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ABSTRACT

WORK ENGAGEMENT EXPERIENCES OF GIFTED WORKERS IN
TECHNOLOGY COMPANIES OF A DEVELOPING COUNTRY

KOKSAL, Mustafa Serdar
M.S., The Department of Science and Technology Policy Studies
Supervisor: Prof. Dr. Mehmet Teoman PAMUKCU

August 2024, 175 pages

The purpose of this study is to examine and compare the work engagement
experiences of the gifted and the non-gifted workers in technology companies. For
this purpose, a holistic multiple case study method was used. The two unique cases
of the study included 10 gifted and 10 non-gifted workers and their colleagues also
participated in the study as data sources. Personal information form, semi-structured
interviews and Utrecht Work Engagement Scale were used as data collection tools.
The data were analysed through content analysis and categorisation of quantitative
findings. The findings showed that both the gifted and the non-gifted workers had
high-level work engagement at work. In addition, it was observed that the gifted
workers had higher levels of work engagement in terms of dedication and absorption
than the non-gifted workers, while the non-gifted workers had higher levels of work
engagement than the gifted workers in terms of vigor. The findings of the study
provide a detailed picture of the current work engagement experiences of the gifted
and the non-gifted workers in technology companies of Turkey. As a result of the
study, some recommendations were made for research and policy development

processes.



Keywords: Gifted workers, work engagement, technology firms, developing

country, human resources
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GELISMEKTE OLAN BiR ULKENIN TEKNOLOJI SIRKETLERINDEKI
USTUN ZEKALI CALISANLARIN IS YASAMINDA 1Yi OLUS DENEYIMLERI

KOKSAL, Mustafa Serdar
Yiiksek Lisans, Bilim ve Teknoloji Politikas1 Calismalar1 Boliimii

Tez Yoneticisi: Prof. Dr. Mehmet Teoman PAMUKCU

Agustos 2024, 175 sayfa

Bu calismanin amaci, teknoloji sirketlerindeki iistiin zekali ve iistiin zekali olmayan
calisanlarin is yasaminda iyi olus deneyimlerini incelemek ve karsilastirmaktir. Bu
amac¢ dogrultusunda biitlinciil c¢oklu durum c¢alismast yontemi kullanilmastir.
Arastrimanin iki durumu, 10 istiin zekali ve 10 distliin zekali olmayan calisan
icermektedir ve bu katilimecilarin ¢alisma arkadaslari da veri kaynagi olarak
arastirmaya katilmiglardir. Veri toplama araci olarak kisisel bilgi formu, yari
yapilandirilmis goriismeler ve Utrecht is yasaminda iyi olus 6lgegi kullanilmastir.
Veriler, igerik analizi ve nicel bulgularin kategorize edilmesi yoluyla analiz
edilmistir. Bulgular, hem {istiin zekali hem de istiin zekali olmayan g¢alisanlarin
yiiksek diizeyde is yasaminda iyi olus deneyimlerine sahip oldugunu gostermistir.
Ayrica, listlin zekali ¢alisanlarin {istiin zekali olmayan ¢alisanlara gore adanmishik ve
odaklanma agisindan daha yiiksek diizeyde iyi olus deneyimlerine sahip olduklari,
iistiin zekali olmayan calisanlarin ise istiin zekali olan c¢alisanlara gore dinglik
acisindan daha yiiksek 1yl olus deneyimlerine sahip olduklari goriilmustiir.
Calismanin bulgulari, Tirkiye'deki teknoloji sirketlerindeki {istiin zekali ve iistiin

zekal1 olmayan calisanlarin mevcut is yasaminda iyi olus deneyimlerinin ayrintili bir
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resmini sunmustur. Arastirma sonucunda, aragtirma ve politika gelistirme siirecleri

icin bazi dnerilerde bulunulmustur.

Anahtar Kelimeler: Ustiin zekali calisanlar, is yasaminda iyi olus, teknoloji

firmalari, gelismekte olan iilke, insan kaynaklar1
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CHAPTER 1

INTRODUCTION

Productivity and innovation in science and technology require creative thinking,
problem solving and critical thinking abilities (Heilman et al., 2003; Kjorstad et al.,
2021; Shavinina, 2009). Gifted workers have higher-level abilities than their
colleagues in terms of creativity, critical thinking and problem solving, and this
makes them an important contributor of innovation and production in companies
(Case et al., 2001; Hiatt & Covington, 1991; Koksal, 2016; Renzulli, 2018; Turkman,
2020). Renzulli and Reis (2021, p.335) defined ‘“giftedness as representing high
performance in creative-productive thinking by interaction of high cognitive ability,
high motivation and creativity”. In addition to high cognitive ability, creative-
productive thinking and high motivation, Turkman (2020) examined different
characteristics of gifted individuals in his paper and he summarized them as being
curious, producing wild ideas, deep elaboration with learning, manipulating
information easily, being initiator of projects and asking productive questions. These
characteristics are crucial for productivity and innovation in science and technology,
research and development (R&D) activities, sustainability of R&D projects and
quality of R&D products in a company. Especially, in a knowledge-driven economy,
attracting and retaining gifted workers is a valuable ability of organizations and
companies for increasing human capital and ability of producing technology and
innovation. In line with these associations, it has been shown that supporting
education, employment and engagement of gifted workers contributes to R&D
performance of companies (Kim & Lee, 2022). In line with this awareness, recent
science and technology policy (STP) documents emphasize importance of gifted
people for society and productivity of countries in science and technology (Kim &
Lee, 2022; Park & Kim, 2020). In other words, gifted workers are seen as intangible

assets of firms and institutions.



Shavinina (2009) presented the association of technological and scientific
developments with gifted workers. She gave two examples as Singapore’s interest in
World Giftedness Congress (participation of 70 delegates from Singapore) and
California Silicon Valley phenomenon to explain the association between
technological and scientific developments and gifted workers. According to
Shavinina, Singapore has very limited natural resources, and its human capital is the

most important resource for innovation and technological development.

Being aware of the importance of gifted individuals for economic development of the
country, Singapore regulated Gifted Education System in line with the requirements
of global economy and technological development (Neihart & Tan, 2016). In line
with these awarenesses and actions, in Technology Achievement Index, Singapore is
a leader country of its region in producing innovation and adopting new technologies
in a dynamic way (Agan, 2022). In California Silicon Valley, gifted people with
innovative ideas in their minds came together, and their high motivation, innovative
thinking, excellence seeking behavior, establishing intensive information
communication network, making high quality research, and quick and accurate
decision-making abilities produced an idiosyncratic environment and working place
(Shavinina, 2009). Shavinina (2009) associated quick production and rich
productivity of the Silicon Valley with the employment of gifted engineers,

managers and decision-makers.

In addition to contributions of the gifted workers at country and region levels, they
have also importance for companies. Importance of the gifted workers for companies
was shown by considering the association between intelligence and job performance
in different companies. Gottfredson (2002) revealed that job performance of workers
is significantly predicted by their cognitive intelligence. Moreover, Schmidt and
Hunter (2004) reported that the correlations between job performance and
intelligence are between 0.31 and 0.73 and they considered general intelligence as
the most powerful predictor of job performance. Kuncel et al. (2010) also compared
predictive power of different variables involving 1Q and they found that 1Q predicts
job performance much better than talent or personality. Murtza et al. (2021) also

reported that 1Q is a predictor of both job performance and job satisfaction. Hence,



high 1Q or cognitive performance of gifted workers is an important point for
advanced work performance and productivity of companies.

The evidence on the association between intelligence and job performance and
contributions of gifted workers to companies in Singapore and Silicon Valley
revealed that increasing work engagement of gifted workers and policy development
for supporting them in terms of work engagement should be central issues for
innovation and productivity of companies. Based on the association between gifted
employment, productivity, innovation, and STP, some countries have made changes
in their STPs for gifted people as a rich human resource. For example, South Korea
changed its STP to promote ST culture and to nurture human resource. Moreover, in
line with this change, identification and education of gifted people were involved in
the STP of South Korea (Kim & Lee, 2022). In Association of Southeast Asian
Nations (ASEAN) member states, Japan and China, providing opportunities to gifted
young people for science and technology careers was also planned in policy
documents (ASEAN, 2017). “The ASEAN Plus Three Centre for the Gifted in
Science” initiative organized the opportunities for gifted people who have the
potential for future innovations and contributing to sustainable growth (ASEAN,
2017). Jamaican National Science, Technology and Innovation Policy also
determined identifying and supporting gifted people for ST areas as an objective
(The National Science, Technology and Innovation Policy, 2019). In 10" Five-year
Plan of India, strengthening gifted education and supporting them as ST human
capital were involved for STP purposes (Park & Kim, 2020). As seen in the literature
above, identification, gifted education and support of gifted people in their projects
regarding science and technology were determined as important purposes for STPs of
different countries. However, all of the policy documents summarized above did not
focus directly on gifted workers, they focused on gifted people in general. At the
same time, examination of work engagement of gifted workers in technology
companies were not conducted in developing countries. Without acceptable work
engagement at work, potential of gifted workers does not turn into effective work

performances and increase in productivity of companies.

Work engagement as a definition is “a positive, fulfilling, work-related state of mind

that is characterized by vigor, dedication, and absorption” (Schaufeli et al., 2002, p.
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74). Work engagement of gifted workers lies at the center of their innovation

performance and productivity in companies.

It is known that, when work of the gifted workers does not provide challenging,
nonroutine and interesting tasks which are requirements for high work engagement,
the gifted workers might experience boredom, depression, alienation and resignation
from their work (Jacobsen, 2000; Vreys et al., 2016; Waal et al., 2013). Work
engagement is also important due to the fact that it is positively associated with
positive emotions leading to flexibility in thinking (Isen & Daubman, 1984),
creativity (Isen et al., 1987) and efficiency of thought (Isen & Means, 1983).
Moreover, work engagement alleviates proactive roles of workers in developing new
knowledge, being volunteer and being attentive to colleagues (Lieter & Bakker,
2010). Work engagement also affects task performance positively (Christian et al.,
2011; Mackay et al., 2017), while it decreases absenteeism (Rongen et al., 2014).

Shavinina (2013) stated that gifted workers have the highest responsibility for
innovation and productivity worldwide and their development and work engagement
should be in top priorities of polices. However, no policy document or research
report in Turkey involved an aim targeting gifted workers in terms of supporting
their work engagement in technology companies in spite of innovation and
development targets of Turkey (see Appendix A). Little research has been conducted
on job satisfaction, well-being, authenticity at work, career choices and work
satisfaction of the gifted workers in Western Developed Countries (Brown, 2021;
Casteren et al., 2021; Persson, 2009; Siekanska & Sekowski, 2006; Vreys et al.,
2016; Waal et al., 2013). But there is no study focusing on gifted workers’ work
engagement in technology companies of developing countries by using a
comprehensive qualitative reseach methodology. Therefore, the purpose is to
examine work engagement of gifted workers in Turkish technology companies and to
compare their work enagegment with work engagement of non-gifted workers at the

same sector. Research questions in this thesis is represented below.

Research Question 1: How do gifted and non-gifted workers describe their

experiences about work engagement in technology companies of Turkey?

4



Research Question 2: How do gifted workers differ from non-gifted workers in terms
of their experiences about work engagement in technology companies of Turkey?



CHAPTER 2

BACKGROUND

In this section, giftedness, work engagement, theoretical background of the thesis
will be explained by referring the references focusing the variables of the thesis.
Under each subtitle, all of the components of theories and models are explained by
considering their association with work engagement of the gifted workers.

2.1. Giftedness

Giftedness is a complex and socially constructed structure. In spite of its complicated
nature, it can be defined by observing different people having characteristics
associated with giftedness. Giftedness is defined from different perspectives, Galton
as a pioneer of the giftedness studies, defined giftedness from heredity and higher
ability perspective. According to Galton, giftedness is “an ability that was
exceptionally high and at the same time inborn” (Galton, 1892, p. viii). Galton’s
perspective is based on his observations and analysis of distinguished persons
coming from families with eminent figures. His observations fall short to explain
intellectual performance of gifted people. By considering problems regarding
measurement and explanation of giftedness, Lewis Terman (1925) applied a new
approach to measure giftedness by intelligence tests. Based on his studies, he defined
“giftedness as having high intellectual ability measured by standardized tests and
being in the top one percent of the entire population taking standardized intelligence
tests 7. This definition has been criticized due to the fact that it accepts giftedness as a
one-dimensional and quantitative characteristic. Terman and Oden (1959) also
defined giftedness as having high scores which are higher than two standard
deviations above the mean score on different standardized tests. However, this

definition also emphasizes one-dimensional and quantitative giftedness.



By accepting giftedness as a multidimensional, Sydney Marland in 1972, defined it
by referring gifted children. According to Marland Report,

Gifted children are those identified by professionally qualified people who by
virtue of outstanding abilities are capable of high performance. These
children who require differentiated educational programs and/or services
beyond those normally provided by the regular school program in order to
realize their contribution to self and society. Children capable of high
performance include those with demonstrated achievement and/or potential in
any of the following areas, singly or in combination: general intellectual
ability, specific academic aptitude, creative or productive thinking, leadership
ability, visual and performing arts, psychomotor ability (p. 2).

Giving importance to multidimensionality of giftedness also went on after Marland
Report. One of the eminent researchers on giftedness, Tannenbaum (1983),
mentioned about performance and production aspects of giftedness and multiple
areas for giftedness in his definition. He defined giftedness as having high potential
to be a praised performer or effective producer of opinions or solutions in a certain
context that improve the moral, physical, emotional, social, intellectual or aesthetic

life of humanity.

Two years after Tannenbaum, Gagne (1985) expressed importance of development
of natural abilities to giftedness in one or more domain of performance in his
definition. According to Gagne (2021), giftedness as having and using untrained and
spontaneously emerged natural abilities in one or more ability domains and the high

ability of child should place his or her among the top 10% of his or her age peers.

Sternberg thought that giftedness should be more than performing or having a higher
ability than peers and he defined giftedness as the intentional adaptation to,
structuring of, and selection of environments that are significant to life (Sternberg,
1986). Sternberg definition evolved to successful intelligence theory of giftedness
refers to giftedness as effective application of analytic, practical and creative abilities
or their interaction to reach purposes in life (Sternberg, 1999). Similar to Sternberg,
Renzulli (1986) thought that giftedness more than performing or having a higher
ability than peers. Moreover, he recognized that there are different types of

giftedness and he named two broad categories of giftedness as school-house

7



giftedness and creative-productive giftedness. He claimed that being gifted involves
high performance coming from the interaction of above-average ability, task
commitment, and creativity. In following years, Renzulli and Reis (2018) advocated
giftedness as an adjective not a noun and they also expressed that focusing on
giftedness as gifted behaviors rather than being gifted is more appropriate way for
defining giftedness.

In a different approach from previous studies, Howard Gardner used different
findings regarding brain damage and loss of functions. Based on his studies Gardner
defined giftedness as “a bio-psychological potential to process information that can
be activated in a cultural setting to solve problems or create products that are of
value in a culture” (Gardner, 1999, p. 34). As seen from the definition, culture effect
is also considered when giftedness is defined. In addition to the culture, new model
or theories also emphasize welfare of society and wisdom.

One of the theories advocating the idea that giftedness should produce effective
solutions for our contemporary problems is WICS which stands for Wisdom,
Intelligence, Creativity and Synthesized (Sternberg, 2005). According to the model,
wisdom, intelligence and creativity are basic requirements of gifted leaders in the
future. Based on these assumptions, Sternberg defined giftedness as a synthesis of
wisdom, intelligence, and creativity to solve contemporary problems of society
(Sternberg, 2003, 2005).

In spite of changes in the definitions towards providing social and cultural benefits
by giftedness, cognitive superiority or high intellectual ability do not lose its
importance on defining and measuring giftedness. According to the definition of
Hallahan et al. (2009), giftedness is a combination of high cognitive ability,
creativity, and motivation, by this combination the child become different from the

majority of his or her peers and can make a significant contribution to society.

More comprehensive definition of giftedness was provided by National Association
for Gifted Children (NAGC) (NAGC, 2010). The association defined giftedness by

explaining characteristics of gifted individuals. According to the definition,
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Gifted individuals are those who demonstrate outstanding levels of aptitude
(defined as an exceptional ability to reason and learn) or competence
(documented performance or achievement in top 10% or rarer) in one or more
domains. Domains include any structured area of activity with its own symbol
system (e.g., mathematics, music, language) and/or set of sensorimotor skills
(e.g., painting, dance, sports).

In spite of less emphasis on scores on standardized tests in defining giftedness, a line
of research is still using cut-off scores and norm comparisons when defining
giftedness. Verschueren et al. (2019) defined giftedness as scoring at the top 10% of
a cognitive ability measure. Similarly, Pezzuti et al. (2022) defined giftedness as
obtaining 1Q scores greater than 120 on standardized intelligence test.

In recent theories, nature of giftedness as a socially constructed concept is more
considered. In one of the contemporary theories, Sak (2020) claimed that giftedness
as a concept has a fuzzy nature in itself. Based on his emphasis on fuzzy nature and
social construction of giftedness, he defined giftedness as the potential of
predispositions that keep on developing through suitable interaction with stimuli
around environment. In another contemporary definition, social aspect for defining
giftedness was also emphasized. According to Chowkase (2022), three components
of giftedness should be framed when it is defined, and he mentioned importance of
gifted behavior rather than being gifted. He defined giftedness as interaction of three
clusters of human characteristics: Ability in one’s action, commitment to the task,

and concern for others.

When the adult giftedness is case, the definitions emphasize more cognitive abilities
measured by standardized tests and manifestation of giftedness in real outcomes
valued by society. In one of the studies defining adult giftedness, giftedness is
defined as exceptional and extraordinary ability manifested in actual outcomes
reflecting the values of society in a specific domain of endeavor, especially in
adulthood (Subotnik et al., 2011, p. 3). In spite of comprehensive definition provided
by Subotnik et al. (2011), adult giftedness is defined by traditional approaches in
general. Lang et al. (2017) defined giftedness as obtaining 1Q scores equal to or
greater than 2 standard deviations above the mean on standardized intelligence test.

Angela and Caterina (2022) also defined giftedness as being top 2 percent of the
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population when intelligence score on standardized intelligence test is considered.
Similarly, Pezzuti et al. (2023) defined giftedness as obtaining 1Q scores greater than
130 on standardized intelligence test. An important group of researchers studying on
gifted workers, Corten et al. (2006), defined giftedness as having a very high
cognitive intelligence. For intellectual component of giftedness, Gagne (2021)
accepted that being at the top 10% in population in terms of cognitive ability is an

indicator of giftedness.

By considering the definitions in the literature, a more inclusive and the common
approach to determine gifted adults and workers (Corten et al., 2006; Gagne, 2021,
Vreys et al., 2016) was preferred to determine gifted workers and adults as
individuals obtaining 1Q scores equal to or greater than 120 on standardized
intelligence test or being at the top 10% in terms of cognitive ability were accepted

as gifted in this thesis.

2.2. Characteristics of Gifted People

The characteristics of gifted people reported in literature might be classified under
different titles: Physical, Intellectual, Affective, Moral and Social. For their physical
characteristics, it can be said that height, weight, head anteroposterior diameter and
lung capacity measurements of gifted children were found to be higher than their
peers (Ataman, 1974). Also, their complaints of illness are very few and their life
expectancy is longer than their peers (Ataman, 2004; Uzun, 2004). Gifted people are
also more coordinated than their peers in skills that require muscle control such as
walking, writing, sitting and standing without support (Afat, 2013; Ataman, 2004;
Siirticii, 2013). They can also demonstrate higher level physical balance much earlier
and more easily than their peers. Moreover, their reactions are faster in coordination
activities (Ataman, 1984; Davasligil, 2004; Hallahan & Kauffman, 1978; Whitmore,
1980). They can exhibit characteristics such as being more rhythmic, athletic, safe

and energetic compared to their peers (Bakir, 2015).

In terms of their intellectual characteristics, it can be said that they are more
identified as gifted by focusing these characteristics. Their attention spans are longer
than their peers (Gottfried & Gottfried, 1996). At the same time, they can retain and
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retrieve what they hear and see in their long-term memory (Charles, 1992). Their
improved attention is becoming more focused when the subjects they are interested
in, are cases (Caglar, 2004; Tucker & Hafenstein, 1997). They are also good
observers and use their senses effectively in observation (Davis & Rimm, 2004).
Moreover, they had detailed knowledge about the subjects they were interested in
(Smutny, 1998). They are effective in solving problems (Tucker & Hafenstein, 1997)
and they are faster in mental operations, so learn very quickly (Charles, 1992). They
are very competent in generalizing, seeing relationships and transferring information
(Caglar, 2004). Moreover, they are highly competent in establishing cause-effect
relationships (Smutny, 1998). They comprehend the meaning of abstract concepts
and symbols more quickly than their peers (Porter, 1999). They have larger
vocabulary than their peers and their language development and the ability to use

language are also advanced (Clark, 2002).

When their affective characteristics are considered, it is seen that they are
perfectionists and highly motivated (Koksal, 2014; Silverman, 1994; Vallerand et al.,
1994). Moreover, their self-esteem is high (Davis & Rimm, 2004) and they are very
curious about their environments (Rosemarin, 2009). At the same time, they like
taking risks (Renzulli et. al, 2002) in spite of their sensitivity to emotional stimuli
(Clark, 2002).

They are also very sensitive to moral and social issues, gifted people develop certain
understandings about equality, rights, justice and responsibility in early ages (Clark,
2002; Jost, 2006). Gifted individuals are likely to push factors such as occupational
earnings and status to the second plan in order to make required actions for social
justice and social responsibility (Ozbay & Palanci, 2011). In another research, it was
found that 6th grade gifted students expressed the concept of democracy with an
emphasis on equality and justice (Er & Unal, 2015). Similar situation is also valid for
moral characteristics, Clark (2015) stated that gifted individuals are more
competitive and more sensitivity to the rights and problems of others than their peers.
Moreover, they have a tendency for excessive self-criticism and evaluation, and
tendency to show leadership qualities. They also demonstrate more democratic

management in group leadership (Clark, 2015).
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It is important to explain that every characteristic of gifted individuals might not be
observed in an individual at the same time. They are common characteristics
observed among gifted population. In determining gifted individuals, experts benefit
some of them to make decisions on services to be provided to gifted individuals,
designing support programs, promotion of gifted workers and acceptance of a special
program. Therefore, it can be said that gifted workers should represent some of them
at certain time interval. Some of these characteristics involving high intellectual
capacity, high motivation and early awareness about abstract concepts are crucial for

productivity and innovation in companies.

2.3. Characteristics of Gifted Workers

Researchers studying on gifted workers made different observations in difference
places on the characteristics of gifted workers (Corten et al., 2006; Nauta & Corten,
2002; Overzier & Nauta, 2013; Vreys et al., 2016). Nauta and Corten (2002) made a
case study with gifted workers and they reported specific work-related characteristics
of their participant gifted workers. They showed that gifted workers have a high-
level sense of justice, see themselves as a threat to their colleagues, have a large
range of interest, dislike social talk and are more sensitive to noise than their
colleagues. At the same time, their nonadaptive characteristics in workplace were
also reported in the study. Gifted workers cannot listen others, experience problems
with management and authorities and represent fluctuating performances and lack of

discipline.

Shavinina (2011) stated that some important characteristics related to innovative
leadership and leading innovators are also characteristics of gifted workers and she
emphasized this interesting matching. In her analysis, she found that leading
innovators are characterized by exceptional intellectual-creative, meta-cognitive and

extra-cognitive abilities which are also common among gifted workers.

Overzier and Nauta (2013) summarized characteristics of gifted workers as begin
highly intelligent and autonomous. They also mentioned about their passionate and

curious nature and being highly sensitive. Effective characteristics in working
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environment such as their tendency to be creative, original, quick, intense and
complex are also involved in the summary of the researchers. Overzier and Nauta
(2013) also mentioned about the characteristics of gifted workers associated with
contributions to innovations in companies. They can be summarized as easily
identifying the relationships between goals, missions and assignments, being able to
focus intensely on the content, thinking ‘out of the box’, switching between one’s
own professional discipline and other disciplines, giving no privilege to opinion of a
formal authority, checking information against one’s own experience or against other
information, having high degree of commitment and passion, following protocols
and approaches if they appear to be effective and are well-founded. Starc et al.
(2014) categorized the characteristics of gifted workers in mental-cognitive,
learning-performance, motivation and socio-emotional categories. In mental-
cognitive category, high level divergent and logical thinking, unusual imagination,
good memory, effective observation and sense of humor were involved while open-
mindedness, developed reading skills, developed motor skills and art skills, and
endurance in learning performance category. In motivation category, high
inspiration, search for excellence, curiosity, high expressions of interests, persistence
during experiences regarding problems, high motivation, and enjoyment of
achievements were involved while nonconformity, strong sense of justice,
independence and autonomy, the ability to lead and influence others, high empathy,

intuition and emotionality were involved in socio-emotional category.

Vreys et al. (2016) also studied on the characteristics to which gifted workers could
mostly relate and their findings showed that three groups of the characteristics
emerged on the data. The groups involved high intelligence, motivation and
creativity. In the high intelligence group, following characteristics are involved;
being a quick analyzer of information, rapid thinking, reasoning at different layers at
the same time and easily establishing links between different concepts. In motivation
group, begin very enthusiastic about passions, advancing quickly in job, deep
concentration on subjects, starting something new and desire to know everything
about a subject were involved. In the creativity group, looking for possibilities,
seeing different solutions of a problem, liking creative solutions, thinking

independently and putting creative ideas were involved.
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With pros and cons gifted workers are reported as effective in terms of both working
performance and innovation processes. Gifted workers are important actors of
development and quality of companies, they are intellectual assets of companies.
Therefore, their work engagement is an important field to improve their working
performance and work life experiences. In this thesis, work engagement of gifted
workers was studied by comparing them with their non-gifted colleagues as a

reference group.

2.4. Work Engagement

Work engagement can be defined as “a positive, fulfilling, work-related state of mind
that is characterized by vigor, dedication, and absorption” (Schaufeli et al., 2002, p.
74). According to Schaufeli et al. (2002)’s definition, work engagement has three
important components; Vigor, Dedication and Absorption. Vigor refers to mental
resilience and being energetic while working, being ready to invest effort in work,
and representing persistence when difficulties are faced. Dedication corresponds to
feeling enthusiasm, inspiration, and challenge at work. Absorption refers to being
concentrated and engrossed in one’s work at high levels. Work engagement as a
concept is complicated in fact and it is considered as opposite side of burnout or
workaholism or work commitment or job satisfaction by some researchers (Bakker,
et al., 2013; Hallberg & Schaufeli, 2006; Joseph et al., 2010; Macey & Schneider,
2008; Maslach et al., 2001). For the association between burnout and work
engagement, low levels of burnout are associated with high work engagement
(Maslach & Leiter, 1997). However, Gonzalez-Roma et al. (2006) reported that
burnout and work engagement represent different experiences. Moreover, other
researchers also criticized using burnout scales for measuring work engagement sales
in terms of methodological and theoretical perspectives (Schaufeli et al., 2002;
Schaufeli & Salanova, 2011). Schaufeli and Salanova (2007) made the dissimilarity
between these two factors clear and stated that workers with high engagement feel
more energetic and committed to their works than their colleagues whereas workers
with no burnout experiences might not be energetic and committed to their workers.
On another confusion, Saks (2006) provided important distinction between job

engagement, organizational engagement and work engagement. Saks (2006) saw
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them dissimilar and approached organizational engagement as a concept related to
perceived organizational support, rewards and recognitions while accepting job
engagement as more related to job satisfaction. However, work engagement differs
from these two concepts by its relationship to feelings about work and tasks in terms

of commitment, resilience and concentration at work.

In another confusing situation, work engagement is accepted as similar to
workaholism (Bakker, et al., 2013). Bakker, et al. (2013) and Schaufeli, et al. (2008)
asserted the contrary, Bakker et al. (2013) emphasizes excessive, dysfunctional and
obsessive thoughts regarding work in workaholism while work engagement is
functional and positive experience. Moreover, Schaufeli, et al., (2008) showed
existence of non-significant relationship between work engagement and

workaholism.

Another similarity claim is for the characteristics of work commitment and work
engagement. Work engagement is a higher-order concept for work commitment,
since one of its components, dedication, involves work commitment (Schaufeli et al.,
2002). Macey and Schneider (2008) also advocate distinction between work
commitment and work engagement and they stated that energy component
differentiates work engagement from work commitment. In other words, committed

workers might not be energetic and have ambition towards their work.

Work commitment is also frequently confused with job satisfaction. However, job
satisfaction differentiates from work engagement by passion and commitment
factors. Since these two components are not involved in job satisfaction definitions.
A worker cannot feel satisfied with a job without being engaged at work and work
engagement is beyond simple satisfaction when work life is considered (Fernandez,
2008; Macey & Schnieder, 2008). Therefore, it can be said that work engagement is
a different and more comprehensive concept than workaholism, positive side of

burnout, work commitment and job satisfaction.

In the literature, some approaches for work engagement were suggested (Bekker &
Demeouti, 2007; Hobfoll & Shirom, 2000; Kahn, 1990, 1992; Rothbard, 2001). In
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the needs-satisfying approach, Kahn (1990, 1992) stated that work engagement is an
important predictor of work performance because engaged workers put more efforts
on the working process. Moreover, engaged workers express themselves physically,
cognitively, emotionally and mentally in different and effective ways during role
performances and represents his or her psychological presence at work. Kahn (1990,
1990) suggested a dynamic relationship between workers and work role. In his
approach, the person who gives personal physical, cognitive, emotional, and mental
energies into the work and the work role that gives freedom to express him or herself
have a dialectic relationship. Rothbard (2001) made contributions to the approach of
Kuhn and the researcher suggested another approach. In the approach, work
engagement is seen as two-dimensional motivational construct involving attention
and absorption. In the approach, amount of time set for a work role and intensity of
focus given on a role at work are two sides of work engagement and their existence
is an indicator of engagement. As another approach, Bakker and Demerouti (2007)
suggested Job-Demands-Resources (JD-R) model as an explanation of work
engagement. According to the model, every work has its own specific risk factors
related to job stress, two general categories of these factors involve job demands and
job resources. Moreover, job demands, and job resources play a role in the
development of job strain and motivation and eventually organizational outcomes. In
the model, it is claimed that insufficient amount of job resources involving
unsupportive environment, loss of autonomy at work and lack of feedback jobs or
chronic job demands involving work overload and emotional demands exhaust
workers’ mental and physical resources. Exhausted resources cause the depletion of

energy and emergence of health problems.

For overcoming demands and insufficient resources, workers use their strategies and
costs of overcoming increase for them. For another component of the model,
motivation, the researchers claimed that appropriate allocation of job resources might
increase motivation of workers and lead to high work engagement. In other words,
use of resources effectively, giving rich feedback and giving support when it is
needed, might lead to high motivation of workers at work. As another claim of the

model, job resources and job demands are associated, and job resources may increase
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the impact of job demands on job strain. Moreover, their interaction might have an
effect on job strain. The model can be seen in figure 1.
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Figure 1. Job Demands-Resources model of work engagement (Bakker &
Demerouti, 2007)

In the affective shift approach, it is thought that both positive and negative affects are
eminent in explaining work engagement (Sonnetag et al., 2010). In the approach, it is
claimed that work engagement occurs when a shift from negative affect to positive
one. Negative affect is important because it has motivating and signaling effect. In
other words, it shows things at work that are not going well and required actions are
not applied up to now. After that signaling workers can apply required actions. Based
on this awareness, shift from negative affect to positive affect occurs. In this process
increase in positive affect is accompanied with decrease in negative affect. At the
end of this process of changes in levels of negative and positive affects, work
engagement comes to the scene. Dynamic changes between the opposite affects
produces work engagement. High positive affect is directly related to high level of

work engagement (Bledow et al., 2011).

In another approach, multidimensional approach to work engagement, Saks (2006)
thought that mutual commitments of workers and company determines the nature of
engagement. Shaufeli (2013) gave an important example for explaining this
approach. According to him, when worker receives important resources from his/her
company, he or she might want to response to this action of company by providing a

benefit to the company, providing a benefit is possible by work engagement. In other
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words, workers will engage themselves in response to important resources provided
by the company. Contrary to this position, when the company does not provide the
resources needed by worker, probably he or she disengage himself or herself
(Shaufeli, 2006)

A more comprehensive theory of work engagement was provided by Hobfoll et al.
(2018). They called theory as Conservation of Resources Theory (COR) of work
engagement. In the theory, it was claimed that workers are giving more importance
to protecting, gaining and preserving resources (Hobfoll et al., 2018) to reach their
further purposes in work than the other aspects of their work. In the COR theory,
workers use their personal resources (Vigor, Dedication, Absorption and Special
Skills) to reach additional resources (acceptance and support in work, controlling
their own tasks and doing non-routine tasks without taking permission) at work
(Hobfoll & Shirom, 2000). Effective use of personal resources provides advantages
in preserving health, increasing performance and being highly motivated to work-
related tasks (Neuber et al., 2022). Two principles of the COR theory determine
boundaries of the theory: Primacy of Resources Loss and Resource Investment
(Halbesleben et al., 2014). The Primacy of Resources Loss principle mentions about
possible results of losing resources and reveals loss of resources is more harmful for
individuals than gaining new resources. The Resource Investment principle
emphasizes that individuals tend to invest personal resources due to different worries
regarding future. These worries might be summaries as preventing loss of resources,
recovering from losses and gaining new resources. A unique and specific theory of
work engagement involves Work Engagement Theory of Schaufeli et al. (2002). The
theory explains work engagement as “a positive, fulfilling, work related state of mind
that is characterized by vigor, dedication, and absorption”. In the theory, Schaufeli et
al. (2002) determined three components as main factors of work engagement: Vigor,
Dedication and Absorption. Vigor means mental resilience and being energetic while
working, being ready to invest effort at work, and representing persistence when
difficulties are faced. Dedication involves feeling enthusiasm, inspiration, and
challenge during working. Absorption component refers to being concentrated and
engrossed in one’s work at high levels. When workers feel high level vigor,

dedication and absorption, they will be highly engaged at their work.
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2.5. Association of Work Engagement of Gifted Workers with Productivity and

Innovation

Work engagement of gifted workers reflects their state of mind regarding
enthusiasm, motivation, devotion and commitment towards their work (Abdulrahman
et al.,, 2022). High work engagement of gifted workers is associated with high
performance at work, and it is a strong predictor of high productivity at work
(Bakker, Demerouti, Verbeke, 2004; Prins et al., 2009; Okazaki, 2019) and
innovation at work (Jung, H. S., & Yoon, 2018). Reategui-Sokolova et al. (2021)
defined productivity as the amount of useful work a worker can carry out in a unit of
time. High productivity at work requires low burnout, fewer errors while working,
being concentrated and committed, high motivation, job and life satisfaction, analytic
thinking and work ability. These behaviors and characteristics of gifted workers are
closely associated with their work engagement. The researchers previously reported
that workers with high work engagement will probably do fewer errors at work when
they are compared with workers with burnout (Prins et al., 2009; Okazaki, 2019).
Also, work engagement was found to have a positive effect on commitment towards
work (Albrecht & Mart, 2020). Work engagement has also positive effect on
workers’ life satisfaction and job satisfaction (Haynie, Mossholder & Harris, 2016;
Salmela-Aro & Upadyaya, 2018). Gordon and Demerouti (2015) indicated that work
engagement is antecedent of analytical decision-making at work. Another group of
researchers found that work engagement is associated with work ability (Airila et al.,
2014). In line with the findings of the studies reported in this paragraph, work
engagement has a positive impact on job performance as a sign of productivity
(Kossyva et al.,2023). Based on the previous research it can be asserted that high
productivity of gifted workers at work is associated with high level work engagement
of them.

Similar situation can be seen in the association between work engagement of gifted
workers and roles of them in innovation. Innovation can be defined as “the
implementation of a new or significantly improved product (good or service), or
process, a new marketing method, or a new organizational method in business

practices, workplace organization or external relations” (OECD 2005). Work
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engagement has a positive effect on performance behaviors associated with
innovation. These behaviors involve worker proactivity, knowledge sharing,
creativity, and adaptivity (Eldor and Harpaz, 2016). According to Jung and Yoon
(2018), high levels of work engagement is associated with innovative behaviors of
workers. Shavinina (2009) stated that California Silicon Valley is a good example for
explaining association between work engagement and innovation. Gifted people with
innovative ideas in their minds came together there, and their innovative behaviors
involving innovative thinking, excellence seeking behavior, establishing intensive
information communication network, making high quality research, and quick and
accurate decision-making abilities make environment and working place in Silicon
Valey idiosyncratic (Shavinina, 2009). Shavinina (2009) associated quick production
and rich productivity of the Silicon Valley with the employment of gifted engineers,

managers and decision-makers.

The association between work engagement of gifted workers, productivity and
innovation is complicated and a linear association might not be possible. However,
for explaining the association in general, following figure might be helpful (Figure
2).

Being
Concentrated

Absorption

Motivation
and Energy

Excellence

Secking

Innowvation

High Cognitive
Ability (Analytical
thinking and decision
making)

B  Hich Work
Ability

Figure 2. The association between work engagement of gifted workers, productivity
and innovation
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In the Figure 2, it is seen that the association between work engagement of gifted
workers, productivity and innovation is complicated. Gifted workers with high work
engagement have two different groups of characteristics affecting innovation and
production: Characteristics regarding giftedness and characteristics regarding high
work engagement. Seven unique characteristics which are contributing to innovation
and productivity involve being concentrated, being committed, high motivation and
energy, excellence seeking, high cognitive ability, creativity and high work ability.
They are frequently represented by gifted workers and their contribution to

productivity and innovation has been anticipated in this study.

2.6. Work Engagement of Gifted Workers and Science and Technology Policy

High cognitive and intellectual abilities of gifted workers such as creative thinking,
critical thinking and problem solving (Davis, Rimm & Siegle, 2011) are crucial for
productivity and innovation in science and technology, research and development
(R&D) activities, sustainability of R&D projects and quality of R&D products in
technology companies. In our knowledge-driven world and economy, attracting and
retaining gifted individuals is a valuable ability of organizations and companies for
increasing quality of human capital and ability of producing technology and
innovation. In line with these associations, it has been shown that supporting
education, employment and engagement of gifted individuals contributed to R&D
performance of companies (Kim & Lee, 2022). In line with this awareness, recent
science and technology policy (STP) documents in different countries emphasized
importance of gifted people for society and productivity of countries in science and
technology (Kim & Lee, 2022; Park & Kim, 2020). In other words, gifted workers as
intangible assets of companies are accepted as fundamental actor of social and
economic development. However, their special needs such as high work engagement
is not considered enough in policy documents regarding science and technology. At
the same time, the policies target gifted people in general rather than targeting gifted

workers.

Shavinina (2009) revealed the association between technological and scientific

developments, and gifted individuals by giving two different examples: Singapore’s
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Accomplishments in Technology and California Silicon Valley. She saw Singapore’s
interest in World Giftedness Congress (participation of 70 delegates from Singapore)
as an important sign for desire of active and effective management of gifted human
resource. Shavinina claimed that Singapore used its human resources for innovation
and technological development very effectively in spite of very limited natural
resources of the country. For example, by considering contributions of gifted
individuals for economic development of the country, Singapore regulated Gifted
Education System in line with the requirements of global economy and technological
development by designing educational policies (Neihart & Tan, 2016). Before work
life of gifted workers, Singapore supported their gifted human sources at early years
to prepare them technology-related carriers and work life. In line with these
awarenesses and actions, in Technology Achievement Index, Singapore is a leader
country of its region in producing innovation and adopting new technologies in a
dynamic way (Agan, 2022). However, Singapore regulated their decisions regarding
gifted people in only education policies rather than science and technology policies
on gifted workers. In other words, we cannot see any policy regulations focusing on

work engagement of gifted workers.

As another example, Shavinina also mentioned about California Silicon Valley for
importance of gifted people for scientific and technological development. Shavinina
reported that gifted people with innovative ideas in their minds came together in
California Silicon Valley and their high motivation, innovative thinking, excellence
seeking behavior, establishing intensive information communication network,
making high quality research, and quick and accurate decision-making abilities
produced an idiosyncratic environment and working place (Shavinina, 2009).
Shavinina (2009) associated quick production and rich productivity of the Silicon
Valley with the employment of gifted engineers, managers and decision-makers.
However, as in Singapore example, we cannot also see any policy regulations

focusing on work engagement of gifted workers in the Silicon Valley example.

Limitations in science and technology policies regarding science and technology
workforce are also mentioned by Fukumoto (2017). The researcher stated that two

dominant approaches in science and technology policies about workforce involved
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economic and pipeline approaches. The economic approach targets increasing and
managing the headcounts of human capital while the pipeline approach targets
expanding, enforcing and repairing pipelines. In the economic approach, investment
in human capital and economic returns lie at the center while in the pipeline
approach, increasing the flow of workforce to science and technology fields and
prevention of leaks from the fields is at the center. Both of these approaches suggest
policies by considering workforce as headcounts and they do not focus on specific
groups of workers who have high potential for productivity and economic returns in
a company. Headcounts approaches to the gifted workers might not provide effective
policy solutions when the work engagement of the gifted workers is case. Since
variety and needs of the gifted workers differ from other workers due to their high
cognitive performances and different expectations from work. In spite of the critics
of Fukumoto, his suggestions also remained limited to gifted education rather than
supporting the gifted workers in terms of their special needs at work such as work

engagement.

By considering the association between gifted employment, productivity, innovation,
STP, some countries have made changes in their STPs for gifted people by seeing
them as rich human resource. For example, South Korea changed its STP to promote
ST culture and to nurture human resource, However, this policy change is limited to
general population of able workers, it is not directly related to gifted workers and
their work engagement. In line with the change in the STP, identification and
education of gifted people were involved in the STP of South Korea (Kim & Lee,
2022). In Association of Southeast Asian Nations (ASEAN) member states, Japan
and China, providing opportunities to gifted young people for science and
technology careers was also planned in policy documents (ASEAN, 2017). “The
ASEAN Plus Three Centre for the Gifted in Science” initiative organized the
opportunities for gifted people who have the potential for future innovations and
contributing to sustainable growth (ASEAN, 2017). In these policy documents, we
cannot also see any item focusing directly on work engagement of gifted workers.

Jamaican National Science, Technology and Innovation Policy also determined

identifying and supporting gifted people for ST areas as an objective (The National
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Science, Technology and Innovation Policy, 2019). In 10" Five-year Plan of India,
strengthening gifted education and supporting them as ST human capital were
involved for STP purposes (Park & Kim, 2020). As seen in the literature above,
identification, gifted education and support of gifted people in their projects
regarding science and technology were determined as important purposes for STPs of
different countries. These policy development attempts are valuable, but their targets
are limited to providing educational support, to providing opportunities for working
in technology companies and to attracting them to science and technology fields.
However, work engagement of gifted workers was not involved in the policies
regarding science and technology. It is seen that there is a controversy, since work
engagement of gifted workers lies at the center of their innovation performance and
productivity in companies. It is known that, when work of gifted workers does not
provide challenging, nonroutine and interesting tasks, gifted workers might
experience boredom, depression, alienation and resignation from their work
(Jacobsen, 2000; Vreys et al., 2016; Waal et al., 2013).

Work engagement is important due to the fact that it is positively associated with
positive emotions leading to flexibility in thinking (Isen & Daubman, 1984),
creativity (Isen et al., 1987) and efficiency of thought (Isen & Means, 1983).
Moreover, work engagement alleviates proactive roles of workers in developing new
knowledge, being volunteer and being attentive to colleagues (Lieter & Bakker,
2010). Work engagement also affects task performance positively (Christian et al.,
2011; Mackay et al., 2017), while it decreases absenteeism (Rongen et al., 2014).
Work engagement of gifted workers is very important issue for policies regarding
science and technology, since supporting the gifted workers in terms of work
engagement might be enough to increase productivity and innovation by gifted
workers in a company. However, we know that work engagement is directly related
to working performance and well-being of workers and if the high work engagement
of gifted workers is provided by challenging, nonroutine and interesting tasks, they

will contribute more to innovation and production in a technology company.

Shavinina (2013) stated that gifted people have the highest responsibility for

innovation and productivity worldwide and their development and employment and
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work engagement should be in top priorities of polices. However, no policy
document or research report in Turkey as in policies of other countries reported here
involves an aim targeting work engagement of gifted workers in technology
companies in spite of innovation and development targets of Turkey (see Appendix
A). Moreover, examination of work engagement experiences of gifted people in
technology companies were not conducted in developing countries involving Turkey.
At the same time, detailed picture of work engagement of gifted workers was not
reported by applying comprehensive qualitive methodology and comparing them

with non-gifted workers in terms of work engagement.

2.7. Theoretical Background

In this study, Work Engagement Theory of Schaufeli et al. (2002) was preferred to
explain work engagement of gifted workers. Since the theory is consistent with the
characteristics of gifted workers regarding commitment, high cognitive ability,
creativity, working long time without losing energy and focusing intensely (Overzier
& Nauta, 2013; Vreys et al., 2016), is adaptable to different contexts. Schaufeli
(2012) also warned that there are different general work engagement theories in the
literature, however, there is a need to use unique and specific work engagement
theories for understanding and studying work engagement. In other words, Schaufeli
(2012) suggested that work engagement should be studied by considering unique and
specific theories. Since psychological processes behind work engagement are unique
and require using specific theories rather than general engagement theories. The
theory has been involving three components of work engagement; Vigor, Dedication

and Absorption.

In Schaufeli et al. (2002)’s definition of work engagement, three important
components were Vigor, Dedication and Absorption. Vigor corresponds to mental
resilience and being energetic while working, being ready to invest effort in work,
and representing persistence when difficulties are faced. Dedication refers to feeling
enthusiasm, inspiration, and challenge. Absorption component involves being

concentrated and engrossed in one’s work at high levels.
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Figure 3. Theoretical framework of the study

According to the theory, high work engagement involves energy, involvement and
efficacy and these characteristics are opposites of the three burnout dimensions:
Cynicism, exhaustion, and lack of success. This implicates that workers having high
engagement at work feel low burnout, and vice versa. Moreover, work engagement
might be considered as a separate concept that is negatively related to burnout
dimensions. In Figure 3, components of the theory are represented in detail.

As seen in Figure 3, Schaufeli and Bakker (2004) stated that three components of the
theory associated with different behavioral outcomes. They associated vigor
component with high levels of energy, vitality and resilience and perseverance while
dedication component was associated with appropriate meaningfulness and
purposiveness of the tasks, inspiration, enthusiasm, supportive challenge and
commitment. They associated absorption component with immersion and difficulty

in detachment (flow-state experience) while working.

Actually, this theory is appropriate for this study since it provides a powerful frame
to explain work engagement experiences of gifted workers by certain factors which
are observable at work conditions. In line with the theory, the literature on gifted
workers also reveals that gifted workers might experience boredom, depression,
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alienation and resignation from their work, when their work does not provide
challenging, nonroutine and interesting tasks (Jacobsen, 2000; Vreys et al., 2016;
Waal et al., 2013).

Based on the theory, work engagement of the gifted workers should be explained as
experiencing appropriate levels of vigor, dedication and absorption to prevent
negative experiences affecting work performance and to increase positive

experiences regarding work performances.
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CHAPTER 3

REVIEW OF LITERATURE

Work engagement of gifted workers was studied under different conceptualizations
in different studies (Persson, 2009; Siekanska & Sekowski, 2006; Vreys et al., 2016).
Work satisfaction, job satisfaction and work engagement are the most used terms for
defining work engagement. Work engagement involves both satisfaction and active
participation in work conditions. Hence, work engagement was preferred in this

study due to its inclusive nature.

3.1. Science and Technology Policy and Work Engagement of Gifted Workers

After the scientific and technological production in capitalist development was
discovered in 1700s, classical, neoclassical and evolutionary economy approaches
led policy development studies in science and technology. Some assumptions of
classic economy focused on effects of free competition, supply-demand interaction,
cost-minimizing systems of production on economic changes. In classic economy,
full employment is possible under perfect competition. However, neoclassical
economy emphasized technical alternatives for cost-minimizing producers, full
competition, importance of consumer preferences and technological innovations in
economic development. Intellectual property rights play an important role in return
of benefits to society and workers in neo-classical economy (Harris, 2007). As a
different approach, Schumpeter’s approach to evolutionary economic change led to
changes in ideas about economic development. According to the approach, effects of
technological innovations and adaptation in economic changes are similar to
Darwinian evolutionary processes in changes of populations over years and ages.
Innovation and diffusion interact during economical changes and they provide

technological progress in a non-linear way (Nelson and Winter, 1982).
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The approaches to economic changes and developments have importance, since they
are effective on policy development studies regarding science and technology.
Biirken (2007), by considering previous approaches to economic development,
examined different policy tools regarding science and technology. They mentioned
about development of scientific systems, supporting R&D activities, diffusing
technological innovations, policies for driving demand, organization of labour
processes, establishing high-tech firms and evaluation of science and technology
(S&T) policies. As implementation tools, he mentioned about legislative and
institutional regulations, purchasing policies, researches in public R&D foundations
and universities, supporting private R&D, supporting techno-parks and incubators
and providing coordination in R&D activities. Biirken (2007) examined Turkish
science and technology policies in detail, and he found that establishment of ‘State
Planning Organization’ is a turning point for development of science and technology
policies. The first science policy of the Turkey was named as Turkish Science
Policy: 1983-2003 and its focus is more on collaborations in scientific activities,
support for establishing R&D infrastructure, planning R&D expenditures and
increasing the quantity and the quality of researchers (Ozdas, 2000). Unfortunately,
in the policy, no strategy or suggestion regarding gifted workers is involved.

Biirken (2007) mentioned about policies named as “Turkish Science and Technology
Policy: 1993-2003 Document” and “National Science and Technology Policy: 2003-
2023 Strategy Document” as the other turning points for studies on science and
technology policies in Turkey. However, none of these policies involved a strategy
or policy regarding gifted workers. They mentioned about importance of supporting
talented youngsters and scientists, training youngsters as a workforce in different
technology fields such as computer engineering and establishing special institutes
regarding technology-related fields of universities. The approaches in the policies
involved headcounts of workforce in spite of difference in workers in terms of
intellectual and motivational characteristics (TUBITAK, 1993, 2004). Especially, the
“National Science and Technology Policy: 2003-2023 Strategy Document” did not
involve any item regarding talented and gifted workers. Biirken found that Turkish
science and technology policies did not realize its the desired purposes except for

scientific publications and World ranking in ISI. Some developments occurred in
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different sectors, however Turkey is still far behind the developed countries. He also
stated that Turkey could not apply its S&T policies as desired while some countries
such as Taiwan and South Korea applied their S&T policies effectively. Hence, it is
seen that they are at ‘Newly Industrialized Countries’ group while Turkey is still a
developing country.

Specific strategies and suggestions focusing on work engagement of gifted workers
were not observed in documents regarding Turkish science and technology policies.
However, similar problem is also seen in the science and technology policy
documents of other countries. For example, South Korea changed the STP and
identification and education of gifted people were added to the policy (Kim & Lee,
2022). However, this policy change is limited to general population of able workers,
it is not directly related to gifted workers and their work engagement. In Japan and
China, providing opportunities to gifted young people for science and technology
careers was also emphasized in policy documents (ASEAN, 2017). In these policy
documents, we cannot also see any suggestion or strategy focusing directly on work
engagement of gifted workers. Similarly, Jamaican National Science, Technology
and Innovation Policy saw identifying and encouraging gifted people for ST areas as
a a valuable target (The National Science, Technology and Innovation Policy, 2019).
However, work engagement or development of gifted workers at work were not
considered in the policy. Strengthening gifted education for increasing quality of ST
human capital were involved for STP purposes in 10" Five-year Plan of India (Park
& Kim, 2020). Similar to the other policies, Indian plan did not involve any
suggestion or strategy focusing directly on work engagement of gifted workers.
When all of the policies in different countries are examined together, it is seen that
there is a conflict between the expectation and policies regarding gifted workers.
Since work engagement of gifted workers lies at the center of development in science
and technology. Moreover, we know that, when work engagement of the of gifted
workers is low and their work does not provide challenging, nonroutine and
interesting tasks, they might experience boredom, depression, alienation and
resignation from their work (Jacobsen, 2000; Vreys et al., 2016; Waal et al., 2013).
Hence, there is a gap in policies and research on work engagement of the gifted

workers.

30



3.2. Work Engagement in Developing Countries

Developing country term is complicated and there is no consensus on its definition.
However, some important characteristics might be observed in developing countries.
They have less developed industrial base, high rates of economic growth and
population increase, high demands for energy and middle-income rates (Cegen et al.,
2022; lakovleva et al., 2011; O'Sullivan & Sheffrin, 2003). Turkey is accepted as a
developing country (Cecen et al., 2022). Hence, before examining work engagement
of gifted and non-gifted workers in Turkey, work engagement of workers in
developing countries should be summarized. According to Burke and EI-Kot (2010),
work engagement levels of managers and professionals in Egypt were moderately
high: Vigor, 3.5; dedication, 3.3; and absorption, 3.5 over 5 points. In 2013, Kataria
et al. (2013) investigated work engagement of 304 workers from IT sector in India.
They applied UWES to the workers and their findings showed that the work
engagement of the participants was between high and moderately high: Vigor, 4.20;
dedication, 3.80; and absorption, 3.87 over 5 points. Ugwu (2013) also used UWES
to collect data about work engagement of Nigerian workers in banking and
production sectors. He found that the work engagement level of the participants was
59.07 over 102. This refers to moderate level of work engagement. In other study
conducted by Chaudhary et al. (2017), work engagement levels of IT-sector workers
in India and Thailand were investigated. Their findings showed that work
engagement levels of workers in Thailand and India were found as 3.87 and 3.73

over 5, respectively. It can be said that the levels are not high for being engaged.

Schaufeli (2018) made a comprehensive comparison study on work engagement in
different countries. His findings revealed that Dutch workers had highest work
engagement, whereas Serbian workers had least work engagement level. Moreover,
workers having highest level of work engagement are in Western Europe, whereas
countries of workers with least level of work engagement are located in Southern and
Southeastern Europe. The researcher reported that workers in Turkey had work
engagement levels under the average level of EU. Mean value of work engagement
in Turkey was 3.61 whereas mean value of work engagement in Norway and

Switzerland was over 4 points. Mitonga-Monga (2019) studied on work engagement
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in Democratic Republic of Congo and the findings of the study revealed that work
engagement levels of 839 railway workers was high in general. In Poland, Mroz and
Kaleta (2019) investigated work engagement of 94 workers working at different
sectors. They applied UWES to the participants and their findings showed that the
workers had moderate-level work engagement. They had 67.23 point over 102 for
general work engagement. Their scores on the aspects of work engagement were
23.39 for vigor (over 36), 21.29 for dedication (over 30), and 22.55 for absorption
(over 36). As seen from the findings, the participants had highest work engagement
in terms of dedication. Merino-Soto et al. (2022) investigated work engagement of
200 workers having heterogenous positions in Peruvian companies. During data
collection they applied UWES to the participants and their findings revealed that the

participants had high-level work engagement (5.07 over 6 point).

Wagner et al. (2023) conducted a study on work engagement levels of workers
(n=101) at different positions of companies in Egypt. They reported that the workers
they reached had 3.68 point for work engagement over 5. This score means that the
workers had moderately high work engagement. Bereznowski et al. (2023) carried
out an investigation on work engagement of 723 workers in Poland. They applied
UWES to the workers to collect data about work engagement of the participants. The
findings revealed that the workers had 43 points over 63 for work engagement in
general. Their scores on the aspects of work engagement ranged from 14.09 to 15.06
over 21 points. These scores refer to moderately high work engagement.

When the literature on work engagement of workers in developing countries, it is
seen that the findings represented conflicting results. Some of the studies reported
that the workers had moderately high work engagement while others reported high-
level work engagement of workers in developing countries. The studies summarized
above do not focus on gifted workers in technology companies and do not use
qualitative methodology to understand work engagement of them in detail.
Therefore, it is seen that there is a need to investigate work engagement of a special
group of workers in specific sector of certain developing country by using
comprehensive methodology. In this study, work engagement of the gifted and non-

gifted workers in technology companies of Turkey was investigated.
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3.3. Work Engagement and Workplace Experiences of Gifted Workers

In different countries, work engagement of gifted workers was not investigated
directly, but some studies investigated factors related to work engagement from
different perspectives involving job satisfaction and workplace experiences. Some of
the studies focused on job satisfaction and the others investigated related factors with

work engagement. The studies are represented in following paragraphs.

In USA, Lubinski et al. (2006) made research on the participants of special gifted
education program called as Talent Search program. The researchers tracked gifted
people identified at the age of 13 over 20 years. They reported that majority of their
participants (n=547) preferred occupations related to science, engineering and
technology. Moreover, the participants had high job satisfaction, satisfaction with the
direction of careers and satisfaction with the current success in their job.

Siekanska and Sekowski (2006) investigated job satisfaction of gifted adults by
comparing their satisfaction level with control group members. Their study group
involved gifted adults who were prizewinners of secondary school contests at
nationwide level in Poland. Participants were gifted adults aged 26-35 and having at
least three years of professional experience. One half of 180 participants were gifted
adults while the other half involved control group participants having no outstanding
academic achievement during their secondary school years. In gifted group, 22.2% of
the participants were representatives of science and technology professions. Also,
21.1% of gifted group were representatives of natural sciences professions. Here, it
can be seen that science and technology fields as professions, are popular among
gifted workers. In the study, Job Satisfaction Questionnaire developed by one of the
authors was used and it was composed of two parts with 32 items. In part 1, the
participants had to underline actual situation in workplace, whereas they had to
underline ideal situation in workplace in part 2. The findings of the study showed
that job satisfaction level of gifted adults was significantly higher than control group
(Meangifeq= 53.4, Meancno=47). Gifted adults are generally satisfied with their
jobs. Gifted adults are satisfied with their jobs due to the fact that their job is

associated with their interest, that they can apply their skills, expertise and
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predispositions in job, that they can apply creative thinking to the job, that they are
independent in thinking and activities, that their work provides good atmosphere for
making teamwork, that their work provides opportunity to improve their
qualifications. Another important finding revealed that they saw their job as a source
of pleasure and satisfaction whereas the authors reported that gifted adults in the
study are less capable of adjusting their behaviors to the changes in external job

environment.

In 2009, Roland Persson made an investigation on career choices and work
satisfaction of gifted individuals in Sweden. In the study, 287 Mensa (An association
for gifted people at the age of 18 or more) members were involved. They were
accepted to the membership by their high scores (top 2%) in 1Q tests. For data
collection, work and Life Attitudes Survey was used. Findings of the study revealed
that gifted individuals preferred mostly careers in Science, Technology and Social
Work. Work satisfaction of the gifted individuals was found to be average.
Moreover, if gifted individuals had their own company or managerial positions, they
felt better satisfaction with work than other gifted individuals. The authors stated that
satisfaction and productivity of gifted individuals are closely associated with their
experiences regarding challenge, freedom and variety. As an interesting finding,
subgroup of the participants in this study had their own company or managed

company. They were satisfied with their work (Persson, 2009).

In Nederland, Waal et al. (2013) interviewed seven gifted people having labor
disputes to explain the disputes in detail. The participants age range was between 35
and 63 and they were in top 2% of 1Q scores. The participants experienced labor
disputes and multiple conflicts. They revealed that organizational structure of job and
unwelcomed environment for open criticism are resources of disputes. After the
conflicts or disputes were experienced, all of the participants suffered from different
health problems such as born-out, being emotionally exhausted, depression, stress
dependent complaints and lack of confidence. Four of them also stopped working
after the conflicts. They also experienced absenteeism after the conflicts. We can say
that gifted people are vulnerable to labor conflict, and they might experience health

problems and absenteeism if it is not prevented.
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Vreys et al. (2016) investigated strengths and needs of gifted workers in Belgium.
They also mentioned about scarcity of research on the functioning of gifted adults in
workplace in spite of their importance in knowledge-based economies. Similar
explanation was done by Waal et al. (2013) three years ago. Based on the gap they
mentioned, the authors applied two surveys to 48 gifted adults. The findings revealed
that gifted workers were eager to solve problems and to allocate 85% of their time to
non-routine tasks in work. Their strengths were cognitive abilities, strong willpower
and creativity. In spite of the fact that they had strengths for their tasks, they felt
bored and gap between their capabilities and requirements of work (80%). This
finding is important since it indicates existence of a job dissatisfaction.

In Netherland, Casteren et al. (2021) made another investigation on wellbeing and
employability of gifted workers by using qualitative research methodology. They
interviewed 16 gifted workers at the top 2% scores of 1Q test. Their findings showed
that the participants saw opportunity to learn, to use knowledge and abilities, and
having high ethical standards valuable in workplace. Moreover, these are found to be
associated with wellbeing of gifted workers and sustainable employment. The
findings revealed that gifted workers were trying to find a challenge out of job if the
company did not provide challenging tasks. Also, gifted workers expressed a strong
drive to learn and to use new things. They also expressed their desire to be involved
in important decisions and to set their own goals in work. If the work does not

provide them to gifted worker, frustration and boredom might be observed.

Murtza et al. (2021), investigated the relationship between job satisfaction, 1Q and
job performance. The participants were 378 university-level students coming from 10
universities in Pakistan. Their findings revealed that 1Q has a positive relationship
with job satisfaction and job performance. They mentioned about the previous results
showing positive relationship between 1Q and job performance and examined the
role of job satisfaction in this relationship. Their findings showed that job satisfaction
is a good mediator in the indirect relationship between 1Q and job performance. This
study is based on self-report instruments on job performance and job satisfaction. 1Q
scores were collected by 10-question test. It is seen that limitations in instruments
and measuring variables only quantitatively prevent to make healthy inferences about

findings.
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Maren Schlegler, in 2022, carried out a systematic review on 40 studies representing
findings on 22 job-related variables affecting professional situation of gifted adults.
The study revealed that gifted people were successful in their jobs and had higher
level of job satisfaction. Their satisfaction was depended on autonomy, taking
responsibility and establishing good relationship with colleagues. Moreover, gifted
people had higher status in their jobs than non-gifted people. The author indicated
that only one study investigated expectations of gifted people for organizational
structure of their jobs. Providing autonomy, more flexible organization structure,
freedom and transparency were expected characteristics of organizations. In the
study, the author showed that all of the studies were done in USA or European
Countries speaking German or English. Moreover, majority of the studies were
survey studies, only two of them were qualitative in nature. The author suggested
investigation of professional status of gifted people in different countries by using
qualitative research methodology and examining the variables in more detail and
depth (Schlegler, 2022).

As seen in the literature, work engagement experiences of gifted people in
technology companies were not studied well by using qualitative methodology and
making comparison between gifted and nongifted workers before. Moreover, job
satisfaction and related variables rather than work engagement were studied by
researchers focusing western developed countries having concrete regulations for
conditions for workplaces. In the studies, it is seen that the descriptive studies made
by questionnaires and scales are dominant, only one qualitative study to understand
the nature of the satisfaction in detail was done. Improvement of the conditions of
workplace for gifted workers, detailed experiences of them should be determined and
examined. As another important gap in the literature, the studies reported findings for
either MENSA members or gifted people determined by self-reports. However, they
were not involved based on an identification by 1Q scores. In this thesis, work
engagement experiences of gifted workers in a developing country and working in a

technology company were examined by qualitative research in detail.
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CHAPTER 4

METHODS

In this study, qualitative multi-case research method was utilized (Yin, 2009).
Holistic multi-case study was preferred to explain experiences of the gifted and the
non-gifted workers about work engagement in detail. The cases of this study were
two cases involving groups of gifted workers and nongifted workers in technology
companies. In the thesis, snowball sampling as a kind of purposive sampling method
was used to reach participants of the cases. For this purpose, graduates of Science
and Art Centers (BILSEMs in Turkish) who have been working in Large Scale
(number of workers over 99, Uckun, 2009) Technology Companies in Turkey were
determined (we know they were tested by intelligence test, and they were classified
as gifted based on the cutoff; being in top 10% percent of all the test takers) at the
beginning of the study. For snowballing, first participant was determined by asking
director of BILSEM’s graduates in Ministry of Education and she suggested one
graduate working at a large-scale technology company in Turkey. Then, the first
participant suggested other BILSEM graduates, and the others suggested their friends
having high cognitive ability and working in a technology company in Turkey. For
determining non-gifted participants in Case 2, snowball sampling was also applied,
gifted participants were asked about their colleagues having similar status and
background. In spite of their previous identification, TONI-4 intelligence test was
also applied to them for checking their status in terms of giftedness. However, some
of their friends were not graduates of BILSEMs, hence their friends were also tested
by TONI-4 intelligence test for their cognitive ability level. The participants
(BILSEM graduates and their friends) at top 10% percent were accepted as gifted in
line with current approaches used for determining adult giftedness (Angela &
Caterina, 2022; Corten et al., 2006; Lang et al.; 2017; Pezzuti et al., 2023; Gagne,

2021). During the process, they were also asked about their non-gifted friends
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working at different technology companies of Turkey. They also suggested their
friends and this group of participants were also tested by the TONI-4 test and the
participants out of top 10% percent were accepted as non-gifted in line with current
approaches used for determining adult giftedness (Angela & Caterina, 2022; Corten
et al., 2006; Lang et al.; 2017; Pezzuti et al., 2023; Gagne, 2021). After reaching 10
gifted workers (one female and nine male) in Case 1 and 10 non-gifted workers in
Case 2, they were asked about their colleagues for collecting detailed data about their
work engagement. However, three of the participants did not want to suggest a
colleague due to their firms’ restrictions. Hence, two different cases involving two
groups as gifted workers and nongifted workers, and 17 colleagues of them were
determined at the beginning of the study. Two different groups as gifted workers and
nongifted workers are important for making comparisons and increasing
trustworthiness of the data about work engagement of gifted workers in this study.
Moreover, data coming from the colleagues provide an important support for

advocating the trustworthiness of the study.

4.1. Case 1 (Gifted Workers)

Ten gifted workers in Case 1 were represented in following paragraphs. The
participant coded as 0602G is 20-year-old male worker working as an industrial
engineer in a technology firm. He has been working as an engineer in programming

section for six years.

0603G is 26-year-old male. He graduated from machine engineering and worked as a
mechanical design engineer in a Turkish military industry company for 2,5 years. He
has been trying to follow academical path of career and has been doing his master
thesis in the same department. In addition, he attended the Science and Art Centre

before.

As another gifted worker, 0604G is a 27-year-old male. He graduated from
aerospace engineering and has been working as senior expert design engineer in an
aerospace corporate for 6 years. After identification as a gifted, he attended the

Science and Art Centre.
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0605G is a 27-year-old male who graduated as an honor student from computer
engineering department. In addition, he attended Science High School as kind of
gifted school focusing on science knowledge and skills during his secondary
education. He worked as a software engineer for 3.5 years in an aerospace

corporation before beginning his work abroad.

0606G is a 32-year-old male who holds a master’s degree in Electrical and
Electronics Engineering. Prior to his university level education, he attended Science
and Art Centre. In addition, he graduated from Science High School. He worked as a

software engineer in an aerospace company for a certain period.

0607G is a 29-year-old female who is a computer engineer. Previously, she
previously worked as a design engineer in an aerospace company. She then moved

abroad and has been working as a software engineer for eight months.

0611G is a 32-year-old male who graduated from electrical and electronic
engineering department. During his secondary school years, he attended the Science
and Art Centre. After graduation from university, he commenced recruitment at a
scientific and technological institute, where he has now been working for almost

eight years.

0614G is a 26-year-old male who completed his graduate degree in machine
engineering and physics. He is also trying to do PhD in physics and working as a
researcher in a technical university. He is also making collaborations with other

researchers working in different technology firms.

0618G is a 28-year-old male who graduated from department of electric-electronic
engineering. He has been working as an engineer in a military company for 4 years

in Turkey.

0630G is a 27-year-old male who graduated from department of computer
engineering. He has been working as a software development specialist in a firm for
one and half years. Detailed information about the gifted participants is provided in
the Table 1.
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Table 1. Descriptive information about gifted participants in case 1
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M NA 0602G  Programmer 6 State University-Industrial Engineering 20 55 121 X Gifted
M Large Scale 0603G  Mechanical Design Engineer 25 State University-Mechanical Engineering 26 54 119 X Gifted
M Large Scale 0604G  Design Engineer 6 State University-Aerospace Engineering 27 56 122 X Gifted
M Large Scale 0605G  Software Engineer 35 Private University-Computer Engineering 27 55 121 Gifted
M Large Scale 0606G  Software Engineer 15 State University-Electric-Electronic Engineering 32 55 121 X Gifted
F Large Scale 0607G  Software Engineer 8 months  State University- Computer Engineering 29 56 122 Gifted
M Large Scale 0611G  Senior Engineer 8 State University- Electric-Electronic Engineering 32 57 123 Gifted
M Large Scale 0614G  Researcher 3 State University-Mechanical Engineering 26 56 122 X Gifted
M Large Scale 0618G  Engineer 4 Private University- Electric-Electronic Engineering 28 58 124 Gifted
M NA 0630G  Software Development Expert 15 Private University-Computer Engineering 27 56 122 Gifted

Note: F/M= Female-Male, NA= Not Applied, Part. = Participant, Exp. = Experience

In addition to the gifted participants in Case 1, their colleagues were also involved in the study. Detailed information about the colleagues of the

gifted participants in Case 1 is provided in the Table 2.
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Table 2. Descriptive information about the colleagues of the gifted participants in Case 1

Exp. in Years and

Relationship with

FIM Company Part. Code Position at work Months Graduated University Age (Years) participant
M NA 0602GC Programmer 3 gtate Unlversn_y C o 36 Team colleague
omputer Engineering
. . State University-Machine .
M Large Scale 0603GC Design Engineer 6 Engineering NA Friend
. . State University-
M Large Scale 0604GC Design Engineer 15 Aeroplane-Engineering 25 Team colleague
M - Private University-
Large Scale 0605GC Software Engineer 4 Computer Engineering 29 Ex colleague
F Large Scale 0606GC Software Engineer 2 State University- 29 Colleague
Computer Engineering
M Large Scale 0607GC Labor Safety Expert 3 State Un_|ver5|ty-EIe_ctr|c- 32 Colleague
Electronic Engineering
M Large Scale 0611GC Senior Researcher 9 State Un_lver5|ty-EIe_ctr|c 32 Same unit colleague
Electronic Engineering
M Large Scale 0614GC Researcher 3 State University-Physics 27 Colleague
M Large Scale 0618GC Engineer 2,5 State University 25 Colleague
NO COLLEAGUE 0630GC NO COLLEAGUE

Note: F/M= Female-Male, NA= Not Applied, Part. = Participant, Exp. = Experience



4.2. Case 2 (Non-Gifted Workers)

Ten non-gifted workers participated in the study. 0609N is 35-year-old male who
graduated from department of industrial engineering. Before undergraduate years, he
attended to Science High School. 0609N is also owner of a company and
administrator of this company for ten years. The participant 0612N is a 52 years-old
male. 0612N graduated from department of electrical-electronical engineering.
0612N has a doctorate degree and has been working as an entrepreneur on software
development and system design in his own startup firm for a long time. In addition to
that, he graduated most famous science high school in Tiirkiye. From now on almost
he has been working for twenty-nine years. The participant 0613N, 37-year-old male
who is working as a software engineer in a software corporate in Tirkiye. He
graduated from department of computer engineering in Bogazigi University. 0616N
is 26 years old male graduated from department of computer engineering as the best
student in the department and then he finished his master’s degree in the same
department. He has been working as a software engineer in online company for one
and half years. 0620N is 23-year-old male graduated as the best student from
department of computer engineering. He has been working as candidate engineer in a
software technology company for six months. 0623N is a 25 years-old female
participant graduated from department of software engineering and her double major
is on industrial engineering. She has been working as design engineer at an aerospace
company in Tirkiye for one and half years. 0624N is a 29-year-old female graduated
from department of chemical engineering and she has been working as a job security
engineer in a Turkish iron and steel company for 5 years. 0625N is a 29-year-old
female graduated from department of electrical electronical engineering, and she has
been working as a senior software engineer in a software company for 5 years.
0627N is a 25-years-old female graduated from department of Computer Engineering
and she has been working as a software engineer at an aerospace company in Turkey
for 1.5 years. During her time at university, she aimed to work for this company and
all her attempts and projects were focused on recruitment there. 0628N is a 35-years-
old male graduated from department of geomatic engineering and he has been
working as an engineer in a company for 8,5 years. Detailed information about the

non-gifted participants in Case 2 is provided in the Table 3.
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Table 3. Descriptive information about non-gifted participants in case 2

9%

. S 2 4, . -
> = S o T2 2 S c
P b=} D = L = [+ Q 2
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Q & = g S = o > n ©
O o i X S (G} 2 = 0o
o i © < &
o
M NA 0609N Company Owner 10 State University-Industrial Engineering 34 44 107 Non- Gifted
M NA 0612N Company Owner 29 Private University-Electric-Electronic Engineering 52 47 116 Non- Gifted
M Large Scale 0613N Software Engineer 1,5 State University- Computer Engineering 36 41 103 Non- Gifted
M Large Scale 0616N Software Engineer 1,5 Private University-Computer Engineering 26 50 113 Non- Gifted
M Large Scale 0620N Candidate Engineer 8 months Private University-Computer Engineering 23 47 109 Non- Gifted
F Large Scale 0623N Software Engineer 15 Private Unlvers!ty-Sc_)ftware Englnee_rlng, Industrial 25 42 103 Non- Gifted
Engineering (Double major)
F Large Scale 0624N Labour Safety Engineer 5 State University-Chemical Engineering 29 42 103 Non- Gifted
F Large Scale 0625N Soﬂwarelzzgs’;/reilopment 5 State University- Electric-Electronic Engineering 28 48 112 Non- Gifted
F Large Scale 0627N Software Engineer 1,5 Private University-Computer Engineering 25 37 97 Non- Gifted
M Large Scale 0628N Engineer 8,5 State University-Geomatic Engineering 35 33 99 Non- Gifted

Note: F/M= Female-Male, NA= Not Applied, Part. = Participant, Exp. = Experience



In addition to the non-gifted participants in Case 2, their colleagues were also
involved in the study. Detailed information about the colleagues of the non-gifted

participants is provided in the Table 4.

Table 4. Descriptive information about colleagues of the non-gifted participants in

Case 2
X~ 2 S
> 8 g o ., g2 z s =
g S % § £ £ $ £s
F/IM g - p= > 5 28 z 25
5] s 2 £ S = @ =
& i &
NOT REPORTED 0609NC NOT REPORTED
Private
University-
0612 . . Colleague,
M Large Scale NG Engineer 3 Electric _ 37 worker
Electronic
Engineering
State
0616 Software University-
F Large Scale NG Engineer 1,5 Computer 29 Team colleague
Engineering
Private
0620 Software University-
F Large Scale NG Engineer 4 Computer 26 Colleague
Engineering
State
0623 Software University-
F Large Scale NG Engineer 2 Computer 30 Colleague
Engineering
State
Labor S
F Large Scale 0624 Safety 3 Um\_/ersny- 29 Colleague
NC Environmental
Expert . -
Engineering
Private
0625 Senior University-
M Large Scale NG Software 8 Electric- 33 Team colleague
Engineer electronic
Engineering
Private
0627 Software University-
F Large Scale NG Engineer 1,5 Software 25 Colleague
Engineering
0628
NO COLLEAGUE NG NO COLLEAGUE

Note: F/M= Female-Male, Part. = Participant, Exp. = Experience4.3. Differences and Similarities
between the Cases of the Thesis

The participants in Case 1 and Case 2 have similarities in terms of their educational

background coming from engineering education in Turkish Universities, their current
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jobs at large-scale technology companies and their status at their jobs as engineer.
Moreover, two groups of the participants in the cases were similar in terms of age
ranges: 20-32 for gifted participants and 23-36 for non-gifted participants. Only one
exception for age was for one participant of the Case 2. He was 52 years old.
Working experiences in years were also similar in two cases. Working experiences in
Case 1 ranged between 8 months and 8 years while working experience in Case 2
ranged between 8 months and 10 years except for one participant having 29 years
experience. However, they differed in terms of their 1Q test scores, the participants in
Case 1 involved only gifted workers having scores over 119 and they were at the top
%10 of the test takers according to the test norm. However, the non-gifted
participants in Case 2 took scores between 97 and 116, their scores reflected ordinary
cognitive ability level. Also, their scores were under the cut-off score referring to
giftedness and corresponded to top percent range between %50 and %11 of the test
takers according to the test norm. As another point, Case 1 participants involved only
one female worker while Case 2 participants involved four female workers.
Similarities and differences between the Cases are represented in the following table
(Table 5).

Table 5. Similarities and differences between the cases

Characteristics for Comparison of the Cases Cases
Case 1 Case 2

Educational Background the Participants Similar
Scale of Companies Similar
Status of the Participants at Work Similar
Ages of the Participants Similar
Working Experiences of the Participants in Year Similar

1Q test scores of the Participants Different

Science and Art Centers (BILSEMs)

Beginning the research by considering BILSEM graduates are advantageous in this
study due to their previous identification and their tendency to work on technology in
general. BILSEMs are the fundamental educational institutions serving to the gifted
individuals in school age in Turkey. BILSEMs have been giving educational support
to the gifted students after the routine school time. The students who are selected to

the BILSEM completes the program through the five stages involving orientation,
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support education, awareness of individual talents and potentials, improvement of
special talents and potentials, project generation and management (Ministry of
National Education (MoNE), 2019, p.456). Attendance in BILSEM is compulsory,
and students are granted with a certificate after they complete the five stages.
Selection of the students to the BILSEMSs is based on teacher nomination and
measurement of intelligence by testing. The students experience small group
teaching and individualized education in BILSEMs on certain subjects which are not
included in national curriculum. After graduating from the BILSEMSs, majority of the
gifted individuals selected engineering departments of the universities (see Table 6)
and it is expected that they were mostly engaged at technology companies.

Table 6. Descriptive information about university preferences of graduates of
BILSEMs (MoNE, 2021)

Departments Number of BILSEM Graduates
Engineering 1055

Medicine 931

Science 284

Architect 118

Law 153

Administration and Economy 125

Education 71

Other 2058

Total 4796

4.4. Data Collection

After applying 1Q test (TONI-4) and using the scores of the test for identification,
personal information form was applied to the cases for determining their descriptive
characteristics. For the purpose of data collection about experiences regarding work
engagement, one semi-structured interview was applied. Interview questions were
based on the three components of Work Engagement: Vigor, Dedication and
Absorption. At the same time, one interview with a close colleague about
experiences of gifted workers regarding work engagement was also done. Similarly,
interview questions for colleagues were also based on the three components of Work
Engagement: Vigor, Dedication and Absorption. Both of the interview questions

were checked by the experts on workers and measurement in terms of content
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appropriateness for theory, applicability of the questions to the group,
understandability of the questions. As another data collection tool, Utrecht Work
Engagement Scale (Schaufeli & Bakker, 2003) adapted to Turkish by Eryilmaz and
Dogan (2012) were applied as an on-line scale with 5 options (1: Completely
Disagree, 2: Mostly Disagree, 3: Slightly Agree, 4. Mostly Agree, 5: Completely
Agree) to increase trustworthiness of the interpretations regarding work engagement
experiences. High scores in the scale mean high work engagement. The instruments
are represented in the appendix. Association between components of theoretical
frame and interview questions with the participants are represented in Table 7. All
items and questions of the instruments are directly related to the two research

questions.

Table 7. Association between components of theoretical frame and the questions of
the interview

Questions of the Interview Components  of
Theoretical Frame

Could you describe your experiences in terms of your working Vigor
energy at work?

Could you describe your experiences regarding your vitality at Vigor
work?

Could you describe your experiences regarding your resilience at Vigor
work?

Could you explain your experiences about your perseverance at Vigor
work?

Could you describe your experiences in terms of the Dedication
meaningfulness and purposefulness of the tasks you undertake at
work?

Could you describe your experiences in terms of the inspirational Dedication
nature of the tasks you undertake at work?

Could you describe your experiences in terms of the emotions you Dedication
experience in the fulfilment of your job tasks? Do you experience
excitement or happiness in your work?

Could you describe your experience of the difficulties in your Dedication
work? Does your work challenge you sufficiently?

Could you describe your experiences about how your time passes Absorption
while working at your job?

Could you describe your experiences of focusing on your tasks Absorption
while working at your job?

Could you describe your experiences about your commitment to Dedication
your job?

Could you describe your experiences of getting distracted while Absorption
doing your job?
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Table 7. (continued)

If you were to continue working in your current job, what would Dedication
you say about your future commitment to work?

If you continued to work in your current job, what do you think Dedication
about change in the future in terms of your feelings about your
current job?

Association between the research questions, components of theoretical frame and

interview questions with the colleagues are represented in Table 8.

Table 8. Association between questions of the interview with the colleagues and
components of theoretical frame

Components  of

Questions of the Interview Theoretical Erame

Could you explain your observations about your colleague's
working energy at work?

Vigor

Can you explain your observations about your colleague's vitality at
work?

Vigor

Could you explain your observations about your colleague's
endurance at work?

Vigor

Could you explain your observations about your colleague's
perseverance at work?

Vigor

Could you describe your observations about the meaningfulness
and purposefulness of the tasks assigned to your colleague at work?

Dedication

Could you describe your observations about the inspirational nature
of the tasks assigned at work for your colleague?

Dedication

Could you explain to your observations about your colleague's
enthusiasm for the tasks assigned at work? Have you observed
excitement or happiness at work?

Dedication

Could you describe your observations about the level of difficulty
of tasks at work for your colleague?

Dedication

Could you describe your observations about how your colleague
spends his/her time at work?

Absorption

Could you describe your observations about your colleague's
concentration (focus) on tasks during work?

Absorption

Could you describe your observations about your colleague's
commitment to work?

Dedication
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Table 8. (continued)

Could you explain your observations related to your colleague's

immersion in his/her work? Absorption

Association between the research questions, components of theoretical frame and

Utrecht Work Engagement Scale items are represented in Table 9.

Table 9. Association between questions of the Utrecht Work Engagement Scale
items and components of theoretical frame

Items of the Utrecht Work Engagement Scale Components  of
Theoretical
Frame

At my work, | feel bursting with energy Vigor

At my job, I feel strong and vigorous Vigor

When | get up in the morning, | feel like going to work. Vigor

I can continue working for very long periods at a time. Vigor

At my job, | am very resilient, mentally. Vigor

At my work, | always persevere, even when things do not Vigor
go well

I find the work that | do full of meaning and purpose. Dedication
I am enthusiastic about my job Dedication
My job inspires me Dedication
I am proud of the work that | do. Dedication
To me, my job is challenging Dedication
Time flies when | am working. Absorption
When | am working, | forget everything else around me. Absorption
| feel happy when I am working intensely Absorption
| get carried away when | am working. Absorption
I am immersed in my work Absorption
It is difficult to detach myself from my job. Absorption

4.5. Pilot Study of the Instrument

In validation of the instruments, interview questions and the scale were evaluated by
two experts in the field of instrument development (Both of them have PhD and

experience on instrument development, they are associate professors in two different
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universities of Turkiye and they have many different papers on instrument
development). The experts evaluated the instruments in terms of appropriateness for
theory, applicability of the questions to the group, understandability of the questions
and applicability of the forms in their current design. An evaluation form for each
instrument was given to the experts and they filled them independently. The results
of the evaluations are represented in Table 6 and 7 (A, B and C corresponds to the
instruments; A: Interview for Participants, B: Interview for Colleagues and C:

Utrecht Work Engagement Scale).

Table 10. Expert evaluation results on the instruments (Expert 1)

Criteria Scale
0 (Not 1(Acceptable) 2(Excellent)

Acceptable)
1.Appropriateness for the purpose of ABC
the study
2.Appropriateness for the ABC
participants of the study
3.Inclusiveness ABC
4.Understandability ABC
5.Easiness in application ABC
6.Easiness in evaluation AB C
7.Appropriateness of the number of ABC
items
8.Appropriateness of the language ABC

Table 11. Expert evaluation results on the instruments (Expert 2)

Criteria Scale

0 (Not 1(Acceptable) 2(Excellent)
Acceptable)

1.Appropriateness for the purpose of AC B
the study
2.Appropriateness for the AB C

participants of the study
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Table 11. (continued)

3.Inclusiveness ABC
4.Understandability A BC

5.Easiness in application AB

6.Easiness in evaluation AB

_7.Appropriateness of the number of AB

items

8.Appropriateness of the language ABC

All of the suggestions made by the two experts were applied to the instruments. Their

suggestions are represented below.

1. In the instructions section, one of the experts suggested to add timing and ethical

explanation.

2. In the descriptive information section, typos were shown by one of the experts.

3. For the items 1 and 3 of the interview protocols, one of the experts warned that
probe questions should be prepared, they might be necessary when the participants

do not understand them.

4. For the items 7 and 8 of the interview protocols, one of the experts warned that
probe examples should be prepared, they might be necessary when the participants

do not understand them.

5. Same suggestions about the interview protocols were done for the interview

protocol for a colleague by one of the experts.

6. For the translated items of the Utrecht Work Engagement Scale, one of the experts

suggested to correct typos.

7. Moreover, one of the experts suggested to add explanation of the purpose and

information about the researchers to the introduction section.
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After the expert evaluations, the instruments were applied to one gifted worker
(Age=23) graduated from BILSEM and working as an engineer in a technology
company for two years. He also suggested some changes: He did not understand
“istthdam” and “zindelik” words, he also suggested adding examples for the answers.
The time was also checked during the pilot application. Application of all of the
instruments took about 40 min. The required corrections were done on the interview

questions and the instruments were done ready for collecting data.

4.6. Data Analysis

In analysis of data, content analysis method was applied in a systematic way in three
stages: 1. Coding manifest and descriptive content, 2. Establishing categories
regarding experiences based on manifest codes, 3. Establishing interpretative themes
by classifying categories into more abstract titles (Graneheim & Lundman, 2004;
Graneheim et al., 2017). During codification of manifest and descriptive content, |
tried to reach possible highest number of codes without considering direct and strong
relevance to focus of the research (Emerson et al., 1995). Before coding, the
transcripts were read three times and checking phase of the analysis after establishing
codes, categories and themes were done. Final checking and revisions on the codes,

categories and themes were done.

After the content analysis, three themes; “Varying work engagement under the effect
of varying vigor of workers”, “Varying work engagement under the influence of
varying dedication of workers” and “Varying work engagement under the influence
of varying absorption experiences of workers” were determined based on the data.
All of the codes, categories, themes and related quotas can be seen in the Appendix E
and F. Sample data analysis frame is represented in table 12.

Based on the analysis, three themes and 22 categories have been determined, they are
represented in Figure 4. Work engagement and its components involving vigor,
dedication and absorption are determined after completing the analysis of data in this

thesis. This situation draws a picture in line with the theory of work engagement.
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Table 12. Sample data analysis frame

sleepy, it is reflected in my shift in the
morning, the working hours are very
long, this drains my energy very much
because there are shifts that we have to
complete weekly. (0605G)

Codes Categories | Themes Sample Expressions
High Expected Varying In general, | can say that my energy is | He can work efficiently and
energy at | worker work high (0602G) continuously during the day
work energy at engagement without decreasing its energy.
work under the (0602GC)
effect  of
Waves in varying I think everyone's work energy | Thanks to his energy and vitality,
energy at vigor of | fluctuates. There is no fixed work | my colleague is able to make a
work workers energy. People sometimes lower it and | significant difference in high
sometimes raise it. | am not saying that | value-added  tasks. He s
everything is very good or very bad, | | characterised by his special skills
think | have progressed in a normal way | and active working style. This
at the end of 8 years. (0611G) shows that he has strong internal
motivation and good energy
management skills. (0611GC)
Decreases | Loss of Actually, | have variable energy and the | | can say that he maintains his
inenergy | energy at change curve is going in a decreasing | energy about the tasks and job
at work work direction. It is not entirely due to my | descriptions assigned to him until
motivation and it is entirely related to | and after the desired output is
me. While trying to implement a | achieved. (0604 GC)
project-based working style, the design
of engineering is restricted and my
motivation decreases because
bureaucratic obstacles come in front of
us because the projects are examined
from a place to look from above where
| am (0604G).
Low I don't have much energy at my | It was decreased due to decreases
energy at workplace, the working hours are very | in his motivation towards work
work long, | go to work early, |1 am usually | and country (0605 GC)

For trustworthiness of the findings in this study, three strategies were used.

1.Member checking

2.Data triangulation

3.Checking congruence between participant and colleague data (Chase, 2017;
Colllins & O’Riordan, 2022; Sands & Roer-Strier, 2006).

After data triangulation (participant and colleague interviews, and scale data), we

examined the congruence between two data sets regarding participant and colleague

interviews. It was determined that both participants and their colleagues gave 132

comparable answers to different questions. Ninety-two answers in the interviews

supported each other, this means that 70 percent agreement in two data set was

achieved. This is meaningful evidence for trustworthiness of the study.
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Figure 4. Categories and themes regarding work engagement of the cases
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For member checking, one of the participants (0607G) were interviewed by sharing
the findings about herself after the analysis and by asking interview questions about
reflection degrees of these findings on her. In the interview, the interviewer read all
of the findings about her and asked questions about them to the interviewee. The

interview questions are represented below.

1. How does this finding reflect your work engagement in general?

2. Are there parts you think they are not complete or false?

3. Do you want to add or change something in the findings?

The participant expressed that the findings reflect her work engagement at the rate
over 99.5% in general. She said that there are no parts in the findings to change or
add. Moreover, she thought that there is no finding which are incomplete or false.
She extended her easy engagement experience by saying “I decided on my job by
considering early return of companies and | choose the first compony reaching me
about my application”. For the energy aspect, she stated that she is not as energic as
at her first workplace now, in other words, she compared her current energy level
with previous one. In spite of this comparison, she also mentioned about her
changing levels of energy due to different factors regarding work and she addressed
this situation in similar vein in the interview. For the endurance, she again advocated
her high-level endurance at work similar to the expressions in the interview.
Inspirational nature of her work was also not seen appropriate by her in the member
checking session. Moreover, similar congruence between the interview and member
checking session is for the challenge factor. She sees the challenge as factor coming
from human factor rather than work-related factors. For the immersion at work, she
stated that if the work is enjoying for her, she can easily be immersed, otherwise
distractors affect her much. It is seen from the member checking session that the
participant approved the findings of this study on her work engagement in high rates.
Hence it can be said that the findings of member checking supported the

trustworthiness of this study.
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4.7. Ethical Considerations

In terms of ethical responsibilities, the researcher in this study was applied to the
Institutional Review Board for evaluation of the study in terms of possible ethical
problems. After the approval of the board and official permissions for collecting data
(Appendix 1), informed consent form (Appendix H) was given to the participants and
their consents were taken. After the collecting data, all of the data was secured in a
file which could be opened by a special password. During reporting of the results, no

name of companies or participants were not involved in the report.

56



CHAPTER 5

FINDINGS

There are two cases in this thesis: Case 1 and Case 2. The qualitative and quantitative
findings associated with data of these cases are represented under the separate titles
in the following pages. At the end of the findings section, two cases are compared in

terms of the aspects of the theory.

5.1. Findings regarding the aspects of work engagement in Case 1

In this thesis, the first research question is about work engagement experiences of the
gifted workers. Under this title, findings regarding the aspects of work engagement
are represented for the gifted workers in Case 1. The analysis of qualitative data of
Case 1 and Case 2 revealed three different themes regarding work engagement:
Varying work engagement under the effect of varying vigor of workers, Varying
work engagement under the influence of varying dedication of workers and Varying

work engagement under the influence of varying absorption experiences of workers.

5.1.1. Varying work engagement under the effect of varying vigor of workers in
Case 1

One of the themes associated with qualitative data involved vigor experience of the
gifted workers in Case 1. High energy, vitality, perseverance and endurance during
work are the well-known indicators of high vigor at work (Schuafeli, 2012). The
gifted participants in Case 1 expressed a greater number of high vigor indicators
(f=21) than low vigor indicators (f=14) when all the indicators are considered (see
table 13). However, a few workers reported high-level energy at work while majority

of them reported high-level vitality, perseverance and endurance.
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Table 13. Categories of the “Varying work engagement under the effect of varying
vigor of workers” theme and number of expressions regarding the categories in Case 1

Number of Number of
expressions  expressions
of Case 1 of Case 1
participants  participants
reflecting reflecting
high level low level
work work
engagement  engagement

Component Number of
of the Theme Categories expressions
Theory in Case 1

Expected
worker energy 3
at work

Loss of

energy at 4
work

Convenient
vitality at 7
work
Unsuitable
vitality level

N

xg?limg at work

engagement Expﬁcted

under  the WOrKer

effect of endurance at

varying vigor WOk

of workers Unsuitable
worker
endurance at
work

Expected
worker
perseverance
at work

Loss of
worker
perseverance
at work

Vigor 21 14

In spite of their insufficient mentions about high-level energy at work, the gifted
workers reported frequently high levels of vitality and endurance as components of
vigor. This finding reflected their high-level vigor at work. One of the gifted workers
(0606G) expressed his high-level vigor by expressing his high-level vitality in spite
of long distance between work and home.

Actually, my workplace is 55 km away, but even after driving there, | have
still high-level vitality (0606G, Interview, Q2).
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His colleague also supported this expression by stating his observation regarding his

vitality in working environment.

He has high energy in the working environment (0606GC, Interview, Q2).

| can say that the gifted worker; 0606G, represented an important example of
perseverance and endurance at work while he expressed his high vitality. Although
he travelled long distances every day, he kept his vitality high. This is an important
example for a gifted worker vitality at work. For endurance and perseverance,
another participant coded as 0602G expressed his high-level endurance and
perseverance at work by stating his long working time over 30 hours and increase of

high-level perseverance by new products.

| think I have a lot more endurance than normal people. | have worked shifts
of more than 30-35 hours (0602G, Interview, Q3). | think I am more
determined than normal people. When something new comes up, it makes me
more determined (0602G, Interview, Q3).

His colleague also mentioned about his high-level endurance by stating his

observation regarding his vitality in working environment.

In some cases, | witness that he can continue for days without a break. If
necessary, he can work day and nigh t(0602GC, Interview, Q3).

From the analysis, | determined that high-level vigor of gifted workers in Case 1 is
associated with their love with their work and satisfaction when they see new
products at the end of working. The gifted workers in Case 1 mentioned more about
endurance and vitality than other indicators of vigor. It is very impressive for me that
Overzier and Nauta (2013) and Starc et al. (2014) also mentioned about endurance,

passion and enjoyment of achievements as general characteristics of gifted workers.

5.1.2. Varying work engagement under the effect of varying dedication of

workers in Case 1

The analysis of interview data revealed the gifted workers in Case 1 expressed their
high-level enthusiasm, commitment to the work and challenge experience at work.

59



Enthusiasm, commitment to the work, meaningfulness and purposefulness of tasks,
inspiration and challenge experience at work are the well-known indicators of high
dedication at work (Schuafeli, 2012). The gifted participants in Case 1 expressed a
greater number of high dedication indicators (f=29) than low dedication indicators
(f=24) (see table 14). However, a few workers reported high-level inspirational
experiences at work and meaningfulness and purposefulness of tasks. One of the

gifted workers expressed this problem by the following sentences.

[My tasks at work] are not meaningful and purposeful. I tried to find a basis,
but I get jobs that have no purpose and meaningfulness. We are doing work
with soldiers, in the military, they make up work so as not to be idle. Just like
there, idle work is done. | understand that he gave him that job to keep him
busy (0604G, Interview, Q5).

His colleague also mentioned about his tasks out of his work description and he
associated this situation with his qualified worker profile, however it is also about

unpurposefulness.

| witnessed that he was sometimes assigned to works that were not in his field
for reasons that | think were due to the fact that he was the most experienced
among us. (0604GC, Interview, Q5).

I see from these expressions that the nature of work is determined by working culture
of majority at work. If the majority of the workers and administrators in companies
involves soldiers, limitations and directives are seen in these companies as common
practices. At the same time, it is also possible to observe cases of doing work for
managers or rules instead of the necessity and improvement of the job in this kind of

working conditions.

Corten, Nauta and Ronner (2006) stated that some favorable company characteristics
involving little hierarchy and giving room for conflict were determined as crucial to
make meaningful and purposeful works by gifted workers. However, my observation
in data revealed that only three of the gifted workers in Case 1 experienced
meaningful and purposeful tasks at work and I found this finding a limiting factor for

innovation and productivity in companies.

60



Table 14. Categories of the “Varying work engagement under the effect of varying
dedication of workers” theme and number of expressions regarding the categories in

Case 1
Number of
expressions Numb_er of f
of Case 1 expressions o
Component Number of articinants Case 1
of the Theme Categories expressions preflecrtJin participants
Theory in Case 1 hiah Ievgl reflecting low
9 level work
work
engagement
engagement
Meaningful and
purposeful tasksat 3
work
Meaninglessness
and Punpurposeful 6
tasks at work
Inspirational work 3
Unsuitable
) inspiration 4
Varying experiences at
work work
engagement A ol
L under the Xpected worker 6
Dedication influence of  enthusiasm 29 24
varying Loss of enthusiasm
dedication of 4t work 4
workers
Expected challenge
experiences at 5
work
Unsuitable 4
challenge at work
Committed worker 12
Loss of
commitmenttothe 6

work

Enthusiasm is an important requirement for innovation and production in companies

(Magnussen, 2016). Hence it is an expected component of high-level work

engagement at work. In this study, enthusiasm at work was found to be a common

characteristic among the gifted workers. One of the gifted workers (0603G)

expressed his high-level dedication by expressing his high-level enthusiasm at work.

Since | am a designer, it makes me happy to see the systems we design being
produced and fulfilling their duties. After the system is produced, it is
exciting to test it (0603G, Interview, Q7).
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His colleague also mentioned about his enthusiasm by talking about the observations
of his happiness and enthusiasm at work.

In particular, his excitement and happiness of successfully concluded work
packages are concretely visible (0603GC, Interview, Q7).

From the expressions of 0603G and 0603GC, | understand that designing work itself
as a source of excitement for the worker and its products are valuable and experience
regarding design and seeing its last product are enthusiastic enough for the gifted
worker. No other factor such as money or promotion is needed to increase
enthusiasm of the worker. Then, the gifted worker coded as 0603G also expressed his
high-level dedication at work by stating his commitment to the work.

| love my job. It is not commitment to the company, but commitment to the
profession and work (0603 G, Interview, Q11).

His colleague also mentioned about his high commitment by talking about his furute

career plans at work.

The fact that he gives importance to work-related issues and makes his future
plans in this direction is an observation of his commitment to his job by me
(0603GC, Interview, Q11).

In another expression, participant 0607G mentioned about his high-level dedication
by his challenge experience. The participant considers challenging tasks as

improvement opportunities for leaning skills.

| like my job due to the fact that it provides challenges supporting my
learning skills in a career sense. (0607 G, Interview, Q8).

His colleague mentioned about his challenge experiences at work, however, the
colleague also mentioned about the effect of field difference on challenging

experiences.

Even if the tasks given are difficult, they are not in the fields he wants to
improve himself. For this reason, | think it can be difficult even if it is not
difficult for him (0607 GC, Interview, Q8).
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I saw that high-level enthusiasm, commitment to the work and positive challenge
experiences of the gifted workers at work were in line with their characteristics.
Overzier and Nauta (2013) mentioned about high degree of commitment and passion
as the characteristics of gifted workers while Starc et al. (2014) determined search
for excellence and challenge as the characteristics of gifted workers. | can associate
the high-level enthusiasm, commitment to the work and positive challenge

experiences of them with their unique working behaviors as gifted workers.

5.1.3. Varying work engagement under the effect of varying absorption of

workers in Case 1

For another component of work engagement, absorption, | determined high-level
absorption of the gifted workers in Case 1. The findings revealed the gifted workers
in Case 1 expressed their high-level immersion and difficulty in detachment reflected
by flow-state experience at work. High-level immersion and difficulty in detachment
at work are the well-known indicators of high absorption at work and work
engagement in general (Schuafeli, 2012). When the data on the absorption
component were seen as a whole, it was determined that the gifted participants in
Case 1 expressed a greater number of high absorption indicators (f=21) than low
absorption indicators (f=5) (see table 15). Limited number of low-level immersion
and unsuitable flow-state experience were also seen among the gifted workers. |
think it is more related to nature of specific tasks and company conditions, the gifted
workers in general represented high-level absorption regarding their works in this

study.

The difference between the numbers of expressions regarding high and low
absorption is very big when the previous indicators of work engagement is
considered. This refers to high-level absorption and work engagement of the gifted
workers in Case 1. For example, one of the gifted workers (0602G) expressed his

high-level absorption by expressing his flow-state experiences at work.

| experience this[flow-state] very often, in fact, | think that the working time
and the day are not enough for me. | experience it four times a week that the
work is not finished, and I need to do more (0602G, Interview, Q9).
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Table 15. Categories of the “Varying work engagement under the effect of varying
absorption of workers” theme and number of expressions regarding the categories in

Case 1
Number of ~ Number of
expressions  expressions
Component Number of ofC.as_el ofC.as_el
. . participants  participants
of the Theme Categories expressions ' '
reflecting reflecting
Theory Case 1 .
high level low level
work work
engagement engagement
Expected
flow state 7
Varying at work
work Unsuitable
engagement  flow state 3
under the at work
i influence of 21 5
Absorption varying Expected
absorption ~ worker 14
experiences IMMersion
of workers Unsuitable
immersion 2
at work

I understand from the expression of 0602G that he experiences flow-state frequently
and he needs doing more at work in limited time. Actually, the participant indicates
his high-level work engagement and his desire to get more opportunity in spite of
time limitations. | think it is an impressive finding since we know that the gifted
workers in this study represent deep concentration as like their counterparts in other
countries (Vreys et al., 2016). For immersion at work, the gifted worker coded as
0614G expressed his high-level absorption at work by stating his high-level focusing

in spite of his cigarette need at work.

For example, I'm normally a smoker, but when I'm working, | get distracted
and realize that | haven't smoked for three hours. It's hard to forget smoking.
(0614 G, Interview, Q10)

His colleague also stated that he has a high-leel focusing ability at work and the

colleague gave an evidence for it.
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| can guess that they have fewer problems with focussing based on their
achievements (0614 GC, Interview, Q10).

In the expression of 0614G, | saw that distractibility of the worker is low even
though he needs smoking. This finding reflects dominancy of deep concentration
during working on addictions and persistence during working. Vreys et al. (2016)
and Starc et al. (2014) stated that the gifted workers have deep concentration on

subjects and persistence during working.

| saw that the gifted workers with high-level absorption need doing more in work and
time is not focus when they are working. | think high-level absorption of the gifted
workers in Case 1 might be explained by their high expressions of interests,
persistence during experiences regarding problems, high motivation, and low-level
distractibility (Tucker & Hafenstein, 1997; Starc et al., 2014).

5.1.4. Work Engagement Levels of the Gifted Workers in Case 1 on the Utrecht
Work Engagement Scale

The quantitative data from Utrecht Work Engagement Scale revealed that the gifted
workers represented high engagement in terms of 88 of 170 answers whereas they
represented low engagement in terms of 39 of 170 answers (see Table 16). It is
important evidence for high-level work engagement of the gifted workers in Case 1.

Also, these findings are in line with the qualitative findings.

Table 16. Number of answers of the gifted workers in Case 1 to the items of Utrecht
Work Engagement Scale

Components Number of  Total number of Number of Number of

of the related answers in Case 1 answers of Case answers of Case

Theory Items 1 participants 1 participants
reflecting high  reflecting low
level work level work
engagement engagement

Vigor 6 60 32 14

Dedication 5 50 29 12

Absorption 6 60 27 13
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It is seen that the gifted workers represented more high engagement characteristics
than low engagement characteristics in terms of all the three aspects of the theory:
Vigor, dedication and absorption. This finding is an indication of high-level work
engagement of the gifted workers in Case 1 in general. Similarity between the
findings of the qualitative and quantitative data is seen from the fact that the gifted
workers in Case 1 represented work engagement in terms of common factors

involving vigor, dedication and absorption aspects.

5.2. Findings regarding the aspects of work engagement in Case 2 (Non-gifted

workers)

In this thesis, the first research question is also about work engagement experiences
of the non-gifted workers. As previously explained, Case 2 involved non-gifted
workers and findings regarding the aspects of work engagement are represented in
this sub-section for the non-gifted workers in Case 2. The qualitative analysis of data
regarding Case 1 and Case 2 revealed three different themes regarding work
engagement: Varying work engagement under the effect of varying vigor of workers,
Varying work engagement under the influence of varying dedication of workers and
Varying work engagement under the influence of varying absorption experiences of

workers.

5.2.1. Varying work engagement under the effect of varying vigor of workers in
Case 2

One of the themes associated with work engagement of non-gifted workers involved
vigor experience of the workers in Case 2. High energy, vitality, perseverance and
endurance during work are the well-known indicators of high vigor at work
(Schuafeli, 2012). The non-gifted participants in Case 2 expressed a greater number
of high vigor indicators (f=25) than low vigor indicators (f=7) when all the indicators
are considered (see table 17). However, a few workers among the non-gifted workers
expressed high-level perseverance at work while majority of them reported high-

level energy, vitality and endurance.
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Table 17. Categories of the “Varying work engagement under the effect of varying
vigor of workers” theme and number of expressions regarding the categories in Case 2

Number of Number of
expressions of  expressions of
. Number of Case 1 Case 1
Component of Th Categories T o o
the Theory eme expressions in participants participants
Case 1 reflecting high  reflecting low
level work level work
engagement engagement
Expected worker 5
energy at work
Loss of energy at
1
work
Convenient vitality at 6
) work
Varying work - —
engagement IUns:uttable \ll(ltallty 2
evel at wor
Vigor ufr}der tr}e 25 7
eftect of Expected worker 6
varying vigor  endurance at work
of workers -
Unsuitable worker
2
endurance at work
Expected worker 3
perseverance at work
Loss of worker 2

perseverance at work

In terms of perseverance at work, only three of the non-gifted workers reported high-
level perseverance associated with high-level work engagement. In spite of their
smaller number of mentions about high-level perseverance at work, the non-gifted
workers reported frequently high levels of energy, vitality and endurance as
components of vigor. This finding reflected their high-level vigor at work. One of the
non-gifted workers (0612N) expressed his high-level vigor by mentioning about his

high-level energy and additional work.

| have a high energy. | work both at work and at home. In addition to the
existing work, there are some applications and proposal writing tasks, we
write projects (0612N, Interview, Q1).

His colleague also supported his high-level energy at work and the colleague stated

his observations by the following sentences.

| observe that he has high energy. He's enthusiastic and diligent in everything
(0612NC, Interview, Q1).
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I think the participant, the 0612N, represents an uncommon worker behavior since
the studies on worker behavior regarding long working time showed that regular
workers desired to work for 8 or less hours in a week in today’s work life (Van
Wanrooy, 2007). For the energy and additional working of the 0612N, | can say that
the 0612N has a different work environment and attractive tasks at work. He
mentioned about a team and projects at work; hence | can say that working in
collaborative team and making projects and applications might be a valuable factor

to explain high-level energy and desire to additional work of the 0612N.

In addition to high-level energy of the non-gifted worker, another participant

(0609N) expressed his high-level vigor by mentioning about his high-level vitality.

| don't feel tired because | enjoy it, but physically being in different places
makes me feel more vital. (0609N, Interview, Q2).

His colleague did not support his high-level vitality at work and the colleague stated

his observations by the following sentences.

Since we are constantly at the computer, we are mentally tired at the end of
the day (0609NC, Interview, Q2).

The conflict between the responses of the 0609N and 0609NC is clearly seen,
however, two conditions are important here: Enjoyment and changing places. The
colleague mentioned about problem regarding limitations for changing place. Hence,
I can say that his high-level vitality at work is based on these factors and generally,
he feels vital at work and does not experience these limitations. | also understand
from expression of 0609N that the participant has a unique characteristic to keep

vitality high while working.

| saw that the 0609N keep his vitality high by the effect of two factors: Enjoyment
and visiting different places. Hence, | can also say that vigor of the participant might
indirectly associated with enjoyment and visiting different places not with nature of
work and tasks.

For endurance aspect of the vigor, 0609N also expressed his high-level endurance
and at work by stating his desire to work 7 days a week and his busy work life.
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| want to work 7 days a week, | do research, | need to research every sector,
learning something new every day keeps me fresh. | mean, everyone who
works with me complains. But | encourage everyone to work. | am very busy,
but I am also resilient (0609N, Interview, Q3).

From the sentences of 0609N, | understand that high-level vigor of the non-gifted
worker is associated with his desire to learn more about his work and new things and
his satisfaction with being busy. It is very impressive for me that these behaviors in a
non-gifted worker are similar to the behaviors of the gifted workers in general. |
know that endurance and passion are general characteristics of the gifted workers
(Overzier & Nauta, 2013; Starc et al., 2014).

5.2.2. Varying work engagement under the effect of varying dedication of
workers in Case 2

The content analysis of interview data in Case 2 showed that the non-gifted
participants in Case 2 expressed high dedication indicators (f=26) and low dedication

indicators (f=24) in similar frequencies (see table 18).

Table 18. Categories of the “Varying work engagement under the effect of varying
dedication of workers” theme and number of expressions regarding the categories in

Case 2
Number of Numlqer of
- i expressions of
Number of EXpressIons 0 Case 1
Component Th c . - Case 1 participants o
of the Theory eme ategories expressions reflecting high participants
in Case 1 reflecting low
level work
level work
engagement
engagement
Meaningful and
purposeful tasks at 5
work
Meaninglessness and
Purposeful tasks at 3
work
. Inspirational work 3
Varying \tNork Unsuitable inspiration 4
en(gjagemen th experiences at work
iur?fIS(rence o?‘ Expected worker 6 26 24
Dedication varying enthusiasm
dedication  of \I,_vc(J)srT(of enthusiasm at 3
workers
Expected challenge 4
experiences at work
Unsuitable challenge at 6
work
Committed worker 8
Loss of commitment to 8

the work
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Majority of the non-gifted workers expressed high-level dedication in terms of
enthusiasm and commitment to the work while minority of them expressed high-
level dedication in terms of inspiration and challenge. As we know from the
literature, enthusiasm, commitment to the work, meaningfulness and purposefulness
of tasks, inspiration and challenge experience at work are the well-known indicators
of high dedication at work (Schuafeli, 2012). Less number of the indicators regarding
challenge, inspirational experiences at work and meaningfulness and purposefulness
of tasks at work than the indicators for enthusiasm and commitment to the work are
reported by the non-gifted workers. In terms of enthusiasm, one of the non-gifted
workers, 0613N, expressed his high-level enthusiasm by giving examples involving

useful solutions and productions for needs of customers.

The solutions | make to make people's work easier turn into something that
people benefit from, and you welcome it with enthusiasm. When you produce
something that the customer needs, it motivates you. (0613N, Interview, Q7).

His colleague supported his high-level enthusiasm at work and the colleague stated

his observations by the following sentences.

He is willing and desirous, loves his job and develops his job not for doing
but for sustainability and continuity (0613NC, Interview, Q7).

| can say that resource of high enthusiasm of the non-gifted worker, 0613N, are
benefit of his work for others and producing something valuable. I understand that it
is an expected situation since he has a passion for producing benefit and products,
Smith (2000) stated that passion is main factor for explaining high-level enthusiasm
of workers. For the commitment to the work, one of the non-gifted workers (0625N)
represented her high-level commitment to the work by explaining positive

characteristics of her working team and nature of work.

It is true that | both love my job and adopt it as my own job, especially
because of the people I work with. My commitment to the work and the team
is higher because my work allows me to learn new things in general and the
people, I work with are open to criticism. (0625N, Interview, Q11).

His colleague supported his high-level commitment at work and the colleague stated
his observations by the following sentences.
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He follows company processes and project processes. He warns colleagues
who are deficient in this regard (0625NC, Interview, Q11).

| see from these expressions that 0625N has high-level commitment to the work and
| can say that he has also high-level work engagement. | think her high commitment
is related to her love with his work, quality of other workers in team and nature of his
work which is giving opportunity to learn new things. Hence, | can say that it is very
advantageous for 0625N to reach his high-level work engagement and contribute to

her company.

As seen in the table 10, only two dedication indicators of work engagement were
reported by a certain number of the non-gifted workers over 5 as high-level
dedication indicators. | think low-level dedication expressions might be associated
with each other, since unsuitable challenge might have decreased inspiration
experience and meaningfulness of tasks at work. Similarly, I think purposefulness
might have increased unnecessarily challenge and inspiration. | think low-level
dedication indicators are associated with other while high-level dedication indicators
represent a different pattern as being a unique factor explaining high dedication.

Since they are high in spite of low-level dedication indicators.

5.2.3. Varying work engagement under the effect of varying absorption of

workers in Case 2

For the absorption component of work engagement, | determined high-level
absorption of the non-gifted workers in Case 2 when | compared number of their
high-level absorption and low-level absorption indicators. | determined that the non-
gifted participants in Case 2 expressed a greater number of high absorption indicators
(f=18) than low absorption indicators (f=3) (see table 19).

The findings revealed the non-gifted workers in Case 2 expressed their high-level
immersion at work while they did not express high-level flow experiences as
frequently as immersion. In fact, high-level immersion and difficulty in detachment

at work are the well-known indicators of high absorption at work and work
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engagement in general (Schuafeli, 2012). When the data on the absorption were
examined in detail, in spite of its limited number, non-gifted workers also
represented low-level immersion and unsuitable flow-state experience. | think low-
level immersion and unsuitable flow-state experience is more related to their

personal characteristics, since only one or two participants in Case 1 expressed low-

level immersion and flow-state experience.

Table 19. Categories of the “Varying work engagement under the effect of varying
absorption of workers” theme and number of expressions regarding the categories in

Case 2
Number of Number of
expressions of expressions of
Component of . Numbe_r of C.as.e 1 C.as.e L
the Theory Theme Categories expressions participants participants
Case 1 reflecting high reflecting low
level work level work
engagement engagement
Varvi Expected flow 4
arying work state at work
Eﬂgzgiﬂfnt Unsuitable flow 1
influence of state at work
Absorption :/r;rying Expected worker 14 18 3
absorption S:gig'&g
experiences of ; -
workers immersion at 2
work

The difference between the numbers of expressions regarding high and low
absorption is very big when the other indicators of work engagement is considered.
This refers to high-level absorption and work engagement of the non-gifted workers
in Case 2. For example, one of the non-gifted workers (0624N) expressed her high-

level absorption by expressing her high immersion at work.

| have not had a focusing problem so far, |1 can focus completely. Since I
personally do not have a focusing problem, I did not leave the work I did
unfinished without doing it properly. I think I am completely focused on my
work (0624N, Interview, Q10).

Her colleague supported her high-level absorption at work and the colleague stated

his observations by the following sentence.

She is very focussed on his work and tries to do it as soon as possible
(0624NC, Interview, Q10).
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I understand from the expressions of 0624N and 0624NC that she experiences high-
level immersion, but her experience is unique for her, since she claims that high
immersion is a personal characteristic for her. Moreover, her high-level immersion is
also associated with her high-level target in order to make her work properly. I think
both her personal targets and high-level immersion came together and contributed to
her work performance to do it properly. Hence, | can say that high-level absorption
of the non-gifted workers in Case 2 might be only explained by their high-level

immersion.

5.2.4. Work Engagement Levels of the Non-Gifted Workers in Case 2 on the
Utrecht Work Engagement Scale

The quantitative data from Utrecht Work Engagement Scale revealed that the non-
gifted workers represented high engagement in terms of 75 of 170 answers whereas
they represented low engagement in terms of 40 of 170 answers (see Table 20). It is
important evidence for high-level work engagement of the non-gifted workers in

Case 2. Also, these findings are in line with the qualitative findings.

Table 20. Answers of the non-gifted workers in Case 2 to the items of Utrecht Work
Engagement Scale

Number of Number of
answers of answers of
Total number  Case 2 Case 2
Components  Number of . - -
of the Theory  related Items of answers in partlcu_oants_ partlcu_oants
Case 2 reflecting high  reflecting low
level work level work
engagement engagement
Vigor 6 60 31 10
Dedication 5 50 26 14
Absorption 6 60 18 16

It is seen that the non-gifted workers represented more high engagement

characteristics than low engagement characteristics in terms of all the three aspects
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of the theory: Vigor, dedication and absorption. This finding is an indication of high-
level work engagement of the non-gifted workers in Case 2 in general. Similarity
between the findings of the qualitative and quantitative data is seen from the fact that
the non- gifted workers in Case 2 represented work engagement in terms of common

factors involving vigor, dedication and absorption aspects.

5.3. Comparison of Work Engagement of the Gifted and Non-Gifted Workers in

Case 1 and Case 2

In this thesis, second research question is about differences between the gifted and
the non-gifted workers in terms of work engagement. The workers in Case 1(gifted
workers) and Case 2(non-gifted workers) represented difference in terms of their
work engagement when vigor, dedication and absorption aspects of the theory were
examined in detail. The difference between number of expressions and categories
regarding high-level engagement is considered, it is seen that the gifted workers in
Case 1 represented higher work engagement than the non-gifted workers in terms of

dedication when number of the categories are examined (See Table 21).

Table 21. Comparison of work engagement of the gifted and non-gifted workers on
qualitative data

Themes Categories Case Case The number of the The number of the
1 2 categories categories
representing higher representing higher
level work level work
engagement of Case engagement of Case
1 than Case 2 2 than Case 1
Varying Expected worker energy 3 5
work at work
engagement  Loss of energy at work 4 1
under the Convenient vitality at 7 6
effect of  work
varying Unsuitable vitality level 2 2 2 4
vigor  of atwork
workers Expected worker 6 6
endurance at work
Unsuitable worker 3 2
endurance at work
Expected worker 5 3
perseverance at work
Loss of worker 5 2

perseverance at work
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Table 21. (continued)

Varying Meaningful and 3 5
work purposeful tasks at work
engagement  Meaninglessness and 6 3

under the Purposeful tasks at work

influence of Inspirational work 3 3
varying Unsuitable inspiration 4 4
dedication  experiences at work
of workers "~ Expected worker 6 6
enthusiasm 4 3
Loss of enthusiasm at 4 3
work
Expected challenge 5 4
experiences at work
Unsuitable challengeat 4 6
work
Committed worker 12 8
Loss of commitmentto 6 8
the work
Varying Expected flow state at 7 4
work work
engagement  Unsuitable flow state at 3 1
under the work
influence of ~ Expected worker 14 14 1 1
varying immersion
absorption  Unsuitable immersionat 2 2
experiences  work
of workers

For the sub-components of dedication, the gifted workers mentioned more about
their high-level challenge at work and commitment to the work. In terms of
absorption, the gifted workers have mentioned about flow-state experience in a
greater number of the expressions than the non-gifted workers in spite of no
difference between the Cases in number of categories reflecting high-level
absorption. In terms of vigor aspect, the non-gifted workers in Case 2 made
expressions reflecting high-level work engagement in a greater number of categories
than the gifted workers in Case 1. The non-gifted workers mentioned more about
their high-level energy at work than the gifted workers while the gifted workers
mentioned more about their high-level perseverance at work than the non-gifted

workers.

The quantitative data regarding Utrecht Work Engagement Scale also represented
similarity of the cases in terms of vigor and dedication. In terms of vigor aspect, the

non-gifted workers in Case 2 made expressions reflecting high-level work
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engagement in a greater number of categories than the gifted workers in Case 1.
Also, the gifted workers in Case 1 gave a greater number of answers reflecting high-
level work engagement than the non-gifted workers in Case 2 in terms of dedication.
Moreover, the gifted workers in Case 1 gave a greater number of answers reflecting
high-level work engagement than the non-gifted workers in Case 2 in terms of
absorption, this finding represented a different result from findings of qualitative data

analysis (see Table 22).

Table 22. Number of answers of the gifted and non-gifted workers in Case 1 and 2 to
the items of Utrecht Work Engagement Scale

Components  Number  Total Number of ~ Number of  Difference Number of ~ Number of  Difference
of the of number  answers of  answers of in number answers of  answers of in number
Theory related of Case 1 Case 1 of answers Case 2 Case 2 of answers
Items answers  participants  participants  for high participants  participants  for high
reflecting reflecting and low- reflecting reflecting and low-
high level low level level work high level low level level work
work work engagement  work work engagement
engagement engagement  for Case 1 engagement  engagement  for Case 2
Vigor 6 60 32 14 +18 31 10 +21
Dedication 5 50 29 12 +17 26 14 +12
Absorption 6 60 27 13 +14 18 16 +3

It is seen that the non-gifted workers represented a greater number of high
engagement characteristics than low engagement characteristics in terms of all the
three aspects of the theory: Vigor, dedication and absorption. This finding is an
indication of high-level work engagement of the non-gifted workers in Case 2 in
general. Similarity between the findings of the qualitative and quantitative data is
seen from the fact that the non- gifted workers in Case 2 represented work
engagement in terms of common factors involving vigor, dedication and absorption

aspects.
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CHAPTER 6

DISCUSSION

In this thesis, | found that both cases reported high-level work engagement in
general. My research question in my thesis was “How do gifted and non-gifted
workers describe their experiences about work engagement in technology companies
of Turkey?”. In general, both the gifted and the non-gifted workers expressed their
experience about work engagement as high-level work engagement in this thesis.
When the findings on the interviews are examined, it is seen that a greater number of
expressions reflecting high-level work engagement than expressions reflecting low-
level work engagement in both cases are asserted. Similarly, a greater number of
categories reflecting high-level work engagement than categories reflecting low-level
work engagement in both cases are exhibited on Utrecht Work Engagement Scale
(see Table 23 and 24). In previous studies, similar findings with the findings of this
thesis were reported in spite of differences in their data collection and analysis
methods. Burke and El-Kot (2010) found that work engagement levels of managers
and professionals in Egypt were moderately high. Similarly, Kataria et al. (2013)
investigated work engagement of 304 workers from IT sector in India and found that
the work engagement of the participants was between high and moderately high.
Bereznowski et al. (2023) investigated work engagement of 723 workers in Poland
and they reported that the workers had 43 points over 63 for work engagement in

general. This score refers to moderately high work engagement.

Table 23. Comparison of the cases in terms of high-level work engagement

Aspects of Theory Number of Expressions reflecting High-Level Number of Answers reflecting High-Level
Work Engagement Work Engagement in UWES
Gifted Workers Non-gifted Workers  Gifted Workers Non-gifted Workers

Vigor 21 25 32 31

Dedication 29 26 29 26

Absorption 21 18 27 18

High-Level Work 71 69 88 75

Engagement
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Table 24. Comparison of the Cases in terms of Low-level Work Engagement

Aspects of Theory Number of Expressions reflecting Low-  Number of Answers reflecting Low-Level
Level Work Engagement Work Engagement in UWES
Gifted Workers Non-gifted Workers  Gifted Workers Non-gifted Workers

Vigor 14 7 14 10

Dedication 24 24 12 14

Absorption 5 3 13 16

Low-level Work 43 34 39 40

Engagement

In Table 23 and 24, it is seen that the gifted and non-gifted workers represented a
greater number of expressions and answers indicating high-level work engagement
than expressions and answers indicating low-level work engagement in both
interview and Utrecht Work engagement Scale. Similarity in the findings on
interview and Utrecht Work Engagement Scale provided an important
trustworthiness in this study and provided important evidence for high-level work
engagement of the gifted and the non-gifted workers in technology companies in
Turkey. In the literature review part of the theses, | mentioned about different
findings regarding work engagement levels of the gifted and the non-gifted workers.
In one of these studies, Lubinski et al. (2006) reported that the gifted participants in
the study represented high work engagement and satisfaction with the current success
in their job. However, Persson (2009) in his study on work satisfaction of gifted
individuals (n=287) reported that level of work satisfaction of the gifted individuals
was moderate. For both gifted and non-gifted workers, Schaufeli (2018) stated that
rate of engaged employees in Turkey was between 15 and 19 percent while rate of
highly engaged employees in Turkey was 11.3 percent. Turkish workers had lower
level of work satisfaction than the workers in Nederland, Belgium, Norway and
Sweden. Hence, | can say that differences in work engagement levels of gifted and
non-gifted workers is partially in line with previous findings in the literature. The
difference between the findings of this thesis and previous studies might be
associated with differences in sectors of workers and measurement tools for work
engagement. In this study, | collected data by two different ways: Interview and
Utrecht Work Engagement Scale. Previous studies used questionnaires and interview

which did not involve questions similar to the interview questions in this thesis.
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When both of the findings coming from interviews and Utrecht Work Engagement
Scale are examined together, | found that the gifted workers had higher level work
engagement than the non-gifted workers in terms of dedication and absorption
aspects while they had lower-level work engagement than the non-gifted workers in
terms of vigor aspect. As an important point, | accepted that the gifted workers
represented higher level of absorption than the non-gifted workers, since the findings
from Utrecht Work Engagement Scale data supported this inference and number of
the categories they had high level engagement were one (flow-state) while the non-
gifted workers had no high-level engagement for any category in interview results.
The finding on the vigor aspect might be related to workload at work, since the gifted
workers, as in represented in this thesis, expect more challenge such as high
workload, however, excessive workload might lead to loss of energy at work. This
situation is also seen in the findings on challenge and loss of energy categories.
Moreover, the gifted workers, in spite of their lower vigor at work than the non-
gifted workers, mentioned about their high-level endurance and vitality at work.
High levels in these categories might be associated with their giftedness, since
Overzier and Nauta (2013) and Starc et al. (2014) mentioned about high degree of
passion and endurance of gifted workers as a sign of vigor. For the other aspects,
dedication and absorption, the gifted workers represented high-level work

engagement.

Macke et al. (2022), in their study, used Utrecht Work Engagement Scale and their
findings showed that the gifted individuals represented higher scores on dedication
and absorption than their counterparts. However, the difference between gifted and
non-gifted groups is not significant. In the literature, there is no study focusing
directly on these two aspects of work engagement of gifted workers, whereas there
are some studies reporting the characteristics of gifted workers in line with these two
aspects. As one of them, Overzier and Nauta (2013) mentioned about their high
degree of commitment and passion in the gifted wrokers as a sign of dedication.
Similarly, Vreys et al. (2016) and Overzier and Nauta (2013) indicated their
characteristics associated with absorption aspect and they mentioned about deep
concentration on subjects and ability to focus intensely on the content. In sum,

researchers stated that the gifted workers have high-level dedication and absorption
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than their non-gifted colleagues. Having high 1Q scores and representing high
cognitive and motivational characteristics associated with dedication and absorption
might be associated with these high-level characteristics (Murtza et al., 2021; Starc et
al., 2014; Waal et al, 2013).

The findings also showed that the gifted workers expressed low-level work
engagement in terms of different aspects. The gifted workers experience low-level
vigor seen in loss of energy at work and loss of perseverance at work. Moreover,
they confront meaninglessness and unpurposeful tasks at work, low-level inspiration
at work and loss of enthusiasm at work. | think loss of energy and perseverance are
more related to increase in workload after pandemic times, since loss of job is a
common case in pandemic case, hence number of workers in companies has
decreased and workload per worker has increased. Confronting meaninglessness and
unpurposeful tasks at work is more related to specific experiences in specific
companies. Since every worker in this study did not mention about similar
meaninglessness and unpurposeful tasks at work or meaningful and purposeful tasks
at work. For low-level inspiration at work and loss of enthusiasm at work, some of
the expressions are impressive, since the gifted workers mentioned about
incompetent administrators, routinization of tasks and purpose of keeping worker
busy without any reason. These factors might lead to loss of inspirational experience

at work and loss of enthusiasm.
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CHAPTER 7

CONCLUSION AND RECOMMENDATION

Based on the findings of this study, it can be concluded that the gifted and non-gifted
workers high-level work engagement levels in general. At the same time, the gifted
workers were found to be engaged in terms of two aspects of work engagement and
they also showed superiority on dedication and absorption aspects while the non-
gifted workers had superiority on vigor aspect. | understand from the findings that
the gifted workers are dedicated and immersed workers, these two aspects of high-
level work engagement are important for technology companies. Since, they can
contribute to technology companies by making less attention failure during work and
working with high motivation. Dedication and absorption of the gifted workers might
also contribute to the development of effective working behaviors such as working in
a systematic way and hence, both productivity and quality of products in companies
might be increased by these behaviors. Therefore, | can say that the gifted workers
with their high-level work engagement have a unique importance for technology
companies in increasing productivity and quality of products. At the same time, their
desire on challenging tasks at work is another factor contributing to both productivity
and quality of products in companies.

These findings are important to understand factors explaining work engagement of
the gifted and non-gifted workers in technology companies and the difference
between the gifted and the non-gifted workers in terms of work engagement. In
previous studies, their engagement levels were studied without comparing them with
the non-gifted workers, moreover, their work engagements were not also studied by
collecting data from different resources by using both qualitative and quantitative
ways. This thesis provided in-depth picture of work engagement of the gifted and the

non-gifted workers by providing detailed information about each aspect of work
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engagement. Based on the findings, it can be said that the findings of this study have
importance in making contributions for both future studies and policy makers on

work engagement of the gifted workers.

7.1. Recommendations

7.1.1. Recommendations for Researchers

In light of the findings of this study, following suggestions for both researchers and
policy makers can be made. In this study, Work Engagement Theory (Schaufeli et
al., 2002) was used, however other approaches to work engagement might be applied
to research on work engagement of the gifted workers. Following studies might
prefer theoretical models considering sector differences at work. Because this study
was done in the context of limited number of technology companies in a developing
country. Following studies might focus on the gifted workers working at different
companies out of technology companies of both developed and developing countries.
This focus might contribute to our understandings about factors affecting work
engagement of the gifted workers in firm, area and country levels. In this study, both
qualitative and quantitative data were collected by different ways involving Utrecht
Work Engagement Scale, however, observations at work and document collection
regarding accomplishments of the workers are needed. In future studies, different
data collection ways involving observations and document collection should be used.
Multimethod studies in future studies should be applied to examine work
engagement of the gifted workers. Larger number of gifted workers determined by
both intelligence tests and ability tests for different jobs should also be focused in
following studies. By this approach, both generalizability of the findings and more
detailed information about work performance of gifted workers can be provided in

future studies.

7.1.2. Recommendations for Policy Makers

In previous years, Turkish Government developed difference policy documents
targeting employment and support of qualified worker. However, no policy
document in Turkey targeted work engagement of the gifted workers. | determined
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and analyzed TUBITAK Strategic Plan for 2019-2023, Technology Development
Regions Act-4691, Act on Supporting R&D and Design Activities-5746, Act on
Supporting Research Capability-6550, Industrial Property Act-6769, New Economy
Program 2021-2023 and 11th Development Plan (2019-2023) as important policy
documents for workers. Unfortunately, none of them targeted supporting work
engagement of gifted workers at work. In general, they mentioned about supports
and regulations regarding scientists, researchers, scholarship, holder, students and
workers, however, the gifted workers are members of a unique of workers. They
represent different characteristics from their colleagues when they are working and
their needs at work differentiate from the needs of their colleagues. Even though I
reported high-level work engagement of the gifted workers in general, they
experience difficulties at work in terms of different aspects of work engagement.
Hence, | believe that various policy designs are needed to support the gifted workers

in terms of their work engagement.

In this thesis, | found that the gifted and non-gifted workers have high-level work
engagement in general. However, they are also in need of support in terms of the
aspects reflecting low-level work engagement. The gifted workers experience low-
level vigor seen in loss of energy at work and loss of perseverance at work.
Moreover, they confront meaninglessness and unpurposeful tasks at work, low-level
inspiration at work and loss of enthusiasm at work. | prepared Table 25 to provide
better understanding on specific policy recommendations based on the findings |

discovered in the thesis.

Table 25. Recommended policies and their association with the findings of the thesis

Recommended Policy Possible Policy Instruments Associated findings of the
thesis

Properly designed policy for Providing encouragement for The gifted workers experience
keeping work engagement of companies by companies’ high-level work engagement at

the gifted workers high bulletins if they can monitor work  work
engagement of their gifted
workers
Providing incentives for

companies if they can keep their
gifted workers engaged at work
Conducting periodical inspections
on work engagement of the gifted
workers
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Table 25 (continued)

Providing opportunities for the
gifted workers to express their
engagement problems and for
other workers to understand
them in special events such as
meetings, lectures and social
projects

Mentors can be assigned to the
gifted workers to guide them in
keeping their work
engagement high

Funding collaborative projects
to be suggested by the gifted

workers  and  units  of
universities  responsible for
supporting the gifted
individuals

Funding for worker desires
about advanced training and
education

Properly designed policy for
keeping work engagement of
the non-gifted workers high

Providing encouragement for
companies by companies’
bulletins if they can monitor
work engagement of their non-
gifted workers

workers
work

The non-gifted
experience high-level
engagement at work

Providing incentives  for
companies if they can keep
their ~ non-gifted  workers
engaged at work

Conducting periodical
inspections on work
engagement of the non-gifted
workers

Providing opportunities for the
non- gifted workers to express
their engagement problems and

for  other  workers  to
understand them in special
events such as meetings,

lectures and social projects

Properly designed policy for
preventing loss of energy at
work

Providing  incentives  for
companies if they can keep
their gifted workers energetic
at work by providing flexible
working time, psychological
and physical regulations at
work

The gifted workers experience
low-level vigor seen in loss of
energy at work
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Table 25 (continued)

Conducting periodical
inspections on loss of energy
and health issues and prevention
regulations of companies

Funding for overcoming health
problems leading to loss of
energy at work

Guideline for flexible break and
working times at work

Properly designed policy for
preventing loss of perseverance
at work

Guideline for solving conflicts
regarding the work

Providing incentives for
companies if they monitor and
support their gifted workers
when they confront problems
decreasing their perseverance

Mentors can be assigned to the
gifted workers to guide them in
increasing their perseverance

The gifted workers experience
low-level vigor seen in loss of
perseverance at work

Providing opportunities for the
gifted workers to express their
perseverance problems in special
events such as meetings, lectures
and social projects

Properly designed policy for
preventing meaninglessness and
unpurposeful tasks at work

Guideline for definitions of tasks
at work and matching worker
and task appropriately

Guideline for assignment of
regular and attractive tasks to the
workers

Organizing meetings to express
meaning and purposes of tasks at
the work

The gifted workers confront
meaningless and unpurposeful
tasks at work

Properly designed policy for
preventing loss of inspiration
and enthusiasm at work

Providing incentives for
companies if they monitor and
support their gifted workers
when they confront problems
decreasing their inspiration and
enthusiasm

Mentors can be assigned to the
gifted workers to guide them in
increasing their inspiration and
enthusiasm

Providing opportunities for the
gifted workers to express their
problems regarding inspirational
experiences and enthusiasm in
special events such as meetings,
lectures and social projects

Funding challenging projects
suggested by gifted workers

Providing opportunities to the
gifted workers for working more
on R&D tasks

The gifted workers experience
loss of inspiration and
enthusiasm at work
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7.1.2.1. Keeping work engagement of the gifted workers high

According to the findings of this study, the gifted workers had high-level work
engagement in general. However, it does not mean loss of work engagement will not
occur in future. For keeping work engagement of the gifted workers high, companies
should monitor work engagement of the gifted workers regularly to understand
current situation. The monitoring might be done by an external stakeholder. Results
of regular monitoring might be reported by a companies’ bulletin to show effective
examples of management of work engagement and a regulation document for regular
monitoring might be prepared by worker unions. Some companies might not have
awareness regarding monitoring of such kind of worker need, by bulletins, both
awareness about work engagement of the gifted workers and monitoring it regularly
might be provided at the company level. After monitoring the work engagement of
the gifted workers, companies should support their gifted workers in terms of work
engagement, financial support for social projects of companies to keep their gifted
workers engaged at work might be provided by TUBITAK. I think monitoring of
work engagement and supporting social projects for keeping work engagement high
are basic requirements of sustainable work engagement. | think companies should
also be inspected periodically by worker unions and department of human resources
in companies in terms of work engagement of the gifted workers. Conducting
periodical inspections on work engagement of the gifted workers is two-sided event,
since based on the inspections, both problems and strong sides of companies in terms
of work engagement might be seen and effective solutions and insights might be
determined. Providing opportunities for the gifted workers to express their
perseverance problems in special events such as meetings, lectures and social
projects are also needed in companies to develop support strategies. Professional
lectures from academicians and experts to increase awareness and knowledge of
workers and administrators in company about the gifted workers might be effective if
different cases and real-life examples are provided in these lectures. Based on the
inspection data, professional mentorship programs for the gifted workers to guide
them in keeping their work engagement high might planned and implemented with
the support of academicians and experts. Mentors have more experience about

working conditions and negative experiences affecting the workers than naive gifted
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workers, their periodic meetings with their mentees might transfer the expert
perspective to naive worker. | think funding collaborative projects to be suggested by
the gifted workers and units of universities is needed for keeping work engagement
high. Funding collaborative projects might be an R&D activity for companies and
actually it is needed for innovation and productivity. As | saw in the findings, the
gifted workers desire more challenging and meaningful tasks, collaborative projects
are good opportunities for dealing with challenging and meaningful tasks. As another
policy tool for keeping work engagement of the gifted workers high is funding for
worker desires about advanced training and education (Fang et al., 2020). Similar to
collaborative projects, advanced training and education also provide challenging and
meaningful tasks to the gifted workers. If companies provide financial support for
advanced training and education on specific area of work, I think, it will contribute to

the high-level work engagement of the gifted workers.

7.1.2.2. Keeping work engagement of the non-gifted workers high

Similar to the findings of this study, the non-gifted workers also represented high-
level work engagement in general. Keeping high-level work engagement is a
requirement for companies, | think. Companies should monitor work engagement of
the gifted workers regularly to understand current situation to keep work engagement
of the non-gifted workers high. After the regular monitoring by an external
stakeholder, the regulations and companies’ bulletin to show effective examples of

management of work engagement should be published by the stakeholder.

Some companies might not have awareness regarding monitoring of such kind of
worker need, by bulletins, both awareness about work engagement of the non-gifted
workers and monitoring it regularly might be provided at the company level. After
monitoring the work engagement of the non-gifted workers, companies should
support their workers in terms of work engagement, financial support for social
projects of companies to keep their non-gifted workers engaged at work might be
provided by company itself. Some kind of meetings (Talk-and-Solve days etc.) in
which the non-gifted workers express their engagement problems and needs are

needed to provide opportunities to the decision makers in company.

87



7.1.2.3. Preventing loss of energy of the gifted workers at work

Loss of energy at work might be related to different problems involving stressful
working conditions and negative experiences such as incivility (Garrosa et al., 2022).
For prevention of energy loss at work, providing flexible working time,
psychological and physical regulations at work are needed. Financial support by
development agencies for designing worker-friendly psychological and physical
regulations are needed for keeping the gifted workers energetic at work. At the same
time, conducting periodical inspections on loss of energy and health issues should be
done by an external stakeholder. Based on the results of the inspections, regulation
documents on prevention strategies should be prepared. The strategies summarized in
the regulation documents should be implemented and evaluated by human resources
department by the financial support of company. Another important policy tool for
preventing loss of energy is a guideline for providing flexible break and working
times at work. Companies might develop a guideline for its departments about how
they plan break and working times in a flexible way.

7.1.2.4. Preventing loss of perseverance of the gifted workers at work

Preventing loss of perseverance at work is very complicated since perseverance is
affected by many factors involving conflicts with administrators or colleagues,
problems regarding workload and promotions and incivility. Companies might
prepare guidelines for solving conflicts or problems at work and give suggestions
and examples in guidelines on conflict and problem solutions. Perseverance of
workers might be affected by restrictions made by administrators or colleagues. By
this guideline, third party agent from company administration or personal from
related department might also help solving the conflict and problems in time when it
is needed. | think that companies should also monitor work engagement of the gifted
workers since based on the results of monitoring, both problems and strong sides of
companies in terms of perseverance of workers might be seen and effective solutions
and insights might be determined. For monitoring, financial support as an incentive
by government is needed. Providing opportunities for the gifted workers to express

their perseverance problems in special events such as meetings, lectures and social
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projects are also needed in companies to develop support strategies. Professional
mentorship programs for the gifted workers to guide them in increasing their
perseverance might be planned and implemented with the support of academicians
and experts. Mentors have more experience about working conditions and negative
experiences affecting the workers than naive gifted workers, their periodic meetings
with their mentees might transfer the expert perspective to naive worker on

perseverance.

7.1.2.5. Existence of meaningless and unpurposeful tasks at work

The gifted workers frequently stated that they confront meaninglessness and
unpurposeful tasks at work. This problem is also a cause of other problems regarding
loss of inspiration and enthusiasm. As | determined in this study, the gifted workers
need challenging and meaningful tasks at work due to their characteristics associated
with their giftedness. In reality, companies cannot provide meaningful and
purposeful tasks every time, however they can provide appropriate tasks for their
gifted workers. For making appropriate matching between the tasks at work and
worker, a guideline for definitions of tasks at work and matching worker and task
appropriately might be prepared by companies. Moreover, guideline for assignment
of regular and attractive tasks to the workers in a balance is also needed. By these
two guidelines decision-makers can make effective task assignments for the gifted
workers. Companies should also organize meetings to express meaning and purposes
of tasks at the work and prepare a task catalog for grading tasks in terms of
meaningfulness and purposefulness after these meetings. Moreover, the companies
might provide task variety for the gifted workers and team change flexibility in
different tasks Frequency of assignment of meaningful and purposeful tasks should

be recorded and organized based on the data from meetings.

7.1.2.6. Preventing loss of inspiration and enthusiasm of the gifted workers at

work

Inspiration and enthusiasm are two main requirements of innovation and productivity

at work. Prevention of loss of inspiration and enthusiasm at work is very crucial for
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the gifted workers who are main actors of innovation and productivity at work. For
increasing inspiration and enthusiasm of the gifted workers, companies should
monitor inspiration and enthusiasm of the gifted workers regularly to understand
current situation. The monitoring might be done by an external stakeholder. Results
of regular monitoring might be reported by a companies’ bulletin to show effective
examples of management of inspiration and enthusiasm and a regulation document

for regular monitoring might be prepared by worker unions.

After monitoring the inspiration and enthusiasm of the gifted workers, companies
should support their gifted workers in terms of inspiration and enthusiasm, financial
support for social projects of companies to increase inspiration and enthusiasm of the
gifted workers might be provided by TUBITAK.

Mentors can be assigned to the gifted workers to guide them in increasing their
inspiration and enthusiasm. Mentors are experienced people on the issue companies
concerned, they can transfer their experiences and perspectives by regular meetings
with their mentee workers at work. For both inspiration and enthusiasm, mentors can
model the examples and teach mentee workers how they increase their inspiration
and enthusiasm at work. Moreover, providing opportunities for the gifted workers to
express their problems regarding inspiration and enthusiasm in special events such as
meetings, lectures and social projects are also needed in companies to develop
support strategies. Professional lectures from academicians and experts to increase
awareness and knowledge of workers and administrators in company about
inspiration and enthusiasm of the gifted workers might be effective if different cases

and real-life examples are provided in these lectures.

As another policy tool, funding collaborative projects to be suggested by the gifted
workers and units of universities is needed for increasing enthusiasm and inspiration
the gifted workers. Funding collaborative projects might be an R&D activity for
companies and actually it is needed for innovation and productivity. | saw that the
gifted workers desired more challenging and meaningful tasks at work, collaborative

projects are good opportunities for dealing with challenging and meaningful tasks.
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7.2. Limitations

This study involved only limited number of the gifted and non-gifted participants
from different technology companies in Turkey. During the study, the work
engagement theory frame was used to understand work engagement experiences of
the participants, hence it can be said that inferences on the findings of this study are
based on the work engagement theory perspective. Moreover, interviews and one
scale application are also limiting factors in this study, observation and action
research methodology to see the experiences in-action are not applied in this study.
Due to the qualitative nature of the study, generalization of the findings in this study

is limited to the Turkish context and the cases in the companies.
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APPENDICES

A. OFFICIAL S&T POLICY DOCUMENTS OF TURKEY AND THEIR
CONTENTS ON GIFTED PEOPLE

Policy Document

Date

Contents regarding gifted people

Turkish Science and
Technology  Policy
1993-2003

1993

1.TUBA tarafindan bilimsel arastimalar1 tesvik
ve bilimin 6neminin iilke kamuoyunca takdir
ve  kabulinii  saglamak icin  bilimsel
aragtirmalariyla diinya ¢apinda emsallerine
nazaran istiin basari1 gosteren bilim adamlarina
odiil verilebilir.

2.Yetenekli genglerin arastirici  olmalarim
Ozendirmek bakimindan Tiirkiye Bilimler
Akademisi'nin kurulmasi

3. Tiirkiye'de arastirici insan giiciiniin etkin bir
sekilde kullanilmasi ve yonlendirilmesi icin
genglerin bilim adami olmalarini tegvik etmek

Turkish Science and
Technology  Policy
2003-2023  Strategy
Document

2004

1.ARGE personeli sayisinin arttirilmast

2. Teknoloji gelistirebilecek yetenekte eleman
yetistirmekle  yikiimlii olan miihendislik
fakiiltelerinin makine-techizat eksikliklerinin
karsilanmasi i¢in 6zel bir proje ¢ercevesinde
iiniversiteye kaynak aktarilmalidir

TUBITAK  Strategic
Plan for 2019-2023

2019

AMAC 4:

1. Sanayide ihtiya¢ duyulan arastirmaci
sayisinin ve niteliginin artirilmast amaciyla
doktora derecesine sahip nitelikli insan
kaynaginin  iniversite-sanayi  igbirligi ile
yetistirilmesini saglamak

2. Yurtdisindaki deneyimli bilim insanlar1 ve
arasgtirmacilar basta olmak Tlizere iilkemize
gelen bilim insanlarina burs ve arastirma
destegi saglamak

3. Tirk bilim insanlarina yurtdist burs ve
arastirma destegi saglamak

4. Bilim insani, arastirmaci ve &grencilere
yurtici lisans/lisansiisti burs ve arastirma
destegi saglamak

5.  Ogrencileri  bilim ve teknolojiye
yonlendirmek, bilimsel ¢aligmalar yapmaya
tesvik etmek

6. Deneyap yontemi benimsenerek; yaparak
ogrenme, deneyimleme yontemleriyle farkli
yas gruplarindan &grencilerin yetkinliklerinin
gelistirilmesini saglamak

AMAC 8:
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1. Ogrencilerde merak duygusunu uyandirmak
ve bilimsel ¢aligmalara yonelmelerini saglamak
amaciyla kurulan bilim merkezlerini
desteklemek

2. Gengler basta olmak iizere tim toplumda
bilim ve teknoloji farkindaliginin artirtlmasina
yonelik popiiler bilim yayimcilig1 yapmak

3. Ogrencilere ve topluma bilimsel bilgiyi
uygulamali ve anlasilir bir sekilde ulagtirmay1
amaglayan etkinlikler ile bilim/teknolojiye
ilgiyi arttirmaya yonelik  yarigmalari
desteklemek

PERFORMANS GOSTERGELERI

1. Sanayi Doktora Programi kapsaminda
desteklenmesine karar verilen projelerdeki
doktora bursiyeri sayisi

2. Sanayi Doktora Programi kapsamindaki
projeler araciligiyla 6zel sektdrde istihdam
edilmeye baglanan doktorali arastirmaci sayisi.
3. Uluslararast Lider Arastirmacilar Destek
Programu kapsaminda Tiirkiye'ye gelen bilim
insani ve arastirmact say1st

4. Uluslararas1 Lider Arastirmacilar Destek
Programi kapsaminda yetistirilen doktora
ogrencisi sayisi

5. Miisterek doktora programi kapsaminda
desteklenen toplam bursiyer sayisi

6. Basart kriterlerini saglayarak birden fazla
lisansiistii burs programindan ayni anda
yararlanan bursiyerlerin sayist

7. Temel ve sosyal bilimlerde desteklenen
bursiyer sayist

8. Uluslararast  ve  bolgesel  bilim
olimpiyatlarinda derece alan 6grenci sayisi

9. Uluslararast yarigsmalarda derece alan
6grenci sayisi

10. TUBITAK arastirma projelerinde yer alan
lisans dgrencisi sayisi

11. Deneyap atdlyelerinden yararlanan 6grenci
sayi1s1

12. Deneyap atdlyelerine katilan 6grencilerden
Ulusal/ Uluslararas1 yarigmalarda 6diil alanlarin
sayis1

Technology
Development Regions
Act-4691

2001

AR-GE Personeli: AR-GE faaliyetlerinde
dogrudan gorev- li arastirmaci, yazilimci ve
teknisyenleri

Aragtirmaci: AR-GE faaliyetleri ile yenilik
tanim1 kapsa- mindaki projelerde, yeni bilgi,
iriin, silire¢, yontem ve sistemlerin tasarim veya
olusturulmast ve ilgili projelerin yonetilmesi
stireglerinde yer alan en az lisans mezunu
uzmanlari

Yazilimct Personel: Yazilim olarak tanimlanan
stiregte ¢alisip program gelistiren, iireten,
alaninda yeterli deneyime veya egitime sahip
nitelikli personeli,

1. Yonetici sirkette ve Bolgede yer alan
faaliyetlerde yiirtirlikkteki iy ve calisma
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mevzuatina gore personel istihdam edilir.

2. Bolgelerde yer alan firmalara, istihdam
ettikleri doktora 6grencisi AR-GE personeli
icin, iki yil stireyle Bakanlik biitcesine
konulacak 06denekle smirli  olmak {zere,
Bakanlikga yoOnetmelikle belirlenen sartlar
cercevesinde destek verilebilir.

3. Kamu kurum ve kuruluslari ile {iniversite
personelinden Bdlgede yer alan faaliyetlerde
arastirmact ve idari personel olarak hizmetine
ihtiya¢ duyulanlar, ¢alistiklar1 kuruluglarin izni
ile stirekli veya yar1 zamanli olarak
calistirilabilirler.

Act on Supporting
R&D and Design
Activities-5746

2008

Ar-Ge personeli:  Ar-Ge faaliyetlerinde
dogrudan gorevli arastirmaci ve teknisyenleri,
Arastirmaci: Ar-Ge faaliyetleri ile yenilik
tamim1 kapsamindaki projelerde, yeni bilgi,
iiriin, siire¢, yontem ve sistemlerin tasarim veya
olusturulmast ve ilgili projelerin yonetilmesi
siireclerinde yer alan en az lisans mezunu
uzmanlari icermektedir.

1. Ar-Ge veya tasarim merkezlerinde doktora
mezunu personelin iiniversitelerde Ar-Ge ve
yenilik alaninda ders vermesi veya Ar-Ge ve
tasarim  personelinin  teknoloji  gelistirme
bolgelerinde bulunan girisimcilere mentorluk
yapmasi durumunda haftalik 8 saati agmamak
sartiyla, bu calismalar1 gelir vergisi stopaji
tesviki kapsaminda degerlendirilir.

2. Ar-Ge veya tasarim personelinin yiiksek
lisans yapanlar i¢in bir bucuk yili, doktora
yapanlar icin iki yili gegmemek iizere merkez
disinda gegirdigi siirelere iliskin iicretlerin
yiizde ylizini agmamak sartiyla
Cumhurbaskaninca ayr1 ayr1 veya birlikte
belirlenecek kismi gelir vergisi stopaji tesviki
kapsaminda degerlendirilir

3. Desteklenecek program alanlarinda en az
lisans derecesine sahip Ar-Ge personeli
isttihdam eden Ar-Ge merkezlerine, bu
personelin her birine 6dedikleri aylik iicretin o
yil i¢in uygulanan asgari iicretin aylik briit
tutart kadarlik kismy, iki y1l siireyle, (...) Sanayi
ve Teknoloji Bakanligi biitcesine konulacak
Odenekten karsilanir.

4. Ogretim elemanlarindan Ar-Ge veya tasarim
merkezlerinde gergeklestirilen faaliyetlerde
aragtirmaci, tasarimci ya da idari personel
olarak hizmetine ihtiya¢ duyulanlar, iniversite
yonetim kurullarinin izniyle tam zamanli veya
yar1 zamanli olarak gérevlendirilebilirler.

Act on Supporting
Research Capability-
6550

2014

Arastirmaci: Ar-Ge faaliyetleri ile yenilik
tamim1 kapsamindaki projelerde, yeni bilgi,
iiriin, siire¢, yontem ve sistemlerin tasarim veya
olusturulmast ve ilgili projelerin yonetilmesi
siireglerinde tam veya yari zamanli ¢alisan en
az lisans mezunu kisileri,
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Ar-Ge personeli:  Ar-Ge  faaliyetlerinde
dogrudan gorevli aragtirmaci ve teknisyenleri,

1. Arastirma altyapilarinin  hizmetleri, is
mevzuatt hiikiimlerine gore istihdam edilen
personel ile yiiksekdgretim ve kamu kurum ve
kuruluglarindan tam veya yart zamanl
gorevlendirmeyle gelen  personel eliyle
yurttiilir.

2. Kamu kurum ve kuruluslar1 ile
yiiksekogretim kurumlart personelinden
aragtrma  altyapisinda  hizmetine ihtiyag
duyulanlar kendilerinin istegi ve c¢alistiklart
kurum ve kuruluglarin muvafakati ile tam veya
yart zamanli olarak ¢aligtirilabilirler.

3. Arastirma altyapilarinda midiir, miidiir
yardimcisy, tam zamanli aragtirmaci, yari
zamanli aragtirmaci, teknisyen ve destek
personeli istihdam edilebilir.

4. Kamu personeli hari¢ olmak iizere, aragtirma
altyapilarinda  ¢alisan Ar-Ge ve destek
personelinin bu gorevleriyle ilgili ticretleri gelir
vergisinden, bu kapsamda diizenlenen kagitlar
damga vergisinden miistesnadir.

Industrial ~ Property | 2016 Ustiin zekal1 bireylerin egitimi ve istihdamina
Act-6769 yonelik bir madde bulunmamaktadir.
New Economy | 2020 1.Isgiici  piyasasinda  is-beceri  uyumu

Program 2021-2023

arttirtlacak ~ ve  esneklestirme  adimlari
atilacaktir.

2.Kamu yatirimlarinda oncelikli imalat sanayi
sektorlerine ve bu sektorlere yonelik beseri ve
fiziki  altyapiy1  giiglendirecek ~ AR-GE,
dijitallesme, insan kaynaklari, lojistik ve enerji
gibi yatay alanlar ile tarim, turizm ve savunma
sanayi alanlarma oncelik verilecektir.
3.Nitelikli insan  kaynagi havuzunun
biiyiitiilmesi faaliyetleri siirdiiriilecektir.

4.25 yas alt1 gengler ve 50 yasin {istiinde olan

calisanlarin istthdam edilebilirliklerini
kolaylagtirmak i¢in daha esnek kosullar
saglanacaktir.

5.10 giinden az calisan 25 yas alti genglerin
daha kolay istihdam edilmesine imkan
saglayacak diizenleme ile genglerin deneyim ve
beceri kazanmalar1 saglanacak ve isverenlerin
gengcleri tercih etmesi desteklenecektir.
6.Kayith igsiz profillerinin ¢ikarilmasina ve
aktif igglici programlarimin profil temelli
sunumuna yonelik ¢aligmalar yapilacaktir.
7.Mesleki ve teknik egitimin igerigi ile hayat
boyu o6grenme ve aktif isgiicli programlari,
belirlenen odak sektorler basta olmak iizere reel
sektoriin gelecekteki ihtiyaclar1 da dikkate
almarak isglicli piyasasinda talep edilecek
becerileri kazandiracak, nitelikli beseri sermaye
ihtiyacin1 karsilayacak ve kurumsal kapasite
kayiplarim1  en aza  indirecek  sekilde
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planlanacaktir.

8.Imalat, bilgi ve iletisim sektorlerinde yasanan
nitelikli  igglici  ihtiyacainin  giderilmesi
amaciyla  sektdor odakli  igbasi  egitim
programlar1 diizenlenecektir.

9.Bilgi teknolojileri alaninda kariyer sahibi
olmak isteyen 1 milyon vatandagimiza
diizenlenecek iicretsiz egitimlerle
yetkinliklerini gelistirme firsati taninacak ve
igverenlerin vatandaglarimizin 0zgegmis
bilgilerine hizli ve kolay erisimi saglanarak
istihdam olanaklari artirilacaktir.

10.Eylem ve Projeler: Ulkemizde 6zel egitime
ihtiyact olan &grencilerin aldiklar1 egitimin
niteligi ve kalitesi artirilacak, bu O6grenciler
Ozgilin tanilama araglariyla tespit edilecek ve
gelisim siirecleri desteklenerek izlenecek, bu
ogrencilerin hem bireysel hem de ilkemiz
ekonomisine katma deger olusturmalari
saglanacaktir.

11.Eylem ve Projeler: Mesleki ve teknik egitim
kurumlarimin  kapasiteleri  sektoriin  iggiicli
ihtiyacina  cevap verebilecek  sekilde
gelistirilecektir.

12.Eylem ve Projeler: Mesleki egitim
kurumlarindaki ogrencilerin edindikleri
bilginin beceri ve iretime doniistiiriilmesi
saglanacak, bu sayede sektoriin isgiicii
ihtiyacina cevap verebilecek nitelige sahip
bireyler sektorle isbirligi i¢inde yetistirilecektir.
13. Eylem ve Projeler: 81 ile 100 Dene-yap
Teknoloji  Atolyesi  kurulacak;  genclik
merkezlerinde 2021 yilinda 35 bin gence
algoritma, programlama, web ve mobil
uygulama gelistirme, robotik ve elektronik
egitimleri verilecektir.

14. Eylem ve Projeler: Genglerin isgiicii
piyasasina erisimlerini kolaylagtirmak amaciyla
ilgi  duyduklar1 alanlarda  profesyonellik
kazanarak nitelikli bireyler olarak yetismeleri
saglanacaktir.

15. Eylem ve Projeler: Etkili danismanlik
hizmetleri ile genclerin kariyer planlamalarina
destek  verilerek egitim sonrast isgiicii
piyasasina  girisleri  kolaylastirilacak, bu
kapsamda staj portali kurulacaktir.

16. Eylem ve Projeler: Kamuda g¢alisanlarin
yetkinlikleri belirlenecek, hedef ve vyetkinlik
bazli performans degerlendirme sistemi
olusturularak basarili personelin
odiillendirilmesini  saglayacak Kamu Insan
Kaynaklar1 Ydnetim sistemi kurulacaktir.

11th Development
Plan (2019-2023)

2019

1.Mesleki  egitim, isgliciinin  niteligini
yiikseltmeye yonelik gelistirilecektir.

2. Egitim ve Ogretim destegi verilen 6zel
mesleki ve teknik Anadolu liseleri ve meslek
yiliksekokullarinda  destek  verilen alanlar
giincellenerek bu okullarin 6ncelikli sektorlerin
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ihtiyaglarini karsilayacak sekilde ihtisaslagmast
saglanacaktir.

3. Mevcut stajyer destekleri etkinlestirilerek
mesleki  egitimde  Ogrencilerin  iiretim
tesislerinde yari zamanli caligmasini teminen
belirli bir dlgegin iizerindeki firmalarin stajyer
calistirmasi desteklenecektir.

4. Sanayinin ihtiya¢ duydugu isgilicii profili
belirlenecek, bu ihtiyaca doniikk mesleki ve
teknik egitim ortadgretim, fen liseleri ve
yiiksekogretim kurumlarinin Ogretim
programlari giincellenecektir.

5. Mesleki ve teknik egitim okul ve
kurumlarinda  parasiz  yatililik  imkanlar1
artirtlacak, burs O6demeleri ve  Ggrenci
sigortalart iyilestirilecektir.

6. Mesleki ve teknik egitim okul ve
kurumlarinda sektor talepleri ve ihtiyaclar
dogrultusunda Ogretim programlari
giincellenecek, fiziki ortam ve malzeme
ihtiyaclar giderilecektir.

7. Oncelikli imalat sanayii sektdrlerine insan
kaynagi yetistiren mesleki ve teknik liselerin
egitim ortamlarinin iyilestirilmesine, &gretim
programlarinin gelistirilmesine ve mezunlarin
istihdamina yonelik sanayi-egitim is birligi
saglanacaktir.

8. Oncelikli sektdrlerde mevcut isgiiciiniin
niteligi artirilacak, bu sektdrlerde calisabilir
nitelikte insan kaynagi yetistirilmesine dncelik
verilecektir.

9. Oncelikli sektorlerdeki firmalarin Ar-Ge ve
yenilik siireglerinde yer alan insan kaynagi
kapasitesini  gelistirmeye  yonelik  olarak
Universite ve sanayi isbirliginde lisansistii
programlar olusturulacaktir.

10. Oncelikli sektorlere yonelik énlisans, lisans
ve lisansiistii programlarin sayisi ve ¢esitliligi
artirtlacak ve bu alandaki Ar-Ge faaliyetlerine
universiteler nezdinde 6zel 6nem verilecektir
11. Biiyiik firmalarin biinyelerinde kuracaklari
egitim birimlerinde kendi tedarikgilerine
yonelik diizenleyecekleri egitim programlari
tesvik edilecektir.

12. Oncelikli sektérlerde mevcut galisanlarin
becerilerinin gelistirilmesine yonelik STK’lar
tarafindan organize edilen sertifikali egitim
programlari desteklenecektir.

13. Ozel sektorde arastirmaci insan giiciiniin
say1s1 ve niteligi artirtlacaktir.

14. Sanayide ihtiyag duyulan doktora
derecesine sahip nitelikli insan kaynaginin
iniversite sanayi igbirligi ile yetistirilmesi
saglanacak ve sanayide doktorali arastirmaci
istihdamu tegvik edilecektir.

15. Ozel sektdr Ar-Ge merkezlerinde sektore
ve Olgege gore farklilagan oranlarda doktorali
aragtirmaci istihdam etme sart1 getirilecektir.

114




16. Universite ve sanayi isbirliginde, éncelikli
sektorler basta olmak iizere sanayinin
ihtiyacina  yonelik lisansiistii ~ programlar
olusturulacak, bu programlari acan
tiniversiteler tegvik edilecektir

17. Teknoloji Transfer Ofilerinin kurumsal
yapist ve insan kaynagi kapasitesi gelistirilerek
performans odakli olarak desteklenecektir.

18. Ulkemizde Milli Teknoloji Hamlesinin
gergeklestirilmesine yonelik olarak yapay zeka,
nesnelerin interneti, artirilmis gergeklik, biiyiik
veri, siber giivenlik, enerji depolama, ileri
malzeme, robotik, mikro/nano/opto-elektronik,
biyoteknoloji, kuantum, sensor teknolojileri ve
katmanli imalat teknolojilerine iliskin gelisim
yol  haritalarmin ~ hazirlanmasi,  gerekli
altyapinin  tesis edilmesi, ihtiyag duyulan
nitelikli insan kaynaginin yetistirilmesi ve
toplumsal yonelimin bu alanlara odaklanmasi
saglanacaktir.

19. Kritik teknolojilerde insangiicii kapasitesi
artirilacaktir.

20. Kritik teknoloji alanlarina yonelik ihtiyag
duyulan yetenek ve yetkinlikler yapilacak bir
analiz ¢aligmasi ile belirlenecektir.

21. Bu yetenek ve yetkinliklerin kargilanmasina
yonelik  kritik teknolojilerde ihtisaslasmis
disiplinler aras1 lisans ve lisansiistii programlar
acilacaktir.

22. Kiritik teknoloji alanlarinda yetkinligi
kanitlanmis yurt disi egitim kurumlarina diger
alanlara gore farklilasan destek miktarlariyla
lisansiistii 6grenci gonderilmesine yonelik burs
programlari olusturulacaktir.

23. Arastirma altyapilarinin, 6nciil arastirmalar
yapan, nitelikli insan giicii istihdam eden ve
6zel sektorle isbirligi i¢inde ¢alisan bir yapiyla
Ar-Ge ve yenilik ekosistemindeki
etkinliklerinin artiritlmasi saglanacaktir.

24. Ar-Ge personeli sayist ve niteligi
artirilacaktir.

25. Arastirma iiniversitelerinde doktora sonrasi
sozlesmeli aragtirmaci istihdami artirilacaktir.
26. Bakanliklar  biinyesindeki  arastirma
merkezi ve enstitiilerinin  ekosistemdeki
etkinligini giiclendirmek iizere nitelikli Ar-Ge
personeli istihdam edebilmelerine yonelik
diizenlemeler yapilacaktir.

27. Aragtirma deneyimine sahip nitelikli insan
kaynaginin artirilmasini teminen kamu destekli
Ar-Ge projelerinde daha fazla lisans, yliksek
lisans ve doktora bursiyerinin yer almasi
saglanacaktir

28. Ar-Ge personeli ihtiyacinin karsilanmasi
amaciyla ' YOK  100/2000 doktora burs
programinin kosullar1 iyilestirilerek
programdan faydalanan say1si artirilacaktir.

29. Temel bilimlerde nitelikli aragtirmaci insan
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glici kapasitesi ve arastirma faaliyetleri,
oncelikli sektorler ve teknoloji alanlarindaki
ihtiyaglara yonelik artirilacak, s6z konusu
alanlara  yonelik 6zel lisansiisti  burs
programlari gelistirilecektir.

30. Temel bilimlere yonelik lisansiisti burs
miktar1 ve faydalanan sayisi artirilacaktir.

31. Tirkiye’de teknoloji iireten insan
kaynaginin gelistirilmesine  yonelik olarak
genglerin erken yaglardan itibaren teknoloji
alaninda gelisimleri saglanacaktir.

32. Deneyap Teknoloji Atdlyeleri
yayginlastirilacak, 50 bin gencin teknoloji
egitimi almasi saglanacaktir.

33. Bilim atolyeleri ve gezici bilim sergileri
daha ulasilabilir hale getirilerek
yayginlastirilacaktir.

34. Ozel yetenekli cocuklar icin Egitim,
Bilim ve Degerlendirme Kurulu
olusturulacaktir.

35. Universitelerle isbirligi yapilarak zeka ve
yetenek testlerinin niteligi gelistirilecek, zeka
ve yetenek tanillama ve izleme merkezleri
olusturulacaktir.

36. Yatay ve dikey kariyer basamaklarina
yonelik lisansiistii diizeyde mesleki uzmanlik
ve gelisim programlari agilacaktir.

37. Mesleki ve Teknik Egitimde Uretime
Yonelik Yapisal Déniisim ve Istihdam
Seferberligine baglanacaktir.

38. Nitelikli isgiicine yonelik  kariyer
merkezleri artirllacak ve bu merkezlerde
rehberlik faaliyetleri etkinlestirilecektir.

39. Genglerin isgiicli piyasasina  aktif
katilimlar1 ~ desteklenecek ~ ve  istihdam
edilmeleri kolaylastirilacaktir

40. Universite 6grencilerinin isgiicii piyasasina
gegislerinin saglanmasini teminen basta ortak
projeler olmak {izere tniversite-6zel sektor
isbirliklerinin yiirtitilmesi gelistirilecektir.

41. Gengler, igglicli piyasasinda aranan eleman
olmalar1 i¢in ortaokuldan itibaren mesleki
egitime Ozendirilecek, genclerin yeteneklerine
ve piyasa taleplerine uygun egitim almalari
saglanacaktir.

42. Ulkemizden yurt disina dogru yasanan
beyin gociiniin nedenleri analiz edilecek ve bu
analizler ¢ercevesinde nitelikli iggiiciiniin
ilkemizde kalmasint saglamaya ydnelik
caligmalar yapilacaktir.

43. Genglerin sportif, kiiltiirel ve sanatsal
aktiviteler ile ozellikle fen, teknoloji,
miihendislik  ve  matematik  alanlarina
yonelmesini 6zendirecek programlar
gelistirilecektir.

44. Genglerin kisisel, sosyal gelisimleri ile
kariyer planlamalarina  katki  saglayacak
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programlar uygulanacaktir.

45. Tiim egitim kademelerinde 6grencilerin ilgi
ve yeteneklerine uygun tasarim ve beceri
atolyeleri kurulacaktir.
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B. INTERVIEW GUIDE FOR WORKERS

IS YASAMINDA OZNEL iYi OLUSA YONELIK GORUSME PROTOKOLU
(YARI YAPILANDIRILMIS)

Katilimc1 kodu:

Katilimci yasi:

Katilimer cinsiyeti:

Katilimcimin ig yerindeki pozisyonu:
Mevcut isteki deneyim siiresi:

Mezun olunan universite ve bolim:

Merhabalar, oncelikle kendimi ve arastirmanin i¢regini tanitmak istiyorum. Simdi
size soracagim sorular iste nasil hissettiginizle ilgilidir. Bu goriisme yaklasik 45 dk
stirecektir ve goriismeden istediginiz anda ayrilma hakkina sahipsiniz. Goriisme
esnasinda size sorulacak sorularla ilgili etik uygunluk onayr almmistir. Liitfen
dikkatlice dinleyin, is yeriniz hakkinda diisiiniin ve isinizle ilgili cevaplar ve 6rnekler
verin. Isinizle ilgili duygularmzi ve deneyimlerinizi anlamak igin ayrintili drneklere

ve agiklamalara ihtiyag vardir.

1. Isteki calisma enerjiniz acisindan deneyimlerinizi agiklar misiniz?

2. Isteki canliligmiza ilgili deneyimlerinizi agiklar misiniz?

3. Isteki dayanikliliginizla ilgili deneyimlerinizi agiklar misiniz?

4. Isinizdeki azminizle ilgili deneyimlerinizi agiklar misiniz?

5. Isinizde vyiiklendiginiz gorevlerini anlamlilign ve amacgliligi agisindan
deneyimlerinizi agiklayabilir misiniz?

6. Isinizde yiiklendiginiz gérevlerin ilham verici dogasi agisindan deneyimlerinizi
aciklayabilir misiniz?

7. Isinizdeki gorevlerinizi yerine getirirken yasadigimz duygusal cosku agisindan

deneyimlerinizi agiklar misiniz? Isinizde heyecan ya da mutluluk yasamakta mismniz?
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8. Isinizdeki zorluklarla ilgili deneyimlerinizi aciklar misiniz? Isiniz sizi yeterince
zorlamakta midir?

9. Isinizde calisirken zamanmzin nasil gectigi ile ilgili deneyimlerinizi anlatir
misiniz?

10. Isinizde calisirken gérevlerinize odaklanmaniz ile ilgili deneyimlerinizi anlatir
misiniz?

11. Isinize olan baglihginizla ilgili deneyimlerinizi anlatir misiniz?

12. Isinizi yaparken ise dalip gitme ile ilgili deneyimlerinizi agiklar mismniz?

13.Su anki isinizde calismaya devam etseniz, gelecekteki ise bagliliginiz hakkinda
neler sdyleyebilirsiniz?

14. Su anki isinizde calismaya devam etseniz gelecekte su anki isinizle ilgili

duygulariniz acisindan nelerin degisecegini diisiiniiyorsunuz?

119



C. INTERVIEW GUIDE FOR COLLEAGUES

IS YASAMINDA OZNEL iYi OLUSA YONELIK MESLEKTAS GORUSME
PROTOKOLU (YARI YAPILANDIRILMIS)

Katilimc1 kodu:

Katilimci yasi:

Katilimer cinsiyeti:

Katilimcimin igyerindeki pozisyonu:
Mevcut isteki deneyim siiresi:
Mezun olunan tiniversite ve boliim:

Ustiin zekali-yetenekli is¢iye yakinlik:

1. Meslektasiizin isteki calisma enerjisi agisindan goézlemlerinizi agiklar misiniz?

2. Meslektasiizin isteki canliligr ile ilgili gézlemlerinizi agiklar misiniz?

3. Meslektasimnizin isteki dayanikliligina iliskin gézlemlerinizi agiklar misiniz?

4. Meslektasinizin isteki azmi ile ilgili gézlemlerinizi agiklar misiniz?

5. Meslektaginiz icin iste verilen gorevlerin anlamliligi ve amacgliligi hakkindaki
gozlemlerinizi agiklar misiniz?

6. Iste verilen gorevlerin meslektasiniz igin ilham verici dogasi hakkindaki
gozlemlerinizi agiklar misiniz?

7. Meslektasinizin igyerinde verilen gorevlerdeki coskusuyla ilgili gézlemlerinizi
meslektaslarmiza agiklar misimz? Isteki heyecan ya da mutlulugu goézlemlediniz mi?
8. Meslektasiniz icin iste verilen gorevlerin zorluk diizeyine iliskin gdzlemlerinizi
acgiklar misiniz?

9. Meslektaginizin ¢alisirken nasil zaman gecirdigine iliskin gozlemlerinizi agiklar
misiniz?

10. Calisma sirasinda meslektaginizin goérevlere yogunlasmasina (odaklanmasina)
iliskin gozlemlerinizi agiklar misiniz?

11. Meslektaginizin ise baghiligma iliskin gozlemlerinizi agiklar misiniz?
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12. Meslektasinizin isine dalip gitmesine iliskin iligkili gézlemlerinizi agiklar

misiniz?
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D. UTRECHT WORK ENGAGEMENT SCALE

UTRECHT iS YASAMINDA OZNEL iYi OLUS OLCEGI

Asagidaki 17 ifade, iste nasil hissettiginizle ilgilidir. Liitfen her ifadeyi dikkatlice
okuyun ve isinizle ilgili boyle hissedip hissetmediginize karar verin. Bu duyguyu hig
yasamadiysaniz, ifadeden sonraki boslukta yer alan “0” (sifir) segenegini
isaretleyiniz. Bu duyguyu yasadiysaniz, ne siklikta bdyle hissettiginizi en iyi

tanimlayan sayiy1 (1'den 5’e kadar) isaretleyerek belirtin.

Hig¢ uygun degil = 1
Uygun degil =2
Biraz uygun =3
Uygun =4

Tamamen uygun =5

. Isimde kendimi enerji dolu hissederim. ( )
. Isimde kendimi giiclii ve ding hissederim. ( )
Sabah kalktigimda ise gitmek i¢in istekliyimdir. ( )

. Ara vermeden uzun siire ¢alisabilirim. ()

1
2
3
4
5. Isimde kendimi zihinsel olarak olduk¢a ding hissederim. ( )
6. Calisirken isler yolunda gitmese bile azimle ¢aligmaya devam ederim. ( )
7. Yaptigim isi anlamli ve bir amaca hizmet ediyor buluyorum. ( )

8. Isime kars1 istekli ve hevesliyim. ()

9. Isim bana calisma sevki verir. ()

10. Yaptigim isle gurur duyuyorum. ( )

11. Isimi ilging ve 6zel bulurum. ( )

12. Calisirken zaman su gibi akip gider. ()

13. Calisirken etrafimdaki her seyi unuturum. ()

14. Yogun bir sekilde calisirken kendimi mutlu hissederim. ( )
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15. Calisirken tamamen isime konsantre olur dalar giderim. ( )
16. Calisirken kendimi isime kaptiririm. ()

17. Calisirken bunun hi¢ bitmemesini isterim. ()
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E. CODING FRAME FOR GIFTED WORKERS

Codes Categories Themes Examples Examples from colleague
High energy at | Expected worker | Varying “Genel olarak enerjimin yiiksek oldugunu sdyleyebilirim” | Giin igerisinde enerjisi diismeden siirekli olarak
work energy at work work (0602G) verimli ¢alisabiliyor. (0602GC)
engagement
under the | Yiiksek oldugunu disiiniiyorum ¢linki isimi severek | Evet, meslektasim c¢alisma enerjisi yiiksek bir
effect of | yapiyorum alakasiz isler olmadigi siirece yiiksek bir enerjiyle | kisidir. Projelerine ve gorevlerine olan tutkusu s6z
varying yapiyorum. (0614G). konusudur(0614GC)
vigor of
Conditional workers

energy at work

Waves in energy
at work

Decreases in
energy at work

Low energy at
work

Loss of energy
at work

Bence herkesin ¢aligma enerjisi dalgali. Sabit bir is enerjisi
yok. Insanlar bunu bazen diisiiriiyor bazen yiikseltiyor. Her
sey ¢ok iyi ya da ¢ok kotii demiyorum olagan bir sekilde
ilerledigimi diisiiniiyorum 8 yilin sonunda. (0611G)

Meslektasim, enerjisi ve ¢evikligi sayesinde, katma
degeri  yiiksek islerde o6nemli  bir fark
yaratabilmektedir. Ozel yetenekleri ve aktif ¢aligma
tarziyla One ¢ikmaktadir. Bu, onun gigli i¢
motivasyonu ve iyi bir enerji yonetimi becerisine
sahip oldugunu gosterir. (0611GC)

Aslinda degisken enerjim var ve degisim egrisi azalan bir
yonde ilerliyor. Tamamen ben kaynakli ve benim
motivasyonum kaynakli degil. Bir proje bazl calisma stili
uygulanmaya c¢alisirken benim oldugum yerde projelere
yukaridan bakilacak yerden arastirildigi icin biirokratik
engeller Oniimiize ¢iktig1 ig¢in  mihendisligin tasarimi
kisitlantyor ve motivasyonum diisiiyor(0604G)

Kendisine atanan gorevler ve is tamimlan
konusunda, istenen c¢ikti elde edilene kadar ve
sonrasinda da enerjisini korudugunu sdyleyebilirim.

(0604 GC)

Is yerimde pek bir enerjim olmuyor ¢alisma saatleri ok uzun
oluyor erken mesaiye gidiyorum genelde uykulu oluyorum
sabahki mesaime yansiyor mesai saatleri ¢ok uzun bu benim

Ise kars1 ve iilkeye karsi motivasyonu diistiigii igin
azaldi. (0605 GC)




GZt

enerjimi ¢ok fazla sOmiiriyor haftalik tamamlamamiz
gereken mesailer oldugu igin. (0605G)

Aslinda su anda karma bir ¢aligma metodu izliyoruz evden
daha  rahat caligsam da ig yerindeki enerjiyi
saglayamiyorum(0606G)

Motivasyon kirici olaylar oldu. Yaptigim iste hatam olmadan
bir giivensizlik oldugu i¢in ilk ise basladigimdaki enerjim
yok.(0607G).

Calisma ortaminda enerjisi yiiksektir. (0606GC)

Isteki enerjisi genelde yiiksek olsa da biraz iizerine
calistigi probleme harcadigi vakit ile elde ettigi
basar1 oranina bagli olarak enerjisi degiskenlik
gosterebilmektedir. (0607GC)

High vitality at
work

Conditional
vitality at work

Convenient
vitality at work

Aslinda benim is yerim 55 km uzaklikta ama arabayla bile
gittikten sonra bile zinde bir sekilde ¢alistyorum. (0606G).

Genelde zindeyim. Acikma gibi fiziksel etkiler olmadigi
stirece zindeyim. Yemek sonrasi daha zindeyim. (0614G)

[se odaklandiginda daha  zinde
diistiniiyorum. (0606GC).

oldugunu

Meslektasim fiziksel ve mental olarak da zinde
goriiniiyor. Enerjisini kaybetmiyor. (0614GC)

Is esnasinda bitkinlik yasamadim su ana kadar, ama isten
sonra nadiren yasayabiliyorum. (0602G).

Is biraz erken basladigi icin zorluyor beni. Cok zinde
oldugumu sdyleyemeyecegim. (0603G).

Calisma zevki yine dogru orantili enerjim fazla olunca
zindeligim de daha fazla oluyor. Ama bu donem ddonem
degisebilen bir sey(0618G)

Zindelik, enerjiden ayiramiyorum. Enerjiden ¢ok farkli degil.
Zindeligi etkileyen seyler benzer. Enerjiye ¢ok benzer.
Hastalik falan etkiliyor olabilir belki. Bu zindeligi manipiile
eden ¢ok fazla dis etken var. (0611G)

Gorece erken Dbaglayan mesai  saatlerimiz
zindeligimizi olumsuz etkileyebilecek seviyedeyken
calisma meslektagim istikrarlt bir sekilde gorev
bilinciyle zindeligini yiiksek seviyede
gostermektedir (0603GC).

Kisisel yasamindaki zorlu zamanlarda bile enerjisini
koruyabilme yetenegine sahip, is hayatindaki
gozlemleyebildigim her asamada enerjik ve aktif
kalmay1 basarir. (0611GC)




9¢1

Sabah genellikle herkes uykulu oldugundan bana da yansiyor
bir saat toplantilarla gegiyor herkesin enerjisi diisiik oluyor
yemek saatine dogru herkes kendine geliyor. (0630G)Sabah
uyanmakta zorluk ¢ekiyorum erken buluyorum calisma
saatlerini. Ogleden sonra enerjimde sorun olmuyor(0630G)

Forced vitality at
work

Low vitality at
work

Unsuitable
vitality level at
work

Is yogunlugundan dolayr zinde olmak zorunda kaliyorum
(0602G).

Giliniin basinda ne kadar acgik zihinle galisiyorsa
ayni sekilde bitiriyor. (0602GC)

Cok ding olamiyorum o&zellikle kis mevsiminde hava
aydinlanmamig oluyor bu beni depresif bir ruh haline
sokuyor genelde ¢ok hareketli bir insanim sadece sigara
icmeye tuvalete kaliyorum ne yazik ki giinlerim ¢ok zinde
gecmiyor. (0605G).

Isteki zindeligi baslarda daha iyiydi fakat sonralari
azald1. (0605GC).

High endurance
at work

Expected worker
endurance at
work

Normal insanlardan ¢ok ¢ok fazla dayanikliligim oldugunu
disiinliyorum.30-35 saati asan mesailerde ¢alismisligim
olmugtur. (0602G).

oldugunu

Dayanikliligimin yiiksek diigiiniiyorum.

Dayanikliyim. (0603G).

Severek yaptigim is oldugu zaman uzun siire ¢aligabilirim.
Eger yapmaktan keyif alacagim bir is ise dayaniksiz
oldugumu soyleyemem. (0607G).

Insan iliskileri disinda teknik konularda daha dayanikliyim.
(0611G).

Bazi durumlarda bosluksuz gilinlerce devam
edebildigine sahit oluyorum. Gerekli oldugu
durumda gece giindiiz galigabiliyor (0602GC).

Maratonun i¢inde azami dayanikliligi gdstererek
konular1 nihayetlendiresiye kadar iistiine
gitmektedir(0603GC).

Fiziksel olarak yani siire olarak dayaniklilik olarak
bakarsak agik¢asi 8 saati gegtikten sonra yorgunlugu
katlanarak artmaktadir. (0607GC). Psikolojik
baskiya dayaniklilik acgisindansa eger baskilar
kisiligine degilse dayanikli birisidir. (0607GC).

Her asamada enerjik ve aktif kalmay1 basarir. Bu
durum onun direngli ve dayamkli bir yapisini
gostermektedir(0611GC).




LCT

Yiiksek verimlilikle ¢alistyorum iizerinde baski olmadigi igin
ekstra bir direng katkisi oluyor basarisizliklariniz ise size bir
zarart olmamasindan dolayr {izerinizde herhangi bir baski
yaratmiyor(0606G). Calismada mesai saati azaldigi igin
dayanikliligim ¢ok artti. (0606G).

Tecriibeyle gelen bir dayaniklilik artist var. Olumsuz
sonuglara elestirilere kriz senaryolarina daha dayanikli bir
halde oluyorsun. (0618G).

Mesai saatleri ve ¢alisma sartlar1 zorlastikga ise olan
inancint kaybettigini diisiiniyorum bu da verimini
diistiriiyor. Uzun mesai saatleri ve yogun calisma
temposundansa daha kisa ve dinamik calisma
temposuna daha uygun oldugunu
diistiniiyorum. (0606GC).Motive oldugu is olsa da
kotu kosullar devamlilik gosterirse dayanikliliginin
tilkendigini diigiiniiyorum. (0606GC). Motivasyonu
yiikksek bir iste dayaniklilik suresinin daha fazla
oldugunu diigiiniiyorum. (0606GC).

Increases in

endurance at

work

Vulnarable Unsuitable

endurance at | worker

work endurance at
work

Projeler yogun oldugunda dayanikliligim azaliyor. Cok fazla
insanin yonetilmesi gereken durumlarda dayanikliligim
azaliyor. Fikir degistirmek zorunda kaldigimda da

dayanikliligim azaliyor sartlar degistiginde ve fikirler
degistidiginde dayanikliligim azaliyor. (0611G).

Dayaniklilik olarak yogun doénemlerde daha uzun siireli ve
sik1 ¢calismam gerekebiliyor bu daha yorucu oluyor ve daha
fazla dayaniklilik gerektirebiliyor hem mental hem fiziksel o
donemleri de atlatabiliyorum. (0614G).

Meslektasim uzun siiren ¢aligma saatleri ve yogun
projelerle basa ¢ikmak konusunda ortalamanin
tistiinde dayaniklilik gosteriyor(0614GC).




8¢l

Non-resilience
work

at

Bu konuda direngli oldugumu diisiinmiiyorum. Direngli bir
caligan oldugumu séyleyemem. (0605G).

En zor gorevler hep ona veriliyordu. En zor
gorevlerin meslektagima verildigini diisiiniiyorum
(0605GC). Dayanikli biriydi bence. Onca sey
yasamasina ragmen son teslim tarihinden dnce tiim
gorevleri eksiksiz yerine getiriyordu. Ben dayanikli
bir insan olarak goriiyorum. (0605GC).

Normal insanlara gore daha fazla azimli oldugumu
distiiniiyorum. Yeni bir seyler ortaya ¢iktiginda beni daha da
azimlendiriyor. (0602G).

Problem ¢ézmeye ¢alisiyoruz miisteri tarafindan bir problem
belirtildiginde azimli bir sekilde sonuca ulasabiliyorum.
(0603G).

High Expected worker
perseverance at | perseverance at
work work
Conditional

perseverance at

work

Decreases in | Loss of worker
perseverance at | perseverance at
work work

Isin bir miktar beklentisi kalitesi veya bir &nceki isiniz
azmimi etkileyebiliyor. Isimdeki azmim verilen islere bagh
basit igler verildiginde azmim azaliyor. (0606G).

Yonelmek istedigim alana uygunsa c¢ok titiz yapmaya
calisiim ve azimliyimdir. Ozellikle sonraki gelen igin notlar
da alirim. (0607G).

Bana  faydali  olacagim1  diislinmiiyorsam  azmimi
koruyamiyorum  bosa  emek  harciyormusum  gibi
hissediyorum. (0607G).

Muhalif seyler oldugunda fikrimi beyan ediyorum engel
konulmaya ¢alisildiginda bunu yapmasaydin gibi seyler
oldugunda azimli bir sekilde iistiine gitmeye ¢alistifim ¢ok
oldu. (0604G). Hemen g¢ekilmiyorum uzun siire kendi
yoneticimi ikna etmeye c¢alistiyorum. Tekrar yapalim




6¢1

Mild
perseverance  at
work

Unperseverance
at work

tartigmay1 agiyorum yapsak mi? Seklinde soruyorum. Bir
segenek daha gotiiriiyorum. (0604G). Artan bir grafigi vardi
azmimin ama sonra azaldi. (0604G).

Benim is tecriibemim ilk baslarinda azimliydim. Ornekle
aciklayacak olursam iistiim ¢arsamba giinii teslimati olan bir
isi onceki hafta Cuma sOylemisti ve degisiklik yapilmasi
lazimdi ancak Oniimiizde pazartesi ve Sali vardi ama hafta
sonu mesai yapip gece yarilarina kadar kalip caligmistik.
(0605G). Azimli bir c¢alisan degilim ve c¢ok kot bir
calisanim. Ama beni kotii yapan da benim yoneticilerim bunu
da hesaba katmak lazim. Yillarin getirdigi yorgunlukla azimli
calismay sonraki donemlerde yapamiyorsunuz. (0605G).

Ben elimden geleni yapiyorum(0614G).

Ust konum teklif edildiginde daha azimli calisim ama
degisen bir sey de yok, elimden geldigince azimli bir sekilde
calisiyorum(0630G).

Tecriibeyle dogru orantili. Oturup 10-20 saat ugrastigim sey
olmuyor daha rahat nasil yapilabilecegini 6grendigimden
azimli bir sekilde ¢alismiyorum. (0618G).

Meaningfulness
and
purposefulness of
tasks at work

Meaningful and
purposeful tasks
at work

Varying
work
engagement
under the
influence of
varying

dedication of

Simdiki isimde agik yazict yapiyoruz ve sonucunu aninda
gorebiliyoruz. Biz kullanicilara hitap ettigi i¢in ¢ok net bir
sekilde gorebiliyoruz. Genel olarak yaptiklarimiz anlamli
diyebilirim. (0606G).

Pratikte kullanilan bir isin onun i¢in daha anlamli

oldugunu  diisiiniyorum. Yaptig1 is, pratikte
kullanilan ~ bir isse daha ilgisini ¢ektigini
distintiyorum.  Verdigi emegin somut olarak

gorebildigi islere daha fazla anlam yiikledigini
diistiniiyorum. (0606GC).
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Conditional
meaningfulness
of tasks at work

Purposefulness of
tasks at work

Differences in
assigned and
planned tasks at
work in terms of
meaningfulness

Meaninglessness
of tasks at work

Meaninglessness
and
unpurposeful
tasks at work

workers

Eskiden beri yaptigim ayni seylere destek verecek bir is
akigim var ama title alacagim i¢in anlamsiz gelmiyor ve
ekstra bir is yapmiyorum(0630G).

Genel olarak firmada kullandigim sistemde giinii kurtaracak
isler s6z konusu degil, toplantilarda giinliik isleri isveren
gorebiliyor. O sebeple uzun vadeli isler dogrultusunda
calistyoruz, yani amagli isler yapiyoruz. (0602G).

Aslinda gorevler anlamli daha dogrusu tanimlanan gorevler
anlamli. Ama yiiklenen gorevler her zaman anlamli ve amacl
degil bu problemli. Tanimli gorevin aksine yiiklenen gorev
farkli. Mithendislikte amelelik diye tabir edilen gorevler var.
Yiiklenen gorevlerde bu fazla. (0611G).

Meslektasima verilen gorevler, projelerin ilerleyisi
ve basarisi agisindan kritik bir dneme sahip olacak
sekilde teknik ve stratejiktir. (0611GC).

Anlamlilig1 agisindan bazilari anlamli olmuyor ¢ogu zaman,
ornegin  firmada  veri  analizini excel iizerinden
yapabiliyorum(0602G). Diger insanlarin anlamadigi seylerle
ilgili ek anlamsiz is yiikii olusabiliyor (0602G).

Anlamlilik agisindan kendimize bir sey katmayacak isler
yaptyoruz ama bu islerin de yapilmasi gerekiyor bazen kafa
yormadan yapmamiz gereken isler oluyor(0603G).

Pek degiller. Anlamli ve amacli degil. Herhangi bir dayanak
bulmaya calisiyorum ama amaci ve anlamliligi olmayan isler
geliyor. (0604G). Askerlerle is yapiyoruz askerde bos
durmamak i¢in is uydurulur. Ayni oradaki gibi bos isler
yapiliyor. Anliyorum ki oyalansin diye o isi vermis. (0604G).

Ben genellikle yaptigimiz islerin gosteriden ibaret oldugunu
diisiiniiyorum. Ust kademe yoneticilere sov yapabilmek adina

Yaptig1 isleri anlamli buluyorum. Anlamsiz buldugu
islerde kabul etmek yerine mantigina oturana kadar
tartigmayi tercih ediyor. (0602GC).

Iste verilen gorevlerin anlamliligi meslektagimin
gorev tanimi  ve gelisme alanlartyla  birebir
ortiismektedir. (0603GC).

Eger isi seviyorsa ve ona anlamli geliyorsa ¢ok iyi
calistyordu (0605GC).
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Unpurposefulness
of tasks at work

yaptigimiz igler bolca var. (0605G).

Pek degiller. Anlamli ve amagh degil. Herhangi bir dayanak
bulmaya calistyorum ama amaci ve anlamliligi olmayan igler
geliyor. (0604G). Askerlerle is yapiyoruz askerde bos
durmamak ig¢in i uydurulur. Ayni oradaki gibi bos isler
yapiliyor. Anliyorum ki oyalansin diye o isi vermis.
(0604G).

Isyerindeki birimimizde kendisine ayrilmis bir
calisma tanimi mevcuttur. Bu ¢alisma taniminin;
hem girdi kisminda organizasyonel semada daha
kiigiik ¢alisma tanimlarindan destek aldigini, hem
de c¢ikti olarak is tanimimizin sonucuna hizmet
ettigini soyleyebilirim (0604GC). Lakin, aramizdaki
en tecriibeli olmasindan kaynaklandigini
diisiindiigim sebeplerle, bazi zamanlar alani
olmayan c¢aligma tanimlarinda gorevlendirildigine
sahidim (0604GC).

Inspirational
experiences  at
work

Conditional
inspirational
experiences at
work

Inspirational
work

Emniyet kritik sistemler var mesela ben bazen aa bdyle
miymis dedigim durumlar oluyor. Ufuk agic1 isleri
gorebiliyorum insan emniyeti tizerine. (0611G).

Enteresan sorular konuya farkli bakig agisi goérebiliyorum.
Mesela bunlar bana yeni bakis agist katabiliyor(0614G).

Meslektagima verilen gorevlerin teknik ve stratejik
dogasi, onun i¢in ilham verici bir nitelik
tasimaktadir. Bu durum meslektasimin profesyonel
yeteneklerini  sergilemesine, dolayisiyla siirekli
olarak Ogrenme ve yetenek gelistirme siirecine
yonlendirmektedir. (0611GC).

Iste verilen gorevler daha az idari islerle alakal
oldugu siirece, meslektasimin daha fazla ilham
aldigini soyleyebilirim(0614GC).

Yaptigim islerin sonuglarini gézle gorebildigim zaman ilham
veriyor emek verdigin seylerin sonuglarint géremediginde ve
bagkalar1 tarafindan deger goremediginde bu biraz ilham
kiric1 olabiliyor(0618G).

Scarcity of
inspirational
experiences  at
work

Unsuitable
inspiration
experiences
work

at

Cok sik oldugunu iddia edemem ama ayda bir defa da olsa
zevk veren igler aliyorum ve ilham veriyor bu isler. Bazi
gorevlerde ben bunlar1 yasadim ve bunlar ger¢ekten ilham
verici iglerdi. (0602G).

Genel anlamda ilham verici isler yapan birisi. Son
zamanlarda stabil gorevler aliyor ve bundan dolay1
ilham verici olamayabiliyor. (0602GC).
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Uninspirational
experiences  at
work

High enthusiasm
at work

Expected worker
enthusiasm

Hi¢ zannetmiyorum. Ilham verici potansiyeli var belki ama
birinin ilham vermesi ya da ben hi¢ diisiinmiiyorum. Oyle bir
tecriibem yok. (0604G).

flham verici bir dogas1 var diyemem. Miithis ilham verici
degil. Yazici yapiyoruz. (0606G).

Su anki yaptifim isin ilham verici i3 yaptigimi
diistinmiiyorum. (0607G).

Kendisinin tahsiline devam ettigi boliimle dogrudan
baglantili bir boliimde ¢aligtigini diistinmekteyim.
Bu durumun da kendisine ¢izdigi kariyer ve hayat
basamaklarinda pozitif etkilerde bulundugunu
digiiniiyorum. (0604GC). Verilen gorevlerin yerine
getirilmesi yolunda diizenli ¢alisan ve organizasyon
yetenegi bulunan bir ekip arkadasi oldugunu
gozlemledim. Bu durumun sebebinin de kendisine
verilen igi coskuyla kabul edip bu coskuyu calisma
bir ¢iktiya ulasana kadar korumasi oldugunu
diistintiyorum. (0604GC).

Verilen islerin igerigine gore bir ilham edindigini
diisinmiyorum, fakat isleri birlikte yaptig
insanlardan bir ilham alabilecegini diigiiniiyorum.

(0607GC).

Calisma azminden degilde, bir isi basarmaktan keyif alan
yapim geregi, is bittiginde ne giizel oldu diyip heyecan
duyuyorum (0602G).

Tasarimc1  oldugunuz igin tasarladifimiz  sistemlerin
tiretildigini gérmek ve tstline diigen gorevi yerine getirmesi
beni mutlu ediyor. (0603G). Sistem iiretildikten sonra test
edilmesi heyecanlandiriyor. (0603G).

Bizim isimizde heyecan ve mutluluk ¢ok fazla. Yaptiginiz
isin tamami ortaya ¢ikinca coskunuz artryor. Son basarili test
coskunun doruga ¢iktigi noktalar oluyor. (0611G).Giiniin
sonunda cosku yillardir emek verdiginiz iriiniin ortaya
¢ikmast ve insanlarin hizmetine sunulmasi gurur verici.
(0611G).

Cok heyecanli gormedigimi sOyleyebilirim ama
mutlulugunu  her tamamladigi gorevden sonra
gozlerinde goriiyorum (0602GC)

Ozellikle basarili sonuglanan is paketlerinin verdigi
heyecan ve mutlulugu somut olarak goéze
carpmaktadir. (0603GC).

Meslektasim, katma degeri yiiksek, yenilik¢i ve
zorlu olan goérevlere karst biiyliik bir cosku ve
heyecanla yaklagmaktadir. Bu gorevler,
meslektasimin potansiyelini tam anlamiyla ortaya
koymasina ve kendini gelistirmesine olanak
saglayan firsatlar sundugundan giin igerisindeki
enerji seviyesi ve nesesi gozle goriilir sekilde




€eT

Heyecan ve mutluluk yagamaktayim. Gorev bitirme hazzi ve
katkida bulunma hazzi bunlar beni mutlu ediyor. insanliga bir
katkim oldugunu diistiiniiyorum(0614G).

artmaktadir. (0611GC).

Gorevleri coskuyla yapma konusundaki mutlulugu,
meslektagimin igini keyifle ve coskuyla yaklagmasi,
calisma  ortammm1  olumlu  bir  enerjiyle
doldurmaktadir. (0611GC).

Meslektagimin igine heyecanla ve mutlulukla
baktig1 ve yaklastigi asikar (0614GC).

Isimde heyecan ve mutluluk yastyorum ama ne kadar yeni
seylerin problemlerin iistesinden geldigimde
yastyorum(0618G).

Mutluluk yasadigimi sdyleyebilirim yeni bir siiriim ¢iktiginda
ve pozitif feedback aldiginda mutlu oluyorum bir isi
tamamlamak mutluluk veriyor(0630G).

Conditional

enthusiasm at

work

Decreases in | Loss of
enthusiasm at | enthusiasm  at
work work
Unenthusiasm at

work

Heyecan bir yerden sonra kalmiyor ilk baslarda ¢ok
heyecanli olabiliyoruz yeni bir ise baslamigsak ilk basta
heyecanli oluyoruz ama sonradan eski heyecanimizi
bulamiyoruz. Cok da heyecanli degilim. (0605G).

Heyecan vs. bir sey yok. Temeldeki motivasyon giinii
tamamlamak bu hafta sununla oyalanin. Heyecan degil de
sinirle karsilagiyoruz verilen gorevleri. (0604G).

Aslinda yaptigim isten ¢ok biiyilk bir is yaptigim
diisinmiiyorum. En mutlu oldugum giin maasimin yattig1
gin. Diinyaya ¢ok biylik bir katki sundugumu
diisiinmiiyorum hatta diinyaya zararh (0606G).

Su an igin heyecan veya mutluluk yasadigimi sdyleyemem.
Yaptigim isten ¢ok memnun olmadigim i¢in. (0607G).

Motivasyonu yiiksek ve deger gordiigii bir ortamda
calistyorsa ¢ok daha heyecan ve heves dolu
calistigin1 sdyleyebilirim. Gorevlerini bitirdik¢e ve
kendi yaptigi ise saygi duyulduk¢a mutlulugunun ve
tatmininin arttigini diigtinityorum. (0606GC).

Isini kendi igin yeterince kompleks bulmadiginda
heyecanli ve mutlu olmuyor. Bu isini de yeterince
kompleks bulmadigini diisiiniiyorum. Dolayisiyla
bu isinde c¢ok coskulu calistigini sdyleyemem.

(0607GC).Isine saygisindan Ozen gdsterse
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de, cosku ve azmi o kadar yiiksek degil.
(0607GC).

Postive challenge
experiences  at

Expected
challenge

Fazlastyla zorlamaktadir. Uzerimize diisen proje sayisi ve is
sayist ¢ok fazla. Kiiciik hatalar biiylik sorunlara yol
acabiliyor. Zor bir i§ yaptigimi sdyleyebilirim. Zorlaniyorum
ama siirece alistigim igin eskisi kadar zorlanmiyorum etkisi
bana ¢ok yok. (0603 G)

Isimin beni yeterince zorladigm diisiiniiyorum. Yolda gecen
stireyi de katarsam haftalik 55 saat ayiriyorum aslinda ¢ok
daha fazlasim kapsiyor. (0605 G)

Isim kariyer anlaminda 6grenme ve Ofrenme becerilerimi
zorlama konusunda hosuma gider. (0607 G)

Isimin beni zorladigim diisiiniiyorum genelde dalgalanma
yasasak da kendime ayiracagim zaman olsun yeterince
zorladigimi distiiniyorum. (0630 G). Zorluklar1 konusunda
kisitlayict  deadlinelardan bahsedebilirim. Aniden isler
geliyor o sekilde isler olunca mesaiye kalma vs farkli
¢oztimler olsun farkli sekillerde yapmaya c¢alisiyoruz (0630
G)

Problemlerin zorluk seviyesi oldukga yiiksek olup
[onun] alisilmigin disindaki yetenegini
gerektirmektedir. (0603GC).

Verilen gorevler zor olsa dahi kendisini gelistirmek
istedigi alanlarda degil. Bu sebeple bence kendisi
icin zor olmasa dahi zor gelebiliyor. (0607 GC)

Biz 3 programci olarak c¢alistyoruz, benim sorunum
oldugunda diger arkadaslardan destek alarak ¢o6ziiyorum.
Zorlanmaya bagladigimda ydnlendirmeyi tercih ediyorum.
(0602G).

Bazi noktalarda is arkadaglarina yardim etmek igin
kolay islerle ugrasiyor fakat kendi gérevlerinin zor
gorevler oldugunu soyleyebilirim. (0602GC).

work experiences  at
work

Collaboration in

challenging tasks

at work

Decreases in | Unsuitable

challenge level at | challenge at

work work

Zorlamak gelistirmeye yonelikse; sekiz yilin sonunda eskisi
kadar zorlamiyor konfor alanindayiz. Ama ilk yillarim biraz
daha zorluydum (0611 G)

Zorlu durumlari, firsatlarla birlikte gorerek, kendini
gelistirmek i¢in bu zorluklarin {istesinden gelmeye
yonelik  adimlar  atmaktadir. (0611  GC)
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Unchallenged
worker

Challenges out of
work
requirements

Aslinda bu zorluk egrisi giin gectikce azalan bir sey. ilk
basladigimda yeni bilgiler 6grenmem ve uyum saglamam
gereken seyler zordu ama alisma ve deneyimle zorlugu
azaltiyor. (0618 G)

Meslektasima verilen gorevlerin biiyiik bir kismu
yenilik¢i ve zorlu islerdir ve yiiksek teknoloji
unsurlar1 igermektedir. Bu gorevler, ileri diizeyde
teknoloji kullanimini gerektiren  projeleri
kapsamaktadir. Verilen gorevler, teorik arastirmalar
yapmayl ve benzer sistemlerin ayrintilariyla
incelemeyi gerektiren 6zel konular1 igermektedir.
Bu gorevler, derinlemesine analiz ve arastirma
gerektiren alanlari kapsar. (0611 GC).

Meslektagim is yerinde en stresli ve yogun olan bir
boliimde ¢aligmaktadir. Herkesin kaldirabilecegi bir
tempo olmamakla birlikte duygusal dayanikliligi
yiikksek karakterlerin yapabilecegi bir boliimdiir.
(0618 GC)

Isim beni gok zorlamiyor. En zorlandigim sey yabanci bir
ortamda bulunmak, calisma prensibine aligkin degilim.
Stiregler biraz zor. (0606 G)

Isim beni ¢ok zorlamiyor bununla ilgili pek bir sey
diyemeyecegim. (0614 G)

Genel gozlemim kolaydan zora dogru bir gorev
gecis sureci yasadigidir. Sevdigi bir is yaptiginda
sorumluluk almaktan ¢ekinmez, isler zorlagsa da
bitirmeye ¢alisir. (0606 GC)

Meslektasim i¢in iste verilen gorevlerin zorluk
diizeyi Onemli. Daha zorlayici ve karmagik
konularla ugrasmak, onun i¢in daha tatmin edici
oluyor. (0614 GC)

High
commitment to
the work

Commited
worker

Ben ciddi diizeyde bagh oldugumu diisiiniiyorum. Isimi
bitirmeden firmadan ¢ikmiyorum, gerekirse gece gerekirse
giindiiz isi tamamlamadan ¢ikmiyorum (0602G).

Isimi seviyorum. Sirkete baglilik degil de meslege ve ise
baglilik. Mutluyum diyebilirim. (0603G)

Kendi firmasi
konumda(0602GC).

diyebilecegim bir

Isle ilgili konulara 6nem verip gelecekteki planlarini
bu dogrultuda yapmas: ise olan bagliliginin
tarafimca gozlemlenmis halidir. (0603GC)
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Conditional
commitment to
the work

Kurumsal olarak birgok problem yasadik. Ozliik haklar1 gibi
sorunlar yasadik. Kuruma aidiyet hissediyorum. Calistigim
yerin bana ait oldugunu hissediyorum(0611G)

Isime bagli bir insanim ama bunu nasil anlatabilirim
bilmiyorum. Yeri geldiginde is benim temel ihtiyaglarimdan
Once geliyor yemek yemek gibi. (0618G)

Isime bagl oldugumu diisiiniiyorum ayrilayim baska yerlere
gideyim yok. Yoneticilerimizi seviyorum ben de ¢ok bagh
olmayacaktim sevmesem(0630G)

Is yagamindaki zorlu zamanlarda bile
motivasyonunu koruyabilme yetenegine sahip
olmasi, belli bir standardin iizerinde calisabilmesi
onun isine bagli oldugunu gdstermektedir.
(0611GC)

High
commitment to
the work in future

Acikcasi ise cok bagli oldugumu diisiinmiiyorum. Isten keyif
almam ve maas beni isime bagliyor. (0606G)

Benim igin iki sey; ekip arkadaslarimla olan iletisimim
ikincisi ise isin benim icin ne kadar faydali olacag:. ikisi
saglandiginda daha bagli hissediyorum(0607G)

Meslek olarak bagliyim ancak is yerine bagh degilim.
Oniimiizdeki ay degistirecegim(0614G)

Meslegine bagli ancak calistigi ortama ok siki
bagli olmayan birisi bence. Caligma ortamindan
memnun oldugu bir yerde yillarca calisabilir ancak
bu ortami degistirmek konusunda zorluk da ¢ekmez.
(0606GC)

Su anda agikgasi isine bir bagimliligi oldugunu
diistinmiiyorum. Sadece saygt ve rahatliktan devam
ettigini diigiinityorum. (0607GC)

Meslektagim ise son derece bagl biridir. Baghligi,
onu  motive eden  Onemli faktorlerden

biridir(0614GC)

Umit ediyorum ki burada devam edecegim babamin firmasi
oldugu i¢in bagliligim degismeden devam edecektir.
(0602G). Sanmiyorum degisecegini, su anki 6zverim, su anki
baghligim ve su anki hislerimin aym kalacagim
diisliniiyorum. Programciliga hobi olarak basladim, ama
yonetici kadrosuna gecersem daha da ozverili ve bagh
olabilirim. (0602G).




LET

Decreases in
commitment to
the work

Uncommitment
to the work

Decreases in
commitment  to
the work in future

Uncommitment
to the work in
future

Loss of
commitment to
the work

Yani, tahminimce daha bagli olucam ama daha sancili
olacak. Yasim ilerliyor ve is degistirme imkanim az olacak.
(0611G). Farkli yere gidemiyorsunuz. Muhtemelen daha
bagli olucam ama bir yandan da daha da tedirgin olucam gibi
diigiiniiyorum. (0611G)

Ise bagliligimin en kotii ihtimalle ayn1 kalacagini ama biiyiik
ihtimalle de yiikselecegini diisiiniiyorum. (0614G)

Yoneticilerimiz degismedigi siirece ve maas asirt diismedigi
slirece burasi bana ig tatmini sagliyor. (0630G)

Is yerime bagliligim pek kalmadi son zamanlardaki
enflasyondan sonra is yerimin yeterince enflasyona yanit
verememesi ve gegen zaman igerisinde birikmis sorunlar
sebebiyle isime bagli oldugumu séyleyemem. (0605G)

Baglarda ¢ok daha iyiydi ama sonralart azaldi.
Bence bunu herkes gozlemledi. Bu da
meslektasimla ilgili degil isle ve gidisatla alakali.
(0605GC)

Her giin yeni is ilanlarina bakiyorum. (0604G)

Kendisine verilen caligma tamimlari kapsaminda
islerine  bliyik  bir  baghilikla  yaklastigini
gozlemledim. (0604GC)

Her gegen sene i¢inde bagliligim diistii gelecek senelerde de
bu trend diisecek. (0605G)

Isimi seviyorum giizel projelerde ¢alistyorum ama maddi
acidan ne duruma gelecegim onu bilmiyorum sirket ne
durumda olacak. Kidem aldikga alim giicii de artiyor ama
gittikge biraz heyecanim yitirirmigim gibi geliyor. (0603G)

Beni buna baglayan sey zaman degil ortalama ugras ve
ortalama maagla yapabiliyor olmam. 20 yil sonra da aym
seyler olacak zamandan bagimsiz burada aslinda bagliligim
maas olabilir. (0606G)
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Hi¢ bagli olmam. Durmak istedigim bir yerde degilim.
(0607G). Su an bu gidisatta giderse daha fazla is stresi altina
girip daha mutsuz bir insan olacagimi diigtiniiyorum. (0607G)

Widespread flow
state at work

Conditional flow
state at work

Expected flow
state at work

Varying
work
engagement
under the
influence of
varying
absorption
experiences
of workers

Bunu ¢ok sik yastyorum aslinda mesai siiresinin ve giiniin
bana yetmedigini diisiiniiyorum. Islerin bitmedigini daha
fazlasint yapmam gerektigini belki haftada dort kez
yastyorum. (0602G).

Genellikle yogun bir calisma temposu oldugu i¢in zamanin
nasil gectigini anlayamiyorum. (0603 G).

Zamanim genelde hizli gegiyor. Caligmaya oturdugumda
cabucak vaktin gectigini fark ediyorum. (0614 G).

Ogle molalar1 ve ¢ay molalar1 da dahil olmak iizere
tim gln bosluksuz calismaya Ozen gdsteriyor.
(0602 GC).

Odak gerektiren islerde g¢evresel bozucu etmenleri
devre dist birakip caligmaya yogunlasmasi olagan
bir siire¢ halinde gelismektedir. (0603 GC)

Zamanin gegcis hizina karsiysa yaptigim isten zevk aliyorsam
hizli gegiyor o giinii. Eger sevmedigim bir is olursa giinii
doldurmaya ¢alisiyorum. Dolayisiyla gegen zaman o giinkii
keyfime ve yaptigim ise bagli. (0606 G)

Eger ¢ok yogunlagsmigsam kafamdaki ¢oziimii deniyorsam
yeme i¢gme -tuvalet ihtiyaci bile olmadan c¢aligabiliyorum.
Ornegin ise yeni basladiysaniz ve bilgi birikiminiz ¢ok yoksa
sizin kendi kesfetmeniz gereken durumlar olabiliyor (0607
G).Pratik bir yol bulduysam zamanin gegtigi ve mesai saatini
kagirdigim olur. (0607 G).

Hedefi belli islerde beni dagitmayan islerde zamanin nasil
gectigini anlamiyorum. Bazen dort bes isle ilgilenmem
gerekiyor. O glnlerin verimsiz gegtigini diisiintiyorum (0611
G).

Ne kadar yogunsam o kadar hizli gegiyor(0618 G)
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Scarcity of flow
state at work

Non-flow state at
work

Unsuitable flow
state at work

Is yerimde ¢ok uzun vakitler harcadigimdan dolayr zaman
gecmiyor. Nadiren de zamanin gectigi giinler var. (0605 G)

Bence masa basinda otururken bos yapmiyordu
gorevlerine odaklanip isini yapabiliyordu (0605
GC)

High immersion
at work

Getting lost at
work

Expected worker
immersion

Genel olarak mesai bitsin de gitsin modunda degilim. (0603
G). Fakat, uykusuz oldugumda mesai bitsin zaman hizh
gegsin istiyorum. (0603 G)

Herhangi bir ise odaklandiginda kendisinin
digaridan  gelebilecek iletilere duyarsiz hale
geldigini  gozlemledim. Bu durum da bana,

calisrtken  kendisinin  isine  ¢ok  daldigini
Zaman geg¢irme amaciyla zaman gec¢iriyorum. (0604 G) diisiindiirmektedir. (0604 GC)
Ben iyi odaklanan birisiyim o sebeple oturdugumda isim | Basarilarindan fikir alarak odaklanma

bitene kadar oturabiliyorum. (0614 G).

problemlerinin az oldugunu tahmin edebilirim.
(0614 GC)

Bilgisayar bagma oturup, gece gindiiz fark etmeden
calisabiliyorum. Bazen gece uyanip bilgisayara dalip sabah
isimi bitirmis oluyorum(0602G).

Zaten ekibim ¢ok yogun calistyor ben de yogun ¢alisiyorum.
Herkes dalip gidiyor ve yogunluk ¢ok fazla herkes ¢aligiyor.
(0603G)

Is yerimde bol su tiiketiyorum stk sik tuvalete gidiyorum ama
bazen unutuyorum gitmeyi ¢ok yogun calistigim zamanlarda.

(0605G)

Fazlasiyla dalip gidiyorum. Yemegi kagirma olaylar1 tam
olarak burada oluyor. (0618G)

Mesela normalde sigara icen bir insanim ama calisirken dalip
gidip ii¢ saat sigara igmedigimi fark ediyorum. Sigaray1
unutmak zor ¢iinkii. (0614G)

Genel olarak isine odakli ve odagi kaybolmadigi
icin dalip gitmek gibi bir durum da yasanmiyor
(0602GC).

Odaklanmigs durumda calisirken zamani unuttugu
durumlar gozlense de genelde ¢evre farkindaligi
yiiksektir. (0603GC)

Ise dalip gitme noktasinda gayet iyi. Bazen kendini
kaptirip ¢ok c¢alisabiliyordu. Bu kadar demotive
edici seye ragmen ¢ok iyi ¢alistyordu. (0605GC)
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Genelde sigara igen bir insanim ama dalip gidince onu da
unutuyorum moda girmek i¢in miizik dinliyorum seklinde
Ozetleyebilirim(0630G)

Conditional
getting
experience
work

lost
at

Isi severek yaparsam dalip gidiyorum. Zaman hizli akip gider
(0606G)

Planli ve odakli islerde &zellikle giiniin basinda karar
verdiysem bu isi bitirme ile ilgili dalip gidebiliyorum.
(0611G). Yazilimla ilgili sonug alabiliyorsam yaptigim iste
boliinmiiyorsam bir anda ¢ikan bir is degilse giiniin sonunun
nasil geldigini anlamiyorum. (0611G)

Isine dalip fark etmeden zaman gegirdigini
diistinmiiyorum. Saatlerin farkina varmadan uzun
sure caligtigint disiinmiiyorum. Ancak kafasina
takilan bir konu ise buna kolaylikla ¢ok uzun saatler
harcayabilir. (0606GC)

Meslektagim, teknik konularla karsilastiginda isine
yiikksek bir konsantrasyonla baglanmaktadir. Buna
benzer zamanlarda uzun saatler  boyunca
masasindan kalkmadan ¢alisabilmektedir. (0611GC)

Conditional
immersion
work

at

Bazi gorevler ¢ok keyifli, sevdigim zaman odaklanmakta
sorunum olmuyor ama sevmedigim bir is oldugunda
odaklanma sorunum oluyor. Diger islerime doniip,
uzaklasarak ¢oziim iretiyorum. Sabit ig yapmaktan ziyade
isler arasinda geziyorum ve tekrar ana ise doniiyorum.
(0602G).

Yaptigim isi sevmemle igsellestirmemle alakali olarak
gorevlerime odaklanabiliyorum. (0606 G)

Dikkat daginikligindan dolayr odaklanmakta zorlaniyorum.
Yapmaktan hoslandigim isse odak problemi yagsamam. (0607
G).

Boliinmiiyorsam ve plansiz isler ¢ikmiyorsa odaklanmam
daha kolay oluyor. (0611 G)

Yogun oldugumda igime profesyonelce odaklanabiliyorum.

Ofis ortaminda odaginin bozulmasi durumu oluyor
sik sik fakat mesai saatleri disinda veya ofis diginda
yiiksek odakli galigabiliyor. (0602GC).

Odaklanmasinin yine isi sevmesi veya verilen
sorumlulugun onun i¢in Onemine bagli olarak
degistigini  distinliyorum. Eger o6nem verdigi
ve/veya yiiksek sorumluluk gerektiren bir is ise
uzun sure yiiksek odakli sekilde caligabilir. (0606
GC)

Genelde isine odaklanabilmektedir. Isine duydugu
sevgi bu odaklanmanin kalitesini etkilemektedir.
(0607 GC)

Meslektasim c¢alisirken konsantrasyon saglamak
konusunda basarilidir. Ofis igerisindeki giirtiltii veya
hareketler dikkatini dagitmamaktadir. (0611 GC)
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Isi ne kadar benimsersem o kadar odaklanabiliyorum.
(0618G).

Isini severek yaptig1 ve sonug odakli biri oldugu igin
konsantrasyonu yiiksek meslektaglarimdan biridir.
(0618 GC)

Need for
adjustments  for

effective
immersion at
work

Difficulties in
immersion at
work

Unsuitable
immersion
work

at

Yaptigim ige odaklanabilmek igin izole olmam gerekiyor
sonra odaklanabiliyorum. Kulaklik takip ortamdan izole
olabiliyorum. Boylelikle daha rahat ¢alisiyorum. (0605 G)

Ise odaklanma ve saldirma noktasinda iyi oldugunu
diigiiniyorum (0605 GC)

Odaklanmakta bazen zorluk yasiyorum. Is tanimmiz ¢ok
genis o yiizden odaklanmak bazen zor olabiliyor. Bir¢ok is
yaptigim i¢in alanda diger islere odaklanmam zorlasiyor.
Oncelik siralamas1 sokuyorum. (0603 G)
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F. CODING FRAME FOR NON-GIFTED WORKERS

Codes Categories Themes Examples Examples from colleague
High energy at | Expected worker | Varying work | Ust diizey enerjiyle gidiyoruz evelallah. (0609N) Is kolik bitmeyen enerji. (0609NC)
work energy at work | engagement
under the | Yiiksek bir enerji var. Hem iste calistiyorum hem de evde | Yiiksek oldugunu goézlemliyorum. Her konuda
effect of | ¢alistyorum. Var olan iglerin yaninda birtakim bagvurular ve | istekli ve gayretli. (0612 NC)
varying vigor | proposal yazma isleri oluyor projeler yaziyoruz (0612N)
of workers Is hayatindaki giinliik rutinlerinde genel olarak

Conditional
energy at work

Iste kendimi enerjik buluyorum ve arkadaslarimin da enerjik
oldugunu diislinliyorum giine de enerjik basliyoruz ekip
olarak calisiyoruz o ekiple de enerjiyi koruyoruz (0627N)

normal enerjide bir seyir izlenir (0627 NC)

Isten parami aliyorsam enerjim yiiksek olur. Milletle iletisim
kurmama gerek yoksa enerjim yiiksek olur gerekirse gece de
galisirim insanlarla iletisim kurmam ya da sorular sorma
kismint ben hep uzatiyorum yazabildigim kadar kod yazip
sonrasinda sorularimi soruyorum kurallar1 belliyse enerjim
fazla oluyor. (0616N). Caligma arkadaslarimla iyi
calisabiliyorum eger anlasabilirsem ve enerjim yiiksek
oluyor. Bir seyi bitirme stresi yoksa enerjim yiiksek oluyor
ve toplantilara girmiyorsam. Benim yapacagim isler
hakkinda takim liderim konusuyorsa ve bu yanlis bir
Oneriyse enerjim disiiyor. (06 16N)

Calisma enerjim giin giin ve yaptigim ise gore ¢ok
degisebiliyor. Birkag yil 6nce siirekli yiikseklik vardi islerin
tekrarlamasindan dolay1 azaldi. (0625N). Bir sey yetistirmek
zorunda oldugumda da mecburiyetten daha yiiksek enerjiyle
calismak zorunda kaliyorum. (0625N)

Giinden giine degisebilse de genel olarak enerjisi
yiikksek. Ayrica g¢evresindekilere de enerji veren
biri. (0616 NC)

Bu yaptig1 ise gore degiskenlik gosteriyor. Eger
sistemde hatalar1 bulmaya yonelik veya yazilim
isleri gelirse enerjisi diisebiliyor. Daha kendi
alanindan veya arastirma agirlikli isler olursa ve
isin 6onemini hissederse daha enerjik oluyor. (0625
NC)
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Waves in energy
at work

Decrease in
energy at work

Low energy at
work

Loss of energy at
work

Genel olarak enerjim yiiksekti ama bu hayata bakis agimdan
kaynakli bir enerji. Bastaki motivasyonumla su anki ayni
degil daha diisiik. (0623N)

High vitality at
work

Conditional
vitality at work

Convenient
vitality at work

Keyif alarak yaptigim igin yorgunluk hissetmiyorum ama
fiziksel olarak farkli yerlerde bulunmak daha =zinde
hissettiriyor. (0609N)

Ogleden 6nce belirli zamana kadar calistyorum dnceki giiniin
kalan islerini hallediyorum ve zinde oluyorum. Oyle bir sey
yoksa 9.30-12.00 arasi zindeligim oluyor. Aksam saatlerinde
de zinde oluyorum. Karanlikta da iyi ¢alistyorum. (0616N)

Iste baya zindeyim bence ekibime ve arkadaslarima kars1 ve
ise kars1 ¢gok mutlu ve huzurlu bir sekilde gidiyorum sirkete
o sebeple kisiligim geregi zinde bir insan oldugumu
diistiniiyorum(0620N)

Onceki isimde daha uzun calisma saati vardi 14 giin ¢alisip 1
giin tatil yapryordum su an ise sabah 8.30 aksam 4.30
calistyorum hafta sonu da 1 giin ¢alistyorum. Bu da zinde
kalmamiza yardimec1 oluyor (0624N)

Siirekli bilgisayar basin da oldugumuz igin giin
bitimi ruhsal olarak yorgun oluyor. (0609 NC)

Cogu zaman iste aktif zinde. (0616 NC)

Saat dilimlerine gore degisim gosterse de zinde bir
¢alisandir (0620 NC)

Her zaman zinde olur. Nadiren yogun bir aksam

gecirdigi ve dinlenemedigi zamanlarda zinde
olmaz. (0624 NC)

Genelde s0yle oluyor yeni projeye baslayacaginiz zaman size
deger katacagini disiindiigiiniiz projeyse igse baslama
noktasinda zindelik katryor. (0613N). Egitimler oluyor bazen
onlar da isten baska bir seye odaklanmanizi sagladigi igin
zinde kalmamizi sagliyor. Ornegin bir anda farkli 3 projeyle
ufrastyorsaniz ister istemez stres altina giriyorsunuz. Ama
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Forced vitality at
work

Low vitality at
work

Unsuitable
vitality level at
work

odaginiz dagildiginiz igin zindeliginiz azalabiliyor. (0613N).

Isin yogun oldugu dénemlerde mental olarak kotiiydiim su
anki calistigim pozisyondan kaynakli. Eskiden hayal ettigim
ve istedigim gilnliik zindeligi su an yakalayamiyorum.
(0623N).

High endurance
at work

Expected worker
endurance at
work

Zindelik acisindan idare ediyoruz. Kafanin caligmasinda
problem olmuyor da beden yoruluyor. Masa basinda
calisanlar i¢in. (0612N)

Ogleden sonra yemedi ¢ok yedigimde zindeligimi
kaybediyorum. Eve gittigimde de 6ldiim bittim kalmadim
dedigim olmuyor. Baz1 giinler ¢ok ¢alisiyoruz o zaman zinde
hissetmedigim oluyor (0627N)

Yiksek. Bazen yorgun oldugunda eve gidip
dinlenip evden devam edebiliyor. (0612 NC)

Isindeki ¢alisma gayesinin ve sorumluluklarinin
farkindaligi ile olduk¢a verimli planlamalar ile
zinde galigsmalar gosterir. (0627 NC)

Hafta sonu olmasin diye bakiyorum haftanin 7 giini
calismak istiyorum arastirma yapiyorum. Her sektorii
aragtirmam gerekiyor her giin yeni bir seyler 6grenmek ding
tutuyor. (0609N).Yani benle beraber ¢alisan herkes sikdyet
ediyor. Herkesi c¢alismaya sevk ediyorum. Yogun bir
tempom var ama dayanikliyim (0609N)

Dayanikliligimiz yiiksek yani hani uzun siire galisabiliyoruz
odaklanabiliyoruz(0612N)

Dayaniklilik hep sonda g¢iinkii renk belli etmiyorum
sinirleniyorum ama sonrasinda istifa ediyorum. $imdi yine
ayni1 seyi yapiyorum. Is yerinde dayanikliyim. (0616N)

Dedigim gibi kendime fayda saglayacagim bir ig i¢in ¢ok
dayanikliyim sonuna kadar gotiiriir, yapilmasi1 gereken her

Yiksek. Uzun saatler boyunca galistigimiz oluyor.
(0612 NC)

Dayaniklilig1 yiiksek. Cogu seye moralini bozmaz.
Morali bozulsa bile isine yansitmaz(0616 NC)

Dayanikli oldugunu ve hoslanmadigi bir is ile 2 ay
boyunca durmaksizin ugrastigini gozlemledim
(0620 NC)

Duygusal ve ince diigiinceliligin is hayatina
yansimalari, is siirecindeki dayamikliligini bazi
durumlarda olumsuz etkilerken genelde dengede
tutma konusunda basarilidir. (0627 NC)
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seyi yaparim(0620N). Hammaliye olarak gordigim isleri
sOylenmeden yapamiyorum ama genel olarak
dayanikliyimdir. (0620N)

Aslinda dayanikli oldugumu diisliniiyorum. Alt yiiklenici
olarak calisirken bazi noktalar oluyordu, herkese hediye
veriliyor ama bize yok ama bunlar motivasyonumu
diisiirmedi (0627N)

Herhangi bir problem yasamiyorum yani bir bitkinlik ya da
bir sikimlik dan kaynakli seyim yok(0628N)

Gece 4’te aranabiliyorsunuz. Sistemde sikint1 oldugunda. Bu
noktada hem bir projeyi gelistirip hem de destek elemani
olabiliyorsunuz. Bu noktada dayanikliliginiz azalabiliyor.
(0613N)

Ben ¢ok dayanikli degilim iste ama beni dayanikli kilan
unsurlar var ben diger kisilere nazaran daha hassas
oldugumu diisiinityorum. (0625N)

Is bitirici 6zelligi 6n planda oldugu igin bir isi
bitirmeden rahat edemez ondan dolayr dayanikli
olarak nitelendirilebilir. (0613 NC)

Isyerindeki olumlu durumlar ¢ok mutlu olmasina
vesile olurken, stresli veya yogun donemlerde
iiziilebiliyor, modu diisebiliyor. (0625 NC)

Increases in

endurance at

work

Vulnarable Unsuitable

endurance at | worker

work endurance at
work

Non-resilience at

work

High Expected worker

perseverance at | perseverance at

work work

Conditional

perseverance  at

work

Dayaniklilik cevabir azimle de ilgili. Bir miicadele bir azim
var(0612N)

Yiksek. Basarma ve anlama azmi ile ¢aligiyor.
(0612 NC)

Yeni bir seyler 6grenmek onun ¢iktilart sonucunda yasam
kalitemi arttirmak azmimi arttirtyor. Yol kat edebildigimi
gérmek azmimi arttirtyor motivasyonumu yiikseltiyor.

Tanidigim en azimli ve

diyebilirim. (0609 NC)

disiplinli  insan
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Decreases
perseverance
work

in
at

Mild
p&deverance
work

at

Unperseverance
at work

Loss of worker
perseverance at
work

(0609N)

Azimliyim genel olarak, diisiindiiriicli bir eylem igerisinde
barindirtyorsa 6zellikle beni hem eglendirip bana katki
saglayacagini diisliniiyorsam azimliyimdir. (0620N)

Azimli ve Ogrenmeye agik birisidir. Efor
koymaktan ve 6grenmekten ¢ekinmez(0620 NC)

Z sirketinde hicbir sebep neden yokken yapilamayacak bir is.
Bir seye otomasyon yapmaya calisiyoruz. Kendime de is
cikariyorum ama ne zaman bdyle azmetsem karsiligint
alamadim. Yani maasim geregi karsiligini aliyorum ancak
bosuna kasiyoruz bazi islerle ilgili. (0616N)

Bu ise bagladigimda azmim c¢ok daha yiiksekti giderek
azalan bir sey bence. Ise bakis agim sdyle oldu sirkete is
yaptigim igin mesai saatlerim haricinde olmasi gerekenden
fazlasint yapmamam gerektigini anladifim igin mesai
saatleri iginde yapmami gerekeni yaptryorum(0625N)

Ik yil azmi daha yiiksekti. Zamanla azminde
diisiis oldu. Ama yine de koti diyemem. (0616
NC)

Yaptig1 igin kalitesi hep iist diizeyde oluyor ve
boyle olmasina gayret ediyor. Morali bozuk olsa
bile isteki azmi {ist diizeydedir. (0625 NC)

Meaningfulness
of tasks at work

Meaningful and
purposeful tasks
at work

Varying work

engagement
under the
influence of
varying
dedication of
workers

Yani anlamlilignt  séyle mevcut finans sistemlerini
sorguladigimiz ve reelde gorebilmek anlami bizim igin
sagliyor. Ciktilar1 gorebilmek yaptigimiz iste. Bireysel
anlamda maddi ve manevi sagladigi i¢in anlamli geliyor
(0609N)

Benim su an ilgilendigim sey, daha dogrusu junior olarak
ilgilendigim sey anlamli ama ilgi ¢ekici degildi(0620N). Su
ana kadar anlamli ve kullanigli bir is i¢in ¢alistim ama benim
perspektifimden hammaliye olarak goriiniiyordu. (0620N).

Isimin sonucunu somut bir sekilde gorebildigim bir yerde

Gorev olarak degil de wugrastifi ise anlam
yiikleyerek basar1 odakli bitirmeye g¢alisir. (0609
NC)

Cok anlamli olmadigin1 disindiigi ancak bir
hayli 6nem arz eden islerle ugrasir. (0620 NC)
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Conditional
meaningfulness
of tasks at work

Purposefulness of
tasks at work

calistyorum dolayistyla ¢iktist oldugunu bilmek hem motive
edici hem de her zaman anlam tasiyor benim igin. Bir seyler
somut oldugunda daha rahat kavrayabiliyorum (0627N)

Uriiniin anlamlilig1 ile ilgilenmiyorum ama benim yaptigim
isin iiriine katkisini bildigim ve yeni seyler 6grendigim icin
bana anlamli geliyor beni gelistirecek mi anlamlilik bu gibi
geliyor bana. (0625N)

Planlamada  ekipge  karar  verilen isleri
gerceklestiriyoruz. Bu yiizden birkag istisna harig
anlamsiz veya amagsiz isimiz olmuyor. (0625 NC)

Differences in
assigned and
planned tasks at
work in terms of
meaningfulness

Meaninglessness
of tasks at work

Meaninglessness
and
unpurposeful
tasks at work

Yani belirli bir ¢erceve i¢cinde c¢aligmaya calisiyoruz bizim
isimiz  girisim  oldugu icin  Olgeklenebilir  seylere
odaklaniyoruz o yiizden bir amaci var (0612N)

Uzmanligma uygun projeler kapsaminda gorevler
aliyor. Projelerimizin anlam ve amaglar1 hakkinda
bilgi sahibi. Anlamli, 6rnegin sosyal faydasi
yiiksek, belli bir amaca yonelik isler yapiyoruz.
(0612 NC)

Yiklendigim kiigiik kiigiik servis isleri ve miisteriyle de
iletisimini de ben yapiyordum herhangi bir sorun oldugunda

da ben bakiyordum. Ama yaptigimiz sey anlamsizdi.
(0616N)

Su an calisigim pozisyon ilk defa deneyimledigim bir
pozisyon ¢ok fazla sey 6grendim ama &grendigim seyler
artik rutine binmeye bagladi(0623N)

Yaptigim isin sonucunda iriiniin faydali olmasi gergekten
tatmin edici bir sey. Irak’ta villa yapiyorduk zenginlere o ¢ok
fazla sey yapmamisti. Tatminkar degildi. Ikinci isim biraz

Iste verilen gorevlere ¢ok fazla anlani amaci su
diye baktigint diisinmilyorum. Daha ¢ok sonug
odakli (0616 NC)
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Unpurposefulness
of tasks at work

tatmin ediyordu. Insanlara faydali olan is yapiyorduk. Harita
¢ikariyorduk tiglincii igimde de belediyeler altlik olarak
kullaniyordu bu ¢ok daha tatmin ediciydi ben 6ldiikten sonra
bile insanlarin kullanabilecegi bir sey. Su an kimseye faydali
oldugum soylenemez ¢ok tatmin oldugum bir is degil.
(0628N)

Inspirational
experiences  at
work

Conditional
inspirational
experiences at
work

Inspirational
work

Yaptigim isin gorsel bir ucu sebebiyle, computer science
graphics kullandigim igin yaraticilik ve kafami kullanmam
gereken ¢ok seyler oldu. Bunlara da ilham verici diyebiliriz
bir anlamda. (0620N)

Kendisi ¢ok yaratict ve diisiindiiriicii bulmuyor.
(0620 NC)

Scarcity of
inspirational
experiences at
work

Uninspirational
experiences at
work

Unsuitable
inspiration
experiences
work

at

ITham vermesi, ilham faydadan geliyor. Toplumsal faydasi
varsa ilham veriyor. Parasal getirisi ¢ok ilgimizi ¢ekmiyor.
(0612N)

Bu ¢ok degisken yine daha arastirma isi oldugunda ya da
danigman hocayla calisildiginda ilging ilham verici ve
degisik olabiliyor ama bazi déonemlerde de tekrarlayabiliyor.
(0625N)

Farkli konu ve disiplinlerdeki isler, &grenme
istegini  tetikleyerek  ilham  veriyor  diye
gozlemliyorum. (0612 NC)

Yazilim isi oldugu i¢in belli standartlara uygunluk
esastir. Bu ylizden ¢ogu zaman ¢ok ilham agici,
ufkunu genisletici islerimiz olmuyor. (0625 NC)

A firmasinda iki buguk yildir ayni projedeyim ve ilham
verici degil de kendini tekrarlayan bir siirece girmis gibi
(0613N)

Bu zamana kadar hi¢ ilham almadim. Kendim bir seyleri
yapmam mutlu ediyorsa ilham verici olabilir. (0616N)

Gorevlerde kendini gelistirebildigi i¢in mutlu.
Ama bu ilham verici oldugundan ¢ok yeni bir
seyler 6grendigi i¢in. (0616 NC)

Gorevleri genel olarak azimle yapmaktansa
yaptig1 isin biiyiilk cercevesine bakarak ilhamim
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High enthusiasm
at work

Conditional
enthusiasm at
work

Expected worker
enthusiasm

Is yerindeki isim beni motive ediyor ancak bir¢ok kurallara
bagl kalarak ¢alistyoruz yaraticilik ve ilham olarak fazla bir
agiklik olmuyor (0627N)

Ne bana ne de baskasma ilham verici bir is yaptigimi
sOyleyemem. Acikcasi sanat icra etmiyoruz ¢ok giizel olmus
ya da iyi ki bu isi yapmisim dedigim bir is yaptigim aklima
gelmedi diisiinmiiyorum o yiizden. (0628N)

kendine hatirlatt1g1 bir pozisyondadir. (0627 NC)

Baska insanlara fayda saglayabilmek bana keyif veriyor.
Onlarin yasantisina dokunmak. Sirketleri canli olarak
goriiyoruz. (0609N). Heyecan bizim isimizde ¢ok fazla.
Yaptigimiz islerin sonuglart ¢ok hizli geliyor. Pozitif
sonuglar geldiginde seviniyoruz (0609N)

O isi yapiyor olmaktan sonug ¢ikariyor olmaktan heyecan
duyuyoruz. Severek yapiyoruz. (0612N)

Insanlarin islerini kolaylastirmak igin yaptigim ¢oziimler
insanlarin faydalandigi bir seye doniisiiyor ve coskuyla
karsiliyorsunuz bunu. Ihtiyact olan bir sey iirettiginizde
miisterinin bu sizi motive ediyor. (0613N)

Benim goremedigim ¢ok noktayi gérme kapasitesi
ile ikimiz i¢in de heyecan verici durumlar
meydana gelmekte (0609 NC)

Uzerinde calistigi teknik c¢ikt1 calistii, sonug
irettigi zaman bagarma hissiyle birlikte cosku
duydugunu gozlemliyorum. (0612 NC)

Istekli ve arzuludur isini sever ve isini yapmak
icin degil siirdirebilirlik ve siireklilik igin
gelistirir. (0613 NC)

Bazen evet. Kendimi mutlu etmek igin isimi bitirdikten sonra
anime izlerim. Isi yapip mutlu oldugum 1 hafta siirmiistiir
(0616N)

Bu degisiyor ana ve zamana gore. Duygu durumlarimiza
gore bazen severek ya da istemeyerek yapiyoruz. Saglik
durumlarimizda sorun oldugunda isteyerek yapmiyoruz.
Bazen evrak isleri yapmak kiilfet gelebiliyor. Sonugta is
veren 0zel sektor. (0624N)

Zaten gelen bir is ic¢in coskuya kapildigimi da
sanmiyorum. Hep evden galistigimiz i¢in dogru
bir gézlem olmayabilir. Iste heyecan ya da
mutluluk duydugunu da sanmiyorum. (0616 NC)

Iste verilen gorevleri yapabilecegi ne varsa yapip,
coskuyla hemen ¢ozmeye calisir. Iste bizi
heyecanlandiran seyler olur. Ama c¢ok fazla
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Decreases in
enthusiasm at
work

Unenthusiasm at
work

Loss
enthusiasm
work

of
at

Bazi tarihler oluyor o tarihler yazilim verecegimiz tarihler o
giinler ¢ok heyecanlaniyorum bazen ¢ok ¢aligip ¢ok uykusuz
kaltyoruz o giinlerden oncesinde stres oluyor ama o giin
biitiin stres kalkiyor gidiyor. (0627N)

mutluluk  duyacagimiz  bir s
digiiniiyorum. (0624 NC)

Is ortamindan, yaptizi projeden ve ekip
arkadaglarindan mutlu oldugunu keskin bir dille
ifade  edebilirken kendi  pozisyonlarindaki
gorevlendirmelerin cok da huzurlu
hissettirmedigini gozlemlerim. (0627 NC)

oldugunu

Basta cok hevesli ve istekliydim ama kariyer hedefim
dogrultusunda galismadigim i¢in su an eskisi kadar istekli
degilim is hayatimdaki pozisyonda. (0623N). Baglarda evet
yasiyordum ama  son  zamanlarda  yasamiyorum
mutsuzum(0623N)

Cok heyecan yasamiyorum. Bazi dénemlerde de baska bir
yere gecmeli miyim diisiincesi geliyor. Is degistirme fikriyle
yoruldugum oluyor. (0620N)

Ugiincii isim biraz farkliydi aslinda yani oraya giderken
sevkli ve istekli gidiyordum ama iste cesitli durumlardan
otiirii daha dogrusu ¢esitli durumlar ¢cok genel bir tabir olur
fazla mesai ve diger seylerden Otiirii gene az maas fazla
mesainin ~ verilmemesi  haklarinin  6denmemesi  gibi
durumlardan 6tiiri de seydim yani biraz himbillik
yapiyordum (0628N).Simdi, heyecan ya da mutluluk yok.
Harcadigim para devletin parasi sonugta biitgeyi asmadigim
her ig bana mutluluk veriyor herkesin yapabilecegi islerden
heyecan duydugum sdylenemez. (0628N)

Isle alakali ¢ok coskulu heyecanli ve isteklidir
heyecanimi kaybetmez ve motivasyon verir. Mutlu
bi ¢aligandir. (0620 NC)
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Kesinlikle zorluyor ¢ok farkli sektorlere destekler sunuyoruz.
Danigmanlik sagladigimiz sirketler farkli sektorlerde oluyor
akabinde detay caligma gerektiriyor. Zaman zaman zorlayici
oluyor ama yeni seyler dgreniyor olmak bizi motive ediyor.
(0609N)

Zorluyor evet zor problemlere ¢oziim gelistirmeye
calistyoruz. Algoritma yapay zekd falan o alanda zor
problemleri ¢cdzmeye calistigimiz igin bizi zorluyor(0612G)

Bu yine zaman zaman degisiyor her zaman zorladigi
durumlar olmuyor personel asir1 tehlikeli alanlarda
calistiginda ve yliksekte calistiginda bizi zorluyor bazen
personel yanlis ekipman kullanip yanlis is yapabiliyor bu da
bizi zorluyor biz de bagkalar1 tarafindan kontrol
edildigimizden zorlugu bu sekilde agiklayabilirim. (0624N)

Onun i¢in zor diye bir sey yoktur. Kafaya
koydumu olacak. (0609 NC)

Isi son derece zor, birgok gelistirme bileseni olan
kapsamli sistemler. (0612 NC)

Positive Expected
challenge challenge
experiences  at | experiences  at
work work
Collaboration in
challenging tasks

at work
Decreases in | Unsuitable
challenge level at | challenge at
work work

Is beni yeterince zorluyor hatta zihinsel olarak
yapamayacagim seyler de var code base calistigim projenin
cok biiyiik olmasi sebebiyle seniorlarimla peer ¢aligmam
gerekiyor bu da benim igin baya challenging bir sey.
(0620N)

Isinin yaratic1 yapis1 nedeniyle sabit olmayan bir
zorlugu  olduguna  inantyorum. Matematik
kisminin diisiindiiriicii yapisi ve bu challenge’dan
hoslanmasi keyifli bi durum. (0620 NC). Daha
cok savasiyormus gibi gozikiiyor. Hirsli bir
calisan. (0620 NC)

Iste teknik olarak bilmedigim yerlerde zorlaniyorum ama bu
biraz azaliyor sonra da ise olan ilgim azaliyor ayni is
doniisiince. Bir isi birden fazla kez yapinca zorluk olmuyor
ama sonra sikici bir hale doniisliyor. (0625N)

Projede hem sistemdeki hatalarin analizi ve
¢Oziimii hem de yeni aragtirma konularinda zorlu
ve karmagik gorevler alir. (0625 NC)




¢St

Unchallenged
worker

Challenges out of
work
requirements

Isimdeki zorluklardan biri alt yiiklenici olmakti. Ayni isi
yapiyorsunuz hem maddi ve manevi olarak farkli bir
konumdasmiz.  Mesleki  olarak  ¢ok  zorlandigimi
hatirlamiyorum. Onun disinda is yerinde teknik olarak
zorlama bir durum oldugunu séyleyemem (0627N)

Fiziksel konuda meslek hayatim boyunca herhangi bir sorun
yasamadim ilk is yerimde ise zihinsel olarak yapabilecek
miyim diye zorlandigim olmustu ama diger is yerlerimde bu
sikintry1 yasamadim. (0628N).Mevcut isim beni herhangi bir
sekilde zorlamamaktadir. Benden kifayetsiz adamlarin benim
tizerimde olmasi zorluk olarak degerlendirilebilir. Proje
degisir mithendislerin karsisina ¢ikan seyler bunlar1 zorluk
olarak degerlendirmeyiz. Zorlayict teknik problemle de
karsilagsmadim(0628N)

Zorlanmalardan ~ kagmmmayan  ve  kendini
gelistirmeye agik tutan birisi olarak onu zorlayan
donemlerde isin altindan kalkabilecek giiveni
kendisinde bulabilmektedir. (0627 NC)

Miisteriden 100 alinmis sonra 60 kalmig size de bunun 40 1
aktarilmis. Siz de ortaya iyi bir {irlin ¢ikaramadiniz analiz
olmadig1 igin. Siz miisteriyle sonra yiiz yiize gorlismek
zorunda kaliyorsunuz. Siz teknik kaliyorsunuz miisteriyle
karsilagtiginizda. Miisteriye teknik kaldiginizda bu isin
olusturdugu bir zorluk olusuyor (0613N).Projeyi belli bir
yere getirmigsiniz bir anda miisteriyi yanlis anladiginiz igin
yazilim siireciniz uzuyor. Mevcut projedeki c¢alisanlar
yoruluyor ¢linkii bastan baglamaniz gerekiyor
motivasyonunuz gidiyor teknik bir elemansiniz misteriyi
ikna etmeniz gerekiyor boyle zorluklari var. (0613N)

Benim daha ¢ok zorlandigim kisim iletisim kurmak. Takim
liderimin biraz yetersiz oldugunu diisiniiyorum ona soru
sormadigim gibi adam bir sey dediginde dinliyormus gibi
yapiyorum ama cok kotii seyler konusuluyor hi¢ teknik
olmayan birine teknik sorular sorabiliyor. Fiziksel zorluk ise
ayda 1 Istanbul’a gidiyorum. Bir de maas konusunda

Ust diizey zorluk seviyesinde bile basarilidir.
(0613 NC)

Iste daha zor gorevler ona veriliyor (ya da kaliyor)
(0616 NC)
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High
commitment to
the work

Conditional
commitment to
the work

High
commitment to
the work in future

Commited
worker

konusmak da bana zor geliyor. Ben bir sirketle maas
konusmak istemiyorum genelde istifa ediyorum. (0616N)

Ya bu ise ¢ok bagliyim. Kendi isim olmas: etkilidir diye
diisliniiyorum. Bireysel yasamima katki sagliyor maddi
manevi. Insanlarin hayatina dokunabilmek ise olan
bagliligimu arttirtyor (0609N)

Bagliyiz sonucta aksam gelince de c¢alisiyoruz devam
ediyoruz ben de ekibim de 6yle. (0612N)

Mesai saatleri birmis olsa da bazi zamanlar eve is
gotlirdiigiim oldu. Telefonla arandigim da oldu is yeriyle
ilgili seyleri cevapladim. izinli oldugumda veya mesai
saatleri disinda. Uzaktan telefonla ilgilenip diizelttigim
seyler de oldu bu da baghligimi kanithyor diye
diistiniiyorum. (0624N)

Isimi hem seviyorum hem de kendi isim gibi benimsedigim
de dogru ozellikle ¢alistigim insanlardan dolaytr boyle bir
bagliligim var isimin genel olarak yeni seyler 6grenmeme
olanak sagladigi ve calisti§im insanlarin elestiriye agik
olmasi ise ve ekibe olan bagliligim daha yiiksek. (0625N)

Gorev sorumlulugu iginde isine bagl oldugunu
gozlemliyorum (0612NC)

Ise bagh ve sorumluluk sahibidir. Yaptig1 is bitse
bile takibini, kontroliinii stirdiiriir. (0624NC)

Sirket siireglerini ve proje siireglerini takip eder.
Bu konuda eksik kalan sirket arkadaglarini uyarir.
(0625NC)

Isi bir émiir boyu yapmak isterim ama temposu degisebilir
yavaglatilabilir yas ilerledikce. Higbir zaman birakmak
istemem (0609N) Gelecekte de bu isten keyif alacagimi
diigiiniiyorum (0609N).
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Isimi daha ¢ok sevicem daha farkli bir noktaya tasiyacagiz.
Muhtemelen azalmayacak sevgimiz artacagimi tahmin
ediyorum. (0612N).

Ekibim degismedigi siirece ise bagliligim ¢cok azalmaz. Biraz
ekibe bagli oldugunu diisiiniiyorum. (0625N).

Tabi ki ekiple projeyle ¢alisirsam bagliligim da ayni sekilde
kalacagini diigiiniiyorum. (0627N).

Decreases in
commitment  to
the work

Uncommitment
to the work

Decreases in
commitment to
the work in future

Loss
commitment
the work

of
to

Higbir bagliligim yok maas i¢in ¢alisiyorum. (0616N)

Pek bagli degilim genel itibariyle parasal sebeplerle
ilgileniyorum ama yine de saygi duydugum is arkadaslarim
sayesinde arkadaslik ortamini seviyorum. (0620N)

Su an i¢ime ¢ok bagli degilim yapmak zorunda oldugum i¢in
yapryorum. (0623N)

Ise kars1 bir bagliligim yok kazanmam gereken bir paray1
kazanmak igin. Ac¢ik sdyleyeyim parayr bulayim bu isi
aninda birakirim. (0628N)

Bu ise bagliligi normal seviyede. Para kazandigi
icin isine sahip ¢ikiyor. Ekstra bir baglilig
oldugunu diigiinmiiyorum. (0616NC)

Ise normal bir calisana gére daha az bagh olsa
da(0620NC)

Siradanlasabilir belli bir yerden sonra ayni seyleri yapiyor
olmaya doniigebilir. Bir de isin ilerleyisine gore ¢ok uzun
stire ayni yerde kalirsam acaba bir seyleri kagiriyor muyum
gibi diislinceler olabilir. (0625N)

Uncommitment
to the work in
future

Yine bagliligim olmaz. Calisanlar i¢cin miikemmel sirket
odiiliinii almis bir sirket bu sirket. Tlerlesem takim lideri bile
olsam higbir sey olmaz. Kag¢ yilin1 bize verdin seklinde bir
sitket degil. Soyle bir durum var bir de sen sirkette
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yiikseldikge senin basarini kiskanan kisiler var. (0616N)

Su anki isimi yapmaya min. 6 ay daha devam edersem
hayatimda kotii bir etken olacak hem kariyer hem de kisisel
hayatim i¢in. Bagli degilim. (0623N)

Giivencesi giizel. Maaslar rezalet ama bunu bir mecburiyet
olarak diislinlin baglilik degil. (0628N). Ben bir seyin
degisecegini diigiinmiiyorum ancak yonetici kadrosu degisir
devlet ¢ok yavas degisen bir organizmadir devletin kurumlar1
da ayni sekilde bir seyin degisecegini diisiinmiiyorum.
(0628N)

Widespread flow
state at work

Conditional flow
state at work

Expected  flow
state at work

Scarcity of flow
state at work

Unsuitable flow
state at work

Varying work
engagement
under the
influence  of
varying
absorption
experiences
of workers

Cok hizli gegiyor. Bizde saat kavrami kalmiyor. Siirekli yeni
bir seyler arama durumunda oldugumuz igin hizhi
geciyor(0609N)

Genelde is yerinde ¢alistyorsam odaklandigimi diisiiniiyorum
¢ogu zaman bir mola vereyim gibi bir ihtiyacim olmuyor.
Sabah bir oturuyorum 6glen olmus sonra aksam oluyor.
(0613N)

Basta anlamamistim aradan birka¢ ay gecti zamanin daha
hizli gectigini goriiyorum yeni bir haftaya basliyoruz birden
Carsamba oluyor zaman ¢ok hizli gegiyor. Aylar yillar hizla
gegiyor (0627N)

Miizik dinler ve yazarak ¢alisir(0613 NC)

Giin igerisinde gorevlendirmelere gore bazen ¢ok
yogun ve odakli olurken bazen de isteki
yogunluguna gore orta diizeyde verimsiz gectigi
zamanlar1 olmaktadir. (0627 NC)

Keyif aldigim bir igse ise basliyorum oturuyorum ve su
almak i¢in veya yemek i¢in mola veriyorum akip gidiyor.
(0625N)

PC basinda, sadece kisa molalar vererek giinii
tamamlar. (0625 NC)
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Non-flow state at
work

High immersion
at work

Getting lost at
work

Expected worker
immersion

Zamanim ¢ok verimsiz gegiyor. Sabah geliyorum ise
baslamam uzun gegiyor ise ge¢ geliyorum verimlilik 2 saate
diistii bazen ¢alisiyor gibi yapiyorum (0623N)

Bize her yer ofis olabiliyor. Odaklanma anlaminda bunu
asmak  durumundayiz.  Odagimizi ve  dikkatimizi
toplayabiliyoruz. (0609N)

Proje yazarken bir sistemi tasarlarken vs uzun uzadiya
konsantre olabiliyoruz. Aslinda birka¢ goérevim var her birine
ayr1 ayr1 odaklanabiliyorum. (0612N)

Odaklanma sorunum su ana kadar olmadi tamamiyla
odaklanabiliyorum. Kisisel olarak kendim de odaklanma
sorunu olmadigindan yaptigim isi de diizgiin bir sekilde
yapmadan yarim bir sekilde birakmadim. Tamamiyla igime
odaklandigimi diisliniiyorum (0624N)

Odak noktamiz sadece is is is is ...(0609NC) Her
durum da sogukkanli hareket eder. Odaklanma
hassasiyeti ¢cok yiiksek. (0609NC)

Son derece odakli bir sekilde ¢alisiyor. Aksamlari
ve hafta sonlar1 da ise zaman ayirdigini biliyorum.
(0612NC)

Yaptig1 ise ¢ok odaklanir ve en kisa siirede
yapmaya ¢aligir. (0624NC)

Genelde dalip gidiyoruz evet. (0612N) Zaman hizli gegiyor
yetmiyor hatta. Zaman ydnetimini planlayamiyoruz. (0612N)

Genelde arkadaslar yemege ¢ikacak oluyor ben hala
yazmaya devam ediyorum aklimdakileri koda dokmeye
calistyorum yarim birakmak istemiyorum iki ii¢ dk deyip
devam ediyorum bes on dk sonra bir daha gagiriyorlar.
(0613N). Daldigim noktalar ¢ok olabiliyor. Derin bir sey
gelistiriyorsaniz o noktada dis diinyayr gérmemeye
bagliyorsunuz. (0613N)

Bir isi yaparken baska bir sey soruldugunda etrafimdakileri
¢ok fazla duymuyorum tamamiyla o ise odaklanmig
oluyorum. (0624N)

Genelde ¢ok odakli bir sekilde caligtyor. Dis
uyaranlara tepki vermekte geciktigi oluyor.
(0612NC)

Bazen bilmedigimiz ve ¢Ozemedigimiz
durumlarda arastirmalar yapip, ¢evresindeki
meslektaslarini arayip onlardan da fikir alir. Bazen
bunlara dalip gider. (0624NC)

Ise dalip gitmekten ziyade odakli galismalart
haricinde ekip arkadaslarina adapte olan normal
bir ¢aligsma gosterir. (0627NC)
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Conditional
getting lost
experience at
work

Bugiin yapilacaklar listesi yaparim genelde hesapladigimda
mola vermeden calisirsam yetistirebiliyordum hi¢ mola
vermeden calisip yetistirmistim bir keresinde. Is ¢ikisina
denk isi yetistirmistim ekip arkadaslarim kahve molasina
cagirmistt ona bile gitmedim o giin akip gitmisti hizlica.
(0627N)

Conditional
immersion at
work

Sevdigim islerde oluyor ama tatmin olmadigim islerde boyle
bir sey yasamiyorum. (0620N)

Bazen dyle oluyor ki sevdigim alanda ¢alistigimda giin boyu
bolinmeden galistigim oluyor. (0623N)

Ise dalip gitme durumu zorlayici ve farkli bir sey yapmam
gereken miihendislik problemleriyle ugrastigimda oluyor
genelde. O zaman saatin nasil gectigini fark etmiyorum
(0625N)

Bir rapor okurken bir analiz tavsiyesi analiz okurken bunlari
(dalip gitmeyi) yasayabiliyorum. Bir rapor hazirliyorsam
okuyorsam dalabiliyorum. (0609N)

Ise daldiginm cok kez gozlemledim (0620NC)

Ugrastig1 konu 6zelinde bazen beni duymayacak
kadar odakli ¢alistigt zamanlar oluyor. Bunun
disinda yogun tempoda ¢alisir. (0625NC)

Ben yazilimi seven bir insanim hatta isime c¢ok fazla
odaklandigim séylenir. Yazilim ya da bilgisayar Miih. benim
icin motive edici (0613N) Calisirken odaklanirken ¢ok
sikintt  yagamiyorum. (0613N) Evde calisngimda ise
odaklanamiyorum 20 dk sonra bir ¢ay bir su alayim bir mola

Odak problemi yasamaz isine sadik ve adanmustur.
Odaklanma  problem  yasamaz.  (0613NC)
Yogunlugunu ise vererek odak problemi yasamaz.
(0613NC)
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vereyim diyorum. Is yerinde ¢alisirken daha odakh
calistyorum ancak evde kayboluyor (0613N)

Evden caligmanin giinliik problemleri hari¢ herhangi bir
sorun yasamryorum odaklanamadigim i¢in gece calistyorum.
(0616N)

Ben odag: yiiksek birisi oldugumu diisiiniiyorum bununla
ilgili herhangi bir sikintim olmasa da is ortamu sebebiyle
dikkat dagitict faktorler olabiliyor. Odaklanmak daha zor
oluyor. (0620N)

Odaklandiginda sadece isle ilgileniyor. Diger
zamanlar dig etkenler dikkatini dagitabiliyor.
(0616NC) Cozillemeyen ya da yetismesi
gereken bir is varsa ful odakli ¢alisiyor. Diger
zamanlarda odagini kaybedebiliyor.
(0616NC)

Gorevine yiiksek odaklanabilen birisi 5 saat
kalkmadan ¢alisgtigimi  gbzlemledigimiz oldu.
(0620NC)

Need for
adjustments  for
effective
immersion at
work

Difficulties in
immersion at
work

Unsuitable
immersion
work

at

Full odaklanmam gerektiginde kulaklik takiyorum White
noise tarzi higbir sekilde kesilmek istemiyorum. (0627N)

Odaklanmada oldukga yiiksek bir performans
sergilemektedir. Dikkatini dagitmayacak ortami
saglamak icin ugrasir. (0627NC)

Odaklanirken zorluk yasiyorum ofisin kalabalikligindan
dolaytr karsimda oturan insanin sallanmasi monitoriin
sallanmasi1 odagimi dagitabiliyor (0625N)

Yaptig1 is odak ve dikkat ister. Bunlar olmazsa
saglikli  ilerlemek pek  miimkiin  degil.
Meslektagim calistigr siirece yaptigi ise odaklidir
(0625NC)
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G. PERMISSIONS FOR USING UTRECHT WORK ENGAGEMENT SCALE

Permission for using Utrecht Work Engagement Scale = Gelen kuiusu x e B

Serdar koksal 8Kas20228al 0854 ¢y
Dear Dr. Schaufeli; | am Mustafa Serdar Koksal from Turkey, Hacettepe University. | am working on gifted workers in technology firms. | need to use your instrum

Schaufeli, W.B. (Wilmar) - BKas202Paz 30 ff @ & H

Alici: ben =

Dear Mustafa,

Thank you very much for your interest in my work.

‘You may use the UWES free of charge, but only for non-commercial, academic research. In case of commercial use, we should draft a contract
Please visit my website (address below) from which the UWES can be downloaded, as well as all my publications on the subject

Good luck with your research

With kind regards

Wilmar Schaufeli

Van: Serdar koksal
Datum: dinsdag 81
Aan: Wilmar Schau

Onderwerp: Permi__._.. ... __. e i-...—..;agement Scale

R

U ontvangt niet vaak e-mail van bioeducator@gmail.com. Meer informatie over waarom dit belangrijk is




097

Olcek kullanma izni

Gelen Kutusu x

Serdar | il.coms

Alcr: erali

Sayin Dr. Ali Eryilmaz hocam;

I a B

1Kas20221547 @ &«

Ben Hacettepe Universitesi Egitim Fakiltesi 8gretim tyesi Mustafa Serdar Kiksal. Tarafinizca adapte edilmis olan "Utrecht Ise Baghlik Olcegi'ni yitirecedim bir arastirmada kullanmak istiyorum. Olcedi kullanma konusunda izninizi ifade eden yaziyi
bana saglayabilirseniz, cok buyuk bir katki saglamig olursunuz kiymetli hocam. Saygilanmla. fyi calismalar.

Prof. Dr. Mustafa Serdar KOKSAL,
Hacettepe University,
Faculty of Education,
Department of Special Education
Gifted Education Program

EY

WAL,
Hacettepe Universitesi
Egitim Fakaltesi
Ozel Egitim Baloma
Ozel Yetenekliler Egitimi ABD
NRRON Revtens Ankara/TURKIYE

Ali Eryilmaz <eralifé@hotmail.com>
Alici: ben -

Merhaba,

Olgek ektedir. Kolay gelsin.

Prof. Dr. Ali ERYILMAZ
Yildiz Teknik Universitesi
= —

& 8Kas20227613 ff @ & :




H. VOLUNTARY PARTICIPATION FORM

Mart 2023

ARASTIRMAYA GONULLD KATILIM FORMU

Bu galigma ODTO Bilim we Teknoloji Pelitikas Caligmalan Anabdlim Dab S@retim Gyelerinden Prof. Dr. Mehmet Teoman
Pamukiu tarafindan ylratiimektedir. Bu form sizi aragtirma kosullan haklkenda bilgilendirmek bgin hazirfanmistir.

Caligmanin Amac Medir?

Bu galgmamnin amao gelismekte olan bir dlkede dstiin zekah &frencilere yonelik bir egitim programindan mezun olan we
bir teknolojl sirketinde gahisan calanlann is yasanunda dznel iyl olus deneyimlerind nitel bir arastirma ile detayl bir
sekilde incelemektir.

Bize Masil Yardima Olmanmn isteyecegiz?

Arastermada gasith Slgme araglan (molakat sorulan, meslektas milakat sorulan, agk uglu sorular ve gozlamber
gibi) kullanilacaktr. Teknoloyl sirket! galisanlan katiimo olarak davet edilecek, katilmak isteyenler yaklagsik 20 dakikalk bir
millakata, 30 dk’ lik bir anket cevaplarma seansina katilacaklarder. Calgmada katthmeolardan momkin olduunca detayl ve
gergekl cevaplar vermeleri istenecektir.

Katsl zla igili bl iz gerekenler:

Bu caligmaya katilmak tamamen gonllidlik esasna dayalidir. Herhangl bir yaptbinma wveya cezaya maruz
kalmadan c¢ahsmaya katilmay reddedebilir weya cahsmay bergkabilirsiniz. Arastirma esnasinda cevap wermek
istermediginiz sorular olursa bog birakakilirsiniz.

Aragtermaya katilanlardan toplanan veriler tamamen gizll tutulacak, veriler we kimlik bilgileri herhangl bir gekilde
eslestiriimeyecektir. Kanlimeoilanin  isimlerl bagimsiz bir listede toplanacaktir. Aynica toplanan werilere sadece
aragtirmacilar ulagabilecektir. Bu arastwrmanin sonuglan bilimsal we profesyonel yayinlarda weya efitimn amach
kullamilakilir, fakat kabihmcodarnn kimligl gizll tutulacakiir.

Riskler:

Galiyma esnasinda, cevaplama sdresi boyunca sirenin uzunlugundan rahatsizik hissedebilirsiniz. istediginiz
zaman prosedird durdurabilir ve galismays herhangi bir kaybianiz olmaksizin birakabilirsiniz. Anket ve milakata teknikleri
sk kullanilan yontemler olup Gnemdi bir risk tasimamaktadir. Mllakat ve ankette sorulacak sorular arasmda azel
hayatimizla Hgill, gizhligl ihlal edecek sorular yer almamaktadir.

Arastirmayla llgili daha fazla bilgl almak isterseniz:

Caligmayla Hgili soru ve yorumilannizi arastirmaciya | =ya ylksek lisans dfrencisi Mustafa
Serdar Kbksal'- -~-ooonem— - - s ggresinden iletebilirsiniz.

karidakl bilgiter okudum ve b cal goniii ofarak katilorum,
[Formu doldurup imzaladiktan sonra uygulayicrya gerl veriniz).
isim Soyad Tarih imza
S —
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J. TURKISH SUMMARY/TURKCE OZET

GELISMEKTE OLAN BiR ULKENIN TEKNOLOJI SIRKETLERINDEKI
USTUN ZEKALI CALISANLARIN IS YASAMINDA iYI OLUS
DENEYIMLERI

Ustiin zekali galisanlar yaraticilik, elestirel diisiinme ve problem ¢ézme acisindan
benzerlerinden daha st diizey yeteneklere sahiptir (Case vd., 2001; Hiatt ve
Covington, 1991; Koksal, 2016; Renzulli, 2018; Turkman, 2020). Renzulli ve Reis
(2021, s.335) tstiin zekalihgr “yiiksek zihinsel yetenek, yiiksek motivasyon ve
yaraticiligin  etkilesimiyle yaratici-liretken diislinmede yiiksek performans
sergilemek™ olarak tanimlamistir. Turkman (2020) calismasinda dstiin zekali
bireylerin farkli 6zelliklerini bir araya getirmis ve bunlari merakli olmak, ¢ilgin
fikirler iiretmek, 6grenmeyle derinlemesine ilgilenmek, bilgiyi kolayca manipiile
etmek, proje baslatici olmak ve iiretken sorular sormak olarak Ozetlemistir. Bu
Ozellikler, arastirma ve gelistirme (Ar-Ge) faaliyetleri, Ar-Ge projelerinin
stirdiirtilebilirligi, Ar-Ge triinlerinin kalitesi ve bir sirketteki inovasyon faaliyetleri
icin ¢ok &nemlidir. Ozellikle, bilgi odakli bir ekonomide, iistiin zekali bireyleri
cezbetmek ve elde tutmak, insan sermayesini ve teknoloji-yenilik tiretme yetenegini
artirmak i¢in kuruluslarin ve sirketlerin sahip olmasi gereken degerli bir yetenektir.
Bu fikir temelinde yapilan incelemeler ve arastirmalar, {stiin zekali bireylerin
egitiminin, istthdamimin ve katilimmin desteklenmesinin sirketlerin  Ar-Ge
performansina katkida bulundugu gostermistir (Kim ve Lee, 2022). Bu farkindalik
dogrultusunda, giincel bilim ve teknoloji politikas1 (BTP) belgeleri, iistiin zekah
kisilerin toplum i¢in 6nemini ve iilkelerin bilim ve teknoloji alanindaki tiretkenligine
bu bireylerin katkilarin1 vurgulamaktadir (Kim ve Lee, 2022; Park ve Kim, 2020).
Aslinda {istiin  zekdli c¢alisanlar, firmalarin ve kurumlarin maddi olmayan

varliklaridir.

Shavinina (2009) teknolojik ve bilimsel gelismelerin {istlin zekali bireylerle iligkisini

ortaya cesitli calismalarda ifade etmistir. Arastirmaci, Singapur'un Diinya Ustiin
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Zekalilar Kongresi'ne olan ilgisi (Singapur'dan 70 delegenin katilim1) ve Kaliforniya
Singapur, ¢ok sinirli dogal kaynaklara sahip olan ve insan sermayesinin inovasyon ve
teknolojik gelisim icin en énemli kaynak oldugu bir iilkedir. Ustiin zekal1 bireylerin
iilkenin ekonomik kalkinmas i¢in éneminin farkinda olan Singapur, Ustiin Zekalilar
Egitim Sistemini kiiresel ekonominin ve teknolojik gelisimin gereklilikleri
dogrultusunda diizenlemistir (Neihart & Tan, 2016). Teknoloji Basar1 Endeksi'nde
Singapur, yenilik iiretme ve yeni teknolojileri dinamik bir sekilde benimseme
konusunda bolgesinin lider {ilkesi konumundadir (Agan, 2022). Kaliforniya Silikon
Vadisi'nde zihinlerinde yenilikgi fikirler olan {istiin zekali insanlar bir araya gelmis,
yiiksek motivasyon, yenilik¢i diistinme, miikemmeli arama davranisi, yogun bilgi
iletisim ag1 kurma, yiiksek kalitede arastirma yapma, hizli ve dogru karar verme
yetenekleri ile kendilerine o6zgii bir ortam ve c¢alisma alant olusturmuslardir
(Shavinina, 2009). Shavinina (2009), Silikon Vadisi'nin hizl1 yiikselmesini ve zengin
tiretkenligini Uistiin zekali miithendislerin, yoneticilerin ve karar alicilarin istihdamina

baglamistir.

Ustiin zekanim 6nemli bir gdstergesi olan zeka diizeyleri ile is performansi arasindaki
iligkiyle ilgili yapilmis ¢alismalarda s6z konusudur. Gottfredson (2002) ¢alisanlarin
i3 performanslarimin zekalar1 tarafindan Onemli Ol¢lide yordandigini ortaya
koymustur. Ayrica, Schmidt ve Hunter (2004) is performansi ile zekd arasindaki
korelasyonlarin 0,31 ile 0,73 arasinda oldugunu bildirmis ve genel zekayr is
performansinin en gii¢lii yordayicisi olarak degerlendirmislerdir. Kuncel ve digerleri
(2010)’de 1IQ'yu igeren farkli degiskenlerin yordama giictinii karsilastirmis ve IQ'nun
is performansini yetenek veya kisilikten ¢ok daha iyi yordadigini bulmustur. Murtza
ve digerleri (2021)’de IQ'nun hem is performansinin hem de is tatmininin bir
belirleyicisi oldugunu bildirmistir. Dolayisiyla, iistiin zekali ¢alisanlarin yiiksek 1Q'su
veya bilissel performansi, onlar1 ise almak ve siirdiiriilebilir istihdam saglamak i¢in

onemli bir noktadir.

Ustiin zekalilarin is yasaminda iyi olusu ile BTP arasindaki iliskiye dayanarak, bazi
gelismis ve gelismekte olan tilkeler zengin bir insan kaynagi olarak iistiin zekalilar

icin BTP'lerinde degisiklikler yapmustir. Ornegin, Giiney Kore BTP'sini BT

164



kiiltiirinti tegvik etmek ve insan kaynagini beslemek icin degistirmistir. Ayrica bu
degisim dogrultusunda Giiney Kore'nin BTP'sinde iistiin zekalilarin tanilanmasi ve
egitimi de yer almistir (Kim ve Lee, 2022). Glineydogu Asya Uluslar Birligi
(ASEAN) iiyesi llkeler, Japonya ve Cin'de de iistiin zekali genglere bilim ve
teknoloji kariyerleri igin firsatlar saglanmasi politika belgelerinde planlanmistir
(ASEAN, 2017). "ASEAN Plus Three Bilimde Ustiin Zekalilar Merkezi" girisimi,
gelecekteki yenilikler ve siirdiiriilebilir bliylimeye katkida bulunma potansiyeline
sahip Ustiin zekalilara yonelik firsatlar1 organize etmistir (ASEAN, 2017). Jamaika
Ulusal Bilim, Teknoloji ve inovasyon Politikast da BT alanlar i¢in iistiin zekal
kisilerin belirlenmesi ve desteklenmesini bir hedef olarak belirlemistir (The National
Science, Technology and Innovation Policy, 2019). Hindistan'n 10. Bes Yillik
Plani'nda tistiin zekalilarin egitiminin gii¢clendirilmesi ve BT insan sermayesi olarak
desteklenmesi BTP amaglar1 arasinda yer almistir (Park ve Kim, 2020). Yukarida
gorildiighi gibi, istiin zekalilarin tanilanmasi, {istiin zekalilarin egitimi ve {stiin
zekalilarin bilim ve teknolojiyle ilgili projelerinde desteklenmesi farkli {ilkelerin
BTP'leri i¢in 6nemli amaclar olarak belirlenmistir. Ancak iistiin zekalilarin is
yasaminda iyi olusuna ve teknoloji sirketlerinde istihdamina iliskin incelemeler iilke
diizeyinde ve belirli bir sektdre odakli olarak yapilmamustir. Ustiin zekali bireylerin
is yerinde iyi oluslart hem isverenin beklentilerinin karsilanmasi hem de caliganin
performansinin artmas igin dnemli bir faktordiir. Is yerinde iyi olusun boyutlar:
acisindan bakildiginda, yaptiklar1 is zorlayici, rutin olmayan ve ilging gorevler
sunmadiginda, iistiin zekal calisanlarin bikkinlik, depresyon, yabancilagma ve isten
ayrilma gibi sorunlar yasayabildigi bilinmektedir (Jacobsen, 2000; Vreys vd., 2016;
Waal vd., 2013). Is yasaminda iyi olus, iistiin zekali calisanlar igin zorlu ve ilging is
deneyimlerini yansitan bir kavramdir. Tanim olarak is yasaminda iyi olus, “canlilik,
adanmislik ve odaklanma ile karakterize edilen olumlu, tatmin edici, isle ilgili bir ruh
halidir” (Schaufeli vd., 2002, s. 74). Is yasaminda iyi olus, diisiincede esneklige (Isen
ve Daubman, 1984), yaraticiliga (Isen vd., 1987) ve diisiince verimliligine (Isen ve
Means, 1983) yol agan olumlu duygularla pozitif yonde iliskili olmasi1 nedeniyle
onemlidir. Ayrica i yasaminda iyi olus, calisanlarin yeni bilgi gelistirme, goniilli
olma ve is arkadaslarina 6zen gdsterme gibi proaktif rollerini hafifletmektedir (Lieter

ve Bakker, 2010). Is yasaminda iyi olus aym zamanda gorev performansini olumlu
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yonde etkilemekte (Christian vd., 2011; Mackay vd., 2017) ve iste devamsizlig
azaltmaktadir (Rongen vd., 2014).

Shavinina (2013), iistiin zekalilarin diinya ¢apinda inovasyon ve iiretkenlik i¢in en
yiiksek sorumluluga sahip oldugunu is yasaminda iyi oluslarinin politika belgelerinin
oncelikleri arasinda yer almasi gerektigini belirtmistir. Ancak, Tirkiye'de higbir
politika belgesi veya arastirma raporu, Tiirkiye'nin inovasyon ve kalkinma
hedeflerine ragmen, teknoloji sektorlerinde is yasaminda iyi olus agisindan iistiin
zekali calisanlart hedefleyen bir ama¢ icermemektedir (bkz. Ek A). Gelismis
tilkelerde iistiin zekali ¢alisanlarin is tatmini, refahi, is yerinde 6zgiinliigl, kariyer
secimleri ve is memnuniyeti lizerine bazi arastirmalar yapilmistir (Brown, 2021;
Casteren vd., 2021; Persson, 2009; Siekanska ve Sekowski, 2006; Vreys vd., 2016;
Waal vd., 2013). Ancak, genel olarak gelismekte olan tilkelerdeki teknoloji
firmalarinda istihdam edilmis istiin zekal ¢alisanlarin is yasaminda iyi oluslarina
odaklanan bir ¢alisma bulunmamaktadir. Bu nedenle, bu tezin amaci, Tirkiye'deki
teknoloji firmalarinda c¢alisan {stiin zekali calisanlarin is yasaminda iyi olus
deneyimlerini incelemek ve onlarin iyi oluslarini {istiin zekali olmayan g¢alisanlarin

iyi oluslari ile karsilastirmaktir. Bu tezdeki aragtirma sorular1 agagida sunulmustur.

1. Ustiin zekali ve {istiin zekdli olmayan calisanlar Tiirkiye'deki teknoloji

firmalarinda is yagaminda iyi olus ile ilgili deneyimlerini nasil tanimlarlar?

3. Ustiin zekali ¢alisanlar Tiirkiye'deki teknoloji firmalarinda is yasaminda iyi
olus ile ilgili deneyimleri agisindan {stiin zekdli olmayan c¢alisanlardan nasil

farklilagsmaktadirlar?

YONTEM
Bu ¢alismada nitel ¢coklu durum ¢alismas1 yéntemi kullanilmistir (Yin, 2009). Ustiin
zekali ve istiin zekali olmayan calisanlarin is yasaminda iyi olus konusundaki

deneyimlerini detayli bir sekilde agiklamak i¢in biitiinciil ¢coklu durum g¢aligmasi

tercih edilmistir. Iki ayr1 durum iceren bu ¢alismanin durumlarini teknoloji
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firmalarinda ¢alisan istliin zekali calisanlar ve flstiin zekali olmayan calisanlar

olusturmaktadir.

Durumlar

Arastirmda iki ayr1 durum dikkate alinmigtir. ilk durumu iistiin zekali ¢alisanlardan
olusan bir katilimci1 grubu, ikinci durumu ise iistiin zekali olmayan katilimcilardan
olusan bir grubu igermektedir. Durumlardaki katilimcilarin belirlenmesinde kartopu
ornekleme yontemi kullanilmistir. Bu amagla, Tirkiye'deki teknoloji firmalarinda
calisan BILSEM mezunlar1 belirlenmis (zeka testine tabi tutulmus ve teste katilanlar
arasinda ilk %210'luk dilime girerek istin zekali olarak tanilanmiglardir) ve bu
kisilere teknoloji firmalarinda ¢alisan ve yiiksek zihinsel yetenege sahip arkadaslari
sorulmustur. Daha sonra, bazi arkadaglarini ¢alismaya katilmalari i¢in dnermislerdir.
Ancak baz1 arkadaslar1 BILSEM mezunu olmadig1 i¢in bu arkadaslarma da TONI-4
zeka testi uygulanarak zihinsel yetenek diizeyleri dlgiilmiistiir. Ik %10'luk dilimde
yer alan katilimcilar (BILSEM mezunlari ve arkadaslart), yetiskin iistiin zekaliligmi
belirlemede kullanilan giincel yaklasimlar dogrultusunda iistiin zekali olarak kabul
edilmistir (Angela ve Caterina, 2022; Corten vd., 2006; Lang vd.; 2017; Pezzuti vd.,
2023). Siire¢ boyunca, Tiirkiye'nin farkli teknoloji firmalarinda calisan {istiin zekal
olmayan arkadaslar1 da sorulmustur. Calisanlar iistiin zekali olmayan meslektaslarini
da onermisler ve bu katilimci1 grubu da TONI-4 testi ile test edilmis ve ilk %10luk
dilimde yer almayan katilimcilar, yetiskin dstiin zekaliligini tespit etmek igin
kullanilan giincel yaklasimlar dogrultusunda istiin zekali olmayan olarak kabul
edilmistir (Angela ve Caterina, 2022; Corten vd., 2006; Lang vd.; 2017; Pezzuti vd.,
2023). Bu nedenle, ¢alismanin basinda iistiin zekali ¢alisanlar ve iistiin zekalh

olmayan c¢aligsanlar olmak tizere iki farkli durum ve 17 meslektas belirlenmistir.

Verilerin Toplanmasi

IQ testleri uygulandiktan ve puanlar tanilama ig¢in kullanildiktan sonra, tanimlayici
ozelliklerini belirlemek i¢in katilimcilara kisisel bilgi formu uygulanmustir. Is
yasaminda iyi olus ile ilgili deneyimler hakkinda veri toplamak amaciyla bir yari

yapilandirilmis goriisme uygulanmistir. Goriisme sorulari, Is Yasaminda Iyi Olusun
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i¢ bileseni olan Canlilik, Adanmiglik ve Odaklanma temel alinarak hazirlanmistir.
Ayn1 zamanda, istiin zekal bir ¢alisanin is yagsaminda iyi olus ile ilgili deneyimleri
hakkinda yakin bir meslektasiyla bir goriisme yapilmistir. Benzer sekilde, goriisme
sorular1 Is Yasaminda Iyi Olusun {ic bileseni olan Canlilik, Adanmishk ve
Odaklanma temel alinarak hazirlanmigtir. Her iki goriisme sorusu da ¢alisanlar ve
O6lgme uzmanlar1 tarafindan igerigin teoriye uygunlugu, sorularin gruba
uygulanabilirligi ve sorularin anlasilabilirligi acgisindan kontrol edilmistir. Eryilmaz
ve Dogan (2012) tarafindan Tiirkceye uyarlanan Utrecht Ise Baglilik Olgegi
(Schaufeli ve Bakker, 2003) maddeleri, yorumlarin giivenilirligini artirmak i¢in 5
secenekli (1: Tamamen Katilmiyorum, 2: Cogunlukla Katilmiyorum, 3: Biraz
Katiliyorum, 4: Cogunlukla Katiliyorum, 5: Tamamen Katiliyorum) bir ¢evrimigi
olgek olarak uygulanmistir. Olgekten alinan yiiksek puanlar yiiksek is yasaminda iyi

olus anlamina gelmektedir.

Verilerin Analizi

Verilerin analizinde icerik analizi yontemi sistematik bir sekilde ii¢ asamada
uygulanmistir: 1.Ac¢ik ve tanimlayici igerigin kodlanmasi, 2.A¢ik kodlara dayali
olarak deneyimlere iliskin kategorilerin olusturulmasi, 3.Kategorilerin daha soyut
basliklar halinde siniflandirilarak yorumlayici temalarin olusturulmasi (Graneheim
ve Lundman, 2004; Graneheim vd., 2017). Igerik analizinin ardindan verilerden yola
cikilarak “Calisanlarin degisen canlilik diizeyi etkisi altinda degisen iste iyi olus”,
“Calisanlarin degisen adanmisliklarinin etkisi altinda degisen iste iyi olus” ve
“Caliganlarin degisen odaklanma deneyimlerinin etkisi altinda degisen iste iyi olus”
olmak iizere ii¢ tema belirlenmistir. Tiim kodlar, kategoriler, temalar ve ilgili ifadeler

Ek E ve F'de goriilebilir.

Bu caligmada bulgularin giivenilirligi i¢in ti¢ strateji kullanilmistir.

1. Katilime1 teyidi,

2. Veri liggenleme,

3. Katilimer ve meslektas verileri arasindaki uyumun kontrol edilmesi (Chase, 2017;

Colllins & O'Riordan, 2022; Sands & Roer-Strier, 2006).
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Veri liggenlemesinden sonra (katilimei ve meslektas goriismeleri ve 6lgek verileri),
katilimc1 ve meslektag goriismelerine iligkin iki veri seti arasindaki uyumu inceledik.
Iki veri setinde yiizde 70 oraninda uyum saglandig tespit edilmistir. Bu, ¢alismanin
givenilirligi i¢in 6nemli bir kanittir. Katilimer teyidi i¢in katilimcilardan biriyle
(0607G) analiz sonrasinda kendisiyle ilgili bulgular paylasilarak ve bu bulgularin
kendisine yansima dereceleri hakkinda goriisme sorulari sorularak goriisme
yapilmistir. Goriismede, goriismeci kendisiyle ilgili tiim bulgularnt okumus ve
goriismeciye bunlarla ilgili sorular sormustur. Katilimci, bulgularin genel olarak
%99,5'in lizerinde bir oranda is yasaminda iyi olusunu yansittigini ifade etmistir.
Kontrol oturumundan katilimcinin bu ¢aligmanin is yasaminda iyi olusuna iligkin
bulgularin1 yiiksek oranda onayladigi goriilmektedir. Dolayisiyla katilimct

bulgularinin bu ¢aligmanin giivenilirligini destekledigi s6ylenebilir.

BULGULAR

Tezimdeki aragtirma ilk sorusu “Tiirkiye'deki teknoloji sirketlerinde iistiin zekali ve
tistiin zekal1 olmayan calisanlarin iste iyi olus deneyimlerini nasil tanimlamaktadir?”
idi. Genel olarak hem tistiin zekali hem de istiin zekali olmayan ¢alisanlar bu tezde
iste iyi olug ilgili deneyimlerini yiiksek diizey iste iyi olus olarak ifade ettiler.
Gortigsmelere iligkin bulgular incelendiginde, her iki durumda da yiiksek diizeyde iste
1yl olusu yansitan ifadelerin diisiik diizey iste iyi olusu yansitan ifadelerden daha
fazla oldugu goriilmektedir. Benzer sekilde, Utrecht Iste Iyi Olus Olceginde de her
iki durumda da diisiik diizey iste iyi olusu yansitan kategorilere kiyasla yliksek diizey
iste 1yi olusu yansitan daha fazla sayida kategori sergilenmektedir (bkz. Tablo 23 ve
24).

Ustiin zekal1 ve iistiin zekali olmayan ¢alisanlar hem miilakatta hem de Utrecht Iste
Iyi Olus Olgegi'nde diisiik seviye iste iyi olusu yansitan ifade ve cevaplara kiyasla
yiikksek seviye iste iyi olusu yansitan daha fazla sayida ifade ve cevabi temsil
etmistir. Miilakat ve Utrecht Iste Iyi Olus Olgegi bulgularindaki benzerlik, bu
calismada onemli bir giivenilirlik saglamis ve Tiirkiye'deki teknoloji sirketlerinde
istiin zekali ve iistiin zekali olmayan calisanlarin iist diizey iste iyi olusa iliskin

onemli kanitlar sunmustur.
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Tezdeki ikinci arastirma sorusu, iste iyi olus agisindan iistiin zekali ve tstiin zekali
olmayan c¢alisanlar arasindaki farkliliklarla ilgilidir. Durum 1'deki (istiin zekali
calisanlar) ve Durum 2'deki (listiin zekali olmayan calisanlar) c¢alisanlar, teorinin
canlilik, adanmislik ve odaklanma boyutlar1 ayrintili olarak incelendiginde iste iyi
olus agisindan farklilik gostermistir. Olumlu iyi olusa iligkin ifade ve kategori
sayilar1 arasindaki fark dikkate alindiginda, Durum 1'deki iistiin zekali ¢alisanlarin,
odaklanma ve adanmislik agisindan istiin zekali olmayan calisanlara gére daha

yiiksek iste iyi olus gosterdikleri goriilmektedir.

TARTISMA VE SONUC

Goriismelerden ve Utrecht Iste Iyi Olus Olgegi'nden elde edilen bulgular birlikte
incelendiginde, ustiin zekali c¢alisanlarin adanmishik ve odaklanma boyutlar
acisindan istiin zekali olmayan calisanlara gore daha yiiksek diizeyde iste iyi olus
gosterdikleri, canlilik boyutu acisindan ise iistiin zekali olmayan calisanlara gore
daha diisiik diizeyde iste iyi olus gosterdikleri tespit edilmistir. Onemli bir nokta
olarak, Utrecht Iste Iyi Olus Olgegi verilerinden elde edilen bulgular bu ¢ikarinm
desteklemektedir. Ustiin zekali calisanlarm iistiin zekal: olmayan calisanlara gore
daha yiiksek diizeyde odaklanma gosterdigi belirlenmistir, fakat canlilik agisindan
daha disiik diizeyde bir iste iyi olus durumu gozlemlenmistir. Canlilik boyutuna
iliskin bulgu, isteki is ytkiiyle ilgili olabilir, ¢linkii bu tezde gosterildigi gibi iistiin
zekali calisanlar yiiksek is yiikii gibi daha fazla zorluk beklemektedir, ancak asir1 is
yiikii is yerinde enerji kaybina yol acabilir. Bu durum, zorluk ve enerji kaybi
kategorilerine iliskin bulgularda da goriilmektedir. Ayrica, iistiin zekal ¢alisanlar,
tistiin zekali olmayan caliganlara kiyasla miilakatlarinda daha fazla sayida yiiksek
diizeyde dayaniklilik ve canliliktan bahsetmislerdir. Overzier ve Nauta (2013) ve
Starc ve digerleri (2014) istiin zekali calisanlarin yiiksek derecede tutku ve
dayanikliligindan canliligin bir isareti olarak bahsettiginden, bu kategorilerdeki
yiiksek seviyeler listiin zekalaryla iligkilendirilebilir. Diger boyutlar olan adanmishk
ve odaklanma agisindan, istiin zekali ¢alisanlar yiiksek diizeyde iste iyi olusa
sahiptirler. Macke ve digerleri (2022) ¢alismalarinda Utrecht Iste Iyi Olus Olcegini
kullanmig ve bulgulart Gistiin zekali bireylerin adanmislik ve odaklanma konusunda

digerlerine gore daha yiiksek puanlar aldiklarimi gdstermistir. Ancak, listiin zekali ve
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istlin zekali olmayan gruplar arasindaki fark anlamli degildir. Literatiirde, {stiin
zekali g¢alisanlarin iste iyi oluslarinin bu iki boyutuna dogrudan odaklanan bir
calisma bulunmamakla birlikte, iistiin zekal1 ¢alisanlarin 6zelliklerini bu iki boyut
dogrultusunda raporlayan bazi calismalar bulunmaktadir. Bunlardan biri olarak,
Overzier ve Nauta (2013) istiin zekal ¢alisanlarin yiiksek derecede baglilik ve
tutkularinin adanmighigin bir isareti oldugundan bahsetmistir. Benzer sekilde, Vreys
ve digerleri (2016) ile Overzier ve Nauta (2013) da odaklanma boyutuyla iliskili
Ozelliklerini belirtmis ve konulara derinlemesine konsantre olma ve igerige yogun bir
sekilde odaklanma becerisinden bahsetmislerdir. Ozetle, arastirmacilar iistiin zekali
calisanlarin Ustlin zekali olmayanlara kiyasla daha yiiksek diizeyde adanmislik ve
odaklanma ozelliklerine sahip oldugunu belirtmistir. Yiiksek 1Q puanlarina sahip
olmak ve adanmislik ve odaklanma ile iliskili yiiksek bilissel ve motivasyonel
ozellikleri temsil etmek, bu iist diizey Ozelliklerle iliskili olabilir (Murtza vd., 2021;
Starc vd., 2014; Waal vd., 2013).Bulgular ayrica tstiin zekal ¢alisanlarin farkli
acilardan diisiik diizeyde iste iyi olus ifade ettiklerini gdstermistir. Ustiin zekali
calisanlar, is yerinde enerji kayb1 ve is yerinde azim kaybi olarak goriilen diisiik
diizeyde canlilik yasamaktadir. Ayrica, is yerinde anlamsiz ve amagsiz gorevler, is
yerinde diisiik diizeyde ilham ve is yerinde cosku kaybi ile karst karsiya
kalmaktadirlar. Enerji ve azim kaybinin daha ¢ok pandemi sonrasi is ylikiindeki
artigla ilgili oldugunu diigiiniiyorum, ¢iinkii pandemi déneminde is kayb1 yaygin bir
durum, dolayisiyla sirketlerde galisan sayisi azaldi ve ¢alisan basina diisen is yikii
arttt. Is yerinde anlamsizlik ve amagsiz gorevlerle yiizlesmek daha cok belirli
sirketlerdeki 0zel deneyimlerle ilgilidir. Bu c¢alismadaki her c¢alisan benzer
anlamsizliktan ve isteki amagsiz gorevlerden veya isteki anlamli ve amagh
gorevlerden bahsetmemistir. Is yerinde diisiik seviyede ilham ve is yerinde sevk
kaybr icin, bazi ifadeler etkileyicidir, ¢ilinkii {stiin zekali c¢alisanlar yetersiz
yoneticilerden, gorevlerin rutinlestirilmesinden ve calisan1 sebepsiz yere mesgul
etme amacindan bahsetmistir. Bu faktorler is yerinde ilham verici deneyimin

kaybolmasina ve sevk kaybina yol acabilir.
Oneriler

Bu ¢alismanin bulgulart 1s18inda hem aragtirmacilar hem de politika yapicilar igin

asagidaki onerilerde bulunulabilir. Bu calismada Iste Tyi Olus Teorisi (Schaufeli vd.,
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2002) dikkate almmustir, ancak {istiin zekali calisanlarin iste iyi olus tiizerine
yapilacak arastirmalarda iste iyi olus ilgili diger yaklasimlar veya teorilerin
kullanilmas1 avantajlar saglayabilir. Sonraki c¢alismalarda sektorel farkliliklar
dikkate alan teorik modeller tercih edilebilir. Ciinkii bu ¢alisma gelismekte olan bir
tilkede sinirli sayida teknoloji sirketi baglaminda yapilmistir. Sonraki ¢alismalar hem
gelismis hem de gelismekte olan iilkelerdeki teknoloji sirketleri disinda uluslararasi
sirketlerde calisan listiin zekal1 ¢alisanlara odaklanabilir. Bu odaklanma, firma, bolge
ve lilke diizeyinde {istiin zekali c¢alisanlarin iste iyi olusunu etkileyen faktorler
hakkindaki anlayisimiza katkida bulunabilir. Bu calismada, Utrecht Iste Iyi Olus
Olgegini iceren farkli yollarla hem nitel hem de nicel veriler toplanmustir, ancak is
yerinde gozlemlere ve ¢alisanlarin basarilarina iliskin belge toplamaya ihtiyag¢ vardir.
Gelecek caligmalarda gozlem ve belge toplamay: iceren farkli veri toplama yollar
kullanilmalidir. Gelecekteki calismalarda iistiin zekali ¢alisanlarin iste iyi olusunu
incelemek i¢in ¢ok yontemli ¢aligmalar uygulanmalidir. Bundan sonraki ¢aligmalarda
hem zeka testleri hem de farkli isler igin yetenek testleri ile belirlenen daha fazla

sayida {iistlin zekal1 calisana odaklanilmalidir.

Bu ¢aligmanin bulgularina gore, iistiin zekali ¢calisanlar genel olarak yiiksek diizeyde
iste iyi olusa sahiptir. Ancak bu, gelecekte iste iyi olusta kayip yasanmayacagi
anlamina gelmemektedir. Ustiin zekali calisanlarin iste iyi oluslarmi yiiksek tutmak
icin, sirketler mevcut durumu anlamak amaciyla iistiin zekali calisanlarin iste iyi
oluslarini diizenli olarak izlemelidir. izleme, bir dis paydas tarafindan yapilabilir.
Diizenli izlemenin sonuglari, iste iy1 olus yonetiminin etkili 6rneklerini gdstermek
icin bir sirket biilteni ile raporlanabilir ve is¢i sendikalar1 tarafindan diizenli izleme
icin bir resmi belge hazirlanabilir. Bazi1 sirketler bu tiir bir ¢alisan ihtiyacinin
izlenmesi konusunda farkindaliga sahip olmayabilir, biiltenlerle hem iistiin zekal
calisanlarin iste iyi olusu konusunda farkindalik hem de bunun diizenli olarak
izlenmesi sirket diizeyinde saglanabilir. Ustiin zekali ¢alisanlarin iste iyi oluslari
izledikten sonra, sirketler {stlin zeakli calisanlarimi iste iyi olus acisindan
desteklemelidir, sirketlerin dstiin zekali calisanlarini iste iyi tutmak igin sosyal

projelerine TUBITAK tarafindan mali destek saglanabilir.

Iste iyi olusu yiiksek seviyede tutmanin sirketler igin bir gereklilik oldugunu

disiiniiyorum. Sirketler, istlin zekali olmayan calisanlarin iste iyi olus yiiksek
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tutmak amaciyla mevcut durumu anlamak igin iistiin zekali olmayan ¢aliganlarin da
iste iyl olusunu diizenli olarak izlemelidir. Bir dis paydas tarafindan yapilan diizenli
izlemenin ardindan, yonetmelikler ve sirketlerin iste iyi olus yOnetiminin etkili

orneklerini gosteren biiltenlerin paydaslar tarafindan yayinlanmasi gerekmektedir.

Usiitn zekali calisanlarin deneyimledikleri is yerinde enerji kaybi, stresli calisma
kosullar1 ve nezaketsizlik gibi olumsuz deneyimleri i¢eren farkli sorunlarla iligkili
olabilir (Garrosa vd., 2022). Isyerinde enerji kaybmin dnlenmesi i¢in esnek ¢alisma
stirelerinin saglanmasi, isyerinde psikolojik ve fiziksel etmenlerin diizenlemelerin
yapilmas1 gerekmektedir. Ustiin zekali ¢alisanlarin is yerinde enerjik tutulmasi igin
calisan dostu psikolojik ve fiziksel ¢evre diizenlemelerinin tasarlanmasina yonelik
kalkinma ajanslarinin finansal destegine ihtiya¢ vardir. Ayn1 zamanda, enerji kayb1
ve saglik konularinda periyodik denetimlerin bir dis paydas tarafindan yapilmasi
gerekmektedir. Denetimlerin sonuglarina dayanarak, onleme stratejilerine iliskin
yonetmelik belgeleri hazirlanmalidir. Yonetmelik dokiimanlarinda 6zetlenen
stratejiler, sirketin finansal destegi ile insan kaynaklari departmani tarafindan
uygulanmali ve degerlendirilmelidir. Enerji kaybinin dnlenmesine yonelik bir diger
onemli politika aract da is yerinde esnek mola ve calisma siirelerinin saglanmasina

yonelik bir kilavuzdur.

Sirketlerin iistiin zekali ¢alisanlarin iste iyi oluslarini azimleri agisindan da izlemesi
gerektigini diisliniiyorum ciinkii izleme sonuglarina gore sirketlerin ¢alisanlarin azmi
acisindan hem sorunlar1t hem de giiclii yanlar1 goriilebilir ve etkili ¢oziimler ve
icgoriiler belirlenebilir. izleme icin devlet tarafindan tesvik edici finansal destege
ithtiyag vardir. Destek stratejileri gelistirmek icin sirketlerde toplantilar, konferanslar
ve sosyal projeler gibi 6zel etkinliklerde iistiin zekali calisanlarin azim sorunlarini
ifade etmeleri igin firsatlar saglanmasi da gereklidir. Ustiin zekali calisanlarin
azimlerini artirmalar1 i¢in onlara rehberlik edecek profesyonel mentorluk programlari

akademisyen ve uzmanlarin destegiyle planlanip uygulanabilir.

Bu ¢alismada da tespit edildigi gibi, iistiin zekali ¢alisanlar, iistlin zekalilik ile iliskili
ozellikleri nedeniyle is yerinde zorlayicit ve anlamli gorevlere ihtiya¢ duymaktadir.

Gergekte, sirketler her zaman anlamli ve amaca yonelik goérevler saglayamazlar,
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ancak {istiin zekali calisanlari igin uygun gérevler saglayabilirler. Isyerindeki
gorevler ve calisan arasinda uygun eslestirmeyi yapmak i¢in, isyerindeki gorevlerin
tanimlanmast ve calisan ile gorevin uygun sekilde eslestirilmesi i¢in sirketler
tarafindan bir kilavuz hazirlanabilir. Ayrica, ¢alisanlara diizenli ve cazip gorevlerin
dengeli bir sekilde atanmasi i¢in de bir kilavuza ihtiya¢ vardir. Bu iki kilavuz
sayesinde karar vericiler yetenekli ¢alisanlar icin etkili gérev atamalar1 yapabilirler.
Sirketler ayrica isteki gorevlerin anlam ve amaglarini ifade etmek i¢in toplantilar
diizenlemeli ve bu toplantilardan sonra gorevleri anlamlilik ve amaglilik agisindan

derecelendirmek i¢in bir gorev katalogu hazirlamalidir.

Hem ilham hem de cosku i¢in mentorlar 6rnek model olabilir ve mentee calisanlara
i yerinde ilham ve coskularin1 nasil artirdiklarii Ogretebilirler. Ayrica, destek
stratejileri gelistirmek i¢in sirketlerde toplantilar, konferanslar ve sosyal projeler gibi
0zel etkinliklerde iistiin zeakali ¢alisanlarin ilham ve cosku ile ilgili sorunlarini ifade
etmeleri i¢in firsatlar saglanmasi da gereklidir. Sirket ¢alisanlarinin ve yoneticilerinin
iistiin zekal1 calisanlarin ilham ve coskular1 konusunda farkindaliklarini ve bilgilerini
artirmak i¢in akademisyenlerden ve uzmanlardan profesyonel dersler alinmasi, bu

derslerde farkli vakalarin ve gercek hayattan 6rneklerin sunulmasi etkili olabilir.

174



K. THESIS PERMISSION FORM / TEZ iZiN FORMU

ENSTIiTU / INSTITUTE

Fen Bilimleri Enstitiisii / Graduate School of Natural and Applied Sciences
Sosyal Bilimler Enstitilisii / Graduate School of Social Sciences
Uygulamali Matematik Enstitiisii / Graduate School of Applied Mathematics

Enformatik Enstitiisii / Graduate School of Informatics

OO 0d X O

Deniz Bilimleri Enstitiisii / Graduate School of Marine Sciences

YAZARIN / AUTHOR

Soyadi / Surname : KOKSAL
Adi / Name : MUSTAFA SERDAR
Bolimii / Department  : The Department of Science and Technology Policy Studies

TEZIN ADI / TITLE OF THE THESIS (ingilizce / English): Work Engagement Experiences of Gifted
Workers in Technology Companies of a Developing Country

TEZIN TURU / DEGREE:  Yiiksek Lisans / Master  [X] Doktora /PhD [ ]

1. Tezin tamami diinya ¢apinda erisime agilacaktir. / Release the entire
work immediately for access worldwide. =

2. Tez ikiyil siireyle erisime kapal olacaktir. / Secure the entire work for
patent and/or proprietary purposes for a period of two years. * ]

3. Tez alt1 ay siireyle erisime kapali olacaktir. / Secure the entire work for
period of six months. * []

* Enstiti Yonetim Kurulu kararinin basili kopyasi tezle birlikte kiitiiphaneye teslim edilecektir. /
A copy of the decision of the Institute Administrative Committee will be delivered to the library

together with the printed thesis.

Yazarin imzasi / Signature ........cccceeveeevveennen. Tarih /Date .....ocovveevevereieen,

Tezin son sayfasidir. | This is the last page of the thesis/dissertation.

175



