH CHHTE3 HMEHHOCTEH, YOeKIeHWH 1
MPEICTABICHUH HHINBHUIOB O TPyAe, GopMHUPYETCs Ha TIEpEeCEUCHUH HHANBUAYAIbHBIX, OPTaHU3AHOHHBIX 1
0O0IIECTBEHHBIX (PAKTOPOB, PEryAMPYIOIIUX TOBEACHHE B MPO(ECCHOHATEHON AESTEIbHOCTH. YHUKAJIbHAS
KyJlbTypHasi, HCTOPHYECKass M COIMalbHas TKaHb KaXKAOTO OOINECTBa HEMOCPEACTBEHHO BIHACT Ha
NPEACTABICHUS] WHAMWBUIOB O TpPYyAE, HX YYBCTBO OPraHM3allMOHHON NPUHAUIEKHOCTH U XapakTep
B3aUMOOTHOILICHUI C uepapxueil W BiacThlo. COOTBETCTBEHHO, KaXKJOMYy OOIIECTBY HpHUCYyIe 0coboe
MOHMMaHHE OTHOILIECHHUS K TPYAY, YTO OOYCIIOBIMBAET CYIECTBEHHbIE MEXOOMEeCTBEHHbIE pazanyus. Hapsy
C KyJIbTYPHOU HEOJHOPOAHOCTHIO Ba)KHEHIINM (DaKTOpOM TpaHC(HOPMAIMU OTHOLICHUS K TPYAY BBICTYNaeT
BpeMeHHOe m3Mepenne. OTHOIICHHE K TPYAY XapaKTepU3yeTCsl CTPYKTYPOM, HEMPEPBIBHO H3MEHSIOIICHCS
BMeCTe C DIIOOAJbHBIM KOHTEKCTOM M YCIOBHSMH pa3BUTHS Mupa. C TeueHHEM BpPEMEHH, W3MECHEHHEM
0O0IIIECTBEHHO ITapaJurMbl ¥ BBIXOZOM Ha PHIHOK TPY/a HOBBIX IIOKOJICHUH IPeoOpas3yroTcst Kak CTPyKTypHBIE
OXXHIAHUS OpraHW3alMi, Tak W MpodeccHOHaIbHBIE LEHHOCTHBIE CYXAEHHsS pabOTHHMKOB. B mpormecce
COIMATN3AIH HHIUBUIBI HHTEPUOPH3UPYIOT OOIIYI0 HOPMAaTHBHYIO CHCTEMY U Ha 3TOM OCHOBE ONPENEIITIOT
cBoM mpodeccroHanbHble ponu. Hampumep, B KynbTypax C BBICOKMM YpPOBHEM HHIMBHIyaln3Ma TpPyA
OTOXIECTBIIICTCS C JIMYHBIM YCIIEXOM M caMopealu3alyeil, Torga Kak B KOJUIEKTUBHUCTCKHX KyNBTypax OH
MOHMMAETCSI KaK JeATEeIbHOCTh, HAIIPABJICHHAs HA JOCTIDKEHHE oO0Imero Onmara. AHaJIOTHYHBIM 00pa3oM B
CTPYKTypaX C BBICOKOM [IUCTaHIUEH BIACTH NPUHUMAETCS KECTKAas HepapxHs OTHOIICHUH MeXIy
PYKOBOIUTEISIMHU U NMOJYUHEHHBIMU, B TO BpeMs KakK B YCJIOBHMSAX HU3KOH JMCTAHLIMH BIACTU NPEIIOYTCHHE
OTHAETCsl TOPU3OHTANILHOM KOMMYHHUKAIIMH U ATAIUTapHoil atMmocdepe. B taHHOM KOHTEKCTE IPU3HAETCS, YTO
MHOCTpaHHbIE NpernojaBaTean (GOpMHUPYIOT crelupuuecKkiue NnpodeccCuoHaNbHbIE YCTAHOBKM Ha OCHOBE
aKaJeMUYECKUX U COLMANBHBIX HOPM CTpPaH CBOETO MHPOHMCXOXAEHHS, TOTNa KaK YCTAaHOBKH TYypEIKHX
IpernojaBaTeNieil  CKIaAbIBAIOTCA B paMKax HMHCTUTYIMOHAJIBHON KymbTypbl Typuuu, IHHAMHUKH
TOCYJapCTBEHHOTO M YacTHOTO CEKTOPOB, OIOPOKPATHYECKOW CTPYKTYPhl M MECTHBIX ILI€HHOCTHBIX
MIPENICTaBICHUM.

Ilens HacTOSIIETO WCCIIENOBAHHS 3aKIIOYACTC B YDIyONEHHOM ITIOHMMAaHHHM OTHOIICHUS
IpernoaBaTeyeid pasIMuHbIX COLMOKYJIBTYPHBIX M BO3PAcTHBIX TPYyMI K CBOEH paboueil cpene ¢ mo3wmui
MEKKYIbTYPHOTO M MEKIOKOJIEHYECKOTO CpPaBHHUTEIBHOTO aHanu3a. lcclemoBaHWe HANpaBICHO Ha
BBISIBJIGHHE TOTO, KAaKUM 00pa3oM Takue 0a30Bble MapaMeTphl, KaK CMBICI, NPUAABACMBIH TPYILY, YPOBEHb
MPUBEPIKEHHOCTH paboTe M TPyIOoBasi TUCUHUILIMHA, (OPMHUPYIOTCS MO BIMSHHEM KaK UCTOPHYECKOU IIIOXH,
B KOTOPOH KHMBYT MHIAUBHU/BI, TO €CTh TOKOJIEHYECKOTO KOHTEKCTa, TaK U COLMAIIBHON Cpe/bl, K KOTOPOH OHU
MPUHAATEXKAT, TO €CTh KyJIbTYpHOTO KOHTEKCTa. COIOCTaBIEHHE pPAa3IMYHBIX HAIIMOHAJBHBIX TPYIH H
noxojieHHi X U Y MMeeT NPUHLIUIHAIBHOE 3HaYeHHEe He TOJNBKO JUIA TMOHMMAHUS BIMSHUS KyIBTYPHBIX U
MOKOJIEHYECKHX (PaKTOpPOB Ha MPO(ECCHOHANBHYIO )KU3Hb, HO U Ui BHECEHUsI HAyYHOTO U MPAKTHYECKOTO
BKJIaZla B pa3pabOTKy cTpaTeruil ymnpapieHHS MOJHKYJIBTYPHBIM IIEPCOHANIOM B YUYPEKACHUSIX BBICIIETO
obpazoBanus. PaccMarpuBaeMble B MCCIEIOBAaHNH PA3IMYHs B OTHOIICHHUH K TPYy OBIIM MPOaHAIM3HPOBAHBI
C MCIIOIb30BaHUEM MOJIENH KYJIBTYypHBIX HU3MepeHuil Tpomnenaapca u XammaeH-TépHepa.

B wuccienoBaHMM TpUMEHSETCS KadeCTBEHHAs METOMOJOTHS, ITO3BOJISIONIAsl WHTEPIPETHPOBATh
CyObEKTHBHBIEC IPUYUHBI, BOCIIPUATHE H OIIBIT, JISXKAIEe B OCHOBE COIMAILHOMN PeabHOCTH M YEIOBEYECKUX
JIEWCTBHH, B COOTBETCTBYIOIIMX KOHTEKCTaX. B KauecTBe HCCIEIOBAaTENLCKOTO au3aifHa OBIIO BBHIOPAaHO
UCCJIEZIOBaHUE CllyYasi, ITIOCKOJBbKY OHO oOecreyuBaeT yrnyON€HHOE M3yueHHE OTPAaHMYCHHOH COLMANIbHOM
TPYIIIBI M KOHKPETHON HHCTUTYIIMOHAIBHOM cpenbl. JlaHHbIe ObLIHM cOOpaHbI CPEeAN TYPEILKUX ¥ HHOCTPAaHHBIX
npeno;(aBaTeneﬁ Bricmieit mKkosbl HMHOCTPAHHBIX SA3bIKOB B COOTBETCTBHUU C O}IO6peHI/IeM Komurera 1o 3Tuke B
o0acTi conMaibHBIX M TYMaHHTapHBIX HayK YHuBepcutera banmpipma Owmifenm Diimroms Ne 2023-10.
Bri6opka Brimrovana 18 mpemnomasareneid, 0TOOpaHHBIX TTOCPEACTBOM KPUTEPHUAIBHOTO OTOOPA, SIBIISIOIIETOCS
OJHOM W3 pa3HOBHAHOCTEH IIeJICHANIPAaBICHHOTO (opMHUpoBaHUS BBHIOOPKH. [T OZHOBpPEMEHHOTO
paccMOTpeHHs MOKOJIEHUECKUX U KyJIBTYPHBIX TIEPEMEHHBIX BBIOOpKa OblIa pasJiesieHa Ha TPU aHAJIMTHYECKUE
TpYIIIbL:

1. TIlepBasi rpynma: mecTb HHOCTPaHHBIX NpenoiaBaTesied, U3 KOTOPBIX MATh OTHOCSITCS K IMOKOJIEHHUIO
Y ¥ onuH — K MOKoJieHHI0 X; yaacTHUKH nporncxosaT u3 CIIA, Benmukoopurtanun, Poccun, Utamuwy,
Tynuca u [lakucrana.

2. Bropas rpynma: mectb TypeLKHX ITPenoiaBarelieid, OTHOCSIINXCS K MTOKOJIEHHUIO X.
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3. Tperps rpynmna: mectb TYpeUKUX NpenogaBareeil, OTHOCALIMXCS K IOKOJIEHUIO Y.

B kxagecTBe HHCTpyMEHTa cOOpa JaHHBIX UCIIOIB30BAJICS Taii/l IOy CTPYKTYPHPOBAHHOTO HHTEPBBIO,
pa3paboTaHHEIA HA TYpPEeUKOM M aHIIMICKOM S3bIKaX Ha OCHOBE 0030pa HAIIMOHAIBHONH M MEKAyHApPOIHOM
Hay4YHOU JITeparypsl. THTEPBBIO MPOBOIIIHNCH OYHO B KaMITycax y4acTHHKOB ¢ 16 mo 20 urons 2025 roma. C
commacusi Y4YacTHHKOB OCYIIECTBIISUIACHh ayAHMO3AINCh; CPEOHAS IPOAODKUTEIBHOCTh KaXKIOTO HHTEPBBIO
cocraBsia 20 MuHyT. IHTEpBEIO, IPOBEIEHHBIC HA AHIJIIMICKOM S3BIKE, OBLTH MEepEeBEACHBI HA TYPEIKU ¢
COXpaHEHNEM CMBICIIOBOI TOYHOCTH OpHUrHHaa. /st 00paboTKH JaHHBIX MPUMEHSUICS OIMCaTeIbHbIH aHaIH3;
KOZIBI M KaTerOpuH OBbUIM CHCTEMaTH3MPOBAHbI B TeMaTH4YeCKUX Mmarpunax B Microsoft Word. ITockonbky k
MOKOJIEHHI0 X OTHOCHJICSI TOJNBKO OJMH MHOCTPAHHBII yUacTHUK, B TaOIMLAX MHOCTPAaHHBIE NpenogaBaTesn
ObuTM O0bEJIMHEHBl B OJHY KAaTETOPUIO, OJHAKO IPH WHTEPIpPETalluH PE3yJbTaTOB HX IOKOJIEHYECKas
MPHUHAAJTIEKHOCTh YUUTHIBAJIACH B CPABHUTEIILHOM aHAIM3E.

PesynbTathl Hccae0BaHNs BBISBUIM BBICOKYIO CTETIEHb COOTBETCTBHS MEXy OTHOIIEHUEM K TPYLY
YYaCTHHKOB, PEICTABISIONINX PA3JINYHbIE IOKOJICHUS U KyJIbTYPBI, C OHOH CTOPOHBI, U XapaKTePUCTHKAMHU
COOTBETCTBYIOIIUX MOKOJIEHUH 1 KyJIbTYPHBIMH KOJaMH OOIIECTB, B KOTOPBIX OHM BEIPOCIH, C APYTOH. AHAIH3
TaKkKe MO3BOJIMII YCTAHOBHUTH BBIPAKEHHOE BHYTPCHHEE B3aHMMOACHCTBUE MEXITy TAKHUMH M3MEPEHHUSIMH, KaK
CMBICII, IPUIaBAEMbIH TPy, IPHUBEPKEHHOCTh PadOTE M TPyAOBask AUCIUILIHHA.

Cwmblca, mpuAaBaeMblil TPy1y: YCTaHOBIIEHO, YTO KyJIbTypPHBIH KOHTEKCT MTPACT OIPEACIISIONIYTO
poJIb B OCMBICICHHM Tpyna. VIHOCTpaHHBIE TIpEeTofaBaTelNd U3 HWHAUBUAYAIHCTHYECKUX KYJIBTYD
paccMaTpuBalOT TPyX NPEHMYIIECTBEHHO 4Yepe3 KaTeropuy «CaMopealu3allid, He3aBUCHUMOCTH W
JMYHOCTHOTO pa3BUTHs», TOTJa KakK TypelKHe IpernojaBaTeld IPUAAIOT eMy Oosee BBIPAKEHHYIO
KOJJICKTUBHYIO M COLIMANIBbHYI0 MUCCHIO.

OTHoleHne K NMPUBEPKEHHOCTH padoTe: AHanu3, NPOBEAEHHBIM B paMKax TPEXKOMIIOHEHTHOMN
MOJIETIM IIpPUBEpKCHHOCTH Melepa U AJieH, MOKa3aj, 4YTO KaK y TYPELUKHX, TaK M y HHOCTPaHHBIX
npernoaBaTeneid MokosieHHs Y mpeoOnmamaer «ad(eKTHBHAs IIPUBEPKEHHOCTHY, MPOSBISAIOMIANCS B
YAOBOJIIBCTBHM OT paboTel W TNpo(eCCHOHANBHOH YIOBIETBOPEHHOCTH. Hampotus, y Typenknx
npernofaBateneid MmokoieHUss X Ooiee BBIPAKEHBI «HOPMATHBHAS NPUBEP)KCHHOCTBY, CBSI3aHHAs C
JIOSTBHOCTBIO  YUPEKACHUIO, BEPHOCTBIO M MOPAIbHON OTBETCTBEHHOCTBIO, U «IIPHUBEPKEHHOCTD
NPOAOIDKEHHUIO AEATEIbHOCTHY, OOYCIOBICHHAs CTPEMJIEHHMEM K SKOHOMHMYECKOW 3aIUIIEHHOCTH W
COXPAHEHUIO CIIOKHBILETOCS MOPSAAKA.

Ionxox k TpyaoBoW AucHUNUINHE: B OTHOIIEHHWH COOMIONCHMS WHCTUTYLHMOHAIBHBIX HPaBUI U
COLMAJIBHBIX HOPM YCTAaHOBJICHO, YTO TypeUKHE IPENOAABATENM IIOKOJIEHUs X MPUIEPKUBAIOTCA
IIPEJCTaBICHU O AUCLMIIIMHE, OPUEHTUPOBAHHOIO HA IIOAYMHEHUE HEPAPXUUYECKOM BIACTH U IIOJIHOE
COOJIFO/IEHHE PETIaMEHTOB, BKJIIOUAsi MYHKTYaJIbHOCTD U CJIEJI0OBAHUE YCTaHOBJIEHHBIM ITpoleaypam. B To ke
BpeMs TypeLKHUe MPeroiaBaTey MOKOJIeH! Y U HHOCTPaHHBIE IPETo1aBaTeIy B OOJIbIleil CTENIeHN CKIIOHHBI
K THOKMM MOJENsAM OpraHW3allid Tpyda, TOPU30OHTAJIbHOM KOMMYHHUKAIlMM ¥ CaMOJWCIUILINHE,
OpPUEHTUPOBAHHOM Ha PE3YNBTAT, TO €CTh HA CBOEBPEMEHHOE BBINOJIIHEHHE 337a4.

HccnenoBanne MOATBEPIMIO, YTO NMPOQECcCHOHANIbHBIE YCTAaHOBKM MperojaBaTesel yupexIeHui
BBICIIETO0 00pa30BaHUS HE CBOISTCS MCKIIOUUTEIBHO K WHIAWBUAYAIbHBIM NPEANOYTEHUSM, 8 JTHHAMHYECKH
(opMupyIOTCSI TIOZl BO3JICHCTBHEM XPOHOJOTHYECKOTO BPEMEHM, BBIPAKEHHOTO B  IOKOJICHYECKOM
MPUHAIJIEKHOCTH, M COIIMOKYIBTYPHOH CTPYKTYpBI. s 3¢h(heKTUBHOTO yIIpaBIeHNUs Kak CMEHON ITOKOJICHHUH,
TaK M KyJIbTypHBIM MHOrooOpa3ueM IMepcoHala B YUYPEXKICHHAX pPEKOMEHIYeTCS COKpallaTh YHCIIO
HepapXUuecKuX YpPOBHEH, pa3pabaTeiBaTh THOKHE U OPHEHTHUPOBAHHBIE HA PE3YIIBTAT MPOIECCH YIIPABICHUS
3G PEKTUBHOCTHIO NESITEIBHOCTH W YYHTHIBaTh pa3HOOOpaswe KyJIbTYPHBIX HPEANOCHUIOK B MEXaHH3Max
(hopMHpOBaHUS HMHCTUTYIIHOHATIFHOM MPHHAIIC)KHOCTH.

KiiroueBble CJIOBa: SKOHOMHKA TPyAa, OTHOILICHHWE K TPYdY, IOKOJICHHUS, MPENOAaBaTeld, BICIICS
obpazoBanue.

TR IR
Fd & Tl figRi—srulq &1 &1 SfauRom ¥ Wefdd afeaal & T, oyl ok faari &1
fITvuTae IAWU—37 Jgfddsd, TE-TAS 3R JHHINIe HRB! & fadey & FAffa gt 8, ot
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Yapilandirilmis Ozet:

Bireylerin ¢aligma kavramina iligkin deger, inang ve goriislerinin analitik bir birlesimi olan ¢aligma
tutumu; profesyonel hayattaki eylemleri regiile eden bireysel, orgiitsel ve toplumsal unsurlarin kesisim
noktasinda sekillenmektedir. Her toplumsal yapinin kendine 6zgii kiiltiirel, tarihsel ve sosyal dokusu, bireylerin
ise bakis acilarina, kurumsal aidiyet duygularina, hiyerarsi ve otoriteyle kurduklari iligki bi¢imlerine dogrudan
etki etmektedir. Dolayisiyla, her toplum kendine has bir ¢aligma tutumlari nosyonuna sahip olmakta ve bu
durum toplumlar arasinda belirgin varyasyonlar dogurmaktadir. Kiiltiirel heterojenligin yani sira, ¢alisma
tutumlarinin doniisiimiinde rol oynayan bir diger basat faktor ise "zaman" diizlemidir. Calisma tutumlari,
kiiresel konjonktiir ve gelisen diinya kosullariyla birlikte siirekli evrilen bir yapiya sahiptir. Zamanin ilerlemesi,
toplumsal paradigmanin degismesi ve farkli jenerasyonlarin is giiciine dahil olmasiyla birlikte hem kurumlarin
yapisal beklentileri hem de calisanlarin mesleki deger yargilar1 degisime ugramaktadir. Bireyler, sosyallesme
siirecinde genel normatif yapiy1 igsellestirerek mesleki rollerini konumlandirirlar. Ornegin; bireyciligin yiiksek
oldugu kiiltiirlerde ¢aligmak kisisel basar1 ve kendini gerceklestirmeyle 6zdeslestirilirken, kolektif kiiltiirlerde
toplumsal fayda saglama gayreti olarak anlamlandirilmaktadir. Benzer sekilde, gii¢ mesafesinin yiiksek oldugu
yapilarda kati ast-iist hiyerarsisi kabul goriirken; diisiik glic mesafesinde yatay iletisim ve esitlik¢i bir iklim
tercih edilmektedir. Bu dogrultuda, yabanci uyruklu 6gretim gorevlilerinin kendi {ilkelerinin akademik ve
toplumsal teamiillerine gore; Tiirk 6gretim gorevlilerinin ise Tiirkiye’nin kurumsal kiiltiirli, kamu-6zel sektor
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dinamikleri, biirokratik yapisi ve yerel deger yargilari ekseninde 6zgilin mesleki tutumlar gelistirdikleri kabul
edilmektedir.

Bu calisma; kiiltiirleraras1 ve jenerasyonel karsilastirmali bir perspektifle, farkli sosyo-kiiltiirel arka
planlara ve yag gruplarina sahip 6gretim gorevlilerinin ¢aligma ortamina yonelik tutumlarin1 derinlemesine
anlamay1 amaglamaktadir. Aragtirma, bireylerin ¢alismaya yiikledikleri anlam, ¢calismaya baglilik diizeyleri ve
caligma disiplini gibi temel parametrelerin, hem i¢inde bulunduklari tarihsel doneme (kusak baglami) hem de
ait olduklar1 toplumsal ¢evreye (kiiltiir baglami) gore nasil sekillendigini ortaya koymay1 hedeflemektedir.
Farkli ulusal gruplarin ve kusaklarin (X ve Y) mukayese edilmesi, kiiltiirel/kusaksal faktorlerin profesyonel
hayata etkisini anlamlandirmanin yani sira, yiiksekdgretim kurumlarindaki ¢ok kiiltiirlii is gilicii yonetimi
stratejilerine bilimsel ve pratik katkilar sunmasi agisindan kritik bir dneme sahiptir. Calisma kapsaminda
incelenen calisma tutumlarina yonelik farkliliklar, Trompenaars ve Hampden-Turner'in kiiltiirel boyutlar
modeli iizerinden degerlendirilmistir.

Arastirmada, sosyal gergekligin ve insan eylemlerinin arkasinda yatan 6znel nedenleri, algilar1 ve
deneyimleri baglami iginde anlamlandirmay1 saglayan nitel arastirma yontemi benimsenmistir. Arastirma
deseni olarak ise siirlandirilmis bir sosyal grubun ve kurumsal ortamin derinlemesine incelenmesine imkan
tantyan durum ¢alismast tercih edilmistir. Arastirmanin verileri, Bandirma Onyedi Eyliil Universitesi Sosyal
ve Beseri Bilimler Etik Kurulu’nun 12.12.2023 tarih ve 2023-10 numarali izni dogrultusunda, Yabanci Diller
Yiiksekokulu bilinyesinde gorev yapan Tiirk ve yabanci uyruklu o6gretim gorevlilerinden derlenmistir.
Aragtirmanin 6rneklemini, amagli 6rnekleme yontemlerinden 6lgiit 6rnekleme teknigiyle belirlenen toplam 18
Ogretim gorevlisi olusturmaktadir. Kusak ve kiiltiir degiskenlerini es zamanli degerlendirmek amaciyla
orneklem 3 analitik gruba ayrilmistir:

Birinci Grup: 5'1 Y kusagi, 1'i X kusagi mensubu olan toplam 6 yabanct uyruklu 6gretim gorevlisi,
(Amerika, Ingiltere, Rusya, Italya, Tunus, Pakistan uyruklu)

Ikinci Grup: X kusagina mensup 6 Tiirk 6gretim gorevlisi,
Uciincii Grup: Y kusagima mensup 6 Tiirk 6gretim gorevlisinden olusmaktadir.

Veri toplama araci olarak, ulusal ve uluslararasi literatiir taranarak Tiirk¢e ve Ingilizce olarak
hazirlanan "Yar1 Yapilandirilmis Goériisme Formu" kullanilmigtir. Miilakatlar, 16-20 Haziran 2025 tarihleri
arasinda katilimcilarin yerleskesinde yiiz ylize gerceklestirilmis, onay alinarak ses kaydi yapilmis ve ortalama
20 dakika siirmiigtiir. Ingilizce miilakatlar ashina sadik kalinarak Tiirkceye cevrilmistir. Verilerin
¢Oziimlenmesinde betimsel analiz yontemi uygulanmis; kod ve kategoriler Microsoft Word ortaminda tematik
matrislere dokiilmiistiir. X kusagi yabanci katilimer sayisinin 1 olmasi sebebiyle yabanci uyruklu dgretim
gorevlileri tablolarda tek baslikta ele alinmis, ancak yorumlarda karsilastirmali analize dahil edilmistir.

Arastirmadan elde edilen bulgular; farkli kusak ve kiltlirlerden gelen katilimcilarin g¢aligma
tutumlarinin, ait olduklar1 kusagin jenerasyonel nitelikleri ve yetistikleri toplumun kiiltiirel kodlari ile yiiksek
oranda paralellik gosterdigini ortaya koymustur. Analizler neticesinde; ¢alismaya yiiklenen anlam, ¢aligmaya
baglilik ve galisma disiplini boyutlar1 arasinda giiclii bir i¢sel etkilesim saptanmistir.

Calismaya Atfedilen Anlam: Kiiltiirel havzanin ¢alismay1 anlamlandirma iizerinde belirleyici oldugu
goriilmiistiir. Bireysel kiiltiirlerden gelen yabanci 6gretim gorevlilerinin ¢alismay1 "kendini gergeklestirme,
bagimsizlik ve kisisel gelisim" odaginda konumlandirdigy; Tiirk 6gretim gorevlilerinin ise ¢aligmaya daha
kolektif ve toplumsal bir 6dev misyonu yiikledigi tespit edilmistir.

Calismaya Baglilik Tutumu: Meyer ve Allen’1n ii¢lii baglilik modeli ekseninde yapilan analizde; Y
kusagi mensubu hem Tiirk hem yabanci 6gretim gorevlilerinde "duygusal baglhiligin" (isten keyif alma, mesleki
tatmin) 6n planda oldugu, X kusag: Tiirk 6gretim gorevlilerinde ise "normatif baghilik" (kurumsal sadakat,
vefa, ahlaki sorumluluk) ve "devam baghliginin" (ekonomik giivence arayisi, yerlesik diizeni koruma) daha
baskin bir egilim sergiledigi saptanmstir.

Calisma Disiplini Yaklasimi: Kurumsal kural setlerine ve sosyal normlara uyum noktasinda, X kusagi
Tiirk 6gretim gorevlilerinin hiyerarsik otoriteye itaat ve mevzuata tam uyum (dakiklik, prosediir takibi) odakli
bir disiplin anlayisina sahip oldugu; Y kusagi Tiirk ve yabanci 6gretim gorevlilerinin ise esnek ¢alisma
modellerine, yatay iletisime ve ¢iktt odakli (gorevin zamaninda tamamlanmasi) bir 6z disiplin yaklagimina
daha yatkin oldugu gozlemlenmistir.
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Calisma sonucunda, yiiksekogretim kurumlarindaki 6gretim gorevlilerinin mesleki tutumlarinin
yalnizca bireysel tercihlerden ibaret olmadigi; kronolojik zaman (kusak) ve sosyo-kiiltiirel yap1 tarafindan
dinamik bir bigimde sekillendirildigi dogrulanmigtir. Kurumlarda hem jenerasyonel gegislerin hem de ¢ok
kultiirlii is giicii ¢esitliliginin dogru yonetilebilmesi adina; hiyerarsik yapilarin yataylastirilmasi, esnek ve ¢ikti
odakli performans siireglerinin tasarlanmasi ve farkli kiiltiirel arka planlarin kurumsal aidiyet mekanizmalarina
entegre edilmesi Onerilmektedir.

Anahtar Kelimeler: Calisma Ekonomisi, Calisma Tutumlari, Kusaklar, Ogretim Gérevlileri, Yiiksek
Ogretim.
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Introduction

The formation of individual identity and behavioral patterns is a dynamic process shaped by
the macro-structural dynamics into which an individual is born, such as economic production
relations, institutionalized educational structures, normative values, the prevailing work ethic, and
cultural codes. These elements directly shape individuals’ perceptions of the workplace, their sense
of organizational belonging, the nature of their relationships with authority, the value they place on
teamwork, and their professional expectations. For instance, in societies where individual values take
precedence, work is viewed as a means to achieve personal success, whereas in collective cultures,
it is understood as an effort to contribute to the common good. Through the socialization process,
individuals internalize general norms and value systems, positioning their professional roles and
presence in the workplace accordingly. For instance, in societies with high power distance,
hierarchical superior-subordinate relationships become pronounced, whereas in cultures with low
power distance, horizontal communication channels and an egalitarian work environment are
preferred. Consequently, employees’ professional attitudes are not merely a result of personal
inclinations; they are a reflection of structural factors such as socio-cultural norms and educational
processes. In this regard, it can be said that foreign instructors possess a work ethic shaped by the
academic and social customs of their home countries. In contrast, Turkish instructors have developed
their own distinctive work attitudes centered on Turkey’s managerial culture, public-private sector
dynamics, bureaucratic processes, and local values. These differences can be examined through
various variables such as job satisfaction, academic motivation, perceptions of management, and
propensity for teamwork.

Offering a cross-cultural comparative perspective, this study aims to analyze the approaches
of instructors with different socio-cultural backgrounds toward the workplace. Comparing these two
distinct groups holds scientific significance both for understanding the impact of cultural factors on
professional life and for providing strategic contributions to multicultural workforce management in
higher education institutions.

The current research presents an analysis aimed at revealing the roles played by both
generational dynamics and differences in cultural/ethnic origins in the construction of workplace
culture. The study’s sample consists of Turkish and foreign instructors employed at Bandirma Onyedi
Eyliil University. In this context, the study will reveal how the presence of staff with different age
groups and cultural backgrounds under the same institutional umbrella reflects on their work-related
values and attitudes. In the study, differences in attitudes toward work life were categorized into three
separate groups to evaluate generational and ethnic/cultural background components. The study’s
sample group consists of a total of 18 instructors. Specifically, the first group consists of 6 foreign
instructors (1 from Generation X and 5 from Generation Y). The second group consists of 6 Turkish
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instructors belonging to Generation X. Finally, the third group comprises 6 Turkish instructors
belonging to Generation Y.

In the first section, which forms the conceptual framework of the study, the subdimensions
that constitute work attitudes are discussed in detail. Following that, a detailed analysis of generations
and the cultural dimensions model by Trompenaars, and Hampden-Turner is presented.
Subsequently, the methods used in the research, the form of analysis, and the findings are presented.
In the final section, the findings obtained from the interviews are discussed and interpreted in detail.

Conceptual Framework
Work Attitudes

Attitudes are not something people are born with; they are acquired through experience,
reinforcement, social learning, and imitation during the course of an individual’s development. In
this sense, attitudes possess a social dimension to the same extent that they are individual (Freedman
etal., 1989, p. 273). Many of the attitudes individuals hold are instilled by the society and culture in
which they grow up; the fact that people living within the same society exhibit similar attitudes
toward a given phenomenon due to the influence of their shared culture is an example of this. (Smith,
2000, p. 9). Many studies in the literature emphasize that attitudes and behaviors are fundamentally
rooted in culture, and that culture must be considered the primary determining factor in this regard.
Work-related attitudes, which give meaning to work for people and direct them toward work, are also
shaped by the belief system and cultural values of the society in which the individual lives (Neff,
1968, p. 242).

Work attitudes encompass an individual’s ideas regarding the phenomenon of work, and
these attitudes are acquired by individuals through culture. A study conducted by Benedict (1960, p.
52) demonstrated that an individual’s attitudes and behaviors are shaped by culture.

Meaning of Work

Meaning of work, which reflects the value and importance individuals attach to it, is related
to the values and beliefs employees hold regarding their jobs. Since the meanings employees ascribe
to work are related to the concept of value, the meaning attributed to work is shaped by the cultural
structure in which individuals live (Neff, 1968, p. 252). Attitudes toward the meaning of work vary
according to the dynamics of societies. The differences between cultures are the fundamental reason
underlying this variation. The reason work acquires meanings and values that are diametrically
opposed to one another in different societies within the same time period is also due to these cross-
cultural differences. Each society’s unique belief system and value judgments have led to work
acquiring entirely different meanings in different societies during the same period (Strangleman and
Warren, 2008, p. 2).

In recent years, with the inclusion of studies designed within positive psychology approaches
that have reclaimed the influences of existentialism and phenomenology, studies on the meaning of
work have been developed based on the idea that work, as a central human activity, must involve not
only “recognition” (representations, socially prevalent ideas in culture, among others) but also
“understanding.” These studies have shown that meaning is expressed as an experience in which the
‘self” finds opportunities to reveal itself, express itself, and develop itself through the act of doing
(Pratt and Ashforth, 2003, p. 311).

Commitment to Work

Another important attitude employees have toward work is commitment. First
comprehensively addressed by sociologist Becker, the concept of commitment refers to a person who
feels committed to an individual, a position, or an activity exhibiting behavior consistent with those
elements and showing greater interest and care toward them. In other words, it can be defined as the
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desire to persist in a particular course of action. For this situation to be termed genuine commitment,
the commitment must arise through internalization, identification, and a sense of belonging (Becker,
1960, p. 36).

In the study of work engagement, the components of engagement are of great importance.
These components are categorized into three types: affective, continuance, and normative. Emotional
commitment to work refers to an individual’s feelings toward work, their enjoyment of work, and
their perception that work is not merely a necessity; it also encompasses the extent to which a person
maintains a close relationship with their organization and their interest in being a part of it.
Continuance commitment indicates that work activity is an economic necessity for the individual.
For this reason, continuance commitment is the obligatory commitment arising from the costs the
individual would face if they were not to work. (Meyer and Allen, 1991, p. 67). In continuance
commitment, the individual is committed to their profession because leaving it for another profession
would be difficult, and leaving the profession would prevent the individual from securing the money
and other benefits they need. Normative commitment, on the other hand, is based on feelings of
loyalty, gratitude, and responsibility. In normative professional commitment, people remain in their
professions because they believe they should. Normative commitment involves a sincere sense of
loyalty toward the organization where one works, based on the belief that feeling committed to the
organization is the right attitude (Cooper-Hakim and Viswesvaran, 2005, p. 244).

Work Discipline

Work discipline, which encompasses the dos and don’ts of the work pace for individuals, is
the final dimension of the attitudes that constitute the intrinsic aspect of work culture. Attitudes such
as fulfilling one’s responsibilities within work activities, completing assigned tasks on time, and
viewing work as a way of life for individuals are prominent attitudes from the perspective of work
discipline. Individuals’ evaluations of what is right or wrong within their work lives constitute work
discipline (Colak, 2013, p. 84).

Work discipline is defined as the condition that causes or encourages employees to act in
accordance with predetermined norms or rules and to carry out all types of activities in the workplace.
In other words, work discipline is defined as an individual’s awareness and willing attitude toward
complying with and adhering to all company regulations and prevailing social norms (Surajiyo et al.,
2021, p. 3). Among the most fundamental indicators of work discipline are punctuality in arriving at
work, punctuality in returning home, and adherence to applicable regulations and responsibilities
when performing tasks (Saputra and Mahaputra, 2022, p. 107). While these work attitudes are
fundamentally anchored in cultural matrices, they are simultaneously subject to temporal
reconfigurations driven by generational shifts.

Generation X in the Workplace

The older members of Generation X,! born between 1961 and 1981, are now approaching
retirement, while the youngest members are in their mid-40s. Raised by the success-oriented Baby
Boomer generation, this cohort witnessed previous generations working long hours and sacrificing
their personal time for the well-being of their households. Unlike previous generations, Generation
X strives to establish a work-life balance on a rational foundation. Although they possess a strong
sense of duty and high levels of diligence, they tend not to bring their professional responsibilities
into the home environment. Generation X employees, who prefer organizational structures that value
their own sources of motivation, expectations, and leisure activities, are more effective in individual
work models compared to team activities (Stewart et al., 2017, p. 47).

1 Also see: Solmaztiirk ve Giirer 2020; Giider ve Kaya 2022; Solmaztiirk ve Giirer 2020; Giider ve Kaya 2022; Karakog
2013; Kanbur ve Sen 2017; Goktas 2019.
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Generation X came of age during a period when technological advancements and the use of
digital tools peaked in the late 1990s. They are the pioneering group that first encountered personal
computers in the workplace and witnessed firsthand the integration of technology into business
processes. This transformation has compelled them to acquire new competencies and adapt to modern
business models. Having witnessed the dizzying rise of the internet in its very early stages has
enabled them to embrace today’s technological innovations with much greater ease. Furthermore,
when the global financial crisis erupted in 2008, Generation X was the group that felt the impact of
mass layoffs, corporate restructuring, and the shift toward outsourcing most acutely. This turbulent
period taught them to develop flexibility and versatile skills to adapt to changing conditions (Beutell
and Wittig-Berman 2008, p. 511).

Generation X employees, who believe that today’s business world falls short in creating an
environment of belonging and trust, are more inclined to show loyalty to their managers or coworkers
rather than to corporate structures. On the other hand, a study conducted by Chicago-based Aon
Consulting Worldwide indicates that Generation X actually demonstrates significant commitment to
their workplaces, yet directs their primary and foremost loyalty toward their own professional
development and careers. Known as a reactive generation by nature, members of Generation X
generally avoid taking risks and have very limited tolerance for uncertainty (Reisenwitz and lyer,
2009, p. 94).

Generation Y in the Workplace

Generation Y, comprising individuals born between 1982 and 2004, is a generation that grew
up amidst major technological breakthroughs. The concepts that best describe this generation—
which came of age in an era where computers, cell phones, and the internet fundamentally
transformed life and everything reached a dizzying pace—are globalization, advanced technology,
sophisticated communication networks, and modern social values (Senbir, 2004, p. 24).

Also known as the Millennial Generation, Generation Y represents a group born into a digital
age that has internalized elements such as social media and the internet from an early age. The most
fundamental difference separating this generation from previous ones is, without a doubt, the strong
bond they have formed with technology. Accustomed to accessing the information or products they
need instantly and effortlessly, these individuals are characterized as utilitarian consumers who
project their expectations of practicality onto all aspects of life (Barnikel, 2005, p. 12).

Although Generation Y employees are highly motivated to produce quality work and achieve
success, they tend to leave their jobs when they fail to develop a sense of belonging to the company.
Believing that the path to fully unlocking this potential lies in trying different positions, they may
frequently change jobs. However, as long as they can maintain a healthy balance between their
professional lives and personal goals, they are individuals who demonstrate loyalty to the
organization where they work (Hira, 2007, p. 38).

Compared to their predecessors, Generation Y employees stand out for their high turnover
rates. The primary motivation behind this trend is the belief that more favorable financial conditions
and benefits can be obtained at different organizations. While seeking opportunities outside the
organization for salary increases or promotions is not a novelty unique to Generation Y, they are the
first generation to have established this approach as a standard career practice. On the other hand,
the motivational dynamics of Generation Y are not limited to financial rewards. As with Generation
X, flexibility, freedom of choice, and opportunities for professional development also play a critical
role (www.trinet.com).

Members of Generation Y integrate technology as an integral component of both their work
processes and daily lives, creating a lifestyle profile in sync with the technological environment.
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These employees, who place a high emphasis on continuous education and development, feel a
dynamic need to renew their competencies and adapt (Hannay and Fretwell, 2011, p. 23).

Trompenaars and Hampden-Turner’s Cultural Dimensions Model

In modern societies shaped by the phenomenon of globalization, it is assumed that trends
toward internationalization will pave the way for the emergence of a homogeneous global culture.
On the other hand, analyzing this universal cultural structure expected to emerge in the near future
necessitates a thorough analysis of existing cultural patterns at both the macro and micro levels. In
this context, Dutch researcher Fons Trompenaars and British scholar Charles Hampden-Turner, in
their work titled “Riding the Waves of Culture: Understanding Cultural Diversity in Business,”
investigated the deterministic effects of cultural variations on interpersonal interactions, as well as
on international organizational structures and corporate behavior. The authors aimed to identify
methodological steps that would guide the constructive reconciliation of such cultural heterogeneity
(differences). Trompenaars and Hampden-Turner argue that structural cultural differences at the
national level directly and significantly influence organizational operations and managerial
processes. Within this theoretical framework, culture is conceptualized, in its simplest definition, as
“the paradigm through which a specific human community resolves the crises it faces and reconciles
structural dilemmas” (Trompenaars, 1996, p. 52). The “Cultural Dimensions Model,” introduced to
the literature by the researchers, is the outcome of a decade-long longitudinal study examining
individual tendencies, norms, and value judgments on a global scale. This study is based on a
comprehensive survey methodology administered to approximately 60,000 senior and middle
managers operating in over 60 countries (Trompenaars and Hampden-Turner, 2004).

The cultural taxonomy introduced to the literature by Trompenaars and Hampden-Turner
draws on the theoretical legacy of sociologists Talcott Parsons and Edward Shils (1962) as well as
Florence Kluckhohn and Fred Strodtbeck (1961). By examining cultural systems at the macro level,
Parsons and Shils argued that these systems can be conceptualized as a matrix of norms, values, and
symbols that dictates individuals’ decision-making mechanisms and behavioral preferences, while
also rationally predicting patterns of interpersonal interaction. According to this perspective, every
culture shapes its normative structures—which influence individual choices—through five
dichotomous (binary) dimensions: (1) emotionality vs. emotional detachment, (2) individual
orientation vs. group orientation, (3) universalism vs. particularism, (4) attribution vs. achievement,
and (5) specificity vs. generality. Trompenaars and Hampden-Turner, however, integrated two new
parameters based on perceptions of environment and time into Parsons’s five-dimensional
classification, thereby constructing a seven-dimensional model formulated as pairs of opposing
attitudes observable in every culture (Balan and Vreja, 2013, p. 96). In this developed model, the first
five dimensions address interpersonal relational dynamics; the sixth dimension addresses temporal
orientation, while the seventh and final dimension provides an analytical framework for interactions
with environmental factors. Building on Kluckhohn and Strodtbeck’s thesis that “humanity faces
universal crises arising from its interactions with other individuals, time, actions, and nature,”
Trompenaars and Hampden-Turner argue that each culture becomes heterogeneous to the extent of
the unique solution strategies it produces for these existential and practical problems. In this context,
the adaptation mechanisms and solution paradigms developed vary according to the community’s
historical-cultural background, how it interprets life, and the symbolic values it ascribes to social
relationships, time, and nature (Rodi¢, 2020, p. 497).

When examining the universalist and particularist social structures that constitute the first
dichotomy of the Cultural Dimensions Model, it becomes evident that these two poles ascribe
diametrically opposed meanings to rules and normative relationships. In societies dominated by the
universalist paradigm, macro-norms, legal statutes, and generally accepted formulations form the
foundation of social order. Members of these cultures tend to accept codified (written) general rules
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and obligations as an absolute moral reference point for collective action. According to Trompenaars’
conceptualization, in universalist cultures, individuals adhere to standards accepted on a universal
scale; interpersonal relationships are regulated through abstract laws, rules, and institutional
obligations. Consequently, in these social patterns, the rigidity of formal rules always takes
precedence over rational and emotional interpersonal bonds.

In particularist societies, on the other hand, personal and primary relationships hold greater
importance than universal laws and rules. In this context, individual actions and decisions are shaped
not by abstract laws but by situational and specific obligations developed toward people the actors
know well (Trompenaars and Hampden-Turner, 1997, p. 29-48). In these societies where relational
capital is dominant, “exceptional and special conditions” that legitimize deviations from the rules are
considered more functional than standard procedures. Since the organic bonds of micro-level
exceptional networks, such as family and friendship, possess greater enforcement power than abstract
and universal laws, institutional or individual responses to any given situation vary depending on the
context at that moment and the identities of the actors involved in the interaction. For this reason,
members of particularist societies often adopt the proposition that “everything depends on the current
situation and conditions” by approaching social dynamics from a relativist perspective. While
countries such as the United States, the United Kingdom, Switzerland, and Canada are regarded as
prototypes of typical universalist cultures where institutional rationality takes precedence; countries
such as Tunisia, Russia, Italy, Pakistan, and Turkey are classified as prominent examples of
particularist cultures where relational networks and situational flexibility are decisive in decision-
making (ww.thtconsulting.com/resources/culture-explore/).

The dichotomy between individualism and collectivism, which constitutes another analytical
axis of the Cultural Dimensions Model, is based on the ontological and functional hierarchy between
the individual and the social structure to which they belong. In social formations dominated by the
individualist paradigm, the “individual” as a rational actor is positioned before and above collective
structures (groups, institutions, communities). In these cultures, personal autonomy, competitive
dynamics, individual initiative, independent decision-making mechanisms, and personal
responsibility are accepted as the highest axiological (value-based) norms; institutional structures
also reward success based on individual outcomes (Balan and Vreja, 2013, p. 99). In individualistic
societies, actors are expected to determine their own destinies, make rational choices, and be
responsible solely for their own well-being and that of their nuclear families. In this context, the
expansion of personal freedoms and the maximization of individual potential are regarded as the
primary levers for enhancing quality of life and social development.

In collectivist cultures, however, collective unity holds a transcendent and vital importance
that surpasses the individual components that constitute it. In this social sphere, group identity is a
foundational element that cannot be sacrificed for the sake of individual freedom and independence.
While the group demands absolute loyalty from its members, it offers them in return ontological
security, social protection, and systemic support mechanisms during times of crisis. Consequently,
individual needs are met not through independent pursuits but as a natural outcome of the process of
optimizing collective interests. In these societies, where mechanical solidarity and a sense of social
responsibility are institutionalized, actors channel their efforts toward common goals and teleological
(goal-oriented) orientations rather than personal ambitions. An individual’s social legitimacy and
value are determined by the contribution they make to the goals of the community to which they
belong and the level of loyalty they demonstrate. While Russia, Anglo-Saxon countries such as the
United States and the United Kingdom stand as the most prominent prototypes of individualism at
both the institutional and societal levels; countries situated in the Mediterranean, Middle Eastern,
and Asian regions—such as Turkey, Pakistan, Italy, and Tunisia—are classified within a collectivist
cultural sphere where relational networks and group-oriented rationality dominate
(www.thtconsulting.com/resources/culture-explore/).
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Methodology
The Purpose of the Study

This study aims to reveal how factors such as the meaning individuals ascribe to work, their
level of commitment to their jobs, and their work discipline are shaped by both the historical era in
which they live (generational context) and the social and cultural environment to which they belong
(cultural context). Within this scope, the study aims to examine differences in work culture across
two primary dimensions. The first is the temporal dimension. The second is the social/cultural
dimension. It is assumed that the life experiences, interactions with technology, and witnessing of
historical events among individuals raised in different countries and cultural contexts (the United
States, the United Kingdom, Russia, Italy, Tunisia, Pakistan, and Tiirkiye) and belonging to different
generations (Generations X and Y) will directly influence their attitudes and behaviors toward work.
In this context, the current study aims to identify the attitudinal and behavioral differences toward
work that develop based on age and generational affiliation. The primary objective of this study,
which seeks to identify differences in work-related attitudes and behaviors among participants from
different generations and cultures, is also to identify the common attitudes and behaviors developed
by individuals from different cultures and generations toward work, thereby determining the extent
to which participants’ work cultures diverge or converge.

Research Design

This study is based on a qualitative analysis of data obtained from in-depth interviews
conducted with a total of 18 instructors, 6 of whom are foreign nationals and 12 of whom are Turkish.
Qualitative research is a flexible research model that seeks to understand the structural and dynamic
causes underlying social reality, phenomena, and human actions through multiple data collection
tools such as observation, interviews, and document analysis. In this approach, which focuses on a
specific phenomenon, situation, or social context, researchers—acting as participant observers or in-
depth interviewers—seek to answer the questions “who, why, and how,” aiming to decipher the
subjective reality underlying human behavior. In qualitative research, which focuses on the process
itself, context, and understanding rather than outcomes, a deep theoretical framework is constructed
regarding the specific situations under examination (Glirbiiz and Sahin, 2018, p. 103).

Within the scope of this research, the case study—one of the qualitative research designs—
has been adopted to achieve the targeted in-depth analysis. A case study is an empirical method that
enables the in-depth and holistic examination of a limited event or events, a unique situation, a
specific social group, or an institutional environment within its own ecosystem (Biiyiikoztiirk et al.,
2013, p. 267). The fundamental philosophy of this design is to interpret the focused case or
phenomenon within its own unique context and parameters rather than seeking universal
generalizations (Giirbiiz and Sahin, 2018, p. 417).

In this context, the case study design was chosen for the present study because the aim was
to deeply understand participants’ individual experiences, professional perceptions, and
organizational experiences centered on “work attitudes,” and to comparatively examine the
subjective and cultural meanings embedded in work life experiences across generations (Generations
X and Y) and ethnic/national groups.

Data Collection

Before tbe start of the study, approval was obtained from the Ethics Committee for Social
and Human Sciences at Bandirma Onyedi Eyliil University (Ethics Committee Approval No. 2023-
10). In this study, the semi-structured interview technique was chosen to examine differences in work
attitudes between Turkish and foreign instructors, as it allows for the posing of various questions
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while remaining focused on the main theme. As part of the research, interviews were conducted using
a semi-structured interview form to determine how individuals perceive work, the aspects through
which they are connected to work, and what kind of work discipline approach they adopt.

The research questions were formulated by reviewing national and international literature on
work culture. The research questions were prepared in two different languages, Turkish and English;
interviews with foreign participants were conducted in English, and the participants’ responses were
subsequently translated into Turkish for analysis. The research questions regarding work attitudes
posed to participants in this study are as follows:

1. How would you define work? What does work mean to you?
2. What is the most important factor influencing your commitment to your job?

3. What approach do you adopt regarding work discipline in your professional life? Can you
provide examples of behaviors that reflect this approach?

All interviews were conducted in person at the School of Foreign Languages campus, where
the instructors work. With the participants’ permission, a voice recorder was used during the
interviews. The interviews, which lasted an average of 20 minutes, were transcribed verbatim by the
researcher.

The sample for this study consists of Turkish and foreign instructors employed at the School
of Foreign Languages at Bandirma Onyedi Eyliil University. A total of 18 instructors were
interviewed as part of the research. The first group, consisting of foreign instructors, includes 5
members of Generation Y, 1 member of Generation X, and 6 foreign instructors. The second group
consists of 6 Turkish instructors belonging to Generation X. Finally, the third group consists of 6
Turkish instructors belonging to Generation Y.

Table 1: Information on Demographic Characteristics of Participants

Participants | Nationality | Year of Birth | Gender | Education Length of Service at
the Institution

YKI1 British 1968 Female Bachelor’s Degree | 1.5 Years

YK2 American 1982 Female Master’s Degree 4 Years

YK3 Russian 1982 Female Bachelor’s Degree | 2 Years

YK4 Italian 1983 Female Master’s Degree 5 Years

YKS5 Tunisian 1988 Male Master’s Degree 4 Years

YK6 Pakistani 1999 Female Bachelor’s Degree | 1 Month

TK7 Turkish 1966 Female Master’s Degree 25 Years

TKS Turkish 1969 Male Master’s Degree 35 Years

TK9 Turkish 1971 Female Bachelor’s Degree | 28 Years

TK10 Turkish 1974 Female Master’s Degree 21 Years

TK11 Turkish 1974 Male Bachelor’s Degree | 26 Years

TKI12 Turkish 1979 Female Master’s Degree 21 Years

TK13 Turkish 1985 Male PhD 4 Years

TK14 Turkish 1987 Male Master’s Degree 4 Years

TK15 Turkish 1987 Female PhD 3 Years

TK16 Turkish 1991 Female Master’s Degree 2 Years

TK17 Turkish 1993 Female Master’s Degree 3 Years

TK18 Turkish 1995 Female Master’s Degree 3 Years

The examination of the participants’ educational backgrounds reveals that 5 instructors hold
bachelor’s degrees, 11 hold master’s degrees, and 2 hold doctoral degrees. When the birth years of
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foreign instructors are examined, it is observed that 5 instructors (YK2-YK6) belong to Generation
Y, while 1 instructor (YK1) belongs to Generation X. When examining the birth years of Turkish
instructors, it is observed that 6 Turkish instructors (TK7-TK12) belong to Generation X, while 6
Turkish instructors (TK13-TK18) belong to Generation Y.

Data Analysis

In this study, descriptive analysis was used as the data analysis method. In descriptive
analysis, the data obtained from the interviews are transcribed faithfully, and the existing data are
subjected to a descriptive analysis process by quoting the participants’ responses to the research
questions (Wolcott, 1994, p. 13).

The interviews conducted as part of the research were first transcribed into written form. The
findings derived from the participants’ responses were organized according to the themes identified
by the research questions. Under each theme heading, the codes derived from the responses of
Turkish and foreign instructors were categorized and presented in tables. Microsoft Word was used
for data analysis. Since there was only one foreign instructor from Generation X in the sample group,
foreign instructors were addressed under a single heading in the tables in the findings section. When
evaluating the findings, the responses of the foreign national participant belonging to Generation X
were analyzed in comparison with those of other participants. The codes obtained from Turkish
instructors belonging to Generations X and Y were tabulated under separate headings. The common
elements derived from the responses of both Turkish and foreign national instructors were addressed
under a single heading.

The differences in work attitudes examined in this study were evaluated using Trompenaars
and Hampden-Turner’s model of cultural dimensions. The impact of the cultural codes of individuals
from universalist-particularist and individualist-collectivist cultures on the meaning they ascribe to
work, their commitment to work, and their work discipline attitudes was analyzed using Trompenaars
and Hampden-Turner’s cultural dimensions model.

Findings

This section of the study will present the findings and their analysis, based on research
questions developed considering national and international studies on work culture, following face-
to-face interviews conducted with 18 instructors.

Meaning of Work

The meaning attributed to work has varied across different societies throughout history; as it
has undergone changes and transformations, the concept itself has taken on new meanings in today’s
world, shaped by the era and prevailing conditions. In today’s working life, there is a significant
connection between the meaning of work and meaningful work. Meaning is defined not only as
anything that work represents for people, but also as something that is positive and meaningful
(meaningfulness). In this context, to uncover how Turkish and foreign instructors belonging to
Generation X and Generation Y interpret work, participants were asked the following questions
during interviews: “How would you define work? What does working mean to you?” The codes
derived from the meanings instructors attributed to the act of working are presented in Table 2.
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Table 2: Assessment of the Attitude Toward the Meaning of Work

Theme Codes Obtained Codes Obtained Codes Obtained Codes Obtained
from Foreign from Generation | from Generation Y from Turkish
Instructors X Turkish Turkish and Foreign
Instructors Instructors Instructors
Meaning of Social contribution Financial gain Social contribution | A means of self-
Work A means of achieving Keeping busy Being helpful to improvement
independence Socializing students Financial gain
Helping others Financial gain Social
Effort contribution
Helping students

When analyzing the meanings that foreign instructors attribute to work, the key elements that
emerged were “social contribution,” “a means of achieving independence,” and “helping others.”
Participant YK2, a foreign national who emphasized that work serves as a means of contributing to
social life, defined work as follows: “For me, work is something I am passionate about. Teaching is
a great passion of mine. It provides an opportunity to help people. It is a means of benefiting society.”

The majority of foreign instructors, when explaining the meaning they attribute to work,
expressed that they view work as a tool for becoming an independent individual in life. For example,
foreign participant YKS5 explained what work means to him in the following words: “Working is
something we do to survive. In my culture, education is important. Improving one’s social status
through education is important. For me, work is a means to become an independent person.”

Another foreign national instructor, YK3, while explaining the meaning he attributed to
work, emphasized the importance of “work being a tool for independence” with the following words:
“Working is something that allows you to pay your bills and stand on your own two feet.” Another
foreign participant, YK6, expressed the importance of work in their life with these words: “Work is
a process where individuals exert effort to achieve a specific goal, creating something in the process
while also being able to help others. At the same time, work is a tool that enables a person to exist
independently in life. For these reasons, work holds great significance and meaning for me.”

It was observed that the majority of Turkish Generation X participants primarily attributed
material value to work; however, they also derived personal satisfaction from the act of working and
defined work as a means of self-actualization. In this regard, the themes of “financial gain,”
“busyness,” and “socialization” emerged as prominent. For example, Generation X participant TK8
expressed the importance of work in his life, alongside its financial benefits, with the following
words: “Well, for me, as a worker, it’s naturally a means of making a living. Another aspect is that
it’s a means of clinging to life—I simply can’t stop working. One must be engaged in a job. We have
to do a job. Therefore, it’s a means of staying connected to life, a way to demonstrate—or prove—
that something exists. Another aspect is that it serves as a means of socialization for people. That is,
being together with others socially, collaborating with them, and interacting. Even if these aren’t
always planned or voluntary, they still serve as a means of socialization in some way.”

Another Generation X participant, TK7, who emphasized the aspect of work providing
financial gain, defined work as follows: “Work is an activity that allows me to meet my needs,
organize my social life, and earn a regular income.” Generation X participant TK9, who stated that
work takes first priority in their life, explained what work means to them as follows: “Generally
speaking, work is actually my life. Work is, in fact, one of life’s goals. Therefore, I'm happy with the
work I do. I've always wanted to work. Ever since [ was a child, working has always been a dream
of mine. Specifically, becoming an English teacher was one of my childhood dreams. Since that
dream came true, I've been happily doing this job for 30 years. I've never shied away from work,
and if God permits, I plan to continue for a few more years. Work comes first for me. In other words,
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work, my profession, and fulfilling the requirements of my profession are actually the top priority in
my life. After that, my home and family, my children, come second because I can say I spend less
time with them than I do on my work.”

When analyzing the meanings that Turkish Generation Y instructors attribute to work, the
key elements that emerged were “social contribution,” “being helpful to students,” “financial gain,”
and “labor.” Many participants emphasized the importance of touching students’ lives and helping
them through their work. For example, Generation Y participant TK17 described work by explaining
its economic and social dimensions as follows: “For me, work is a source of income, but it is also an
action through which 1 feel I am contributing academically to students and finding personal
Sfulfillment.”

Many participants, both Turkish and foreign nationals, emphasized the contribution of work
to social and institutional life when describing it. For example, participant TK16, a member of
Generation Y, described work as a process that contributes to social life in the following words:
“Work is a process in which a person operates in a field where they feel valued, shares the knowledge
they have acquired, contributes in some way to the organization where they work, and, in the same
vein, succeeds in contributing to society while moving beyond individualism.”

Commitment to Work

The attitude of commitment to work, which expresses the emotional bond individuals form
with the act of working, reflects their sense of belonging to their work. When examining the attitude
of commitment to work, three types of commitment components emerge: emotional commitment,
continuance commitment, and normative commitment. Emotional commitment to work refers to the
individual not viewing work as a necessity but rather deriving pleasure from it. Continuance
commitment refers to the individual continuing to work for the purpose of earning income.
Normative commitment, on the other hand, is defined as the individual continuing work activities
out of a sense of loyalty and commitment to the organization where they work. To determine the type
of work commitment held by Turkish and foreign instructors, participants were asked, “What is the
most important factor influencing your commitment to your work?” The codes derived from the
instructors’ responses to the work commitment question presented in Table 3.

Table 3: Assessment of the Attitude Toward Commitment to Work

Theme

Codes Obtained
from Foreign

Codes Obtained
from Generation

Codes Obtained
from Generation

Codes Obtained
from Turkish

Financial gain

Instructors X Turkish Y Turkish and Foreign
Instructors Instructors Instructors
Commitment to Fun Connection to life Financial gain Building dialogue
Work Happiness Motivation To provide Feeling
Building dialogue Feeling support to students valuable
valuable Financial gain

An analysis of the findings regarding work commitment revealed that the majority of foreign
instructors exhibited emotional commitment to their work, while only one participant, YK3—a
member of Generation Y—exhibited continuance commitment. The key factors that emerged in the
responses to the question regarding the primary factors influencing foreign instructors’ work
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commitment were “fun,” “happiness,” and “dialogue.” For example, foreign participant YKS, while
expressing his commitment to work, described the role that income and enjoyment play in his work
commitment with the following words: “Beyond earning an income, working is a fun activity for me.
Idont see it as something [ have to do. Working is something I enjoy doing.”

Another foreign participant, YK 1, explained the importance of fun and happiness as the most
significant factor influencing commitment to work as follows: “For me, the most important thing is
that the work is fun. Feeling happy while working is the biggest and most important factor for
commitment.”

When examining the work engagement attitudes of Turkish instructors belonging to
Generation X, it was found that the majority of these participants felt emotionally committed to their
work. The key factors that stood out in the participants’ commitment to their work were that “work
connects them to life,” “motivates them,” and “makes them feel useful.” For example, participant
TK9, a member of Generation X, expressed the importance of feeling useful when describing their
commitment to work with the following words: “So, my commitment to my job—I think the most
important factor is that I love this job, I love it, and I feel useful. So, when I work here, yes, I get very
tired. Theres also the fatigue of the years, but it makes me happy in a way because feeling that I'm
useful, knowing that I'm beneficial to people, and since we 're always working at the university, we re
naturally always with young people. So, in a way, the young people keep us more energetic. [ believe
this also increases our motivation. I could say our spirits don't age. So we’re able to work more
productively. If I were working in a different field, perhaps I wouldn't be this motivated or this
energetic. I generally attribute this to being around young people. How is the era changing? How is
the mindset of young people changing? Since we experience these changes firsthand, keeping up with
them, keeping up with the times, and the generational gap between us is closing—I’d say it § getting
even smaller compared to my age group.”

When evaluating the work commitment attitudes of Turkish instructors belonging to
Generation Y, it was observed that the majority of participants exhibited a commitment to their work.
The primary factors driving participants’ commitment to their work were “financial gain” and
“contributing to students.” For example, Generation Y participant TK15 described the importance of
income in their commitment to work as follows: “Actually, maybe the first thing that comes to mind
is financial income. People need income to meet their basic needs, but of course, there are other
sources of commitment as well. So, we can say that financial aspects come first, but doing the job
with enthusiasm comes second. Beyond that, there might be other needs—not just financial ones, but
things like socializing or interpersonal relationships. If we were to rank these, perhaps we could
arrange them in this order.”

Another participant from Generation Y, TK 14, described the relationship between the student
factor and commitment to work as follows: “Since we are teachers by profession, we naturally pass
on our knowledge to students. We all agree that this is a sacred profession. After all, we are guiding
future generations and paving the way for them. That is what drives my commitment to work.”

Many Turkish and foreign participants highlighted the elements of “feeling useful,”
“establishing dialogue,” and “financial gain” when expressing their commitment to work. For
example, foreign participant YK2 described the importance of contributing to students’ education as
follows: “Accompanying and assisting young people on their learning journey is a great passion for
me and the reason for my commitment to my work.”

Work Discipline

Work discipline, defined as employees’ awareness and willingness to conform to and comply
with institutional rules and established social norms, is a phenomenon that brings order to
individuals’ professional lives and positively influences their performance in work processes. To
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understand the approach of both Turkish and foreign instructors toward work discipline, participants
were asked: “What approach do you adopt regarding work discipline in your professional life? Can
you provide examples of behaviors that reflect this approach?” The codes derived from the
instructors’ responses to the work discipline question are presented in Table 4.

Tablo 4: Assessment of the Attitude Toward Work Discipline

Theme Codes Obtained Codes Obtained Codes Obtained Codes
from Foreign from Generation X | from Generation | Obtained from
Instructors Turkish Y Turkish Turkish and
Instructors Instructors Foreign
Instructors
Work Discipline Punctuality Doing the job on Flexible work Doing the job
Getting the job done time hours properly
on time Adhering to Duties Doing the job
Doing the job working hours Adhering to on time
properly Rules work hours
Doing the job
properly
Flexible hours

When examining the responses of foreign instructors regarding their approaches to work
discipline, the key elements that emerged were “punctuality,” “completing tasks on time,” and “doing
the job properly.” For example, foreign participant YK5 explained the importance of punctuality
when describing work discipline as follows: “I am generally a disciplined person. I am punctual. 1
arrive at school on time. I try to do my work as well as I can. I strive to satisfy both my students and
myself. It is important to me to feel satisfied when I leave work.”

When examining the work discipline approaches of Turkish instructors belonging to
Generation X, the key elements that emerged were “getting the job done on time,” “adhering to
working hours,” “following the rules,” and “doing a proper job.” For example, participant TK7, a
member of Generation X, expressed the importance of doing work properly when describing their
approach to work discipline: “I do my work properly and on time. For example, I go to classes on
time. I fulfill my duties in a way that avoids embarrassment or warnings. In a way that won t lead to
negative feedback, both for my own personal comfort and for the positive feedback I’ll receive.”

Another participant from Generation X, TK9, emphasized the importance of rules when
describing his approach to work discipline: “Work discipline—well, I'm a rule-oriented person. And
because I'm a rule-oriented person, I'm also a disciplined person. For me, even if they’re rules [
don t agree with, if I'm obligated to follow them and they need to be done, I try to do them and [ want
them to be done because, after all, there s a rule. Since it has to be done, I think it should be done in
the best way possible to ensure things run smoothly without any hiccups, and I try to do it myself—
sometimes even when I dont agree with it, I follow the rule because its a rule.”

When evaluating the approaches of Generation Y Turkish instructors toward work discipline,
the elements of “flexible working hours,” “duties,” and “adherence to working hours” have come to
the fore. For example, participant TK15, a member of Generation Y, explained the importance of
adhering to work hours and the changing perception of the concept of work hours in their approach
to work discipline as follows: “Perhaps starting from our generation—meaning the generation we
grew up in—we can impose certain limitations on work discipline in terms of time and place. Its a
bit different from today s version—we 're a generation that received our education in the "90s. In that
generation, there were set work hours. A regular morning start, a specific end time—whether we
were teachers or university faculty, it essentially symbolized a routine. Beyond that, this was actually
my first criterion, but of course, it has changed over time. How has it changed? Well, when we talk
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about work discipline, it no longer means going to the office on a regular basis. In my view, work
discipline actually means completing the tasks you need to carry out. So whether you do this at the
office, outside, in one hour, or two hours—can you complete this task? And while completing it, what
are you actually accomplishing, and how effectively are you managing it? How much autonomy do
you have? These are important factors. That’s why I think work discipline actually needs to be
rebalanced, and organizations should evaluate this accordingly—though of course, speaking for
myself, I define my own discipline as completing the assigned task on time or to the required
standards.”

The key elements that stood out in the approaches to work discipline among many Turkish
and foreign participants were “doing the job properly” and “doing the job on time.” For example,
foreign participant YK6 defined work discipline in terms of “punctuality” with the following
statements: “/ value punctuality. I make a point of completing my tasks on time. That is what work
discipline means to me.”

Discussion and Conclusion

When the conceptual framework that international scholars attribute to the phenomenon of
work is examined empirically, the themes of “the production of social benefit,” “the element of
individual autonomy,” and “supporting other actors” come to the fore. Among the participants who
framed work as a collective tool for well-being and development, YK4, of Italian origin,
conceptualized professional activities primarily as a mechanism for benefiting society. In this regard,
the participant demonstrated an actor identity centered on public service and social loyalty, beyond
personal interests. According to Trompenaars and Hampden-Turner’s Cultural Dimensions Model,
the Italian cultural formation is characterized by a social structure where collectivist norms—
emphasizing cooperation and community—predominate over individualistic tendencies
(www.thtconsulting.com/resources/culture-explore/). In this context, it was determined that the
“social contribution” mission the lecturer attributed to his professional life exhibits a deterministic
alignment with the macro-cultural system he internalized during his primary socialization process.
In contrast, YK3, a citizen of the Russian Federation, emphasized the nature of the work phenomenon
as a functional tool that establishes individual independence and financial/operational autonomy. In
accordance with the parameters of the relevant theoretical model, Russia is classified within a cultural
ecosystem where the individual’s tendencies toward self-determination and personal initiative
(individualism) are dominant (ibid.). Consequently, YK3’s positioning of work as a “tool of
independence” aligns at the theoretical level with the individualistic axiological orientations of the
society to which he belongs. The individual-focused meaning the participant ascribes to the
phenomenon of work serves to empirically validate the macro-cultural codes of which he is a part.
Similarly, YK1, an instructor of British origin, while examining the concept of work, prioritized the
rational-economic dimension of the phenomenon rather than defining a theoretical or social mission,
and structured work as a form of action that provides purely financial returns. It was observed that
the utilitarian meaning this participant—hailing from an individualist cultural system that prioritizes
the individual’s autonomy and personal interests over collective structures—attributes to work life is
in full alignment with the cultural infrastructure of Anglo-Saxon society. On the other hand, YK6, a
Pakistani instructor, emphasized the ability to help others through professional activities and the
factor of altruism when defining work. It was observed that the relational and collaborative meaning
this participant, who was socialized in an ecosystem where collectivist norms regulate social
relationships, ascribes to the concept of work parallels the structural dynamics of the cultural system
to which it is inherent.

An analysis of the generational differences in the conceptual frameworks that international
instructors assign to the concept of work clearly demonstrates the impact of generational dynamics
on work values. According to the findings, it was determined that only the participant coded as YK1,
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who represents Generation X within the sample group, attributed a purely financial-utilitarian
(economic) meaning to work life. In contrast, it was observed that all participants belonging to
Generation Y positioned the phenomenon of work beyond the act of earning a rational income,
attributing relational, social, and societal missions to the phenomenon. It was noted that these
findings demonstrate a high degree of consistency with the theoretical and practical findings of
generation-based studies in the literature. A review of the relevant literature reveals that the
Generation Y workforce does not evaluate their work life solely through the “financial compensation
and wages” parameter; rather, they tend to seek fulfillment through multidimensional internal and
external motivational factors throughout the process. Generation Y employees exhibit a holistic
profile that prioritizes structural factors—such as complementary health and retirement benefits, job
security, and professional career satisfaction—simultaneously alongside financial gain.

When examining the symbolic and functional meanings that Turkish instructors of
Generation X attribute to the phenomenon of work, the themes of “financial return,” “cognitive
engagement,” and “social interaction” emerge as prominent. It was determined that members of this
generation do not view their professional activities as merely a mechanism for regular income; rather,
they position work as a multidimensional tool that regulates individual life routines, keeps actors
socially and intellectually active, and optimizes time management. The fact that the Generation X
instructor coded as K9 among the participants characterized work as an existential purpose and
structured it as the primary priority in their life constitutes an empirical reflection of the deeply rooted
work ethic institutionalized within Turkish social formation. Indeed, this conclusion is supported by
sociological data at the macro level. According to findings from the World Values Survey (2017—
2022), a significant majority of individuals comprising Turkish society exhibit a strong axiological
tendency toward the view that professional work life and occupational responsibilities must take
precedence over all other aspects of life, even if personal leisure time is reduced.

An examination of the conceptual frameworks developed by Turkish instructors of
Generation Y regarding the phenomenon of work revealed that the concepts of “generating social
benefit,” “pedagogical contribution (being beneficial to students),” “economic gain,” and “labor”
emerged as central elements. [t was observed that a significant majority of members of this generation
view engaging in the intellectual and personal development processes of their target audience—the
students—and enhancing the quality of their academic lives as a foundational and meaningful
component of their professional activities. Participants emphasized the added value provided to the
individual at the micro level and to the social whole at the macro level through professional practices,
thereby highlighting the social benefit dimension of professional life. From the theoretical
perspective of the Cultural Dimensions Model developed by Trompenaars and Hampden-Turner; in
the Turkish social structure, where a collectivist value orientation predominates, the fact that
Generation Y instructors ascribe a sociological and altruistic mission to the phenomenon of work
reveals the deterministic influence of the cultural background internalized during primary
socialization processes on work values and attitudes. Consequently, the fact that Generation Y
workers do not confine work solely to a rational-economic and individual benefit framework but
instead attribute a collective and social functionality to the phenomenon aligns structurally with the
general trends observed in empirical studies on generational dynamics and work values in the
literature.

When evaluating the statements of foreign instructorsaca regarding the theme of commitment
to work—another sub-dimension of work attitudes—it was observed that the concepts of “fun,”
“happiness,” and “dialogue” emerged as central elements. In this regard, it was observed that a large
majority of foreign participants developed emotional commitment to their profession, while only one
participant in the sample demonstrated continuance commitment. Italian participant YK4 and
Pakistani participant YK6, who stated that they felt emotional commitment to their professional
activities and that the primary factor fostering this loyalty was interacting with heterogeneous cultural
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groups and establishing communication networks, emphasized the functional aspect of professional
practices. YK4, an Italian national based in Turkey to conduct pedagogical activities, noted that
during their settlement process in Turkey, they began learning the local language, deeply experienced
macro-cultural codes, and stated that their professional satisfaction stemmed from these dynamics.
The participant grounded the attitude they developed toward their work by arguing that engaging
with distinct identities across different regions has enhanced their individual and intellectual
capacities.

An examination of the levels of work commitment among Turkish instructors belonging to
Generation X revealed that this generation tends to exhibit a strong emotional commitment. The
foundational dynamics that determine participants’ development of a sense of belonging to
professional structures are: “the work activity reinforcing the connection with life as an existential
source of motivation,” “sustaining intrinsic motivation,” and “generating a sense of individual
usefulness and self-efficacy.” The general trend in the empirical literature comparing the
organizational and professional commitment typologies of Generation X and Generation Y in the
workplace also supports this finding. In a significant portion of the studies in the literature, it has
been empirically demonstrated that the Generation X workforce exhibits a higher level of emotional
commitment and greater consistency in this regard compared to members of Generation Y.

When examining the patterns of professional commitment among Turkish instructors
belonging to Generation Y, it was determined that this cohort predominantly exhibits a continuation-
oriented commitment orientation. It was observed that the primary driving force behind this
pragmatic connection participants establish with their professional lives is the “financial return”
factor. This economically based commitment tendency among Generation Y instructors in the sample
group demonstrates a high degree of consistency with the empirical findings of studies on
generational dynamics in the relevant literature. Indeed, in a comparative analysis conducted by
Kayacan (2016, p. 230), it was found that, compared to Generation X, members of Generation Y
have lower levels of intrinsic motivation; however, material rewards and socio-relational factors were
identified as key determinants in enhancing this generation’s professional motivation.

When evaluating the statements regarding the theme of work discipline—the final sub-
dimension of foreign instructors’ work attitudes—it was found that the themes of “punctuality,”
“completion of tasks within the allotted time,” and “production of high-quality work” were
positioned as central norms. When examined based on the Cultural Dimensions Model developed by
Trompenaars and Hampden-Turner, it is observed that participant YK 1, who is of British origin, acts
within a universalist social structure guided by institutional norms and formal regulations. Members
of universalist cultures tend to adhere to generally accepted rule systems, apply objective standards
in all circumstances, and operate fair behavior models (www.thtconsulting.com/resources/culture-
explore/). In this regard, participant YK1’s grounding of their professional identity in the
“professionalism” argument when defining work discipline, their absolute adherence to the
obligations and procedures dictated by professional life, and their expectation of a similar normative
sensitivity from colleagues; demonstrates a complete empirical alignment with the rule-oriented and
rule-centered behavioral codes of the Anglo-Saxon society to which they belong.

When examining the professional discipline approaches of Turkish instructors belonging to
Generation X, it was found that the elements of “getting the job done on time,” “adhering to working
hours,” “following the rules,” and “doing a proper job” stand out as dominant normative values. This
rigid perception of discipline among this generation can be explained at the sociological level through
intergenerational transmission mechanisms. Indeed, the Baby Boom generation—the parents of
Generation X—experienced the socio-economic crises and deprivations brought about by periods of
global war; following these crises, they were socialized within orderly, hierarchical, and highly
disciplined social structures as a result of the establishment of a peaceful environment. Another
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participant, TK9, emphasized that the primary element in their understanding of work discipline is
adherence to rules; they stated that even if a rule is something they personally do not agree with, they
always act in accordance with the rules because they feel obligated to do so, which highlights this
generation’s respect for authority and rules.

When the professional disciplinary approaches of Turkish instructors belonging to
Generation Y were examined, it was found that the elements of “flexible working hours,” “duties,”
and “adherence to working hours” came to the fore. Compared to Generation X, Generation Y
exhibits a profile characterized by lower organizational loyalty, resistance to hierarchy, and a strong
preference for autonomy. This generation, which prioritizes individual dynamics, is characterized by
a tendency to change jobs frequently and a technology-driven growth environment (Cetin Aydin and
Basol, 2014, p. 5). Indeed, the fact that some Generation Y participants in the sample group stated
they had not developed a rigid discipline paradigm of their own; that they limited the concept of
discipline to the fulfillment of purely professional obligations; and that they did not exhibit the same
level of insistence on compliance with institutional regulations as Generation X confirms that this
generation’s level of self-discipline has a relatively more flexible structure.

Within the scope of this study, it was found that participants who grounded their professional
practices in the mission of “being a socially beneficial individual” and “guiding students’ academic
and personal development” demonstrated a high level of work discipline and professional
commitment. This finding reveals that internal motivational factors and a sense of social contribution
are the fundamental dynamics that fuel work performance and organizational commitment. The high
level of meaningful value that participants attribute to their professional lives at both the micro
(individual) and macro (societal) levels indicates that professional practices are structured as an
“instrument of self-actualization.” The fact that participants expressed that they make sense of their
work life to the extent that they can express themselves and align with their subjective values in the
professional practices they perform proves that work life can function as an intellectual and
psychological platform for self-actualization for individuals through the values they ascribe to
professional activities.

Research on the concept of meaningful work reveals that actors who make sense of their
professional activities on both rational and symbolic planes experience a linear increase in
organizational commitment performance and operational outcomes. The findings obtained within the
scope of this study confirm that participants who do not view work life merely as an economic
necessity, but instead investigate the phenomenon through the dimensions of social benefit
production and added value—thereby imbuing their professional practices with deep existential
meanings—exhibit a high level of constructive attitude toward the organizational structure and
behaviors that benefit society. In today’s modern world, where meaninglessness and worthlessness
prevail not only in the workplace but in many areas of life, the search for meaning in people’s lives
and work stands out as one of the fundamental motivating factors. In this context, organizational
structures that integrate artificial intelligence and automation technologies into routine and
monotonous work processes, minimize bureaucratic barriers and operational inefficiencies, and
institutionalize a constructive feedback mechanism will increase the population of highly satisfied
employees while simultaneously optimizing organizational efficiency at the macro level. The ability
of employees to add unique value to their professional practices and, through this agency, to perceive
themselves as valuable actors is a psychological necessity that nourishes them both cognitively and
emotionally. The high levels of fulfillment and satisfaction achieved in the workplace are considered
a socio-psychological inevitability, as they permeate the depths of the individual’s private life outside
of work and their social relationships.

Fostering synergy in heterogeneous work environments where individuals from diverse
cultural backgrounds and time zones work together necessitates the establishment of cultural
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awareness, transparent communication channels, inclusive organizational policies, and mechanisms
for social integration. In the academic community, which is characterized by a multinational and
multicultural structure, the sustainability of the core mission—scientific production—is directly
dependent on individuals embracing the principles of mutual respect, empathy, and compromise.
Increased productivity in multicultural organizational environments is only possible through the
strategic management of not only operational processes but also interpersonal relationships. In
today’s organizational climate, where the workforce is becoming increasingly diverse across
generations, it has become a strategic necessity for organizations to diversify their motivational
mechanisms to align with the expectations and values of each generation. For example, regarding the
high retention rates observed among Turkish Generation Y instructors in the current study, it is
recommended that institutions motivate this employee group through non-financial motivational
tools—such as flexible work arrangements and career planning—and thereby support their long-term
retention within the organization. When cultural and generational diversity is managed rationally and
effectively, organizational innovation, functional efficiency, and analytical problem-solving
capabilities show significant improvement. Conversely, if these differences are treated as a source of
polarization and discrimination rather than as a richness and value-adding element, the emergence of
organizational conflicts becomes an inevitable reality. To effectively manage both generational
transitions and multicultural workforce diversity within organizations, it is recommended to flatten
hierarchical structures, design flexible and outcome-oriented performance processes, and integrate
diverse cultural backgrounds into organizational belonging mechanisms.
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Yiiksekogretimde Kusaklararasi ve Kiiltiirleraras1 Calisma Tutumlari: Tiirk ve Yabanci
Uyruklu Ogretim Gérevlilerinin Karsilastirmah Analizi

Giris

Bireysel kimligin ve davramis kaliplarmin sekillenmesi; ekonomik {iretim iliskileri,
kurumsallagmis egitim yapilari, normatif degerler, egemen calisma etigi ve kiiltiirel kodlar gibi
bireyin igine dogdugu makro-yapisal dinamiklerin etkisiyle gerceklesen devingen bir siirectir. Bahse
konu unsurlar; kisilerin i hayatina yonelik algilarini, kurumsal aidiyet duygularini, otoriteyle
kurduklar iligki bi¢imini, takim ¢aligmasina verdikleri kiymeti ve mesleki beklentilerini dogrudan
bigimlendirmektedir. S6z gelimi, bireysel degerlerin 6n planda oldugu toplumlarda ¢aligmak kisisel
basariya ulagma araci olarak goriiliirken; kolektif kiiltiirlerde ise toplumsal fayda saglama gayreti
olarak anlamlandirilmaktadir. Bireyler, toplumsallasma siirecinde genel normlart ve deger
sistemlerini igsellestirerek mesleki rollerini ve is ortamindaki varliklarini bu dogrultuda
konumlandirirlar. Ornegin, giic mesafesinin yiiksek oldugu toplumlarda hiyerarsik ast-iist iliskileri
belirginlesirken diisiik giic mesafesine sahip kiiltiirlerde yatay iletisim kanallar1 ve esitlik¢i bir
calisma ortami ragbet goérmektedir. Dolayisiyla, ¢alisanlarin mesleki tutumlar1 yalnizca kisisel
egilimlerinin bir sonucu degil sosyo-kiiltiirel normlar ve egitim siirecleri gibi yapisal faktorlerin bir
yansimasidir. Bu dogrultuda, yabanci uyruklu akademisyenlerin, kendi iilkelerinin akademik ve
toplumsal teamiillerine gore sekillenmis bir ¢alisma anlayisina sahip olduklart sdylenebilir. Buna
karsilik Tiirk akademisyenler ise Tirkiye’nin yonetsel kiltiirli, kamu-6zel sektor dinamikleri,
biirokratik isleyisi ve yerel degerleri ekseninde kendilerine has calisma tutumlar1 gelistirmislerdir.
Bahsi gecen bu farkliliklar; is tatmini, akademik motivasyon, yonetime yonelik algi ve takim
calismasina yatkinlik gibi pek ¢cok degisken iizerinden incelenebilmektedir.

Kiltlirleraras1 karsilastirmali bir perspektif sunan bu c¢alisma, farkli sosyo-kiiltiirel
gecmislere sahip Ogretim gorevlilerinin ¢alisma ortamina yonelik yaklagimlarini analiz etmeyi
hedeflemektedir. Iki farkli grubun mukayese edilmesi, hem kiiltiirel faktorlerin profesyonel hayata
etkisini anlamlandirmak hem de yiiksekdgretim kurumlarindaki ¢ok kiiltiirlii is giicli yonetimine
stratejik katkilar sunmak adina bilimsel bir 6nem tagimaktadir.

Mevcut arastirma, ¢aligma kiiltliriiniin insa siirecinde hem kusaksal dinamiklerin hem de
kiiltiirel/etnik kdken farkliliklarinin nasil bir rol oynadigini ortaya koymayr amaglayan bir analiz
sunmaktadir. Arastirmanin drneklemini, Bandirma Onyedi Eyliil Universitesi gatis1 altinda gorev
yapan Tiirk ve yabanci uyruklu 6gretim gorevlileri olusturmaktadir. Bu baglamda, ayn1 kurumsal ¢ati
altinda faaliyet gosteren personelin farkli yas gruplarma ve kiiltiirel arka planlara sahip olmasinin,
calismaya yonelik deger yargilarina ve tutumlarina nasil yansidigi gozler Oniine serilecektir.
Arastirmada is yasamina yonelik tutum farkliliklari, kusak ve etnik/kiiltiirel koken bilesenlerini
degerlendirmek amaciyla 3 ayri grup halinde tasnif edilmistir. Calismanin 6rmeklem grubunda
toplamda 18 dgretim gorevlisi bulunmaktadir. Oncelikli olarak ilk grup, 6 yabanci uyruklu 6gretim
gorevlisinden olusmaktadir (1’i X Kusagi, 5’i Y Kusagi). ikinci grup, X kusagina mensup 6 Tiirk
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Ogretim gorevlisinden olugmaktadir. Son olarak, iiglincii grupta ise Y kusagina mensup 6 Tirk
Ogretim gorevlisi bulunmaktadir.

Calismanin kavramsal c¢ercevesini olusturan ilk boliimiinde oncelikli olarak, calisma
tutumlarint olusturan alt boyutlar ayrinti sekilde ele alinmistir. Devaminda, kusaklar ve
Trompeneaars ve Hampden-Turner tarafindan gelistirilen kiiltiirel boyutlar modeli incelenmistir. Bir
sonraki boliimde, arastirmada kullanilan yontem, analiz ve bulgular paylasilmistir. Son bolimde ise
gorlismeler neticesinde elde edilen bulgular ayrintili sekilde incelenmis ve yorumlanmustir.

Kavramsal Cerceve
Calisma Tutumlari

Tutumlar, bireyin dogustan getirdigi biyolojik ozellikler olmayip; gelisim evrelerinde
deneyimler, pekistirmeler, sosyal 6grenme mekanizmalar1 ve taklit etme yoluyla sonradan kazanilan
egilimlerdir. Bu yoniiyle tutum olgusu, bireysel bir boyuta sahip oldugu kadar yogun bir toplumsal
muhtevayi da barindirmaktadir (Freedman vd., 1989, s. 273). Kisilerin benimsedigi pek ¢ok tutum,
yetistikleri toplumsal yap1 ve kiiltiir tarafindan kendilerine aktarilir. Nitekim ayni toplumda yasayan
fertlerin, ortak kiiltiiriin slizgecinden gegerek belirli durumlar karsisinda benzer tepkiler ve paralel
tutumlar sergilemesi bu etkilesimin somut bir gostergesidir (Smith, 2000, s. 9).

Literatiirdeki pek cok bilimsel caligma; insani tutum ve davraniglarin kdkeninde esasen
kiiltiiriin yattigini, bu nedenle kiiltiirel faktorlerin birincil belirleyici unsur olarak konumlandirilmasi
gerektigini savunmaktadir. Bu baglamda, bireylere iiretken olmanin ve ¢alismanin amacini agilayan,
onlar1 is yasamina sevk eden mesleki tutumlar da yine ferdin mensubu oldugu toplumun inang
sistemleri ve kiiltiirel deger haritas tarafindan insa edilmektedir (Neff, 1968, s. 242).

Bireyin ig yasamima ve g¢alisma olgusuna dair gelistirdigi fikirlerin biitiiniinii olusturan
calisma tutumlari, kiltiir aktarimi vasitasiyla igsellestirilir. Nitekim Benedict (1960, s. 52) tarafindan
gercgeklestirilen oncii arastirmada da insan tutum ve eylemlerinin, i¢inde bulunulan kiiltiirel kaliplar
tarafindan dogrudan bi¢imlendirildigi ortaya konmustur.

Calismanin Anlam

Kisilerin profesyonel yasama atfettikleri kiymeti ve 6nemi temsil eden "¢aligmanin anlam1”
calisanlarin ise yonelik gelistirdikleri inan¢ diinyas: ve deger yargilartyla dogrudan iliskilidir.
Bireylerin calismaya yikledikleri bu anlamlar 6ziinde "deger" olgusuyla sarmalandigindan,
calismanin anlamlandirilmas: siireci de kagmilmaz olarak ferdin i¢inde hayat buldugu kiiltiirel
ekosistem tarafindan bicimlendirilmektedir (Neff, 1968, s. 252). Dolayisiyla, ise yonelik gelistirilen
tutumlar toplumlarin kendilerine has devingen yapilarina gore farkliliklar barindirmaktadir.

Kiiltlirlerarasi arenada gozlemlenen bu kokli gesitlilik, ise bakis agilarindaki doniisiimiin
temel gerekcesidir. Ayn1 zaman diliminde yasayan farkli toplumlarda, ¢alismanin bazen birbirine
tamamen zit anlamlar ve degerler kazanmasi bu kiiltiirel ayrismanin bir neticesidir. Nitekim her
toplumsal yapinin kendine 6zgili inang¢ diinyasi ve degerler manzumesi, es zamanli olarak farkli
cografyalarda caligmaya bambagka misyonlar yliklenmesine zemin hazirlamaktadir (Strangleman ve
Warren, 2008, s. 2).

Son donemlerde varolusculuk ve fenomenolojinin etkileriyle sekillenen pozitif psikoloji
ekolii, konuyu daha derin bir boyuta tasimistir. Bu yeni yaklagimla tasarlanan arastirmalar, merkezi
bir insan eylemi olan ¢alismanin, yalnizca toplumsal kiiltiirde yaygin olan fikirlerin veya temsillerin
"taninmas1" siirecinden ibaret olmadigin1 savunmaktadir. Caligmak, ayn1 zamanda bireysel diizeyde
derin bir "anlamlandirma" siirecini de ihtiva etmelidir. Bu dogrultuda yapilan giincel ¢aligmalar;
anlam olgusunun, bireyin "kendini gerceklestirme”, "0ziinli ifade etme" ve icra ettigi meslekte
"kisisel potansiyelini biiyiitme" firsatlarin1 yakaladigi1 varolugsal bir deneyim olarak tezahiir ettigini

ortaya koymaktadir (Pratt ve Ashforth, 2003, s. 311).
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Calismaya Baghhk

Is yasamina yonelik gelistirilen bir diger kritik tutum ise "baglilik" olgusudur. Literatiirde ilk
kez sosyolog Becker tarafindan derinlemesine ¢éziimlenen baglilik konsepti; bir bireye, statiiye ya
da eyleme sadakat gdsteren kisinin, baglandigi bu unsurlarla uyumlu davraniglar sergilemesini,
onlara yonelik yiiksek bir ilgi ve 6zen gelistirmesini esas almaktadir. Farkli bir yaklagimla baglilik,
belirli bir eylem egilimini siirdiirme ve bu dogrultuda sebat etme istenci olarak da nitelendirilebilir.
Ancak bu yonelimin hakiki bir baglilik addedilebilmesi i¢in; bireyde icsellestirme, orgiitsel/mesleki
kimlikle 6zdeslesme ve koklii bir aidiyet duygusu vasitasiyla ortaya ¢ikmasi gerekmektedir (Becker,
1960, s. 36).

Calismaya bagliligin incelenmesinde, baglilik bilesenleri 6nem arz etmektedir. Baglilik
bilesenleri; duygusal, devam ve normatif olarak ii¢ sekilde ele alinmaktadir. (Meyer ve Allen, 1991,
s. 67; Cooper-Hakim ve Viswesvaran, 2005, s. 244).

Duygusal Baglilik: Bireyin ¢alismaya dair besledigi miispet hisleri, isinden haz almasini ve
iiretkenligi bir mecburiyet olarak gérmemesini icermektedir. Ayni zamanda ¢alisanin, gérev yaptigi
kurumla ne derece yakin bir bag kurdugunu ve kendisini o yapinin organik bir pargasi olarak gorme
arzusunu sembolize etmektedir.

Devam Baghiligi: Calisma faaliyetinin fert icin ekonomik getiri saglayan pragmatik bir
zorunluluk oldugunu varsaymaktadir. Bu baglamda devam bagliligi, kisinin istihdam dis1 kalmasi
durumunda katlanmak zorunda kalacagi sosyo-ekonomik maliyetler ve kayiplar nedeniyle ortaya
cikan rasyonel bir mecburiyettir. Kisi, mevcut isini veya meslegini terk ettiginde ihtiya¢ duydugu
finansal giivenceyi ve yan haklar1 ikame edemeyecegini diisiindiigii i¢in sistemde kalmaya devam
etmektedir.

Normatif Baglilik: Temelini sadakat, minnet, ahlaki gérev ve sorumluluk bilincinden alan
bir baglilik tiiriidiir. Normatif bagliliga sahip calisanlar, mesleklerinde veya kurumlarinda kalmay1
bir "6dev" olarak gordiikleri i¢in ayrilmayi tercih etmezler. Bu tutumda birey, kurumuna baglilik
gostermenin ahlaken dogru ve adil bir davranis oldugu inanciyla hareket eder ve organizasyona karsi
i¢ten bir vefa hissetmektedir.

Calisma Disiplini

Bireylerin galigma temposu igerisindeki ahlaki ve operasyonel dogrularini/yanlislarini ihtiva
eden "calisma disiplini", caligma kiiltiiriiniin i¢sel dinamiklerini meydana getiren tutumsal boyutlarin
sonuncusudur. Kisilerin mesleki faaliyetler esnasinda sorumluluklarini eksiksiz ifa etmesi,
kendilerine verilen goérevleri zamaninda neticelendirmesi ve ¢aligmay1 adeta bir yasam felsefesi
olarak konumlandirmasi ¢alisma disiplini ekseninde dne ¢ikan temel tutumlardir. Ozetle, bireylerin
profesyonel hayat igerisindeki eylemlerine yonelik "dogru" ya da "yanlig" eksenindeki normatif
degerlendirmeleri, ¢calisma disiplininin sinirlarini tayin etmektedir (Colak, 2013, s. 84).

Bir diger ifadeyle ¢alisma disiplini; ¢alisanin kurumsal diizenlemelerin tamamina ve gegerli
toplumsal normlara riayet etme, itaat gosterme hususundaki yiliksek farkindaligi ve goniillii
yonelimidir (Surajiyo vd., 2021, s. 3). Calisma disiplininin en temel gostergeleri arasinda ise
zamaninda gelme, eve zamaninda donme ve gorevleri yerine getirirken gecerli kurallara ve
sorumluluklara uyma gosterilmektedir (Saputra ve Mahaputra, 2022, s. 107). Bu ¢alisma tutumlari
temelde kiiltlirel matrislerde kok salmis olsa da ayn1 zamanda nesil degisimlerinin yol actigi
zamansal yeniden yapilanmalara da tabidir.

Calisma Hayatinda X Kusagi

1961-1981 dogum araligm kapsayan X jenerasyonunun kidemli iiyeleri, giiniimiizde
emeklilik donemine yaklagmakta, en geng iiyeleri ise kirk besli yaslarda yer almaktadir. Basar1 odakli
Baby Boomer kusagi tarafindan biiyiitiilen bu jenerasyon; 6nceki nesillerin uzun ¢alisma mesailerine
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ve hane halkinin refahi icin kisisel zamanlarini feda etmelerine taniklik etmistir. Onceki kusaklardan
farkli olarak X kusagi bireyler, ig-yasam dengesini rasyonel bir zeminde kurgulamaya gayret ederler.
Gorev bilinci ve caligkanlik diizeyleri yiiksek olsa da profesyonel sorumluluklarini ev ortamina
tasimama egilimindedirler. Kendi motivasyon kaynaklarina, beklentilerine ve serbest zaman
faaliyetlerine deger veren kurumsal yapilan tercih eden X kusagi personeli, takim faaliyetlerine
kiyasla bireysel ¢calisma modellerinde daha iiretken olmaktadir (Stewart ve digerleri, 2017, s. 47).

X jenerasyonu?, teknolojik gelismelerin ve dijital araglarm kullanimmim 1990'h yillarin
sonlarmda tavan yaptigi bir evrede yetismistir. Is ortaminda sahsi bilgisayarlarla tanisan ve
teknolojinin is silireglerine entegrasyonuna ilk elden sahitlik eden oncii gruptur. Bu doniisiim, onlari
yeni yetkinlikler kazanma ve modern is modellerine adapte olma noktasinda zorunlu kilmaistir.
Internetin bas déndiiriicii yiikselisine cok erken asamalarda tanik olmalari, giiniimiizdeki teknolojik
yenilikleri de ¢ok daha rahat benimsemelerini saglamaktadir. Ayrica 2008 yilindaki kiiresel finans
krizi patlak verdiginde; kitlesel isten ¢ikarmalari, kurumsal yeniden yapilanmalari ve dig kaynak
kullanimina gegcis stireclerini en derinden hisseden grup X kusagi olmustur. Yasanan bu calkantili
siire¢, onlara esneklik kazanmay1 ve degisen sartlara ayak uydurabilmek igin ¢ok yonlii beceriler
gelistirmeyi 0gretmistir (Beutell ve Wittig-Berman 2008, s. 511).

Glinlimiiz is diinyasinda sirketlerin aidiyet ve giiven ortami yaratmakta yetersiz kaldigina
inanan X kusagi calisanlari, kurumsal yapilardan ziyade ydneticilerine veya ¢alisma arkadaglarina
sadakat gostermeye daha egilimlidir. Chicago merkezli Aon Consulting Worldwide'in
gercgeklestirdigi bir calisma, X jenerasyonunun aslinda is yerlerine ciddi bir baglilik sundugunu, fakat
asil ve oncelikli sadakatlerini kendi profesyonel gelisimlerine ve kariyerlerine yonelttiklerini ortaya
koymaktadir. Yapilart geregi tepki veren bir nesil olarak da bilinen X kusagi liyeleri, genel olarak
risk almaktan uzak dururlar ve belirsizliklere karsi toleranslari oldukga sinirhdir (Reisenwitz ve lyer,
2009, s. 94).

Calisma Hayatinda Y Kusag

1982 ile 2004 yillar1 arasinda dogan bireylerden olusan Y kusagi, teknolojideki biiyiik
kirilmalarin ortasinda biiyiimiis bir nesildir. Bilgisayarlarin, cep telefonlarinin ve internetin hayati
kokten degistirdigi, her seyin bas dondiiriicii bir siirate ulastifi bu ¢aga gozlerini acan nesli en iyi
betimleyen kavramlar; kiiresellesme, ileri teknoloji, gelismis iletisim aglart ve modern toplumsal
degerlerdir (Senbir, 2004, s. 24).

Milenyum jenerasyonu seklinde de isimlendirilen Y kusagi, dijital bir ¢agin i¢ine dogmus,
sosyal medya ve internet gibi unsurlari erken yaslarda igsellestirmis bir kitleyi temsil etmektedir. Bu
kusag1 kendinden onceki nesillerden ayiran en temel fark, siiphesiz teknolojiyle kurduklart giiglii
bagdir. Thtiya¢ duyduklar bilgi veya iiriine aninda ve zahmetsizce ulasmaya aliskin olan bu bireyler,
edindikleri pratiklik beklentisini yasamin geneline yansitan faydaci tiiketiciler olarak nitelendirilirler
(Barnikel, 2005, s. 12).

Y kusagi calisanlar1 nitelikli isler iiretmeye ve basarili olmaya fazlasiyla istekli olsalar da
firmaya kars1 aidiyet duygusu gelistiremediklerinde isten ayrilma egilimi gosterirler. iglerindeki bu
potansiyeli tam anlamiyla agiga ¢ikarmanin yolunun farkli pozisyonlari denemekten gectigine
inanarak sik¢a is degistirebilirler. Bununla birlikte, profesyonel yasamlari ile kisisel hedefleri
arasinda saglikli bir denge kurabildikleri miiddetge, gorev yaptiklart kuruma baglilik gdsteren
bireylerdir (Hira, 2007, s. 38).

X kusagi seleflerine oranla Y kusagi ¢alisanlari, yiiksek is giicli devriyle dikkat gekmektedir.
Bu egilimin temel motivasyonu, daha avantajli maddi kosullarin ve yan haklarin farkli kurumlarda

2 Ayrica bk. Solmaztiirk ve Giirer 2020; Giider ve Kaya 2022; Solmaztiirk ve Giirer 2020; Giider ve Kaya 2022; Karakog
2013; Kanbur ve Sen 2017; Goktas 2019.
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elde edilebilecegi diisiincesidir. Gelir artis1 veya unvan degisimi i¢in kurum dis1 arayislara girmek Y
kusagina 6zgii bir yenilik olmasa da bu yaklasimi bir kariyer pratigi haline getiren ilk jenerasyon
onlardir. Ote yandan, Y kusagmin motivasyon dinamikleri yalnizca finansal getirilerle smirli
degildir. X neslinde oldugu gibi, esneklik, secme 6zgilirliigii ve profesyonel gelisim olanaklar1 da
kritik rol oynamaktadir (www.trinet.com).

Y kusagi tiyeleri, teknolojiyi hem ig siireglerinin hem de giinliik yasantilarinin ayrilmaz bir
bileseni haline getirerek teknolojik cevreyle senkronize bir yasam profili ¢izerler. Siirekli egitim ve
gelisim olgularina yiiksek diizeyde atifta bulunan bu calisanlar, dinamik bir bigimde yetkinliklerini
yenileme ve adaptasyon ihtiyaci hissederler (Hannay ve Fretwell, 2011, s. 23).

Trompenaars ve Hampden-Turner’in Kiiltiirel Boyutlar Modeli

Kiiresellesme olgusu cercevesinde sekillenen modern toplumlarda, uluslararasilagma
egilimlerinin kiiresel Olgekte homojen bir ortak kiiltiiriin  dogusuna zemin hazirlayacag
varsayilmaktadir. Ote yandan, yakin gelecekte tezahiir etmesi beklenen bu evrensel kiiltiirel yapiy
cOziimleyebilmek, mevcut makro ve mikro diizeydeki kiiltiirel kaliplarin derinlemesine analiz
edilmesini zorunlu kilmaktadir. Bu dogrultuda, Hollandal1 arastirmaci Fons Trompenaars ve ingiliz
bilim insan1 Charles Hampden-Turner, kaleme aldiklar1 "Riding the Waves of Culture:
Understanding Cultural Diversity in Business” baglikli ¢alismalarinda, kiiltiirel varyasyonlarin
bireyler arasi etkilesimler ile uluslararasi Orgiit yapilart ve kurumsal davranislar iizerindeki
determinist etkilerini sorusturmuslardir. Yazarlar, s6z konusu kiiltiirel farkliliklarin yapict bir
bicimde uzlastirilmasina rehberlik edecek metodolojik adimlari saptamayi hedeflemislerdir.
Trompenaars ve Hampden-Turner, ulusal diizeydeki yapisal kiiltiir farkliliklarinin, kurumsal
operasyonlar ile yonetsel siiregleri dogrudan ve manipiile edici bir bigimde etkiledigini ileri
siirmektedir. Bu kuramsal g¢er¢evede kiiltiir, en yalin tanimuyla "belirli bir insan toplulugunun,
karsilastigi krizleri ¢oziime kavusturma ve yapisal ikilemleri uzlastirma paradigmasi” olarak
kavramsallagtirilmigtir (Trompenaars, 1996, s. 52). Arastirmacilarin literatiire kazandirdigr "Kiiltiirel
Boyutlar Modeli", kiiresel 6lgekteki bireysel egilimleri, normlar1 ve deger yargilarini inceleyen on
yillik boylamsal bir arastirmanin ¢iktisidir. S6z konusu ¢alisma, 60'1 agkin iilkede faaliyet gosteren
yaklagik 60.000 st ve orta diizey yoOneticiye uygulanan genis kapsamli bir anket metodolojisine
dayanmaktadir (Trompenaaars ve Hampden-Turner, 2004).

Trompenaars ve Hampden-Turner tarafindan literatiire kazandirilan s6z konusu kiiltiirel
taksonomi; sosyolog Talcott Parsons ve Edward Shils (1962) ile Florence Kluckhohn ve Fred
Strodtbeck'in (1961) kuramsal mirasindan beslenmektedir. Parsons ve Shils, makro diizeydeki
kiiltiirel sistemleri mercek altina alarak; bu sistemlerin, bireylerin karar alma mekanizmalar ile
eylemsel tercihlerini dikte eden, ayn1 zamanda 6zneler arasi etkilesim Oriintiilerini rasyonel olarak
Ongoren bir normlar, degerler ve semboller matrisi seklinde tasavvur edilebilecegini savunmuslardir.
Bu perspektife gore her kiiltiir, bireysel se¢imleri manipiile eden normatif yapilarini bes dikotomik
(iki uclu) boyut iizerinden sekillendirir: (1) duygusallik - duygusal tarafsizlik, (2) 6z-yonelim -
topluluk-yonelimi, (3) evrenselcilik - tikelcilik, (4) atif - basar1 ve (5) ozgiillik - yaygmlik.
Trompenaars ve Hampden-Turner ise Parsons’un bu besli siniflamasina ek olarak, ¢evre ve zaman
algisin1 temel alan iki yeni parametre entegre etmis ve bdylece her kiiltiirde gézlemlenebilen, zit
tutum c¢iftleri bigiminde formiile edilmis yedi boyutlu bir model insa etmislerdir (Balan ve Vreja,
2013, s. 96). Gelistirilen bu modelde ilk bes boyut 6zneler arasi iligkisel dinamikleri ¢éziimlerken;
altinci boyut zamansal oryantasyonu, yedinci ve son boyut ise ¢evresel faktorlerle kurulan etkilesimi
analitik bir cerceveye oturtmaktadir. Kluckhohn ve Strodtbeck’in, "insanligin diger bireylerle,
zamanla, eylemlerle ve dogayla olan miinasebetlerinden neset eden evrensel nitelikteki krizlerle
yiizlestigi" tezinden hareket eden Trompenaars ve Hampden-Turner, her bir kiiltiirin bu varolugsal
ve pratik problemlere iirettigi 6zgiin ¢oziim stratejileri dl¢iisiinde heterojenlestigini ileri siirmektedir.
Bu baglamda gelistirilen adaptasyon mekanizmalar ve ¢oziim paradigmalar; toplulugun tarihsel-
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kiiltiirel arka planina, yagami nasil anlamlandirdigina, sosyal iliskilere, zamana ve dogaya atfettigi
sembolik degerlere gore degiskenlik gostermektedir (Rodi¢, 2020, s. 497).

Kiiltiirel Boyutlar Modeli’nin ilk dikotomisini olusturan evrenselci ve tikelci toplumsal
yapilar incelendiginde, bu iki kutbun kurallara ve normatif iligkilere taban tabana zit anlamlar
yiikledigi goriilmektedir. Evrenselci paradigmanin egemen oldugu toplumlarda makro normlar,
hukuki mevzuatlar ve genel geger formiilasyonlar toplumsal diizenin temel dayanagim
olusturmaktadir. Bu kiiltiirlerin mensuplari, yazili hale getirilmis genel kural ve yiikiimliiliikleri,
kolektif eylemler icin mutlak bir ahlaki referans noktasi olarak kabul etme egilimindedir.
Trompenaars’in kavramsallastirmasina gore evrenselci kiiltlirlerde bireyler, evrensel dlgekte kabul
gbrmiis standartlara riayet ederler; 6zneler aras1 miinasebetler ise soyut yasalar, kurallar ve kurumsal
ylikiimliilikkler vasitasiyla regiile edilmektedir. Dolayisiyla bu toplumsal oriintiilerde, bicimsel
kurallarin katiligi, kisiler arasi rasyonel ve duygusal baglarm her zaman 6niinde yer almaktadir.
Madalyonun diger yiiziinde yer alan tikelci toplumlarda ise sahsi ve birincil iliskiler, evrensel yasa
ve kurallarin fevkinde bir 6neme sahiptir. Bu baglamda bireysel eylemler ve kararlar, soyut
kanunlardan ziyade, aktorlerin yakindan tamidigi kisilere karsi gelistirdigi durumsal ve ozel
yiikiimlilikler tarafindan manipiile edilirler (Trompenaars ve Hampden-Turner, 1997, s. 29-48).
Iliskisel sermayenin baskin oldugu bu toplumlarda, kurallarin disina ¢ikilmasmi mesrulastiran
"istisnai ve 0zel kosullar", standart prosediirlerden daha islevsel kabul edilir. Aile ve arkadaslik gibi
mikro diizeydeki istisnai aglarin organik baglari, soyut ve evrensel yasalardan daha yiiksek bir
yaptirim giicline sahip oldugundan; herhangi bir olguya verilen kurumsal ya da bireysel tepki, o
andaki baglama ve etkilesime dahil olan aktorlerin kimligine gore farklilasmaktadir. Bu nedenle
tikelci toplum tiyeleri, toplumsal dinamikleri rdlativist bir perspektifle ele alarak siklikla "her sey
mevcut duruma ve sartlara baghdir” 6nermesini benimserler. Amerika Birlesik Devletleri, Birlesik
Krallik, isvigre ve Kanada gibi iilkeler kurumsal rasyonalitenin n planda oldugu tipik evrenselci
kiiltiirlerin prototipleri olarak kabul edilirken; Tunus, Rusya, Italya, Pakistan ve Tiirkiye gibi iilkeler
ise iligkisel aglarin ve durumsal esnekligin kararlarda belirleyici oldugu tikelci kiiltiirlerin belirgin
ornekleri arasinda siniflandirilmaktadir (ww.thtconsulting.com/resources/culture-explore/).

Kiiltiirel Boyutlar Modeli’nin bir diger analitik eksenini teskil eden bireycilik ve
toplumculuk dikotomisi, birey ile ait oldugu toplumsal yap1 arasindaki ontolojik ve iglevsel oncelik
siralamasini temel almaktadir. Bireyci paradigmanin egemen oldugu toplumsal formasyonlarda,
rasyonel aktor olarak "birey", kolektif yapilarin (grup, kurum, cemaat) Oniinde ve iistiinde
konumlandirilmaktadir. Bu kiiltiirlerde kisisel 6zerklik, rekabetci dinamikler, bireysel inisiyatif,
bagimsiz karar alma mekanizmalar ve kisisel sorumluluk en yiiksek degerbilimsel normlar olarak
kabul edilmekte; kurumsal yapilar da basariy1 bireysel ¢iktilar {izerinden 6diillendirmektedir (Balan
ve Vreja, 2013, s. 99). Bireyci toplumlarda aktorlerden, kendi kaderlerini tayin etmeleri, rasyonel
secimler yapmalart ve yalnizca kendileri ile g¢ekirdek ailelerinin refahindan sorumlu olmalari
beklenmektedir. Bu baglamda, kisisel oOzgiirliiklerin genisletilmesi ve bireysel potansiyelin
maksimizasyonu, yasam kalitesini ve toplumsal gelisimi artirmanin birincil kaldiraci olarak telakki
edilir.

Toplumcu kiiltiirlerde ise kolektif biitiinliik, onu olusturan tekil bilesenlerden daha agkin ve
hayati bir oneme sahiptir. Bu toplumsal evrende grup aidiyeti, bireysel 6zgiirliik ve bagimsizlik
taleplerine feda edilemeyecek kurucu bir unsurdur. Grup, iiyelerinden mutlak bir sadakat talep
ederken; bu bagliligin karsiliginda onlara ontolojik bir giivenlik, sosyal koruma ve kriz anlarinda
sistemsel destek mekanizmalar1 sunar. Dolayisiyla bireysel ihtiyaclar, bagimsiz arayislarla degil,
kolektif ¢ikarin optimize edilmesi siirecinde dogal bir ¢ikti olarak karsilanmaktadir. Mekanik
dayanigmanin ve sosyal sorumluluk bilincinin kurumsallastigi bu toplumlarda aktorler, sahsi
emellerinden ziyade ortak amag¢ ve hedefsel yonelimlere kanalize olurlar. Bireyin toplumsal
mesruiyeti ve degeri, ickin oldugu toplulugun hedeflerine sundugu katki ve gosterdigi sadakat
performansi 6l¢iisiinde belirlenmektedir. Rusya, Amerika Birlesik Devletleri ve Birlesik Krallik gibi
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Anglo-Sakson kokenli iilkeler kurumsal ve toplumsal diizeyde bireyciligin en belirgin prototipleri
arasinda yer alirken; Tiirkiye, Pakistan, italya ve Tunus gibi Akdeniz, Ortadogu ve Asya
cografyasinda konumlanan iilkeler, iliskisel aglarin ve grup odakli rasyonalitenin baskin oldugu
toplumcu kiiltiir havzasinda siniflandirilmaktadir  (www.thtconsulting.com/resources/culture-
explore/).

Yontem
Arastirmanin Amaci

Bu arastirma; bireylerin is yasamina atfettikleri anlam, orgiitsel/mesleki baglilik seviyeleri
ve ¢aligma disiplini gibi temel tutumsal bilesenlerin, hem i¢inden gecilen tarihsel kesite (kusaksal
dinamikler) hem de sosyo-kiiltiirel ekosisteme (kiiltiirel arka plan) bagli olarak nasil insa edildigini
boyutsal bir yaklasimla ortaya koymay: hedeflemektedir. Bu dogrultuda, calisma kiiltiiriinii
sekillendiren farkliliklar iki temel analitik diizlemde sorusturulmaktadir. Arastirma kapsaminda;
farkli makro-kiiltiirel havzalarda (Amerika, Ingiltere, Rusya, italya, Tunus, Pakistan ve Tiirkiye)
yetismis ve farkli jenerasyonlara (X ve Y kusaklar1) mensup olan akademisyenlerin 6zgilin yasam
deneyimlerinin, teknolojik doniisiimle kurduklar etkilesimin onlarin ¢aligma hayatina yonelik tutum
ve davranigsal kaliplarini dogrudan bigimlendirdigi varsayilmaktadir. Bu dogrultuda ¢alisma, etnisite
ve kusak aidiyeti ekseninde kristallesen calisma tutumlarini derinlemesine desifre etmeyi
amaclamaktadir.

Arastirmanin birincil gayesi, farkli kusak ve kiiltiirel koordinatlara sahip katilimcilarin
calisma hayatina yonelik tutumsal farkliliklarini goriiniir kilmaktir. Bununla birlikte calisma,
yalnizca farkliliklara odaklanmakla kalmayip, bu heterojen yapinin i¢inde filizlenen ortak tutum
kaliplarini da tespit etmeyi ampirik bir hedef olarak belirlemistir. Boylelikle, katilimcilarin sahip
oldugu ¢alisma kiiltiirlerinin hangi noktalarda keskin hatlarla ayristigi, hangi tematik alanlarda ise
evrensel veya kurumsal diizeyde birbirine benzestigi net bir bicimde ortaya konmus olacaktir.

Arastirmanin Modeli

Mevcut arastirma; 6’s1 yabanci uyruklu, 12°si Tirk olmak iizere toplam 18 &gretim
gorevlisiyle yiriitiilen derinlemesine goriismelerden elde edilen verilerin nitel analizi {izerine
kurgulanmistir. Nitel arastirmalar; sosyal gergekligin, olgularin ve insan eylemlerinin arkasinda
yatan yapisal ve dinamik nedenlerin; gézlem, miilakat ve dokiiman analizi gibi ¢oklu veri toplama
araclartyla anlamlandirilmaya calisildig1 esnek arastirma modelleridir. Belirli bir olgu, durum ya da
sosyal habitata odaklanan bu yaklasimda arastirmacilar; katilimer gozlemci veya derinlemesine
gorlismeci kimlikleriyle "kim, neden ve nasil" sorularina yanit arayarak, insan davraniglarinin
temelinde yatan 6znel gergekligi desifre etmeyi amaglarlar. Ciktilardan ziyade siirecin kendisine,
baglama ve anlama odaklanan nitel arastirmalarda, incelenen 6zgiil durumlara dair derinlikli bir
kuramsal ¢erceve insa edilir (Giirbiiz ve Sahin, 2018, s. 103).

Arastirma kapsaminda, hedeflenen derinlikli analizi gergeklestirebilmek amaciyla nitel
arastirma desenlerinden durum c¢alismasi benimsenmistir. Durum ¢aligmast; sinirlandirilmis bir veya
birden fazla olayin, 6zgilin bir durumun, belirli bir sosyal grubun ya da kurumsal ortamin kendi
ekosistemi iginde derinlemesine ve biitiinciil bir bigimde incelenmesini saglayan ampirik bir
yontemdir (Biiyiikoztiirk vd., 2013, s. 267). Bu desenin temel felsefesi, evrensel genellemelere
ulagsmaktan ziyade, odaklanilan vakay1 veya olguyu kendi 6zgiin baglami ve parametreleri igerisinde
anlamlandirmaktir (Giirbiiz ve Sahin, 2018, s. 417).

Bu dogrultuda mevcut ¢alismada; katilimcilarm "¢alisma tutumlar1" eksenindeki bireysel
yasantilarini, mesleki algilarini ve kurumsal deneyimlerini derinlemesine kavramak, kusaklar arasi
(X ve Y) ve etnik/ulusal gruplar arasindaki is yasami deneyimlerinin barindirdig1 6znel ve kiiltiirel
anlamlari mukayeseli olarak incelemek hedeflendigi i¢in durum calismasi deseni tercih edilmistir.
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Veri Toplama Araci

Aragtirma, Bandirma Onyedi Eyliil Universitesi Sosyal ve Beseri Bilimler Etik Kurulu’nun
2023-10 numaral: etik kurul izniyle gerceklestirilmistir. Calismada, Tiirk ve yabanci uyruklu 6gretim
gorevlilerinin ¢aligma hayatina yonelik tutumsal farkliliklarin1 derinlemesine incelemek amaciyla
nitel aragtirma gelenegine uygun olarak yar1 yapilandirilmis goriisme (miilakat) teknigi tercih
edilmistir. Bu teknik, 6nceden belirlenmis bir ana izlek ¢ercevesinde kalmak kaydiyla, miilakat
esnasinda katilimcilarin verdikleri yanitlara gore esnek ve derinlikli sorular yoneltme imkan
tanimaktadir. Calisma kapsaminda katilimcilara yoneltilen calisma kiiltlirline yonelik aragtirma
sorular1 sunlardir:

1. Calismayi nasil tanimlarsiniz? Calismak sizin i¢in ne anlam ifade ediyor?
2. Isinize olan baglihigmz etkileyen en énemli faktdr nedir?

3. Is hayatimizda caligyma disipliniyle ilgili nasil bir yaklasim benimsiyorsunuz? Bu
yaklagiminizi yansitan davranislara 6rnek verebilir misiniz?

Arastirma kapsamindaki saha calismasi ve miilakatlar, 16-20 Haziran 2025 tarihleri arasinda
yurtitilmistir. Katilimcilarin ~ kendilerini  rahat  hissetmeleri  ve dogal ortamlarinda
gbzlemlenebilmeleri amaciyla gériismelerin tamami, 6gretim gorevlilerinin gérev yaptigi Yabanci
Diller Yiiksekokulu yerleskesinde ve yiiz yiize olarak gerceklestirilmistir.

Bu calismanin &rneklemini, Bandirma Onyedi Eyliil Universitesi Yabanci Diller
Yiiksekokulu’'nda gorev yapan Tiirk ve yabanci uyruklu ogretim gorevlileri olusturmaktadir.
Aragtirma kapsaminda, toplamda 18 &gretim gorevlisi ile goriisme yapilmistir. Yabanci uyruklu
katilimeilarin olusturdugu ilk grupta, 5’1 Y kusagi mensubu, 1’1 X kusagi mensubu, 6 yabanci
uyruklu &gretim gorevlisi bulunmaktadir. ikinci grup, X kusagma mensup 6 Tiirk 6gretim
gorevlisinden olugsmaktadir. Son olarak, iigiincli grupta ise Y kusagina mensup 6 Tiirk 6gretim
gorevlisi bulunmaktadir.

Tablo 1: Katilimcilara Ait Bilgiler

Katimeilar | Uyruk Dogum Cinsiyet | Egitim Durumu Kurumda Calisma
Yih Siiresi
YKI Ingiliz 1968 Kadin Lisans 1,5 Yil
YK2 Amerikal1 | 1982 Kadin Yiiksek Lisans 4 Yil
YK3 Rus 1982 Kadin Lisans 2 Yil
YK4 Italyan 1983 Kadin Yiiksek Lisans 5Yil
YK5 Tunuslu 1988 Erkek Yiiksek Lisans 4 Yil
YK6 Pakistanli | 1999 Kadin Lisans 1 Ay
TK7 Turk 1966 Kadin Yiiksek Lisans 25 Y1l
TKS Turk 1969 Erkek Yiiksek Lisans 35Y1
TK9 Turk 1971 Kadin Lisans 28 Y1l
TK10 Turk 1974 Kadin Yiiksek Lisans 21 Y1l
TK11 Turk 1974 Erkek Lisans 26 Y1l
TK12 Turk 1979 Kadin Yiiksek Lisans 21 Y1l
TK13 Turk 1985 Erkek Doktora 4 Yil
TK14 Turk 1987 Erkek Yiiksek Lisans 4 Yil
TK15 Turk 1987 Kadin Doktora 3Yil
TK16 Turk 1991 Kadin Yiiksek Lisans 2 Y1
TK17 Turk 1993 Kadin Yiiksek Lisans 3Yil
TK18 Turk 1995 Kadmn Yiiksek Lisans 3Yil
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Katilimcilarin egitim durumlari incelendiginde, 5 6gretim gorevlisi lisans mezunuyken 11
Ogretim gorevlisinin yiiksek lisans, 2 6gretim gorevlisinin doktora mezunu oldugu gorilmektedir.
Yabanci uyruklu 6gretim gorevlilerinin dogum yillar1 incelendiginde, 5 6gretim goérevlisinin (YK2-
YK6) Y kusagi mensubu oldugu, 1 6gretim gdrevlisinin ise (YK1) X kusagi mensubu oldugu, Tiirk
Ogretim gorevlilerinin dogum yillaria bakildiginda ise, 6 Tiirk 6gretim gorevlisinin (TK7-TK12) X
kusagi mensubuyken 6 Tirk ogretim gorevlisinin (TK13-TK18) Y kusagt mensubu oldugu
gorlilmektedir.

Verilerin Analizi

Arastirma kapsaminda toplanan verilerin ¢oziimlenmesinde nitel arastirma yontemlerinden
betimsel analiz yontemi tercih edilmistir. Betimsel analiz; miilakatlar neticesinde derlenen verilerin
aslina sadik kalinarak desifre edilmesini, ardindan katilimcilarin arastirma sorularina verdikleri
karakteristik yanitlardan dogrudan alintilar yapilarak ham verilerin sistematik bir tasvire tabi
tutulmasini esas almaktadir (Wolcott, 1994, s. 13). Saha ¢aligmasi sonrasinda elde edilen ses kayitlari
oncelikle metne doniistiiriilmiis ve elde edilen bulgular, yar1 yapilandirilmis goriisme formunun
kuramsal g¢ercevesini olusturan ana temalara gore tasnif edilmistir. Verilerin tasnif, kodlama ve
diizenleme siireglerinde Microsoft Office Word yazilimindan yararlanilmistir.

Verilerin analizi yapilirken 6rneklem grubunda X kusagi mensubu yabanci uyruklu 6gretim
gorevlisi sayisinin yalnizca 1 kisi olmasindan dolayi, bulgular kismindaki tablolarda, yabanci
uyruklu 6gretim gorevlileri tek bir baglik altinda ele alinmigtir. Bulgular degerlendirilirken X kusagi
mensubu yabanci uyruklu katilimciin cevaplart diger katilimcilarla karsilastirmali sekilde ele
almmistir. X ve Y kusagi mensubu Tiirk 6gretim gorevlilerinden elde edilen kodlar ayr1 basliklar
altinda tablolastirilmigtir. Tiirk ve yabanci uyruklu 6gretim gorevlilerinin yanitlarindan elde edilen
ortak unsurlar ise bir baslik altinda ele alinmigtir.

Calisma kapsaminda incelenen calisma tutumlarina yonelik farkliliklar, Trompenaars ve
Hampden-Turner'n kiiltiirel boyutlar modeli iizerinden degerlendirilmistir. Evrenselci-Tikelci ve
Bireyci-Toplumcu kiiltiirlerden gelen bireylerin kiiltiirel kodlarinin; ¢alismaya atfettikleri anlam,
calismaya baglilik ve calisma disiplini tutumlar {izerindeki etkisi, Trompenaars ve Hampden-
Turner’a ait kiiltiirel boyutlar modeli kullanilarak analiz edilmistir.

Bulgular

Calismanin bu boliimiinde, ¢alisma tutumlari iizerine ulusal ve uluslararasi arastirmalar
dikkate alinarak gelistirilen aragtirma sorularina dayali olarak, 18 &gretim gdrevlisi ile yapilan yiiz
ylize goriismelerin ardindan elde edilen bulgular detayli bir sekilde sunulacaktir.

Calismanin Anlam

Calisma eylemine yiiklenen anlam tarihsel siire¢ icerisinde toplumsal yapilara gore farklilik
gostermis; siirekli bir degisim ve doniisiim gegirerek glinlimiiz diinyasinda dénemsel dinamiklerin
ve konjonktiirel sartlarin etkisiyle yeni boyutlar kazanmigtir. Modern is yasaminda, "¢aligmanin
anlam1” (bireyin isi nasil tanimladigy) ile "anlamli calisma” (isin bireyde yarattig1 varolugsal tatmin)
olgular arasinda koparilamaz bir bag bulunmaktadir. Bu baglamda anlam; birey i¢in isin siradan bir
tasvirini yapmanin Gtesinde, 6ziinde olumlu bir deger barindiran ve ferdi giidiileyen bir amaca
(anlamliliga) isaret etmektedir. Bu teorik zemin dogrultusunda; X ve Y kusaklarina mensup Tiirk ve
yabanci  uyruklu  Ogretim  gorevlilerinin  profesyonel c¢alismayr  zihinlerinde nasil
konumlandirdiklarin1 desifre etmek amaciyla katilimcilara, “Calismayr nasil tammlarsiniz?
Calismak sizin igin ne anlam ifade ediyor? ” sorulari yoneltilmistir. Katilimeilarin ¢alisma eylemine
yonelik gelistirdikleri 6znel tamimlamalardan ve metaforlardan hareketle ulasilan kodlar Tablo 2'de
ayrintili olarak sunulmustur.
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Tablo 2: Calismanin Anlami Tutumunun Degerlendirilmesi
Tema Yabanci Uyruklu X Kusag Tiirk Y Kusag Tiirk Tiirk ve
Ogretim Ogretim Ogretim Yabanci
Gorevlilerinden Gorevlilerinden Gorevlilerinden Uyruklu
Elde Edilen Elde Edilen Elde Edilen Ogretim
Kodlar Kodlar Kodlar Gorevlilerinden
Elde Edilen
Kodlar
Caligmanin Toplumsal katki Maddi kazang Toplumsal katk1 Kendini
Anlami1 Bagimsizlik Mesguliyet Ogrencilere faydali | gelistirme araci
saglayan bir arag Sosyallesme olmak Maddi kazang
Yardim etmek Maddi kazang Toplumsal katk1
Emek Ogrencilere
yardimci olmak

Yabanci uyruklu 6gretim gorevlilerinin ¢alismaya atfettikleri anlamlar analiz edildiginde 6ne
cikan unsurlar; “toplumsal katki”, “bagimsizlik saglayan bir ara¢” ve “yardim etmek” olmustur.
Calismanin toplumsal hayata katki saglama araci olmasina vurgu yapan yabanci uyruklu katilimci
YK2, calismay1 soyle tanimlamistir: “Caligsmak benim igin, ugruna heves duydugum bir seydir.
Ogretmek benim icin biiyiik bir tutkudur. Insanlara yardim etme firsati saglar. Topluma yarar
saglama aracidir.” Yabanci uyruklu 6gretim gorevlilerinin ¢cogunlugu, calismaya atfettikleri anlami
aciklarken calismayi, hayatta bagimsiz bir birey olmak i¢in bir ara¢ olarak gordiiklerini ifade
etmislerdir. Ornegin, yabanci uyruklu katilime1 YK3, ¢alismanin kendisi i¢in ne anlam ifade ettigini
su sozlerle aciklamistir: “Calismak, hayatta kalmak icin gerceklestivdigimiz bir seydir. Benim
kiiltiiriimde egitim onemlidir. Egitimle sosyal statiiyii yiikseltmek onemlidir. Calismak benim igin
bagimsiz bir insan olmam igin bir aractir.”

X kusagr Tiirk katilimeilarin ¢ogunlugunun, ¢alismaya temelde maddi bir deger atfettigi
ancak bununla birlikte, ¢calisma olgusundan bireysel olarak haz aldiklar1 ve ¢alismayi kendilerini
gerceklestirme noktasinda bir arag olarak tanimladiklar1 goriilmiistiir. Bu noktada, “maddi kazang”,
“megguliyet” ve “sosyallesme” vurgular1 &ne ¢ikmustir. Ornegin, X kusagi mensubu katilimer TKS,
calismanin maddi getirisinin yaninda hayatinda sahip oldugu 6nemi, su sozlerle ifade etmistir: “Yani
benim i¢in, ¢alisan olarak bir kere ge¢imimi saglama araci tabii ki. Bir digeri, bir insamin yasama
tutunma araci, yani ben caliymadan duramam. Bir igle mesgul olmak lazim. Bir is yapmak
zorundayiz. Dolayisiyla hayata bagh baglanma, bir seyi yapma var oldugunu gosterme yani
kanitlama araci. Bir digeri de insan i¢in bir sosyallesme araci. Yani sosyal olarak insanlarla bir
arada bulunmak, onlarla is birligi yapmak, goriismek. Bunlar da ¢ok planli olmasa da istekli olmasa
da bazen, bir sekilde sosyallesme araci.” Calismanin maddi kazang saglama durumuna vurgu yapan
bir diger X kusagi mensubu katilimci TK7, calismayr su sozlerle tanimlamistir: “Calismak;
ihtiyaglarimi karsilayabilecegim, sosyal hayati diizene sokan, diizenli olarak gelir elde edebildigim
bir etkinliktir.”

Y kusagi Tiirk 6gretim gorevlilerinin ¢aligmaya atfettikleri anlamlar analiz edildiginde, 6ne
¢ikan unsurlar; “toplumsal katk1”, “6grencilere faydali olmak”, “maddi kazang” ve “emek” olmustur.
Katilimeilardan bir¢ogu, calisarak Ogrencilerin hayatina dokunma ve onlara yardimci olma
durumunun altin1 ¢izmislerdir. Ornegin, Y kusagi mensubu katilime1 TK17, galismay: tanimlarken
calismanin ekonomik ve toplumsal boyutunu su sézlerle acgiklamistir: “Calismak, benim icin bir gelir
kaynagidir ama aym zamanda akademik olarak ogrencilere katki sagladigimi hissettigim, kendimi
tatmin ettigim bir eylem.” Bir diger Y kusagi mensubu katilime1 TK18, ¢alismanin kendisi igin ifade
ettigi anlami agiklarken Ogrencilerin hayatina dokunmanin 6nemini su sozlerle agiklamustir:
“Calismak, bir alanda yani bizim alammiz Ingilizce éSretimi. Ingilizce ogretimi alaninda
ogrencilerimize yani hedef kitlemize maksimum diizeyde verimli bir sekilde, onlart yil sonundaki
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hedeflerine ulastiracak emekleri sarf etmek anlamina geliyor. Hani bunun icin de elimden gelenin
en iyisini yapmak sadece yazili olarak ¢izilmis hedefler degil de onun disinda ¢ocuklarin duygusal
diinyalarina da dokunarak onlara kalici bir 6grenmeyi saglamak. Her ne kadar resmiyette ¢calisma
tanmimi bu gekilde gecmese de onlarin hayatlarina bir nevi dokunabilmek de bana gore ¢calismanin
kapsamu igerisine giriyor.”

Tiirk ve yabanci uyruklu katilimcilarin birgogu, calismay1 tanimlarken ¢aligmanin toplumsal
ve kurumsal hayata olan katkisini vurgulamislardir. Ornegin, Y kusagi mensubu katilimer TK16,
calismanin toplumsal hayata katki saglayan bir siire¢ oldugunu su sozlerle dile getirmistir:
“Calismak; insanin kendini kiymetli gérdiigii bir alanda, 6grendigi bilgileri aktardigi, ¢calismakta
oldugu kuruma bir sekilde katki sagladigi ve yine aymi sekilde bireysellikten uzak, topluma katk
saglamay: basardigi bir siirectir.

Calismaya Baghhk

Bireylerin is yasamiyla kurduklar psikolojik ve duygusal biitlinlesmeyi simgeleyen baglilik
tutumu, ¢alisanlarin mesleklerine ve kurumlara yonelik gelistirdikleri aidiyet duygusunun en somut
tezahiiriidiir. Calismaya baglilik olgusu incelendiginde; duygusal baglilik, devam baghiligi ve
normatif bagllik olmak iizere ii¢ temel bilesenin 6ne ¢iktigr goriilmektedir. Duygusal Baglhilik:
Calisanin isi sadece bir zorunluluk olarak addetmeyip, mesleki faaliyetlerden i¢sel bir haz almasini
ve kurumuyla 6zdeslesmesini icermektedir. Devam Bagliligi: Tamamen rasyonel ve ekonomik
kaygilara dayanarak, bireyin maddi getiri ve giivenceyi sirdiirmek gayesiyle sistemde kalma
egilimidir. Normatif Baglilik ise kisinin gorev yaptig1 organizasyona karsi besledigi ahlaki 6dev,
sadakat ve vefa duygulariyla mesleki eylemliligini devam ettirmesini ifade etmektedir. Bu kuramsal
siniflandirmadan hareketle; farkli sosyo-kiiltiirel havzalardan ve jenerasyonlardan gelen Tiirk ve
yabanci uyruklu 6gretim gorevlilerinin mesleki baglilik profillerini ve bu bagliligin altinda yatan
temel motivasyonlar1 desifre etmek amaciyla katithimeilara, “Isinize olan baghhiginizi etkileyen en
onemli faktor nedir?” sorusu yoneltilmistir. Katilimcilarin verdikleri yanitlardan hareketle tiiretilen
kodlar ve Tablo 3'te sunulmustur.

Tablo 3: Calismaya Baglilik Tutumunun Degerlendirilmesi

Tema Yabanci Uyruklu X Kusag Tiirk Y Kusag Tiirk Tiirk ve Yabanci
Ogretim Ogretim Ogretim Uyruklu Ogretim
Gorevlilerinden Gorevlilerinden Gorevlilerinden Gorevlilerinden Elde
Elde Edilen Elde Edilen Elde Edilen Edilen Kodlar
Kodlar Kodlar Kodlar
Calismaya Eglence Hayata baglamasi Maddi kazang Diyalog kurmak
Baglilik Mutluluk Motivasyon Ogrencilere katki Faydal1 hissetmek
Diyalog kurmak Faydal1 hissetmek saglamak Maddi kazang
Maddi kazang

Caligmaya baglilik tutumuna dair bulgular incelendiginde, yabanci uyruklu 6gretim
gorevlilerinin ¢ogunlugunun calismaya yonelik duygusal bagliliga sahip olduklari, iglerinden
yalmzca Y kusagi mensubu katilimci1 YK3’iin devam bagliligina sahip oldugu ortaya ¢ikmustir.
Yabanci uyruklu 6gretim gorevlilerinin ¢aligmaya bagliliklarii etkileyen temel faktdr sorusuna
verdikleri cevaplarda 6ne ¢ikan unsurlar, “eglence”, “mutluluk”, “diyalog” olmustur. Ornegin,
yabanci uyruklu katilimci YKS, ¢alismaya olan bagliligini ifade ederken kazang ve eglencenin
calismaya baghiliginda oynadigi rolii, su sozlerle ifade etmistir: “Kazang elde etmenin disinda,
calismak benim igin eglenceli bir eylemdir. Yapmak zorunda oldugum bir sey gibi gérmiiyorum.
Calismak, yapmay: sevdigim bir seydir.”
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Bir diger yabanci uyruklu katilimer YK1, ¢alismaya olan bagliligini etkileyen en 6nemli
unsur olarak eglence ve mutluluk olgusunun 6nemini sdyle aciklamistir: “Benim icin en onemli ey,
isin eglenceli olmasidir. Calisirken mutluluk duymak, baglilik icin en biiyiik ve en onemli faktordiir.”

X kusagina mensup Tiirk 6gretim gorevlilerinin ¢alismaya baglilik tutumlari incelendiginde,
bu katilimcilarin ¢ogunlugunun galismaya duygusal baglilik duyduklar goriilmiistiir. Katilimeilarin
calismaya baglanmasinda one ¢ikan temel faktorler; “calismanin kendilerini hayata baglamasi”,
“motive etmesi” ve “faydali hissettirmesi” olmustur. Ornegin, X kusagi mensubu katilimci1 TK9,
calismaya yonelik bagliligini ifade ederken faydali hissetmenin énemini su sozlerle ifade etmistir:
“Yani igime baghlik, bence en dnemli faktor benim bu isi sevmem, sevmem ve kendimi faydal
hissetmem diyebiliriz. Dolayisiyla ben burada ¢alistigim zaman evet ¢ok yoruluyorum. Yillarin da
yorgunlugu var ancak beni mutlu da ediyor bu bir yandan ¢iinkii ise yaradigimi hissetmek, insanlara
faydali oldugu bildigimi hissetmek ve siirekli iste iiniversitede ¢alistigumiz igin biz tabii ki hep
genglerle birlikteyiz. Dolayisiyla gengler bize aslinda bir yerde daha ding tutuyor. Bunun da
motivasyonumuzu arttirdigina inaniyorum ben. Ruhumuz yaglanmiyor diyebilirim. Dolayisiyla daha
verimli ¢alisabiliyoruz. Farkli degisik is kolunda ¢alissaydim belki bu kadar motive bu kadar ding
olamayabilirdim. Ben bunu genelde genglerle birlikte olmama baglyorum. Cag nasil degisiyor?
Genglerin diisiince yapisi nasil degisiyor? Bunlart yakindan birebir 114 deneyimledigimiz icin
dolayisiyla onlara ayak uydurmak, caga ayak uydurmak, aradaki iste jenerasyon farkinin
kapanmasi, daha da azaliyor diyebilivim benim yas grubuma gore.”

Y kusagma mensup Tiirk Ogretim gorevlilerinin calismaya baglhilik tutumlari
degerlendirildiginde, katilimcilarin  ¢ogunlugunun devam bagliligina sahip olduklari
gozlemlenmistir. Katilimcilarin ¢alismaya baglanmasinda 6ne ¢ikan temel faktorler, “maddi kazang”
ve “Ogrencilere katki saglamak™ olmustur. Ornegin Y kusagi mensubu katilime1 TK15, ¢aligmaya
yonelik bagliliginda gelirin 6nemini su sozlerle tanmmlamistir: “Aslinda hani belki hani ilk soylenen
sey hani maddi gelir olabilir. Hani insanlarin temel ihtiyaclarini karsilamak icin gelire ihtiyaglart
var ama tabi ki baska baglhlik kaynaklart da var. Yani ilk birincisinde maddiyat soyleyebiliriz ama
ikincisinde de severek yapmak o isi. Onun disinda hani ihtiyaglardan olabiliv. Bu sadece maddi
ihtiyaglardan degil, sosyallesmek ya da insan iliskileri bu tarz seyler de var. Hani bunlart bir
siralamaya koyarsak belki de bunlart béyle koyabiliriz siraya.”

Y kusagi mensubu bir diger katilimc1 TK14 ise 6grenci faktorii ile calismaya olan bagliligi
arasindaki iliskiyi su sozlerle ifade etmistir: “Birilerine ki isimiz geregi 6gretmenlik yaptigimizdan
dolayr haliyle bilgilerimizi 6grencilere aktarryoruz. Kutsal bir meslek zaten bu konuda da hemfikiriz.

Gelecek nesillere sonugta yol gosteriyoruz, on ayak oluyoruz. Calismaya baghhigimi saglayan sey
bu.”

Tiirk ve yabanci uyruklu katilimeilarin bir¢ogu, calismaya olan bagliliklarini ifade ederken
“faydali hissetmek”, “diyalog kurmak” ve “maddi kazang¢” unsurlarimi 6n plana ¢ikarmuslardur.
Ornegin yabanci uyruklu katilimer YK2, alismaya yénelik bagliiginda dgrencilere katki sunmanin
O6nemini su sekilde anlatmistir: “Genglerin 6grenme yolculugunda onlara eslik etmek ve yardimci
olmak, benim igin biiyiik bir tutku ve isime baglilik sebebidir.”

Calisma Disiplini

Caligsanlarin orgiitsel diizenlemelere, kurumsal kural setlerine ve yerlesik sosyo-profesyonel
normlara riayet etme hususundaki igsel farkindaliklari ve goniilli yonelimleri olarak
kavramsallagtirilan "galigsma disiplini", bireylerin mesleki yasamlarini diizene koyan ve operasyonel
is akis siireglerinde performansi optimize eden kritik bir olgudur. Farkli jenerasyonel ve sosyo-
kiiltiirel arka planlara sahip Tiirk ve yabanci uyruklu 6gretim gorevlilerinin calisma disiplini
olgusuna yonelik teorik yaklagimlarini ve bu yaklagimlarin ampirik yansimalarini analiz etmek
amaciyla katilimcilara; “Is  hayatimzda ¢alhsma disipliniyle ilgili nasil bir yaklasim
benimsiyorsunuz? Bu yaklasinumizi yansitan davramslara ornek verebilir misiniz?” sorular
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yoneltilmistir. Katilimcilarin disiplin anlayislarmma ve rutin is yeri pratiklerine dair verdikleri
yanitlardan hareketle desifre edilen kodlar ve bu kodlarin gruplara gére dagilimi Tablo 4'te ayrintili
olarak paylagilmstir.

Tablo 4: Calisma Disiplini Tutumunun Degerlendirilmesi

Tema Yabanci Uyruklu X Kusag Tiirk Y Kusag Tiirk Tiirk ve
Ogretim Ogretim Ogretim Yabanci
Gorevlilerinden Gorevlilerinden Gorevlilerinden Uyruklu
Elde Edilen Elde Edilen Elde Edilen Ogretim
Kodlar Kodlar Kodlar Gorevlilerinden
Elde Edilen
Kodlar
Calisma Dakiklik Isi vaktinde yapmak Esnek mesai Isi diizgiin
Disiplini Isi vaktinde yapmak Mesai saatlerine Gorevler yapmak
Isi diizgiin yapmak riayet etmek Mesai saatlerine Isi vaktinde
Kurallar riayet etmek yapmak
Isi diizgiin yapmak
Esnek mesai

Yabanct uyruklu 6gretim gorevlilerinin ¢alisma disiplini yaklagimlarina yonelik cevaplari
incelendiginde, one cikan unsurlar “dakiklik”, “isi vaktinde yapmak™ ve “isi diizgiin yapmak”
olmustur. Ornegin, yabanci uyruklu katilimer YKS5, calisma disiplinini ifade ederken dakikligin
Oonemini soyle agiklamustir: “Ben genel anlamda disiplinli bir insammdwr. Dakik biriyimdir. Okula
vaktinde gelirim. Isimi elimden geldigince iyi yapmaya calisirim. Ogrencilerimi ve kendimi memnun
etmeye calisirim. Isyerinden ¢ikarken kendimi memnun hissetmem benim icin énemlidir.”

X kusagina mensup Tirk Ogretim gorevlilerinin  ¢alisma disiplini  yaklagimlari
incelendiginde 6ne ¢ikan unsurlar; “isi vaktinde yapmak”, “mesai saatlerine riayet etmek”, “kurallara
uymak” ve “diizgiin is yapmak” olmustur. Ornegin, X kusagi mensubu katilime1 TK7, ¢aligma
disiplinine yonelik yaklagimini ifade ederken diizgiin is yapmanin 6nemini su sozlerle ifade etmistir:
“Isimi diizgiin ve vaktinde yaparim. Ornegin derslere vaktinde giderim. Mahcup olmayacak, uyart
almayacak sekilde gorevierimi yerine getiririm. Olumsuz yoruma yol agmayacak sekilde hem kendi
kisisel rahatligim icin hem de bana gelecek olumlu doniisler igin.”

X kusagr mensubu bir baska katilimc1 TK9, ¢aligma disiplinine dair yaklagimimi ifade
ederken kurallarin ehemmiyetini su sekilde ifade etmistir: “Calisma disiplini, simdi ben kuralct bir
insamim. Kuralct bir insan oldugum icin de disiplinli bir insamm. Benim igin kurallar yani
onaylamadigim kurallar dahi olsa uymakla yiikiimliiysem yapimasi gerekiyorsa hani yapmaya
calistyorum ve yapilmasini da isterim ¢iinkii sonugta hani bir kural var. Madem yapilacak, o zaman
en iyi sekilde aksatmadan iglerin yiiriimesi adina yapiimasi gerektigini diistintiyorum ve kendim de
yapmaya gayret ediyorum bazen onaylamadigim halde kural oldugu icin yerine getiriyorum
diyebilirim.”

Y kusagi Tiirk Ogretim gorevlilerinin ¢alisma disiplinine yonelik yaklagimlar
degerlendirildiginde “esnek mesai”, “gdrevler” ve “mesaiye riayet” unsurlari 6n plana ¢ikmustir.
Ornegin, Y kusagi mensubu katilimer TK15, calisma disiplinine yonelik yaklasiminda mesai
saatlerine uymanin 6nemini ve degisen mesai kavrami algisimi su sekilde aciklamistir: “Belki
geldigimiz kusaktan itibaren hani bizim yetistigimiz kusak anlaminda, ¢alisma, disiplinine diizen saat
mekdn olarak bir simrlama koyabilirviz. Hani giiniimiiz versiyonundan farkl biraz, nedir iste biz
doksanlarda egitim alan bir kusagiz. Bu kusakta iste mesai saatleri vardi. Diizenli bir sabah
baslangici, belli bir ¢ikis saati, bu 6gretmen de olsak iste tiniversitede akademisyen de olsak sonugta
bir diizeni aslinda sembolize ediyor. Onun disinda benim igin aslinda ilk kriter bu ama tabii ki bu
zamanla degisti. Neye degisti? Hani ¢alisma disiplinli deyince mesaiye gitmek anlamina artik diizenli
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gelmiyor. Yani benim goziimde aslinda ¢alisma disiplini 121 demek yapilmasi gereken yiiriitmen
gereken gorevleri tamamlamak anlamina geliyor. Yani bunu ister mesaide yap ister disarida yap
ister bir saatte ister iki saatte yap ve sen bunu tamamlayabiliyor musun bu gorevi ve bu gorevi
tamamlarken aslinda neleri yerine getiriyorsun, ne kadar saglikl yiiriitebiliyorsun. Ne kadar alanin
var? Bunlar énemli. O yiizden bu ¢alisma disiplininin aslinda yeniden dengelenmesi gerekiyor,
kurumlarin da buna gore degerlendirmesi gerekir diye diigiiniiyorum ama tabii ki hala hani ben kendi
adima, kendi disiplinimi iste verilen gérevi zamaminda tamamlamak veya yapilmasi gereken
standartlarda tamamlamak olarak tanimlayabilirim.”

Tirk ve yabanci uyruklu katillmeilarin  birgogunun c¢alisma disiplinine yonelik
yaklagimlarinda 6ne c¢ikan unsurlar “isi diizgiin yapmak™ ve “isi vaktinde yapmak™ olmustur.
Ornegin, yabanci uyruklu 6gretim gorevlisi katilime1 YK6, ¢alisma disiplinini “dakiklik” iizerinden
su ifadelerle tanimlamustir: “Dakikligi severim. Islerimi vaktinde yapmaya ozen gosteririm. Calisma
disiplininden anladigim sey budur.”

Tartisma ve Sonuc¢

Uluslararas1 katilimeilarin galisma olgusuna atfettikleri anlamsal gerceve ampirik olarak
incelendiginde; "toplumsal fayda iiretimi", "bireysel 6zerklik unsuru" ve "diger bireylere destek
olma" temalarinin 6n plana ¢iktig1 goézlemlenmistir. Calismay1 kolektif bir refah ve gelisim araci
olarak kodlayan katilimcilardan Italyan kokenli YK4; profesyonel faaliyetleri dncelikli olarak
topluma yarar saglama mekanizmasi seklinde kavramsallagtirmistir. Bu dogrultuda katilimei, sahsi
menfaatlerin 6tesinde kamusal hizmeti ve toplumsal sadakati merkeze alan bir aktdr kimligi
sergilemistir. Trompenaars ve Hampden-Turner’m Kiiltiirel Boyutlar Modeli’ne gére italyan kiiltiirel
formasyonu, bireyci egilimlerden ziyade toplumcu kolektivist normlarin agirlikta oldugu bir
toplumsal yap1 niteligi tasimaktadir (www.thtconsulting.com/resources/culture-explore/). Bu
baglamda, s6z konusu 6gretim gorevlisinin is yasamina yiikledigi "toplumsal katki" misyonunun,
birincil sosyallesme siirecinde i¢sellestirdigi makro kiiltiir sistemiyle determinist bir uyum sergiledigi
saptanmigtir. Buna karsin, Rusya Federasyonu vatandasi olan YK3, calisma fenomenini
anlamlandirirken bu olgunun bireysel bagimsizligi ve finansal/eylemsel 6zerkligi tesis eden islevsel
bir ara¢ olma niteligine vurgu yapmistir. ilgili teorik modelin parametreleri dogrultusunda Rusya,
bireyin kendi kaderini tayin etme ve sahsi inisiyatif alma egilimlerinin baskin oldugu bir kiiltiirel
ekosistem i¢inde siniflandirilmaktadir (a.g.e.). Dolayisiyla, YK3'iin ¢aligmay1 bir "bagimsizlik arac1"
olarak konumlandirmasi, mensubu oldugu toplumun bireyci aksiyolojik yonelimleriyle kuramsal
diizeyde ortiismektedir. Katilimeinin ¢alisma fenomenine yiikledigi bireysel odakli anlam, bir parcasi
oldugu makro kiiltiirel kodlar1 dogrular niteliktedir. Benzer sekilde, Birlesik Krallik kokenli
akademisyen YKI1 de galisma kavramini sorustururken kuramsal ya da toplumsal bir misyon
tanimlamak yerine, olgunun rasyonel-ekonomik boyutunu 6n plana ¢ikarmis ve calismay1 salt
finansal getiri saglayan bir eylem bi¢imi olarak yapilandirmigtir. Bireyin 6zerkligini ve sahsi
cikarlarim1 kolektif yapilarin istiinde konumlandiran bireyci bir kiiltiir sisteminden gelen bu
katilimcinin is yasamina atfettigi faydaci anlamin, Anglo-Sakson toplumunun kiiltiirel altyapisiyla
tam bir uyum sergiledigi saptanmistir. Diger taraftan, Pakistan vatandasi olan 6gretim gorevlisi YK,
calismay1 tanimlarken mesleki faaliyetler kanaliyla diger insanlara yardim edebilme ve digergamlik
faktoriini vurgulamigtir. Toplumcu normlarin toplumsal 1iligkileri diizenledigi bir ekosistemde
sosyallesen katilimcinin, ¢alisma olgusuna yiikledigi bu iliskisel ve igbirlik¢i anlamin, i¢kin oldugu
kiiltiirel sistemin yapisal dinamikleriyle paralellik gosterdigi goriilmiistiir.

Uluslararas1 6gretim gorevlilerinin ¢alisma olgusuna yiikledikleri anlamsal g¢er¢evenin
kusaklar arasi farklilasma ekseninde analizi, kusak dinamiklerinin ¢alisma degerleri iizerindeki
etkisini net bir bigimde ortaya koymaktadir. Calisma bulgularina gore, 6rneklem grubu igerisinde
yalmzca X kusagi temsilcisi olan YK1 kodlu katilimcimin is yasamina salt ekonomik bir anlam
atfettigi saptanmistir. Buna karsilik, Y kusagi mensubu katilimcilarin tamaminin ¢aligma fenomenini
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rasyonel bir gelir elde etme eyleminin otesinde konumlandirarak, olguya iliskisel, sosyal ve
toplumsal misyonlar yiikledikleri goézlemlenmistir. Elde edilen bu ¢iktilarin yazinda kusak bazl
ylriitilen calismalarin teorik ve pratik bulgulartyla yiiksek diizeyde tutarlilik sergiledigi
goriilmiistiir. Tlgili literatiir incelendiginde, Y kusagi is giiciiniin calisma hayatin1 yalnizca "maddi
tazminat ve licret" parametresi iizerinden degerlendirmedigi; aksine, siire¢ iginde ¢ok boyutlu igsel
ve digsal motivasyon unsurlariyla tatmin olma egilimi tagidigi goriillmektedir. Y kusagi ¢alisanlar;
finansal kazancin yani sira, tamamlayici saglik ve emeklilik giivenceleri, istihdam gilivencesi ve
mesleki kariyer memnuniyeti gibi yapisal faktorleri de es zamanh olarak Onceleyen biitlinciil bir
profil ¢izmektedir.

X kusagina mensup Tiirk 6gretim goérevlilerinin ¢alisma fenomenine atfettikleri sembolik ve
islevsel anlamlar incelendiginde; "finansal getiri", "biligsel mesguliyet" ve "sosyal etkilesim"
temalarmin 6n plana ¢iktigi goriilmektedir. Ilgili kusak mensuplarmin mesleki faaliyetleri
tanimlarken, i hayatini salt diizenli bir gelir mekanizmasi olarak gérmedikleri; aksine, bireysel
yasam rutinlerini regiile eden, aktorleri sosyal ve entelektiiel agidan aktif kilan ve zamansal yonetimi
optimize eden ¢ok boyutlu bir enstriiman olarak konumlandirdiklar1 saptanmistir. Katilimcilar
arasindan K9 kodlu X kusagi 6gretim gorevlisinin ¢aligmay1 varolussal bir gaye olarak nitelendirip
hayatindaki birincil 6ncelik olarak yapilandirmasi, Tiirk toplumsal formasyonunda kurumsallagmig
koklii calisma etiginin ampirik bir yansimast niteligindedir. Nitekim bu ¢ikarim, makro diizeydeki
sosyolojik verilerle de desteklenmektedir. Diinya Degerler Arastirmasi’nin (2017-2022) ortaya
koydugu bulgulara gore, Tiirk toplumsal yapisini olusturan bireylerin kayda deger bir ¢cogunlugu,
kisisel bos zaman alanlar1 daralsa dahi, profesyonel is yasaminin ve mesleki sorumluluklarin
hayattaki diger tiim unsurlardan 6nce gelmesi gerektigi yoniinde giiglii bir egilim sergilemektedir.

Y kusagina mensup Tirk 0gretim gorevlilerinin ¢aligma olgusuna yonelik gelistirdikleri
anlamsal semalar incelendiginde; "toplumsal fayda iiretimi", "6grencilere faydali olma", "ekonomik
kazang" ve "emek" kavramlarmin merkezi unsurlar olarak &ne ¢iktigi saptanmustir. Ilgili kusak
mensuplarinin kayda deger bir cogunlugunun, hedef kitlesi olan &grencilerin entelektiiel ve kisisel
gelisim siireclerine dahil olmayr ve onlarin akademik yasam kalitelerini artirmayi, mesleki
faaliyetlerinin kurucu ve anlamlandirict bir bileseni olarak kodladiklart godzlemlenmistir.
Katilimcilar, mesleki pratikler kanaliyla mikro diizeyde bireye, makro diizeyde ise toplumsal biitiine
sunulan katma degerin altini ¢izerek, is yagsaminin toplumsal fayda boyutunu 6n plana ¢ikarmislardir.
Trompenaars ve Hampden-Turner tarafindan gelistirilen Kiiltiirel Boyutlar Modeli’nin kuramsal
perspektifinden bakildiginda; toplumcu deger oryantasyonunun baskin oldugu Tiirk toplumsal
yapisinda, Y kusagi 6gretim gorevlilerinin ¢alisma fenomenine sosyolojik ve 6zgecil bir misyon
yiiklemeleri, birincil sosyallesme siireclerinde i¢sellestirilen kiiltiirel arka planin ¢alisma degerleri ve
tutumlan {izerindeki determinist etkisini gozler oniine sermektedir. Sonu¢ olarak, Y kusagi is
giiciliniin ¢caligmayi salt rasyonel-ekonomik ve bireysel fayda eksenine hapsetmeyip, olguya kolektif
ve toplumsal bir islevsellik atfetmesi; literatiirde kusak dinamikleri ve calisma degerleri iizerine
yiiriitiilen ¢aligmalarin genel egilimleriyle yapisal bir paralellik sergilemektedir.

Yabanci 6gretim gorevlilerinin ¢aligma tutumlarin alt boyutlarindan bir digeri olan ¢aligmaya
baglilik temasina iliskin beyanlar1 degerlendirildiginde “eglence”, “mutluluk”, “diyalog”
kavramlarimin merkezi unsurlar olarak 6ne c¢iktig1 goriilmiistiir. Bu dogrultuda, yabanci uyruklu
katilimeilarin biiytik bir béliimiiniin mesleklerine yonelik duygusal baglilik gelistirdikleri, 6rneklem
icerisinden yalmizca bir katilimcinin devam baglihigr sergiledigi gozlemlenmistir. Mesleki
faaliyetlerine yonelik duygusal baglilik hissettiklerini ve bu sadakati besleyen temel faktoriin,
heterojen kiiltiirel gruplarla etkilesime girmek ve iletisim aglar1 kurmak oldugunu ifade eden Italyan
katilime1 YK4 ile Pakistanli katilimc1 YK6, profesyonel pratiklerin islevsel yoniinii 6n plana
cikarmuslardir. Pedagojik faaliyetlerini yiiriitmek iizere Tiirkiye’de konumlanan italyan uyruklu
YK4; Tiirkiye’deki yerlesiklik siirecinde yerel dili 6grenmeye basladigini, makro kiiltiirel kodlar
derinlemesine deneyimledigini ve mesleki tatmininin bu dinamiklerden neset ettigini belirtmistir.
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Katilimei, farkl cografyalarda 6zgiin kimliklerle temas kurmanin bireysel ve entelektiiel kapasitesini
gelistirdigini savunarak igine yonelik gelistirdigi tutumu temellendirmistir.

X kusagina mensup Tiirk 6gretim gorevlilerinin ¢calismaya baglilik diizeyleri incelendiginde,
bu kusagin agirlikli olarak duygusal baglilik egilimine sahip oldugu saptanmistir. Katilimcilarin
mesleki yapilara aidiyet gelistirmelerinde belirleyici olan kurucu dinamikler; "calisma eyleminin
varolugsal bir motivasyon kaynagi olarak yasamla kurulan bagi pekistirmesi", "igsel giidiillenmeyi
siirekli kilmas1" ve "bireysel yararhlik ile 6z-etkililik hissi {iretmesi" olmustur. Is yasaminda X ve Y
kusaklarinin 6rgiitsel ve mesleki baglilik tipolojilerini mukayeseli olarak ele alan ampirik literatiiriin
genel egilimi de bu bulguyu destekler niteliktedir. Literatiirdeki ¢aligmalarin biiyiik bir boliimiinde,
X kusagi is giiciiniin, Y kusagi mensuplarina nispeten daha yiiksek diizeyde ve kararli bir duygusal

baglilik performansi sergiledigi ampirik olarak ortaya konmustur.

Y kusagma mensup Tiirk O&gretim gorevlilerinin mesleki adanmiglik Oriintiileri
incelendiginde, bu kusagin agirlikli olarak devam bagliligi oryantasyonuna sahip oldugu
saptanmistir. Katilimeilarin is yasamiyla kurduklart bu pragmatik bagin arkasindaki birincil itici
giiciin ise "finansal getiri" unsuru oldugu gozlemlenmistir. Orneklem grubundaki Y kusag
katilimcilarin ekonomik temelli bu baghilik egilimi, ilgili literatiirde kusak dinamikleri iizerine
yliriitiilen aragtirmalarin ampirik ¢iktilariyla yiiksek diizeyde tutarlilik sergilemektedir. Nitekim
Kayacan (2016, s. 230) tarafindan gerceklestirilen karsilagtirmali analizde, X kusagina kiyasla Y
kusagi mensuplariin igsel motivasyon diizeylerinin daha diisiik oldugu; buna karsin, bu kusagin
mesleki motivasyonlarinin artirilmasinda maddi 6diiller ile sosyo-iliskisel faktorlerin belirleyici
unsurlar oldugu ortaya ¢ikmaistir.

Yabanci 6gretim gorevlilerinin ¢aligma tutumlarin alt boyutlarindan sonuncusu olan ¢aligma
disiplini temasina iligkin beyanlar1 degerlendirildiginde "dakiklik", "gorevlerin dngoriillen zamanda
ifast" ve "nitelikli is tiretimi" temalarinin merkezi birer norm olarak konumlandirildig1 saptanmastir.
Trompenaars ve Hampden-Turner tarafindan gelistirilen Kiiltiirel Boyutlar Modeli temelinde
incelendiginde, Birlesik Krallik kokenli katilimer YK1'in, kurumsal normlarin ve bigimsel
diizenlemelerin rehberlik ettigi evrenselci bir toplumsal yapinin aktorii oldugu goriilmektedir.
Evrenselci kiiltiirlerin mensuplari, genel gecer kural sistemlerine riayet etme, her tiirlii konjonktiirde
nesnel standartlart  uygulama ve adil davramis modellerini igletme egilimindedir
(www.thtconsulting.com/resources/culture-explore/). Bu dogrultuda katilimer YK1'in, calisma
disiplinini tanimlarken kurumsal kimligini "profesyonellik" argiimani iizerinden temellendirmesi, is
yasaminin dikte ettigi ylikiimliiliik ile prosediirlere mutlak baglilik gostermesi ve benzer bir normatif
hassasiyeti meslektaslarindan da talep etmesi; ait oldugu Anglo-Sakson toplumunun kuralci ve kural
merkezli davranis kodlariyla ampirik diizeyde tam bir uyum sergiledigini ortaya koymaktadir.

X kusagina mensup Tiirk oOgretim gorevlilerinin profesyonel disiplin yaklasimlari
incelendiginde; “isi vaktinde yapmak”, “mesai saatlerine riayet etmek”, “kurallara uymak” ve
“diizgilin i3 yapmak” unsurlarinin baskin normatif degerler olarak tebariiz ettigi saptanmistir. S6z
konusu kusagin bu kati disiplin algisi, sosyolojik diizeyde kusaklar aras1 aktarim mekanizmalariyla
aciklanabilmektedir. Nitekim X kusagiin ebeveynleri olan Bebek Patlamasi kusagi, kiiresel savas
donemlerinin getirdigi sosyo-ekonomik krizleri ve mahrumiyetleri deneyimlemis; bu buhranlarin
ardindan baris ortaminin tesisiyle birlikte nizami, hiyerarsik ve yliksek diizeyde disipline edilmis
toplumsal yapilarda sosyallesmislerdir. Bir diger katilimer TK9’un ¢alisma disiplini anlayisinda
onem verdigi baslica unsuru, kurallara uymak seklinde ifade ederken kimi zaman kisisel olarak
onaylamadig1 bir kural olsa dahi kendisini kurallara uymakla ylikiimlii hissettigi i¢in her daim
kurallara uygun davrandigini ifade etmesi, bu kusagin otoriteye ve kurallara karsi duydugu saygiy1
g0z Oniine sermistir.

Y kusagina mensup Tiirtk Ogretim gorevlilerinin profesyonel disiplin yaklagimlari
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saptanmistir. X kusagina kiyasla Y kusagi; orgiitsel sadakati daha diisiik, hiyerarsiyi kabullenmekte
direngli ve Ozerkligine diiskiin bir profil ¢izmektedir. Bireysel dinamikleri 6n planda tutan bu
jenerasyon, sik is degistirme egilimi ve teknoloji tabanli biiyiime ortamiyla karakteristik bir yapiya
sahiptir (Cetin Aydin ve Basol, 2014, s. 5). Nitekim orneklem grubundaki bazi Y kusagi
katilimcilariin, kendilerine 6zgii kat1 bir disiplin paradigmasi gelistirmediklerini beyan etmeleri;
disiplin olgusunu salt mesleki yiikiimliiliiklerin yerine getirilmesiyle sinirlandirmalar1 ve kurumsal
diizenlemelere uyum noktasinda X kusagi kadar kat1 bir 1srar sergilememeleri, bu jenerasyonun 6z-
disiplin diizeyinin gdérece daha esnek bir yapida oldugunu dogrulamaktadir.

Mevcut calisma kapsaminda, mesleki pratiklerini "topluma yararli bir birey olma" ve
"ogrencilerin akademik/bireysel gelisimine rehberlik etme" misyonuyla temellendiren katilimcilarin,
yiiksek diizeyde is disiplini ve mesleki baglilik sergiledikleri tespit edilmistir. Bu bulgu, icsel
motivasyon unsurlarinin ve toplumsal katki bilincinin, is performansini ve kurumsal aidiyeti
besleyen temel dinamikler oldugunu ortaya koymaktadir. Katilimcilarin ¢alisma hayatina hem mikro
(bireysel) hem de makro (toplumsal) diizeyde atfetti§i bu yiiksek anlamsal deger, profesyonel
pratiklerin bir "kendini gerceklestirme enstriimani olarak yapilandirildigini gdstermektedir.
Katilimcilarin icra ettikleri mesleki pratiklerde kendilerini ifade edebildikleri ve 6znel degerleriyle
uyum yakalayabildikleri 6l¢iide ¢alisma yasamini1 anlamlandirdiklarini ifade etmis olmalari, mesleki
faaliyetlere yiikledikleri degerler araciligiyla ¢calisma hayatinin bireyler i¢in entelektiiel ve psikolojik
bir kendini gergeklestirme platformu islevi gorebilecegini kanitlamaktadir.

Anlamli is olgusu {lizerine yliriitiilen arastirmalar, mesleki faaliyetlerini rasyonel ve sembolik
bir diizlemde anlamlandiran aktoérlerin, oOrgiitsel baglilik performanslarinda ve operasyonel
ciktilarinda dogrusal bir artis yasandigini ortaya koymaktadir. Mevcut arastirma kapsaminda elde
edilen bulgular; is yasamini salt ekonomik bir zorunluluk olarak kodlamayip, olguyu toplumsal fayda
iiretimi ve katma deger boyutuyla sorusturarak mesleki pratiklerine derin varolugsal anlamlar
yiikleyen katilimcilarin, kurumsal yapiya karsi yiiksek diizeyde yapict tutum ve toplum yararina
davraniglar sergilediklerini dogrulamaktadir. Anlamsizligin ve degersizligin yalnizca calisma
hayatinda degil, hayatin bir¢ok alaninda hiikiim siirdiigii giiniimiiz modern diinyasinda, insanlarin
yasamlart ve ¢aligsma hayatlar1 i¢indeki anlam arayisi, onlari motive eden temel unsurlardan biri
olarak One ¢ikmaktadir. Bu baglamda orgiitsel yapilarin; rutin ve monoton is siireglerinde yapay zeka
ve otomasyon teknolojilerini devreye sokmasi, biirokratik bariyerleri ve operasyonel hantallig
minimize etmesi ile yapici bir geribildirim mekanizmasini kurumsallagtirmasi, is tatmini yiiksek
calisan popiilasyonunun artmasim saglayacak ve es zamanli olarak makro diizeyde kurumsal
verimliligi optimize edecektir. Caliganlarin, profesyonel pratiklerine 6zgiin bir deger katabilmeleri
ve bu eylemlilik vasitasiyla kendilerini degerli birer aktdr olarak kodlamalari, onlar1 hem biligsel
hem de ruhsal agidan besleyen psikolojik bir gereksinimdir. Calisma hayatinda yakalanan bu yiiksek
doygunluk ve tatmin diizeyinin bireyin ¢aligma dis1 6zel yagam alanlarmin derinliklerine ve sosyal
iligkilerine sirayet etmesi sosyo-psikolojik bir kaginilmazlik olarak degerlendirilmektedir.

Farkli kiiltiirel arka planlara ve zaman dilimlerine mensup bireylerin bir arada gorev yaptig1
heterojen ¢aligma ortamlarinda sinerjinin saglanmasi; kiiltiirel farkindalik, seffaf iletisim kanallari,
kapsayict kurumsal politikalar ve sosyal entegrasyon mekanizmalarinin tesis edilmesini zorunlu
kilmaktadir. Cok uluslu ve ¢ok kiiltiirlii bir yap1 arz eden akademik camiada, temel misyon olan
bilimsel iiretimin siirdiiriilebilirligi, bireylerin karsilikli saygi, empati ve uzlasi ilkelerini
benimsemelerine dogrudan baghdir. Cokkiiltiirlii orgiitsel iklimlerde verimlilik artisi, yalnizca
operasyonel siireclerin degil, beseri iliskilerin de stratejik bir yaklagimla yonetilmesiyle miimkiindiir.
Is giiciiniin kusaklar arasi gesitlilik kazandig1 giiniimiiz orgiitsel ikliminde, kurumlarmn her bir
jenerasyonun beklenti ve degerleriyle uyumlu motive edici mekanizmalari ¢esitlendirmeleri stratejik
bir zorunluluk haline gelmistir. Ornegin, mevcut ¢alisma kapsaminda ortaya ¢ikan Y kusagi Tiirk
Ogretim gorevlilerinin yliksek devam bagliligi hususunda; kurumlarin bu c¢alisan grubunu esnek
calisma ve kariyer planlamasi gibi finansal olmayan motivasyon araglari ile ile motive etmeleri ve
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bu yolla kurumda kaliciliklarin1 desteklemeleri onerilmektedir. Kiiltiirel ve kusaksal gesitliligin
rasyonel ve etkin bir bigcimde yonetilmesi durumunda, kurumsal inovasyon, iglevsel verimlilik ve
analitik problem ¢6zme yetkinligi kayda deger oranda gelisim gdstermektedir. Buna mukabil, s6z
konusu farkliliklarin bir zenginlik ve katma deger unsuru olarak goriilmek yerine, kutuplasma ve
ayrimcilik zeminine taginmasi halinde kurumsal ¢atigmalarin ortaya ¢ikmasi kaginilmaz bir realiteye
doniismektedir. Kurumlarda hem jenerasyonel gecislerin hem de ¢ok kiiltiirlii is giicii ¢esitliliginin
dogru yonetilebilmesi adina; hiyerarsik yapilarin yataylastirilmasi, esnek ve ¢ikti odakli performans
stireclerinin tasarlanmasi ve farkl kiiltiirel arka planlarin kurumsal aidiyet mekanizmalarina entegre
edilmesi Onerilmektedir.
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ETIK BEYANLAR
Arastirma ve Yayin Etigi
Yazar(lar), bu makalenin 6zgiin bir ¢alisma oldugunu ve bilimsel aragtirma ve yayin etigi
ilkelerine uygun olarak hazirlandigimi beyan eder. Makale daha dnce herhangi bir yerde
yayimlanmamis olup bagka bir dergide degerlendirme siirecinde degildir.
Caligmada kullanilan tiim kaynaklar akademik kurallara uygun bigimde atiflanmistir.
Yazar(lar), caligmanin intihal, veri uydurma, veri tahrifi veya manipiilasyon igermedigini;
arastirma bulgularinin bilimsel diirtistliik ilkelerine uygun sekilde sunuldugunu beyan eder.
Yazar Katkisi
Tim yazarlar ¢alismanin tasarlanmasi, yiirlitiilmesi, analizi ve makalenin hazirlanmasina
onemli Olctide katki saglamistir. Tiim yazarlar makalenin son halini okuyup onaylamis ve
yayimlanmasini kabul etmistir.
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Cikar Catismasi
Yazar(lar), bu makalenin yayimlanmasina iligkin herhangi bir ¢ikar ¢atismasi bulunmadigini
beyan eder.

Finansal Destek
Bu aragtirma herhangi bir kamu kurumu, ticari kurulus veya kar amaci giitmeyen kurulus
tarafindan finansal olarak desteklenmemistir.

Yapay Zeka Kullanim Beyam
Makalenin hazirlanmasi siirecinde yapay zeka araglarindan yalnizca dil diizenleme, ceviri
destegi ve anlatim iyilestirmesi amaciyla simirhi 6lgiide yararlanilmis olabilir. Yapay zeka
araglar tarafindan yapilan ceviri ve dil diizenlemeleri yazar(lar) tarafindan dikkatle kontrol
edilmistir. Yapay zekad araclari calismanin bilimsel igeriginin, arastirma tasariminin,
analizlerinin veya akademik sonuglarinin olusturulmasinda kullanilmamigtir. Makalenin
igerigine iligkin tiim akademik sorumluluk yazar(lar)a aittir.

Telif Haklar1 ve izinler
Yazar(lar), telif hakki gerektiren materyaller kullanilmigsa gerekli izinlerin alindigim ve
caligmanin herhangi bir fikri miilkiyet hakkini ihlal etmedigini beyan eder.

Yazar Onayi

Tiim yazarlar makalenin son halini okuduklarini, onayladiklarini ve yayimlanmasini kabul
ettiklerini beyan eder.
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