CHAPTER 4

HUMAN RESOURCES MANAGEMENT IN BUSINESSES:
THE CASE OF A TURKISH AIRLINE

Rabia YILMAZ!

INTRODUCTION

The technological changes that occurred with the Industrial Revolution required
specialization in the workforce. With this situation, human resources and human
resources management (HRM), which are the basic components of businesses,
have emerged (Abdullah et al., 2020, p. 56; Ertiirk, 2011, p. 1). In this case, HRM
has gained strategic importance in the management of organizations over time
(Ertark, 2011, p. 1). Essentially, organizations have to use some resources to
achieve their ultimate goals. One of these resources is human. HRM provides
positive developments on quality and efficiency factors in businesses by using
different criteria related to the labor force (Giiney, 2014, p. 264). In HRM, effective
management of employees is at the forefront. In this context, HRM managers
have assumed a managerial and change-oriented function rather than performing
routine operations related to employees and have started to take an important place
in management like other managers of the business (Ertiirk, 2011, p. 1; Ilic et al,,
2022, p. 790). HRM in organizations is a process arising from strategic necessity
(Beer et al., 1984; Schuler & Jackson, 1987; as cited in Wright, 2008, p. 1067). In
addition, a good HRM can have very important effects on the development of
employees. One of these is the career planning of employees. A career is a range
of attitudes and behaviors that an individual perceives concerning work-related
experiences and activities throughout life (Hall, 1994, p. 200).

When we look at the history of HRM, in addition to the Scientific Management
Approaches found by Frederick Taylor et al., the Industrial Psychology Theory
found by Hugo Munstarberg caused HRM to gain a new dimension (Yin et al.,
2018, p. 848). Later, as a result of the Hawthorne research conducted by Mayo
and his colleagues, he gained a new perspective on HRM by establishing the
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relationship between employees and work. Contrary to popular wisdom, Drucker
revealed that HRM concerns not only lower-level employees but also employees
at all levels (Ogden et al., 2005, p. 5; Ertiirk, 2011, p. 1).

HRM is the management and decision-making activities effective in the
relations between the business and employees and includes all activities related
to the recruitment, training, and development of the necessary number of
knowledgeable and skillful people to achieve the objectives of the businesses
(Amstrong, 2001; as cited in Aryanto et al., 2015, p. 876; Cascio, 1992). In other
words, HRM is the principles, theories, activities, and systems that will help to
make effective and efficient use of the human element that will help the business
and employees achieve their objectives (Acar, 2000, p. 1; as cited in Giiney, 2014,
p. 24; Pourkiani et al., 2011; as cited in Aryanto et al., 2015, p. 876).

HRM is effective in some situations such as the acceptance of job applicants,
ensuring the appointment and adaptation of employees to the job, their training,
development, career planning, performance appraisal, wage distribution,
providing motivation, and establishing an effective communication system
(Amstrong, 2001; as cited in Aryanto et al., 2015, p. 876; Ertiirk, 2011, p. 1). In
businesses where HRM is at a good level, productive manpower is obtained, and
this power is improved (Atay, 2011, p. 4; as cited in Tiftik, 2021, p. 379). The
efficiency, effectiveness, and success of the business and employees increase with
HRM. Employees gain skills through job training, job rotation, and problem-
solving in groups, and their motivation can be maximized (MacDuffie, 1995, p.
200; as cited in Isik & Cicek, 2019, p. 130).

Pegasus Airlines can be given as an example of high-level HRM practices. It is
noteworthythat Pegasus Airlineshas considered itsemployeesasits family members
since its establishment. In this context, Pegasus Airlines successfully fulfills
HRM functions. These functions are personnel recruitment and appointment,
training and development, performance appraisal, wage management, and finally
occupational safety and worker health. The awards received by Pegasus Airlines
worldwide prove how much importance it attaches to HRM practices.

The main purpose of this study is to examine the concept, scope, principles,
and function of HRM. In addition, this study theoretically aims to provide benefits
to businesses in human resources management. In addition, this study aims to
determine how HRM practices are carried out in Pegasus Airlines, one of the
most important airline companies in Turkey, and what kind of effects they create.
Pegasus Airlines was also analyzed and evaluated in the context of the functions
of HRM and the basic principles of HRM. Thus, it will be examined how Pegasus
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Airlines fulfills the functions of HRM and the basic principles of HRM.

Concept and Scope of Human Resources Management

Human resources are one of the most needed resources by businesses established
to meet human needs while fulfilling their production activities. While businesses
plan their production activities, they also have to plan the human resources to
fulfill these activities (Ertiirk, 2011, p. 61).

HRM concept can be expressed as forming administrative systems to effectively
use the capabilities and capacities of employees in line with the goals of the
business (Mathis & Jackson, 2007; as cited in Tiftik, 2021, p. 380). In other words,
HRM is a set of activities designed to obtain, develop, and maintain productive
human resources in the business. Ensuring the recruitment and continuity of the
appropriate candidate for the appropriate job has been among the basic duties
of human resources (Atay, 2011, p. 4; as cited in Tiftik, 2021, p. 379). In other
words, HRM can be expressed as the most effective and efficient use of human
resources in the direction of the objectives of the business, meeting the needs
of employees and helping them to develop professionally (Delery & Doty, 1996,
p. 813). HRM is the whole of the activities that include providing new human
resources, maintaining and developing the human resources in the status of the
employee in the business to fulfill its ultimate goals. HRM is a function that aims
to ensure harmony between managers and employees to achieve effective and
efficient results at a higher level and that creates organizational value (Aykag,
1999, p. 27; Wright, 2008, p. 1067).

Becker et al (1997, p. 39) listed the objectives of HRM as follows: (a) to ensure
continuity in the direction of the objectives of the business and the acquisition
and maintenance of a workforce focused on the objectives, (b) to increase the
capacity of employees by supporting their self-development and to ensure their
continuity in the workplace, (c) to make job adjustments that organize the
recruitment and appointment of employees, incentive remuneration based on
success, and training and development activities of employees, (d) to develop high
commitment management activities of employees towards their partners in the
business, (e) to ensure easy teamwork in the business, (f) to ensure that employees
have equal opportunities, (g) to act fairly in employee management and to be
equal and ethical to everyone, (h) to protect and improve the physical and mental
structure of employees (Tiftik, 2021, p. 380).

Some authors have stated that human resource practices increase employee
motivation and organizational commitment (Delaney & Huselid, 1996, p. 951). In
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addition, some authors have found that consistent human resource practices offer
various ways for employees to gain skills and increase their motivation through
job training, job rotation, and problem-solving in groups (MacDuflie, 1995, p.
200; as cited in Istk & Cigek, 2019, p. 130). In this context, motivational incentives
can be listed as decision-making, getting paid based on performance status, and
the intrinsic rewards of participating in good job design and so on (MacDulftie,
1995, p. 200; as cited in Istk & Cicek, 2019, p. 130).

Academic literature has revealed that HRM practices have positive individual
and organizational effects. In particular, organizations in the service sector aim
to improve their performance through individual and organizational results
obtained as a result of HRM practices (Chaudhuri, 2009; as cited in Siirticii &
Sesen, 2020, p. 256). In this context, there are many studies on HRM practices
in the literature. However, some of these studies draw attention. Some of these
studies have emphasized the effect of HRM practices on employees’ organizational
commitment (Shahnawaz & Juyal, 2006; Al Adresi & Darun, 2017). In addition,
some studies emphasize that these practices affect employee productivity and
performance (Al Qudah et al., 2014; Shantz & Latham, 2011; Jiang et al., 2012).
In addition, some studies have found that HRM practices have an impact on
business performance (Trehan & Setia, 2014; Saeed et al., 2013; Singh & Kassa,
2016; Sacchetti et al., 2016). Some studies have also investigated the relationship
between human resource management practices, innovation (Tan & Nasurdin,
2011; Laursen & Foss, 2013) and job satisfaction (Nwachukwu & Chaladkova,
2017) as well as business performance and found positive results (Karaca et al.,
2020, p. 200). In this context, businesses that implement HRM efliciently receive
positive gets both for their employees and for the organization.

In this context, the benefits of HRM to the business can be listed as follows.
With HRM practices, employee productivity improves, job satisfaction, morale,
willingness to work, and success increase, a suitable working environment is
created, conflict and tension between employers and employees decrease, product
and service quality rises, the amount of defective manufacturing reduces and
losses due to occupational accidents decline (Ertiirk, 2011, p. 5). In addition, with
a good HRM, the basic needs of employees are met and their career development
is ensured, the level of productivity and the quality of business life in the business
increases, and the most appropriate system is established to select and appoint the
right human resources for the right job (Ertiirk, 2011, pp. 5-6).

Functions of Human Resources Management

According to some researchers, the functions of HRM have become particularly
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important in time to organize and follow the processes of change and development
in various businesses (Ilic et al., 2022, p. 790). HRM functions are employee
recruitment and appointment, training and development, performance appraisal,
wage management, and occupational safety and worker health functions. These
are explained as follows (Bayraktaroglu & Yilmaz, 2012, p. 8):

a- Employee Recruitment and Appointment Function: In this function, the first
relations between job applicants and the organization are established during the
selection of employees (Szalkowski & Jankowicz, 1999; Bayraktaroglu & Yilmaz,
2012, p. 8). In this respect, this function has particular importance in creating
a favorable impression of the organization on job applicants. This process will
actually indicate to the applicants the importance of ethical values and behaviors
for the organization and provide them with an idea on this issue (Weaver, 2004; as
cited in Bayraktaroglu & Yilmaz, 2012, p. 8).

b- Training and Development Function: In general, training is a situation
of orientation that occurs by informing and convincing (Celikkaya, 1991, p. 2).
Development aims to provide employees with new knowledge and competencies
in addition to their existing knowledge and skills. Thus, both employees and
the businesses in which they work can adapt to innovative developments faster
(Ozgelik, 2013, p. 166; as cited in Saatgioglu & Yildirim, 2022, p. 126).

Although the concepts of training and development are similar at some points,
the concept of training includes the concept of development in its broad meaning.
The purpose of development is to train people who are trained in their field and
have technical skills as change agents who can change their work and become
more efficient in their businesses and society (Truss et al., 2012; as cited in Sabiu,
2017, p. 74; Ulgen & Mirze, 2004, p. 294; as cited in Saatcioglu & Yildirim, 2021,
p. 126). Training and development methods in businesses are carried out in
two main categories; in the first category, on-the-job training methods include
orientation training, coaching methods, job rotation methods, and in-service
training. The second category of off-the-job training methods includes outdoor
training methods, case study methods, role-playing methods, and business games
methods (Saatgioglu & Yildirim, 2022, p. 127).

c- Performance Appraisal Function: It can be expressed as the process of
making a judgment about the success level of the individual in the business.
Performance evaluation is defined as examining and evaluating the responsibilities
of the employee and sharing the results obtained with the employees. After the
appraisals, it is aimed to contribute to the strengthening of communication within

-45-



Contemporary Business and Economic Issues I1

the organization by indicating the aspects that the personnel need to improve
with the feedback given to the employee (Longenecker et al., 1988, p. 316; Sunter,
2019; Uslu, 2022, pp. 35-36). In this case, an incentive is offered to the competent
and successful employee (Joarder & Ashraf, 2012; as cited in Sabiu, 2017, p. 54).

The benefits of performance appraisal can be put forward as follows (Duru
& Korkmaz, 2013, p. 16): Providing feedback to employees by creating an active
communication process, - measuring the success of the employee with fair and
standard criteria, - the opportunity to observe and evaluate the attitudes and
behaviors, knowledge and abilities of the employee, - increasing the activity of
the business by ensuring the individual development of the employee, - creating a
source for the studies to be carried out for the development of the employee and
the improvement of employee’s performance.

d- Wage Management Function: The payments given to people working
in a business in return for their labor are defined as wages (Benligiray, 2007;
Sabuncuoglu, 1991; Yalgin, 1994). In other words, the wage is defined as money
or material equivalent that can be measured as money provided by the business to
the organizational employees in return for employment (Ergeneli et al., 2014, p.
299; as cited in Yiicel, 2023, p. 359).

It is critical for organizations to have a wage management system in order to
successfully implement human resources systems and achieve positive results
in line with their goals. In addition, this function is effective in the realization
of employees’ career goals (Delaney & Huselid, 1996; Delery & Doty, 1996; as
cited in Sabiu, 2017). Employees need to know when there will be an increase
in their wages, what is taken into consideration for an increase, how employee
performance is reflected in wages, and what the wage standards are for their
status. Otherwise, individuals’ sense of trust in the organization may be damaged
(Uslu, 2022, p. 35).

e- Occupational Safety and Worker Health Function: According to this
function, it is accepted as a basic principle to maximize and maintain not only the
physical but also the mental and social health and welfare of the employees in a
business. Besides improving the working conditions of the business, it also aims
to eliminate all consequences that will negatively affect the health of employees
caused by the business environment and service. In addition to eliminating
risk factors that will negatively affect the health of employees in their working
environments, it is also important to create a working environment in businesses
where both the physical and mental health of employees are protected (Karacan &
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Erdogan, 2011; Uslu, 2022, p. 36).

Basic Principles of Human Resources Management

The basic principles of HRM are those that all managerial structures should
follow to create correct and consistent policies for implementation in business.
These principles may differ according to the structures and goals of the business.
These principles intend to guide the relevant units in order not to cause chaos in
working life and to achieve the goals (Dolgun, 2012, p. 21; Pourkiani et al., 2011;
as cited in Aryanto et al., 2015, p. 876). In other words, the principles of HRM are
a set of rules that ensure that certain jobs are carried out within the framework
of standards (Ince, 2002, pp- 20-21; as cited in Mercin, 2005, p. 131). The basic
principles of HRM are the principles that are generally accepted by businesses and
it is possible to see that there are other principles in different sources. According
to some authors, these general principles developed within the scope of HRM can
be listed as follows (Giiney, 2014, p. 35; Yilmazer, 2013):

(A) Principle of Objectivity: HRM studies generally include employee
appraisal and orientation. While conducting these studies, it is a necessity
for the management to evaluate the employees impartially. In this sense, the
concepts of objectivity and justice constitute the cornerstones of trust in terms
of organizational and human relations (Mercin, 2005, p. 131; Snell et al., 2010).
The principle of objectivity comes to the fore in the recruitment, promotion, and
performance appraisal processes of employees. The proper application of this
principle is important in terms of creating an environment of trust within the
organization (Uslu, 2022, pp. 33-34).

(B) Principle of Equality: This principle is a constitutional obligation and
can be expressed as the equal utilization of the opportunities provided by the
management without any obstacle (Giinay & Anag, 2022, p. 80; Dolgun, 2012,
p- 22). This principle is especially related to the equality of opportunity granted
to employees. This principle emphasizes factors such as knowledge, skills,
and abilities instead of factors such as physical and intellectual differences of
employees in taking part in working life and benefiting from career opportunities.
In contrary cases, it emphasizes that both self-development opportunities for
employees will be artificially prevented and the optimal use of human resources
will be eliminated (Dolgun, 2012, p. 22).

(C) Principle of Competence: Competence, defined as the power to perform
the undertaken tasks most accurately, means deserving something in return for
the success one has (Dolgun, 2010, p. 22; Duru & Korkmaz, 2013, p. 10). The
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principle of competence can be expressed as giving the job to the competent in
terms of knowledge and skills (Aktan, 2011; as cited in Uslu, 2022, p. 34). This
understanding includes not only the activities to be carried out during employment
but also afterward. The concept of deserving is emphasized on the basis of this
principle. In this context, the principle of competence can be considered in the
strict and broad sense in businesses (Dolgun, 2010, p. 22; Duru & Korkmaz, 2013,
p. 10).

(D) Principle of Classification: Employees are classified into groups according
to the requirements of the work and profession (Giiltekin & Altuntop, 2014, p.
13). It can also be defined as classification according to the characteristics of
the work performed and the qualifications of those who perform the work (as
cited in Giiltekin & Altuntop, 2014, p. 13-14). In other words, classification is
the bringing together of identical or similar units from service groups with
hierarchical connections and subjecting them to distinction (Eryilmaz, 2010,
p- 268). Each class within the classification is a group of similar services that
should be subjected to the same conditions for personnel procedures such as
recruitment, wages, training, promotion, and retirement (Eryilmaz, 2010, p. 271).
The principle of classification involves the clear predetermination of tasks and
the qualifications required by tasks in order to fulfill them as desired. The basis of
this principle is the grouping of employees according to the characteristics of the
work and service. Essentially, the principle of classification allows the principle of
competence to be carried out in accordance with organizational objectives within
the framework of logical rules (Giiney, 2014, p. 38; Snell et al., 2010).

(E) Principle of Career: The principle of career is the principle in which
employees’ competencies are taken into consideration in line with their
knowledge, skills, and abilities in recruitment and promotion processes. Career
is defined as the activities carried out by individuals for their office, position, and
position during their employment. Career is important for both the employee
and the organization (Aktan, 2011; as cited in Uslu, 2022, p. 34). Career refers to
business success based on the specialty that employees want to have and achieve.
Within the framework of this principle, it is essential to provide the necessary
employee training to realize the expectations regarding the status and roles given
to employees. Employees need to be able to progress in the business with the
knowledge, skills, and abilities they acquire in this way (Giinay & Anag, 2022, p.
80; Amstrong, 2001).

One of the duties of HRM is not only to make a selection according to the
right criteria when recruiting employees but also to ensure that those who are
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competent or superior in terms of knowledge and skills remain in the business
(Dolgun, 2012, p. 24). The career system in businesses is divided into two as a
job-oriented career and a personal career. In the first of these, job-oriented career
systems, the employee to be recruited is required to have previously acquired all
the qualifications needed for the position to be appointed, that is, to be specialized.
In the personal career system, on the other hand, the employee comes to the
forefront rather than the job itself. In this system, which is also called the rank
system, it is foreseen that the rank will be achieved according to the length of
service, intra-group relations, and the general abilities of the employee (Dolgun,
2012, p. 25; Giinay & Anag, 2022, p. 80).

(F) Principle of Assurance: It refers to the employee’s perception of the current
status and continuity of their jobs. This principle means that employees should
not be dismissed without any justified reason and that they should maintain their
current duties and positions (Giinay & Anag, 2022, p. 80). In other words, this
principle is about giving economic and social rights to employees. These rights
are necessary for employees to fulfill their duties better and to provide morale
and motivation. There are two types of assurances within the framework of this
principle. The first of these is position-rank security, which means that employees
should not be removed from their positions. The second, job security, refers to the
security of protecting the acquired rights and status of employees (Giiney, 2014,
p- 42-43). In short, this principle assures that employees are secure both while
actually working in a job and during retirement (Giinay & Anag, 2022, p. 80).

(G) Principle of Self-Development: This principle is related to the self-
development of employees and managers (Giiney, 2014, p. 44). This development
should be according to the modern era we are in and the requirements of the job.
Employees who develop themselves have high morale and motivation because
they are competent in their jobs. Employees who do not develop themselves, on
the other hand, constantly ask questions to other employees about how to do
the job because they do not know exactly what to do. This situation may cause
a failure of work. These employees may also feel worthless and unhappy because
they are not very competent in their jobs (South, 2014, p. 44).

(H) The principle of training your replacement: It is possible that some gaps
may occur in the organizational structure, especially when managers leave
their jobs. Managers should train suitable candidates for their own positions to
prevent this. Managers are generally reluctant to do this in order not to delegate
authority to the people they have trained for their own positions or not to lose
their own positions to those they have trained. However, in order for the business
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to achieve its long-term goals, it is necessary to fulfill the appropriate processes in
accordance with the principle of training the replacement (Giinay & Anag, 2022,
p- 80; Lengnick-Hall, et al., 2009).

(I) Principle of Consulting and Appointing Specialised Persons: Specialty is
an important factor in businesses. Although employees are knowledgeable and
experienced, they may need to consult more specialized people in order to be
more successful in their duties. However, in some organizations, specialists are
willing to share their knowledge and skills too much. In addition, according to
this principle, it is important to bring specialists in their fields to the tasks that
require specialty (Giiney, 2014, p. 44).

THE CASE OF PEGASUS AIRLINES IN THE CONTEXT OF HRM

Pegasus Airlines, one of the most important airline companies in Turkey, was
established in 1990 as a joint venture between “Aer Lingus”, “Silkar” and “Net
Holding”. As a low-cost airline carrier, Pegasus Airlines started its domestic
scheduled flights with a fleet of two aircraft. Later, Pegasus Airlines was acquired
by Esas Holding in 2005. The airline started to use Istanbul Sabiha Gokgen Airport
for scheduled flights. Pegasus Airlines initially started domestic scheduled flights
with 14 aircraft and six destinations (Pegasusinvestorrelations, 2023). Pegasus
Airlines placed the largest aircraft order in the Turkish civil aviation sector
with new aircraft orders in 2012. The first of these aircraft was delivered in 2016
(Airbus, 2023). Subsequently, it became the fastest-growing airline in Europe in
2011, 2012, and 2013 (Flypgs.com/en, 2023).

The success of Pegasus Airlines has increased day by day with the awards
and initiatives it has taken in this way. Pegasus Airlines has managed to expand
its flight network, which started with a limited number of domestic scheduled
domestic flights, to 129 destinations in 48 countries, including 36 domestic and
93 international destinations. In addition, the number of full-time employees of
this airline reached approximately 7000 in 2023 (Pegasusinvestorrelations/en,
2023). In addition, this airline emphasizes that it believes that everyone has the
right to travel by air with the “low-cost model” practices that it has implemented
and continues to be the leader in Turkey (www.pegasusinvestorrelations.com).
Pegasus Airlines’ strategic goals are also its core corporate values of innovation,
people-oriented, competitiveness, result-oriented, effectiveness, and efficiency
(Pegasusinvestorrelations, 2023). These corporate values are shown in Figure 1.
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Figure 1. Corporate Values of Pegasus Airlines
Resource: www.pegasusyatirimciiliskileri.com

Pegasus Airlines believes that flying is everyone’s right and has changed the
aviation sector in Turkey (Flypgs, 2023). Pegasus Airlines regards its employees
as family members. In this context, Pegasus Airlines focuses on creating and
tulfilling innovative, equitable, objective, and sensitive human resources strategies
in order to maintain and further develop its success within the scope of its human
resources policy (Flypgs, 2023). The basic human resources strategy of Pegasus
Airlines is to be an airline that everyone wants to work in the aviation sector.
Pegasus Airlines places importance on various elements to achieve all its goals
within the framework of human resources. These elements constitute the focal
point of HRM. Within the scope of these elements (Flypgs, 2023), they can be
listed as follows; designing all practices for the business according to the principle
of equality, inclusion and diversity, acting in an employee experience-focused
manner in the course of human resources, planning and implementing human
resources practices within the framework of the requirements of the business
and talent management strategies taking into account the development of the
aviation sector, determining the workforce requirements, making staft planning
with the right job evaluation system and aiming to create an efficient organisation
management, endeavouring to establish practices related to continuous
development and high performance within the framework of business values,
attaching importance to analyses of employee commitment, implementing
performance-based bonuses by making fair and competitive wage management
planning, following a parallel path in business performance and reward systems,
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recruiting qualified employees within the scope of business values, establishing
talent management and backup processes, supporting internal horizontal and
vertical career opportunities according to the self-development of employees
and putting practices into operation that attach importance to the opinions of
employees.

Pegasus Airlines has a human resources team that works diligently for the
satisfaction of employees within the framework of the importance it places on
HRM elements. As a result, the company has been honored with various awards.
Two awards given to Pegasus Airlines within the scope of HR excellence awards are
noteworthy. Firstly, Pegasus Airlines won the gold award under the title of “Building
a High-Performance Culture” within the scope of performance management
within the framework of the “Human Capital Management Excellence Awards”
organized by Brandon Hall Group, one of the most prestigious institutions in the
world. Secondly, within the scope of the “Human Capital Management Excellence
Awards”, Pegasus Airlines won the silver award with the title of “To Reinforce an
Integrated Talent Management Strategy” in the category of businesses showing
the best development in creating talent strategy (www.aa.com; as cited in Dogan,
2020, p. 52).

CONCLUSION AND DISCUSSION

With the understanding of the importance of the human factor in today’s
businesses, it has been perceived that the success of HRM plays a significant
role in efficiency, productivity, and therefore business performance of businesses
(Gliney, 2014, p. 264; Pourkiani et al., 2011; as cited in Aryanto et al., 2015, p. 876).
In this context, the study analyses HRM with the example of Pegasus Airlines, one
of the important airline companies in Turkey. Pegasus Airlines places importance
on making the right investment in the right person. This business has a human
resources team that sets its shoulder to the wheel for the satisfaction of employees
within the framework of the importance it attaches to human resources elements
(www.aa.com; as cited in Dogan, 2020, p. 52).

Pegasus Airlines has maintained its values since its establishment. In this
context, the business is fuelled by innovation, people orientation, competitiveness,
result orientation, efficiency, and productivity (Pegasusinvestorrelations/en,
2023). Furthermore, the hierarchically positioned organizational structure of
Pegasus Airlines is available on the company website. Furthermore, Pegasus
Airlines’ performance and rewarding practices are available on the intranet site
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and document management system. The employee recruitment procedure is
written in the business regulations (Flypgs, 2023).

In this study, Pegasus Airlines is analyzed and evaluated within the context
of the functions of HRM and the basic principles of HRM. Thus, it is examined
how Pegasus Airlines implements the functions of HRM and the basic principles
of HRM. In addition, the study aims to determine how HRM practices are
implemented in Pegasus Airlines and what kind of effects they create. In addition,
this study theoretically aims to provide benefits to businesses in terms of HRM.
According to the results of the study, Pegasus Airlines has adopted a process-
oriented approach to its employees within the framework of HRM. Accordingly,
the company has activated human resources practices to maintain the efficiency
and productivity of employees. Within the scope of HRM, innovative human
resources practices that will sustain the success of this business have been well
established. Pegasus Airlines also strengthens its unity with its employees and
perpetuates the strategies that will carry the business to the future with a high-
performance culture (www.aa.com).

Pegasus Airlines is a company that attempts to fulfill HRM functions. In this
direction, it aims to recruit qualified employees within the framework of business
values and within the scope of employee recruitment and appointment functions.
It is aimed to train qualified employees from recruitment to the process of leaving
the job within the scope of the training and development function. In addition,
according to Pegasus Airlines management, it is important within the scope of
business policies to create talent management and backup processes, to support
horizontal and vertical career opportunities within the business according to the
self-development of employees, and to put practices into operation that attach
importance to the opinions of employees. The job performances of the employees
are analyzed within the framework of the performance appraisal function in the
business. Such evaluations play an important role in the career development of
employees. Finally, the company ensures the realization of the performance-based
bonus application by making wage management planning through the wage
management function.

Some principles are more prominent within the framework of HRM principles
within Pegasus Airlines. It is said that the management treats employees objectively
and considers everyone as a part of the family within the scope of the principle
of objectivity. This principle is adopted in the recruitment, promotion, and
performance evaluation processes of employees. The organization provides equal
opportunities to employees within the scope of the principle of equality. It ensures
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the clear predetermination of tasks and the qualifications required by tasks in order
to fulfill them correctly within the scope of the principle of classification. Each
class within the classification is a group of similar services such as recruitment,
wages, training, promotion, and retirement. Within the scope of the principle of
career, employees’ competencies are taken into consideration in the recruitment
and promotion processes in line with their knowledge, skills, and abilities, and
their career development is ensured. Employees are granted economic and social
rights within the scope of the principle of assurance. These rights are important
for employees to fulfill their duties better, and to provide morale and motivation.
Within the scope of the principle of self-development, employees are allowed
to improve themselves according to the environmental conditions and the
requirements of the job. Horizontal and vertical career opportunities within the
organization are supported by this principle according to the self-development of
the employees.

In conclusion, effective human resource practices of strong organizations such
as Pegasus Airlines with a high level of HRM management have been revealed. In
other words, it has been suggested that high performance and strong businesses
can only be achieved with entrepreneurial, talented, high-performance, and strong
employees who can adapt to new developments in a short time. In this context,
employee performance and motivation can reach higher levels in businesses such
as Pegasus Airlines that perform efficient HRM. Accordingly, business efficiency
and productivity can increase. In this case, a competitive advantage can be
achieved compared to other businesses. It has been found that Pegasus Airlines
invests in human resources correctly, has a policy of fair and transparent treatment
of its employees, considers its employees as family members, and provides various
opportunities to its employees regarding their duties. In addition to these, the
importance given by the company to human resources is strengthened by the
awards received as a result of the value given by the company to its employees. As
a result of all these factors, it has been concluded that HRM practices in Pegasus
Airlines are important factors for both employee performance and business
productivity and efficiency. In this case, the importance of senior managers who
have authority in the creation and development of human resources practices of
business is indisputable.

Finally, estimates indicate that this study provides an advantageous resource to
the literature by referring to how HRM affects organizations and HRM practices,
functions, and principles within the framework of an example. Thus, it aimed
to be a guide for future studies. In addition, this study aims to contribute to the
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perspectives of businesses and researchers on HRM, to help them overcome
problems related to human resources, and to provide theoretical benefits to
businesses in this regard.

This study is important because it is one of the limited numbers of studies
that refer to HRM in airline companies within the framework of an example. Not
examining any airline company other than Pegasus Airlines can be considered
a limitation of this study. In addition, the limitation of the study with certain
information can be considered among the limitations. In this direction, future
studies can be conducted on HRM in different airline companies.
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