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Turk Kultiirlinde Catisma ve Miizakere

Makale Bilgisi 0z

Bu galismada, gatisma ve muzakere alan yazininda ortaya gikan kultiirel karsilagstirma

DOI: 10.14812/cufej.455025 AR N e s e et e
basliklari bir butiin olarak ele alinmis; ¢alisan érneklemi Gizerinden Turk kaltlriine 6zgu

Makale Gegmisi: gatisma ve muzakere sireglerinin tanimlanmasi amaglanmistir. Arastirma érneklemini
Gelis 03.09.2018 71'i kadin ve 971’i erkek olmak lizere 162 yetiskin ¢alisan olusturmaktadir. Yiz ylze
Dizeltme 12.02.2019 gorisme teknigi kullanilarak 47 agik uglu soru yardimiyla toplanan veriler uygun nitel
Kabul 07.04.2019 ve nicel yontemler yardimiyla analiz edilmistir. Arastirma sonunda, Turk kdltiriinde
Anahtar Kelimeler: catisma ve muzakerenin nasil tanimlandigi, hedefleri, ideal muzakereci tanimi, risk ve

blof kullanimina yaklagim, uygulanan protokol, kullanilan iletisimin tarzi, zaman
yonetimi, cikar yonelimi, duygularin ifadesi, kullanilan stratejiler konularinda elde
edilen bulgular ilgili alan yazin isiginda tartisiimistir. Bu galisma TUBITAK 1001 Projesi
olarak desteklenen 113K548 numaral Turk Kultiirinde Catisma ve Miuizakere baglikl
arastirma projesi verisinden Uretilmistir.

Catisma, muzakere, kiltur.

Introduction

The main aim of this study is to define the conflict and negotiation process in Turkish culture by
using employee sample, taking into consideration the general cultural comparison topics in conflict and
negotiation. Individuals, groups and organizations are involved in interaction with other individuals,
groups and organizations while achieving their goals. During these interactions conflict is inevitable
because of conflicts and inconsistencies, the parties try to obtain the scarce resource despite each
other, have different perspectives on each other and the source, and have different values, attitudes
and beliefs (Karip, 2000). When parties are required to decide how to distribute scarce resources, the
negotiation process emerges (Bazerman, Curhan, Moore and Valley; 2000). Although the negotiation
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process has emerged after the existence of a conflict, it is considered as a sub-topic of conflict resolution
in the negotiation process (e.g. Kim and Kitani, 1998; Pearson and Stephan, 1998). Also Ting-Toomey
(1998) refers to the conflict as a negotiation process. Within this context, in this study, conflict and
negotiation will not be considered as two separate concepts and will be considered as interdependent
and sometimes inseparable concepts.

Resources in the western literature on conflict and negotiation processes have developed many
models. However, depending on economic developments and modernization of nations, it has been
seen that the patterns have changed (Wang, Jing and Klossek, 2007), and most of them are more pan-
cultural than initially thought (Ma, 2006; Ma and Jaegar, 2005; Metcalf, Bird and Dewar, 2008). In other
words, contrary to claimed, the models related to conflict and negotiation processes are not universal.
Better measurement of conflict and negotiation variables and review of incorrect determinations that
ignore existing cultural differences are among the basic needs of the area (Metcalf, 2008). New studies
describing the concepts and sub-processes of conflict and negotiation in Turkish culture will contribute
to this field.

Cultural Dimensions Selected as Baseline for Conflict and Negotiation Studies

The literature on conflict and negotiation strives to understand cultural differences mostly based on
Hofstede's studies that identify the cultural dimensions (1968; 1972; 2001). Hofstede (2001) collected
his data from IBM employees in 72 different countries and evaluated that using four cultural
dimensions. These dimensions are called power distance, uncertainty avoidance, individualism and
masculinity. Power distance is defined as the fact that people who have less power in a culture accept
that power is unequally distributed. In cultures with high power distances, the manager and the
subordinate, powerful and powerless person, accept that each other is not equal. Turkey is similar with
countries such as Greece and France about power distance. The dimension of individualism emphasizes,
whether the benefits or interests of the group considered as a priority and how important compared
with the benefit or interests of the individual. Cultures that bring the group forward are called as
collectivistic; cultures that bring the individual forward are called as individualistic. Turkey and Greece
have lower tendency to individualism than western countries such as France and America, but relative
to any eastern country such as India is more individualistic. The dimension of uncertainty avoidance
refers to efforts to avoiding unclear or unpredictable situations. Turkey, likewise western countries such
as Belgium and France, has a fairly high level of uncertainty avoidance. Masculinity depends on the
amount of gender differences. Cultures with higher gender differences are more masculine cultures. In
these cultures, work and material achievements are important. In low masculinity, more feminine values
dominate, such as quality of life and interpersonal relations. In masculinity dimension, Turkey has a low
level in general.

Researches which were conducted in Turkey indicated that Turkish culture shows the characteristics
of cultures with high power distance and collectivism (Agee and Kabasakal, 1993; Goéregenli, 1997;
Imamoglu and Killer, 1993; Tezer, 1999; Uysal 2002).

Cultural Comparisons on Conflict and Negotiation

When examining the literature, it is seen that individualistic and collectivistic cultures in conflict and
negotiation are compared in some topics. These topics can be listed as; how to define conflict and
negotiation in different cultures, (Foster, 1992; Lituchy, 1997; Salacuse, 1998; Yook and Albert, 1998),
what kind of criteria are used when selecting people to participate in the negotiation process (Lewicky,
Barry and Saunders, 2010; Zhu, McKenna and Sun, 2007), the relationship protocol established between
the negotiators (Axtell, 1990; 1991; 1993; Braganti and Devine,1992), communication styles (Adair,
Brett, Lempereur, Okumura, Shikhirev, Tinsley and oth., 2004), emotions (Salacuse, 1998) (Kumar,
2004), decision making (Lewicky, Barry, Saunders, 2010), type of interest (individual / community)
(Kozan and Ergin, 1999), sides of conflict (in group / outgroup) (Gohm, QOishi, Darlington and Diener,
1998), time using (Alon and Brett, 2007), types of goal at negotiation planning (Chai,1998), negotiating
styles (Elahee and Brooks, 2004; Elahee, Kirby and Nasif, 2002; Gelfand and Christakopoulou, 1999;
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Graham, 1983; Lewicki and Robinson, 1998; Volkema and Fleury, 2002) and conflict resolution styles
(Cushman and King, 1985; Gelfand and Realo, 1999; Kim and Kitani, 1998; Kozan, 1989; Kozan and Ergin,
1998; 1999; Pearson and Stephan, 1998).

When the studies evaluated about the conflict and negotiations regarding Turkey, it is seen that
some studies are based on generalizations about Turkish culture rather than an in-depth analysis (e.g.,
Ozturk 2007) or studies based on models taken from the west (e.g. Kasapoglu 2008) by ignoring the
Turkish culture to a great extent (e.g. Kasapoglu 2008). In cultural comparison studies in Turkey (e.g.,
Agee and Kabasakal, 1993), conflict and negotiation processes rather than approached with a more
holistic perspective, and it seems to be focused on a certain topic as conflict resolution / management
styles. In the mentioned studies, many basic topics select as the baseline for cultural studies on conflict
resolution and negotiation however, such as communication and information sharing in negotiation are
not included. Therefore, the aim of this study is to examine the main topics which cultural comparison
studies on conflict and negotiation are focused with a holistic perspective and to investigate these topics
on the Turkish sample and in Turkish culture. In this study, unlike previous studies carried out in Turkey,
which were, collected their data with the scales that are not original but translated from English, carried
out with the real conflict stories told by the participants and were analyzed using qualitative and
quantitative methods. Thus, it was tried to examine the validity of generalizations about Turkish culture
which were obtained by comparing the collectivist and individualistic cultures.

This study aims to define the concepts and sub-processes of conflict and negotiation in Turkish
culture in a holistic way. The results from previous cultural comparison studies point to some research
questions regarding the aforementioned research topics for Turkish culture. From this point of view, the
research questions based on the main research topics and the findings obtained from the theoretical
and empirical studies on collectivistic and individualistic culture comparisons in the literature are as
follows:

Question 1: What is the relationship between conflict and negotiation?

Question 2: What is the objective of conflict and negotiation in Turkish culture?

Question 3: What kind of negotiators are preferred in the Turkish culture?

Question 4: How is the tendency to take risk in Turkish culture in conflict and negotiation?

Question 5: What kind of protocol takes place in conflict and negotiation process in Turkish culture?
Question 6: What is the preferred communication style in Turkish culture?

Question 7: How is the tendency of using time in conflict and negotiation in Turkish culture?
Question 8: What does the negotiator expect to acquire at the end of the negotiations in Turkish
culture?

Question 9: In Turkish culture, do the in-group conflicts or out-group conflicts arise more?

Question 10: What is the tendency of negotiators to express their feelings in Turkish culture?
Question 11: In Turkish culture, do the negotiators prefer to relieve counterparts as a strategy?
Question 12: What is the tendency of negotiators about bluffing in Turkish culture?

Question 13: How is the tendency of negotiators to plan their goals in Turkish culture?

Method
Participants

In this study, "convenience sampling" (Patton, 1987) and "theoretical sampling" (Glaser and Strauss,
1967) approaches have been adopted. Theoretical sampling is defined as continuing to collect data up to
the stage where the concepts and processes that may be the answer to the research question begin to
repeat. At the end of 10-15 interviews, it was observed that the data pattern reached saturation.
However, considering that some parts of the interview data can be converted into quantitative data, it is
aimed to reach 30 participants which is the minimum number for statistical analysis (Moore and
McCabe, 1998).
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The research sample consisted of 6 different working groups in 3 different institutions (Arcelik C.0.,
Abant lzzet Baysal University, and Gazelle Hotel). 71 female and 91 male, totally 162 employees
participated the research. Their ages vary between 24-55, and the total working time varies between 1-
32 years (Properties of sample can be seen in Table 1).

Data Collection Tool
Demographic information form: |t is a form that contains information about age, work experience etc.

Interview form: The form, which is prepared to be used in interviews with the participants about the
conflict and negotiation processes, consists of 47 open-ended questions such as, "How would you
describe the conflict?" "How would you describe the negotiation?" "Can you tell a conflict that you
experienced in the last 15 days or a conflict that you remember clearly?”

Post-Transcript, Initial Assessment Scale: It is the form in which the criteria for evaluating 13 research
questions are defined, after transcription of each interview. For example, for Question 2, the definition
criteria used for integrative or distributive targets that participants may be directed to can be illustrated
as follows:

Integrative:

1. To be persistent in objective standards.

2. Win-win approach etc.

Distributive:

1. One side wins while the other side loses (win-lose)

2. The requests of one side are opposite to the other etc.

Table 1.
Properties of Sample

Institution Position Work Work Age Female Male Total
Experience  Experience Range Participants
in Current
Institution
Arcelik Cooking E.g.; executive 1-35 years 1-32 years  26-53 7 21 28
Appliances Plant engineer,
technician,
team leader,
expert
Argelik Sitliice E.g.; 2-17 years 6 month-8  25-42 10 8 18
Marketing Plant purchasing years
specialist,
director
Abant izzet Baysal Administrative  1-29 years 1-22 years  24-53 14 16 30
University Staff (e.g.
manager,
officer)
Abant izzet Baysal Academic 6-32 years 2-21years 33-55 14 16 30

University (public Staff
administration,

sociology,

international

relations,

chemistry,
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economics, sports
management,
business
administration,
computer
technologies
education, special
education, Turkish
language and
literature)

Abant izzet Baysal
University
(psychology,
mathematics,
physics, sociology,
chemistry,
international
relations, finance,
public
administration,
physical therapy
rehabilitation,
management)

Research 5 month -
Assistant 20 years

5 month-
11 years

24-38

19

28

Gazelle Hotel

E.g. manager, 4 month -

4 month -

21-48

17

11

housekeeper, 30 years 21 years
waiter etc.

28

Procedure

Research permissions were obtained from the relevant institutions. Appointments were made with
the help of mail and telephone with the volunteers who were informed about the research (aim,
duration etc.). The participants were taken to the interview room, the purpose and duration of the
interview were explained again, and the permission for the audio recording was taken from the
participants. In the case of participants who do not wish to receive audio recording, an assistant has
been assigned for interviews in order to take notes that the interviewer cannot take alone. After the
interviews were completed, the transcript of each interview was taken and the content analyzes of the
obtained data were performed separately for all questions.

Findings and Discussion

This study is intended to describe the process of conflict and negotiation in Turkish culture through
the working sample. Findings and the discussions are given in this section in order to prevent the
integrity of the meaning.

In order to evaluate the first question of this study, the answers of all the interviewees to the
question “What is the relationship between conflict and negotiation?” were analyzed. At the end of the
evaluation, it was found that 96.2% of the participants defined conflict and negotiation as related (Table
2). Definition of those two concepts relationally by the participants may be exemplified with response
by the hotel employee participant number 7 that "The negotiations seem to rise from conflict”. From
these analyzes, it can be said that conflict and negotiation are defined relationally in Turkish culture. The
findings obtained are consistent with the relevant literature which emphasized that conflict and
negotiation are occasionally described as successive concepts and they are two concepts that are
interrelated; and the approaches that emphasize possibility to negotiate in conflict, or to conflict in
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negotiations; and the views emphasize that from time to time, conflict resolution emerges as a sub-title
within the negotiation process (e.g. Kim and Kitani, 1998; Pearson and Stephan, 1998).

In this study, in Turkish culture, the relevant definition of conflict and negotiation by almost
everyone is a positive stance in handling conflicting situations and resolving by negotiating issues.
Persons, who see conflict and negotiation as related and interwoven within one another as natural
period, may be more successful in resolving conflicting situations or managing conflicts depending on
the circumstances and conditions. Also having this perspective means that depending on the situation
and the targeted earnings; from time to time, to be open to many options such as conflicting,
negotiating, returning to conflict, and returning to negotiation again. Having so much choices in the
conflict and negotiation process can help Turkish negotiators reach success in achieving the desired
outcomes, provided that the right strategies are developed.

Table 2.

Frequencies and Percentages for Relationship between Conflict and Negotiation

Frequency  Percent Valid Percent Cumulative

Percent
Conflict and negotiation are related 153 95,6 96,2 96,2
Conflict and negotiation are not related 6 3,8 3,8 100,0
Total 159 99,4 100,0
Missing 1 ,6
Total 160 100,0

In this study, in order to test the objectives of conflict and negotiation in Turkish culture, the
behaviors of each participant in the conflict story described in the interview were evaluated on the basis
of the distributive and integrative negotiation features mentioned in the Post-Transcription Initial
Assessment Scale. Results showed that 83.8% of the participants had an integrative style (Table 3).
Examples to integrative styles of the participants may be the statements by academician participant
number 18, “I am not personalizein general”; examples to distributive style may be the statements of
administrative participant number 18 “Because | don't think | made a mistake, the subject of negotiation
seems very simple to me.” According to these results, it can be said that, in relation to the second
question of the study, the participants adopted the integrative style instead of the distributive and
aimed to reach integrative objectives.

Table 3.

Frequencies and Percentages for Objectives of Conflict and Negotiation

Frequency Percent Valid Percent Cumulative Percent
Integrative 129 80,6 83,8 83,8
Distributive 25 15,6 16,2 100,0
Total 154 96,3 100,0
Missing 6 3,8
Total 160 100,0

This finding can be explained by differences between individualistic and collectivistic cultures in
integrative or distributive approach (e. g., Lituchy, 1997; Salacuse, 1998). According to the cultural
dimensions of Hofstede, negotiators can be expected to focus on more integrative results in the Turkish
culture, which is perceived as a higher level of collectivism than western societies. This is because,
instead of increasing individualistic outcomes, collectivist cultures expect to achieve results for the
benefit of group (Hofstede, 1968; 1972; 2001). In this study, the conflict stories described by
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participants were often with their colleagues in the same department or unit in the workplace.
Therefore these are conflicts with their friends who are in their group that they belong to. In this sense,
it can be expected that negotiators tend to reach integrative results in Turkish culture with collectivism
orientation.

The adoption of the goal of achieving integrative results in conflict situations in Turkish culture
indicates the existence of a win-win approach. It can be considered that those who have this approach
will try to reach the results that satisfy both sides in conflict and negotiation. This finding is inconsistent
with the study of Metcalf, Bird, Shankarmahesh, Aycan, Larimo and Valdelamar (2006) that comparing 5
different cultures. Metcalf and his colleagues demonstrate that the Turkish people have gone through
win-lose and win-win anticipation in negotiation. In Metcalf and his colleagues' study, the negotiation
tendencies of the participants were measured with a five-point Likert scale with two-pole, and thus,
they evaluated participants' perception about their behaviors in the negotiation. It can be thought that
this study reflects the goals of the participants about the negotiation results in a more valid way, as they
are evaluated through their actual conflict stories.

When responses by participants to the question "Who is an ideal negotiator?" were evaluated, it has
been seen that, almost all of the participants (99.4%) preferred people who had trustworthy personality
traits as negotiators (Table 4). The response by the university administrative staff number 8 can be an
example of that: "He/she should be good-humored, calm, experienced, trusty, and knowledgeable." At
the beginning of the negotiation process in more eastern societies such as the Chinese, it is believed
that the relational links are important, so the relationship-building negotiators are selected (Zhu,
McKenna and Sun, 2007). Turkish culture can be thought of as a society that tends to build-relations and
maintain relationships as a more collective culture than western examples. As this situation requires
confidence, it can be said that Turkish people tend to choose people with more trustworthy personality
characteristics as negotiators.

Table 4.
Frequencies and Percentages of Preferred Negotiator
Frequency Percent Valid Percent Cumulative Percent
Trustworthy 156 97,5 99,4 99,4
Not trustworthy 1 ,6 ,6 100,0
Total 157 98,1 100,0
Missing 3 1,9

Total 100,0

Whenparticipants’ responses to the question "Have you taken any risks in a negotiation? If so, how?”
were evaluated; it is seen that 65.6% of the participants stated that they haven’t taken any risks, 34.4%
stated that they have taken risks (Table 5). According to these results, it can be said that there is no high
risk taking tendency in the conflict and negotiation in Turkish culture. Arcgelik participant number 3’s
response may be example of risk taking, who stated that he took the risk and said, "I give up everything
before each conflict and get into the conflict".

Table 5.
Frequencies and Percentages for Risk Taking Tendency in Conflict and Negotiation
Frequency Percent Valid Percent Cumulative Percent
No risk 103 64,4 65,6 65,6
Risk 54 33,8 34,4 100,0
Total 157 98,1 100,0

Missing 3 1,9

Total 100,0
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While some cultures create more bureaucratic and more conservative negotiators who seek to well
obtain any type of information before making a decision, others create more enterprising negotiators
despite the lack of the relevant information. For example American nations and some of the Asian
nations are more willing to take risks; on the other hand, European countries are more conservative
about taking risks (Foster, 1992). The basic tenets of the two types of approach are quite different.
While the negotiators coming from cultures with strong willingness to take risks think that they can
catch more opportunities since they take action early, the negotiators coming from cultures with
caution to take risks act slowly, and follow a wait and see policy. Turkey has a similar hold with the
European nations that its national culture is geographically closer in this context. Negotiators in Turkish
culture are in a position to avoid high risk. Participants are generally afraid that the risk they get will
harm them. This finding can be explained by the uncertainty avoidance aspect found among the cultural
definitions of Hofstede (1968; 1972; 2001). Turkey is a culture with low tolerance to uncertainty. Low
tolerance to uncertainty means, wanting to see the future and avoiding risky situations.

When the answers to the question "How did you address each other in negotiations?" were
evaluated, it was seen that the university academic staff preferred to address with " my teacher
(hocam)" and "the other side’s name" among the participants, while "Mrs., Mr., the other side's name"
addresses the other business areas.In addition to these appeals, the participants in the production run
use the "brother" address. In this business, the "brother" address is a kind of respect, seniority and
reputation. In general, 51.75% of the participants did not apply any official protocol and 48.25% of them
had a more formal behavior (Table 6). This finding is consistent with the findings of intercultural
comparisons revealed by Metcalf et al (2006). According to this, the Turkish people, although not in a
very strong way, try to obey the official protocol. It is important here to which of the addresses are
adopted in organization. For example, it has been seen that the university environment has adopted
"my teacher (hocam)" as a respectable address, and the production operation as "brother".

Table 6.

Frequencies and Percentages for Protocol Tendency in Conflict and Negotiation

Frequency Percent Valid Percent Cumulative Percent
Official protocol 74 56,88 51,75 84,6
No official protocol 69 43,12 48,25 100,0
Total 143 89,4 100,0
Missing 17 10,6
Total 100,0

In order to understand communication preference of participants, responses of all participants were
assessed by considering whether it was them to initiate the communication in the story of the conflict
they told in the interview, whether they negotiated one on one, or whether they were expressing the
problem clearly when talking to the other party. As can be seen in Table 7, 92.3% of the participants
prefer direct communication, in other words, direct communication is preferred in negotiations in
Turkish culture. Example to participant response that may be evidence of direct communication is
Argelik Participant number 3, "I went directly to his room and questioned". Example to indirect
communication may be Arcelik participant number 22, "I was not directly involved in myself. | tried to do
it by directing the person who requested the job."

The most commonly used communication model in intercultural comparisons in relation to
negotiated communication in the literature is the open (direct) and close (indirect) communication
model (Gudykunst and Matsumoto, 1996). While open communication is defined by the negotiator's
intentions directly and explicitly, indirect communication is defined by the negotiator's transmission of
the message, hiding its true purpose. Cultures using open communication are examples of Canada,
America, Germany, Switzerland and Scandinavian countries. Countries using indirect communication
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include Asian countries such as China, Korea, Japan and Vietnam, Middle Eastern countries such as Saudi
Arabia, Kuwait and Latin American countries such as Mexico Argentina (Adair, et al, 2004; Munter,
1993). Metcalf and colleagues’ study (2006) that compare India, Mexico, Finland, US and Turkey
negotiations culture showed that all national cultures prefer open communication, Turkey in choosing
open communication came in second place followed by the Indians. The author of this study thinks that,
the Indian and Turkish negotiators -from two more eastern cultures than the others- are not as prudent
as Western cultures on dose adjustment while using open communication as a negotiation strategy.
When Metcalf et al.'s (2006) study and the open communication findings of this study was evaluated
together, it can be assumed that the boundaries of open communication in Turkish culture are different
from western cultures and that there is no need to adjust the level of openness in Turkish culture.

Table 7.

Frequencies and Percentages of Preferred Communication Style in Conflict and Negotiation

Frequency Percent Valid Percent Cumulative Percent
Direct communication 144 90,0 92,3 92,3
Indirect communication 11 6,9 7,7 100,0
Total 157 98,1 100,0
Missing 3 1,9
Total 100,0

When the participant responses to questions "Did you have a special time to negotiate? If so,
how?", and "Have you made a plan before negotiation? If so, how?" were evaluated, 97.4% of
participants were found to be relaxed with the duration of negotiation (Table 8).Examples to this case
may be hotel participant number 8, "We talked later... 2 hours later. One thing led to another. | said
there was that thing we talked about 2 hours ago". Findings in this study reveal that negotiators are
comfortable with the use of time in Turkish culture as well as negotiators from hot countries such as
Arab countries (Alon and Brett, 2007). This finding is not consistent with the findings of Metcalf et al.
(2006), which were previously reported to be less convincing than the current study, given the
methodological difference.

Table 8.

Frequencies and Percentages for Time Using in Conflict and Negotiation

Frequency  Percent Valid Percent Cumulative Percent
Being relaxed in time use 152 95,0 97,4 97,4
Being not relaxed in time use 4 2,5 2,6 100,0
Total 156 97,5 100,0
Missing 4 2,5
Total 100,0

This finding can also be interpreted as a strategy not to ignore the controversial situation, but to
extend the time to leave the solution unchanged and to protect the current situation or to prevent the
growth of the cracker by leaving it in time.lt can be said that this strategy is frequently used when many
issues that are spread over time and not resolved in Turkey's national affairs are evaluated. As in the
case of Cyprus and Southeastern issues, the unresolved problem has been time left because it can mean
compromising something.

In order to test the study’s g™ question, responses to "What did you expect to achieve at the end of
the negotiations?" and "What did you/the other party mutually achieve at the end of the negotiations?"
were evaluated. Examples to statements emphasizing the societal interest may be research assistant
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participant number 3 saying "I stated the fact that the important thing is the faculty team achieves
something."; examples to self-interest may be academician participant number 11 saying, "Of course, |
aimed to sell my demand". At the end of the assessments, 60.7% of participants were found to give
priority to community interests while 39.3% to individual-interest (Table 9). It can be said that in Turkish
culture, societal interests are more important than self-interests in conflict settlement and negotiations.
This finding is consistent with the collectivist structure of Turkish society. However, it is also possible to
explain this finding with properties of the sample of the research and examples of conflicts required in
face-to-face interviews. The research sample is composed of adults in the working life. In face-to-face
interviews, participants were asked to describe a conflicting situation in their workplace over the past 15
days. In this case the majority of the participants described the conflicts they had most often involved,
often with the colleagues they were working with in the same unit. When it comes to negotiating more
work and job related situations in the workplace, it is the situation that maintains relationships and
coincides with group deduction. The achievement of success is common for the parties and therefore
for the group.

Table 9.
Frequencies and Percentage for Focus of Interest in Conflict and Negotiation
Frequency Percent Valid Percent Cumulative Percent
Community interest 82 51,2 60,7 60,7
Individual interest 53 33,1 39,3 100,0
Total 135 84,4 100,0
Missing 25 15,6
Total 100,0

In order to investigate 9" research question, “In Turkish culture, do the in-group conflicts or
outgroup conflicts arise more?” with whom participants have conflict with is analyzed. Only 23.6% of the
participants had out-group conflicts while 76.4% had in-group conflicts (Table 10). Academician
participant number 14, "The head of department"” may be example of in-group conflict, and academician
participant number 18, "I experienced that with my students" may be example of out-group conflicts. In
group-oriented cultures, however, independence is not encouraged by the needs of the group before
the individual. It is not welcome to disturb harmony in collectivist cultures where the group has high
emphasis on harmony and obedience. So people in such cultures prefer not conflict with in-group
(Lewicky, Barry, Saunders, 2010).From here it is thought that community interests are more prominent
than individual interests in collectivist cultures.On the other hand, in individualistic cultures manifested
by weak family ties, it is known that intra-group conflicts have emerged due to weaker links (Gohm,
QOishi, Darlington and Diener, 1998).In this respect, current results are not consistent with findings in the
literature. This can be explained by the characteristics of the research sample. Business and family life
are different. In the work environment, people may also have to compete with other employees in
terms of promotion, wage increases, etc. Therefore, in spite of the general collectivist structure, there
are situations in which they act more individualistic and in their own interests. In addition, the
participants and the people who they conflict with are working together in the same department at the
same workplace and interacting with each other rather than outgroup. In this case, it is understandable
that participants should have more conflicts with the people they interact with most.

Table 10.
Frequencies and Percentages for Out-Group and In-Group Conflicts

Frequency Percent Valid Percent Cumulative Percent
In-group conflict 37 23,1 23,6 23,6
Outgroup conflict 120 75,0 76,4 100,0
Total 157 98,1 100,0
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Missing 3 1,9
Total 100,0

In order to investigate the 10" research question, participant’s responses to question "Have you ever
revealed your feelings during a negotiation?" were analyzed. 62% of the participants were found to
reveal their feelings, while 38% were not (Table 11). Metcalf et al. (2006) have shown that they do not
want to show their feelings.But showing off their feelings is different from asking to show their
feelings.Attention is drawn to the expressions of the participants while the willingness express their
feelings. As an example, the phrase "I did not want to show my feelings, but ...”Here, it can be
interpreted that in the high emotionally charged Turkish culture, the tendency to hide the emotions in
order not to look weak is high but it cannot be achieved in real conflict situations. It is recalled that
Turkish culture is expressed as a culture with high power distance in the cultural dimensions of
Hofstede, in a cultural structure where power is important, it can be considered to show emotions as
weakness.

Table 11.

Frequencies and Percentages for Expressing Emotions in Conflict and Negotiation

Frequency Percent Valid Percent Cumulative Percent
Expression of feelings 98 61,3 62,0 62,0
No expression of feelings 60 37,5 38,0 100,0
Total 158 98,8 100,0
Missing 2 1,3
Total 100,0

The expression patterns of feelings, and externalizing and controlling of feelings vary from one
culture to another (Salacuse, 1998). While feelings are sometimes presented as the natural response of
a person to positive or negative situations, sometimes they appear as a type of strategy (Kumar, 2004).
In this study, the researcher observed that emotions emerged as a result of the need to be open, and
sometimes as a result of inability to control, rather than a tactic.

In order to test whether negotiators prefer relieving counterpart as a strategy, the communication
language used by participants when they were telling the story of their conflict was evaluated. While
40.1% of the participants adopted the strategy of relieving the opponent; 59.9% of them were not very
inclined to relieve the opponent (Table 12). university administrative staff participant number 3 “I ask
things about the work, so that he/she responds and the tension reduces." may be the example to
relieving the opponent, On the other hand, university administrative staff participant number 4 saying,
“I'm not listening to you anymore.... | don’t listen to you, | stopped you, now you have to listen to me”
may be an example to not having strategies to relieve the opponent.

Table 12.
Frequencies and Percentages for Relieving Opponent as a Strategy in Conflict and Negotiation

Frequency Percent Valid Percent Cumulative Percent
Relieving opponent 63 39,4 40,1 40,1
No relieving opponent 94 58,8 59,9 100,0
Total 157 98,1 100,0
Missing 3 1,9
Total 100,0
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Graham (1983) show that American people, being from an individualistic culture, exhibit an attitude
through which they disturb the opposite side in order to make a profit at the end of a negotiation, and
they use this behavior as a strategy, on the contrary, Japanese people, being from a more collectivist
culture, regard getting engaged in an attitude that relaxes the opposite side as profitable, and they use
this behavior as a strategy.In this research, the Turkish people who defined by the collectivist profile,
also can act with a high degree of individualism, due to the fact that the workplace is composed of
people who compete with each other and have to act as individuals. In addition, this finding can be
explained by the observation of the researcher during the analysis of question 6 (communication
tendency). However, the author has found that the cues set up in the face-to-face communication carry
some elements of intimidation, self-disclosure and threatening, from the voice cues defined in the voice
recordings and the notes received. When these two findings are brought together, it is observed that
there is an attitude towards disturbing the other side in open communication. What appears to be open
communication at this point may actually be a reflection of the strategy of intimidating the other side,
convincing by showing the potentials that may arise in the future.

In this study, participants' use of bluffing strategy was rarely encountered (Table 13). The conflict
story of research assistant participant number 19 is an example of bluff strategy “...I needed to carry this
out. | was conducting a two-way negotiation, frankly... Of course, the two processes did not know each
other. | think over about if can | save any of them. Because | could be fired. | did not disclose my
interviews with YOK...”

Table 13.

Frequencies and Percentages for Tendency to Use Bluffing in Conflict and Negotiation

Frequency Percent Valid Percent Cumulative Percent
No bluffing 147 91,9 94,8 94,8
Bluffing 8 5,0 5,2 100,0
Total 155 96,9 100,0
Missing 5 3,1
Total 100,0

The results of Elahee and Brooks' study (2004) and Elahee, Kirby and Nasif's study (2002), that they
do with American, Mexican and Canadian negotiators, give valuable information to explain the findings
obtained in this study. Elahee et al. (2004; 2002) found that the confidence of the negotiators on the
other side was effective on their strategies. According to this finding, it was observed that the
negotiators who felt confidence in the opposite side used less questionable strategies in terms of ethics.
Considering that the participants in this study are more likely to rely on their conflicts with their own
working group, and they have long-term relationships with these people, it is understandable that the
parties do not apply for bluffing. The conflict story of research assistant participant number 19 points to
a situation where participants are concerned about the continuity of the business relationship with the
university and the YOK are affiliated and the trust is weakened.It seems that the loss of confidence is
experienced like this, when the person feels himself or herself constricted to the corner, it appeals to
the bluff.

In order to investigate tendency of negotiators making plans, participant responses to the questions
“What did you expect to get at the end of the negotiations?”, “What kind of a plan did you make in the
negotiation?” were evaluated. The statement by Arcelik participant number 3 is an example of short-
term goals: “That's why | don't get into long-term debt and loans.” The university administrative staff
participant number 4 saying "l intend to not get myself oppressed. | mean, as a person who has just
begun to work for me, | did not want to be like this. | mean, | wanted make sure that they can't have me
done anything. | do not want to create impression that | am silent, and | have to do everything." may be
example to long-term objectives. At the end of the evaluations, 84.7% of participants were found to be
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negotiating considering long term objectives while 14.3% of them were found to be negotiating
considering short term objectives (Table 14). Literature point out that while collectivist culture
negotiators are planning for long-term goals, negotiators from individualist culture are planning for
short-term goals (Chai, 1998; Christakopoulou, 1999). In this case, negotiators could be expected to
negotiate long-term goals in a Turkish sample who is in a long-term relationship in the working
environment, want to maintain this relationship in a positive manner and therefore have a collectivist
orientation.

Table 14.
Frequencies and Percentages for Objectives of Negotiators in Conflict and Negotiation
Frequency Percent Valid Percent Cumulative Percent
Long-term objectives 133 83,1 84,7 84,7
Short-term objectives 24 15,0 15,3 100,0
Total 157 98,1 100,0
Missing 3 1,9

Total 100,0

General Discussion & Conclusion

This study was conducted through interviews with adult workers in six separate working groups in
four different work areas from the west of Turkey. These institutions, in comparison with Turkey's
eastern, is located closer with western society. Western part of Turkey is an area that has been
developed over time as a cultural individualization. The sample of this study is composed of the
employees and the stories taken from the workplace. Compared to family and private life, work life is
one of the areas where the emphasis on being an individual is higher. In this sense, some of the results
compromise with the Turkey's collectivist structure and some of them compromise with individualism.
Moreover, studies have shown that the dimensions of collectivism and individualism do not correspond
to a scale at opposite ends (Kluckhohn and Strodtbeck, 2001). These two cultural definitions are
considered as two separate dimensions. Accordingly, two separate assessments can be made from both
dimensions. Thus, the situation that the author tries to explain with the geography of Turkey - being
more individualist in the west of Turkey and being more collectivist in the east- can be meaningful with
the knowledge that collectivism and individualism are not in continuity. The culture of Turkey is not
restricted by leaving only the collectivist class. Here, the importance of working within the local diversity
of the national culture of Turkey emerges.

In this study, which aims to define the main headline on conflicts and negotiations in the sample of
employees in Turkey with a holistic way, the following findings have been reached. In Turkish culture,
conflict and negotiation is defined as relative; main aim is achieving integrative results; negotiators are
selected from trustful people; negotiators avoid taking risks; counterparts use both formal and informal
protocols; open communication is preferable; negotiators flexible to use time; the community interests
outweigh the individual interest; conflicts occur more often in-groups; feelings are expressed at a high
rate; negotiators use as a strategy to disturb the other side; bluffing strategy is almost never used; long-
term goals are planned.

The above findings have generally been attempted to be explained by focusing on the cultural
classifications pointed out by the previous researches and the differences related to these
classifications. However, cross-cultural studies are insufficient to explain diversity within cultures and
even ignore intercultural diversity from time to time. At this point, it should not be forgotten that many
local and international factors in conflict and negotiation will have an impact on conflict and negotiation
outcomes. National cultural differences are very important, but the responsibility of all the
consequences of the negotiation outcomes should not be put on these differences (Rubin and Sander,
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1991; Weiss, 2003). It is called cultural attribution error to interpret the results with superficial cultural
labeling, ignoring such situational factors (Dialdin, Kopelman, Adair, Brett, Okumura and Lytle, 1999).
While evaluating the results besides the general national culture literature, attempts have been made to
explain the characteristics of the sample taken in this study. It is emphasized that the results obtained
may be derived from the sampling characteristic of the smaller scale as well as the general cultural
tendency.

The studies to be carried out thereafter may emphasize how conflict situations occur and how they
are negotiated under different circumstances and conditions, especially locally. How the national culture
is diversified in itself and the conditions and conditions affected by this diversification will be important
fields of study. In addition, the strategy of the negotiation strategies should be revised in terms of
national and local culture. In some of the above-mentioned research questions, some situations have
the potential to be a strategy outside the context in which they are addressed. An example of this is the
emergence of open communication as a strategy of intimidation, threatening, persuasion, rather than
open communication itself. In this study, all of the qualitative data are transcribed and structured into a
structure that can be analyzed over many different dimensions. The research findings are limited with
13 research questions, however, it is moving towards, especially on communication, risk taking, and
culture-specific strategies. Future work will be useful in the diversity of local cultures, focusing on
communication, risk taking, culture-specific strategies and the resources of these strategies.
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Tiirkge Siirimui

Girisg

Bu calismanin temel amaci, ¢atisma ve muzakere konusunda genel kultirel karsilastirma basliklarini
gbz onilinde bulundurarak, Turk kiltiriinde ¢atisma ve miizakere siirecinin galisan érneklemi tzerinden
tanimlanmasidir. Bireyler, gruplar ve orgitler amagclarini gergeklestirirken, diger birey, grup ve orgitler
ile etkilesim icine girmektedirler. Bu etkilesimler esnasinda uyusmazliklar ve tutarsizliklar, taraflarin kit
olan kaynag bir digerine ragmen elde etmeye ¢alismasi, birbirlerine ve kaynaga iliskin karsi farkl bakis
actlarinin olmasi, farkh degerlere, tutumlara ve inanglara sahip olmalari nedeniyle ¢atisma kaginilmazdir
(Karip, 2000). Taraflarin kit kaynaklari nasil dagitacaklarina karar vermeleri gerektiginde ise miizakere
sureci ortaya ¢ikmaktadir (Bazerman, Curhan, Moore ve Valley; 2000). Muzakere sireci bir ¢atismanin
varligi sonrasi ortaya ¢ikmakla birlikte, miizakere sireci icinde gatisma ¢éziminin bir alt bashgi olarak
ele alinmaktadir (Or; Kim ve Kitani, 1998; Pearson ve Stephan, 1998). Hatta Ting-Toomey (1998)
catismayi, ayni zamanda miizakere sireci olarak ifade etmektedir. Bu baglamda bu ¢alismada, catisma
ve miuzakere iki ayri kavram olarak degil, birbirine bagl ve zaman zaman birbiri icinde ayrilmaz
kavramlar olarak ele alinacaktir.

Catisma ve muzakere suregleri ile ilgili batili kaynaklar pek cok model gelistirmistir. Ancak ekonomik
gelismelere ve uluslarin modernizasyonuna bagl olarak sablonlarin degistigi (Wang, Jing ve Klossek,
2007) ve ¢ogunun ilk basta distintldiiglinden daha gok pan kiltirel oldugu gérilmustir (Ma, 2006; Ma
ve Jaegar, 2005; Metcalf, Bird ve Dewar, 2008). Yani iddia edilenin aksine, gatisma ve mizakere siiregleri
ile ilgili modeller evrensel nitelik tasimamaktadir. Catisma ve miizakere degiskenlerinin 6lciminin daha
iyi yapilmasi, var olan kiilttrel farkhliklari gormezden gelen yanlis belirlemelerin gézden gegirilmesi, ilgili
alanin temel ihtiyaglarindandir (Metcalf, 2008). Tirk kiltirinde ¢atisma ve mizakere kavramlarini ve alt
siireglerini betimleyen yeni ¢alismalar da bu anlamda ilgili alana katki saglayacaktir.

Catisma ve Miizakere Caligmalarinda Temel Alinan Kiiltiirel Boyutlar

Catisma ve muizakere yazini, kilttrel farkhhklar daha ¢ok Hofstede'in (1968; 1972; 2001) kaltur
boyutlarini tanimlayan g¢alismalarini temel alarak anlamaya ¢alismaktadir. Hofstede (2001) 72 farkh
tlkede bulunan IBM firmasinda yaptigi calisma sonunda elde ettigi verileri dort kiltir boyutu Gzerinden
degerlendirmistir. Bu boyutlar giic mesafesi, belirsizlikten kaginma, bireycilik ve erkeksilik olarak
adlandinimaktadir. Gii¢ mesafesi, bir kiiltirde daha az gii¢ sahibi kisilerin, gliclin esit olmayan bir sekilde
dagitildigini kabul etmesi olarak tanimlanmaktadir. Yiiksek giic mesafesi olan kiiltiirlerde yonetici ile ast,
niifuz sahibi ile niifuz sahibi olmayanlar birbirlerinin esit durumda olmadigini kabul eder. Tirkiye,
Yunanistan ve Fransa gibi Ulkelerle benzer glic mesafesi araligindadir. Bireycilik boyutu, ilgili kiltirde
grubun yarari ya da ilgilerinin, bireyin yarari veya ilgilerinden ne kadar oncelikli olarak ele alindig ve
6nemsendigi Gzerinde durmaktadir. Grubu 6ne ¢ikaran kultirler toplulukgu, bireyi 6ne gikaran kiltirler
bireyci kiltir olarak adlandirilmaktadirlar. Tiirkiye ve Yunanistan, Amerika ve Fransa gibi batili tlkelere
gore ¢ok daha distiik bireysellik egilimi gosterirken, Hindistan gibi daha dogudaki bir tlkeye gore gorece
daha bireycidir. Belirsizlikten kacinma boyutu, agik olmayan, yordanamayan durumlardan kaginma
cabalarini ifade etmektedir. Tirkiye; Belgika ve Fransa gibi batili tilkelerle benzer sekilde, belirsizlikten
kacinmada oldukga yiksek egilime sahiptir. Erkeksilik, cinsiyetler arasi farkliliklarin miktarina dayanir.
Cinsiyet rolleri arasinda farkhliklarin yiksek oldugu kiiltirler daha erkeksi kalturlerdir. Bu kiltiirlerde is,
maddi basarilar 6nemlidir. Diistik erkeksilik boyutunda ise yasam kalitesi, kisiler arasi iliskiler gibi daha
kadinsi degerler baskindir. Tirkiye erkeksilik boyutunda genel olarak disik bir dizeydedir. Ayrica,
Turkiye'de yapilan ¢calismalar Turk kiltlrinin daha ¢ok toplulukcu ve giic mesafesi yliksek kiltirlerin
dzelliklerini gosterdigini ortaya koymaktadir (Agee ve Kabasakal, 1993; Goregenli, 1997; imamoglu ve
Kaller, 1993; Tezer, 1999; Uysal 2002).
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Catisma ve Miizakere Konusunda Kiiltiirel Karsilastirma Alanlar

Alan yazina bakildiginda bireyci ve toplulukgu kiltlrlerin ¢atisma ve mizakereye iliskin belli
arastirma baghklarinda kargsilastinldigi  goriilmektedir. Bu bagliklar; farkh kilturlerde gatisma ve
mizakerenin nasil tanimlandigi (Foster, 1992; Lituchy, 1997; Salacuse, 1998; Yook ve Albert, 1998),
miizakere slrecinde yer alacak kisiler segilirken ne tir olgutler kullanildigi (Lewicky, Barry ve Saunders,
2010; Zhu, McKenna ve Sun, 2007), mizakereciler arasinda kurulan iliski protokoli (Axtell, 1990; 1991;
1993; Braganti ve Devine,1992), kurulan iletisim tarzi (Adair, Brett, Lempereur, Okumura, Shikhirev,
Tinsley ve arkadaslari, 2004), duygular (Salacuse, 1998) (Kumar, 2004), karar alma (Lewicky, Barry,
Saunders, 2010), ulasiimak istenen cikar tiri (bireysel/ topluluk) (Kozan ve Ergin, 1999), c¢atisma
taraflari (grup i¢ / grup dist) (Gohm, Qishi, Darlington ve Diener, 1998), zaman kullanimi (Alon ve Brett,
2007), mizakere planlamasinin ne tiir hedeflere yoneldigi (Chai,1998), kullanilan taktikler (Elahee ve
Brooks, 2004; Elahee, Kirby ve Nasif, 2002; Gelfand ve Christakopoulou, 1999; Graham, 1983; Lewicki ve
Robinson, 1998; Volkema ve Fleury, 2002) ve ¢atisma ¢6zim stilleri (Cushman ve King, 1985; Gelfand ve
Realo, 1999; Kim ve Kitani, 1998; Kozan, 1989; Kozan ve Ergin, 1998; 1999; Pearson ve Stephan, 1998)
seklinde siralanabilir.

Catisma ve mizakere ile ilgili Trkiye yazininda yer alan ¢alismalar degerlendirildiginde; ¢alismalarin
bir kisminin derinlemesine bir incelemeden ¢ok Tiirk kiiltiiri hakkinda genellemelere (Or; Oztiirk 2007)
ya da Tirk kiltiirini biyik bir 6lglide gérmezden gelerek batidan alinan modellere (Or; Kasapoglu
2008) dayanan galismalar oldugu gorilmektedir. Turkiye’de yapilan kiltiirel karsilastirma calismalarinda
(Or; Agee ve Kabasakal, 1993), catisma ve miizakere siireglerine daha biitiinciil bakis acisiyla
yaklasmaktan ziyade, catisma ¢6ziim/y6netim tarzlari gibi belli bir konuya odaklanildigi gérilmektedir.
Bu calismalarda, catisma ¢6ziim ve miizakere konusunda yapilan kiltirel calismalarin temel aldig
muzakere iginde kurulan iletisim, bilgi paylagimi vb. pek ¢ok temel baslik karsilanmamaktadir. Bu
baglamda bu c¢alismada, catisma ve mizakere konusunda gergeklestirilen kiltlrel karsilastirma
¢alismalarinin odaklandigi temel basliklarin bitlncil olarak ele alinmasi ve Tirk o6rnekleminde,
dolayisiyla Turk Kaltiiri’nde arastirilmasi amaglanmistir. Bu ¢alismada Tiirkiye’de gerceklestirilen dnceki
calismalarin aksine herhangi bir uyarlama olgek ile veri toplama yoluna gidilmemis, katilimcilarin
anlattigl gercek catisma oykdleri nitel ve nicel yontemler kullanilarak analiz edilmistir. Boylece, alan
yazinda toplulukgu ve bireyci kiltirler karsilastirilarak elde edilen genellemelerin, Tirk kultiirt igin ne
kadar gecerli oldugu degerlendirilmeye ¢alisiimigtir.

Bu c¢alisma, Tirk kaltirinde catisma ve miizakere kavramlarini ve alt sireglerini bitiincil olarak
tanimlamayi amaglamaktadir. Onceki kiiltiirel karsilastirma calismalarindan elde edilen sonuglar, Tiirk
kiltlrd icin yukarida sozi edilen arastirma basliklarina iliskin bazi arastirma sorularina isaret etmektedir.
Bu noktadan hareketle, alan yazinda toplulukgu ve bireyci kiltiir karsilastirmalarina iliskin kuramsal ve
gorgul calismalardan elde edilen bulgular ve temel arastirma basliklarina dayanarak olusturulan
arastirma sorulari asagidaki gibidir:

Soru 1: Catisma ve miizakere arasindaki iliski nasildir?

Soru 2: Turk kaltiriinde gatisma ve miizakerede hedeflenen nedir?

Soru 3: Turk kaltiiriinde nasil kisiler miizakereci olarak segilir?

Soru 4: Turk kiltiirinde ¢atisma ve mizakerede risk egilimi nasildir?

Soru 5: Turk kiltlriinde catisma ve mizakere siirecinde ne tiir bir protokole yer verilir?

Soru 6: Turk kiltiriinde miizakerede tercih edilen iletisim tarzi nasildir?

Soru 7: Turk kiltlriinde ¢catisma ve mizakerede zaman kullanimi konusundaki egilim nasildir?

Soru 8: Tirk kiltiriinde miizakerecinin, mizakere sonunda ne elde etmeyi hedeflemektedir?

Soru 9: Turk kaltiirinde grup disi gatismalar mi, grup ici catismalar mi daha ¢ok ortaya ¢ikmaktadir?
Soru 10: Turk kultGrindemuizakerecilerin duygularini ifade etme konusundaki egilimi nasildir?

Soru 11: Tiirk kiiltirinde muzakereciler karsi tarafi rahatlatan bir tutum icinde olma stratejisini tercih
etmekte midir?

320



Nihal MAMATOGLU ve Hande TASA- Cukurova Universitesi Egitim Fakiltesi Dergisi, 48(1), 2019, 305-335

Soru 12: Turk kultarinde mizakerecilerin bl6f yapma stratejisine iliskin egilimi nasildir?
Soru 13: Turk kultirinde mizakerecilerin hedeflere yonelik plan yapma egilimleri nasildir?

Yontem
Katilimcilar

Bu calismanin orneklemi olusturulurken "kolay ulasilabilir durum o6rnekleme" (Patton, 1987) ve
arastirma sorusunun cevabi olabilecek kavramlarin, slreglerin tekrar etmeye basladigl asamaya kadar
veri toplamaya devam edilmesi seklinde tanimlanabilecek "kuramsal 6rnekleme" (Glaser ve Strauss,
1967) yaklasimlari benimsenmistir. Uygulama sirasinda 10-15 gériisme sonunda bir isyeri icin veri
orlintlisiiniin doyuma ulastig1 goriilmekle birlikte; gériisme verisinin bazi béliimlerinin daha sonra nicel
veriye donustirllebilecegi dislinllerek her is grubundan, istatistik analizler icin minimum sayi olan
30katilimciya (Moore ve McCabe; 1998) ulasmak hedeflenmistir.

Arastirma 6rneklemi; 3 farkli kurumda (Argelik A.S. Abant izzet Baysal Universitesi, Gazelle Otel)
gorev alan, 6 ayri calisma grubundan olusmaktadir. 71 kadin ve 91 erkek toplam 162 calisandan olusan
katimcilarin yaslari 24-55 arasinda ve toplam calisma sireleri de 1-32 yil arasinda degismektedir
(Ornekleme ait 6zellikler Tablo 1’ de goriilebilir).

Veri Toplama Araglar
Demografik Bilgi Formu: Yas, is deneyimi, vb. bilgilerin soruldugu formdur.

Goriisme Formu:Catisma ve mizakere siregleriyle ilgili olarak katihmcilarla yapilacak goriismelerde
kullanilmak tizere hazirlanan bu form; “Catismayi nasil tanimlarsiniz?” “Muzakereyi nasil tanimlarsiniz?”
“En belirgin hatirladiginiz ya da son 15 giin icinde yasadiginiz bir catismayi anlatir misiniz?” vb. 47 agik
uclu sorudan olusmaktadir.

Transkript Sonrasi ilk Degerlendirme Olgedi: Her bir gériismenin transkripti ¢ikarildiginda 13 arastirma
sorusunu degerlendirmeye yénelik 8lcitlerin tanimlandigi formdur. Ornegin Soru 2 igin, katimcilarin
yonelebilecegi bltinleyici ya da paylastirict hedefler icin kullanilan tanimlama kistaslari asagidaki gibi
orneklenebilir:

Butinlestirici:
1. Nesnel standartlarda israrli olmak.
2. Kazan-kazan yaklagimi vb.
Paylastirici:
1. Bir taraf kazanirken diger taraf kaybeder (kazan-kaybet)
2. Bir tarafin istekleri digerine terstir vb.

Tablo 1.
Orneklem Ozellikleri

isletme Adi Gorev Toplam  Kurumda Yas Kadin Erkek Toplam
Calsma  Calisma Araligi Katihmcr  Katilima  Katilimci
Siresi Saresi Sayisl Sayisi Sayisi
Arcelik Pisirici Cihazlar Or; yonetici 1-35 yil 1-32 yil 26-53 7 21 28
isletmesi mihendis,
teknisyen,
takim lideri,
uzman vb.
Arcelik Sttliice Satis Or; satin 2-17yil 6ay-8vyil 25-42 10 8 18
Pazarlama alma
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uzm.,bayi
yonetmeni
Abant izzet Baysal idari 1-29yil  1-22yil 24-53 14 16 30
Universitesi Personel
(Or; yénetici,
memur)
Abant izzet Baysal Akademik 6-32 yil 221yl 33-55 14 16 30
Universitesi (Kamu Yénetimi, Personel
Sosyoloji, Uluslararasi
iliskiler, Kimya, iktisat, Spor
Yoneticiligi, isletme,
Bilgisayar teknolojileri
egitimi, Ozel egitim, Turk Dili
ve Edebiyati)
Abant izzet Baysal Arastirma 5ay- 5ay-11 24-38 9 19 28
Universitesi (Psikoloji, Gorevlisi 20 yil yil
Matematik, Fizik, Sosyoloji,
Kimya, Uluslararasi iliskiler,
Maliye, Kamu Yonetimi, Fizik
Tedavi ve Rehabilitasyon,
isletme)
Gazelle Otel Orn; 4ay-30 4day-21  21-48 17 11 28
yOnetici, kat yil yil
gorevlisi,
garson vb.
islem

ilgili kurumlardan arastirma izinleri alinmis, mail ve telefon yardimiyla arastirma (amaci, siiresi vb.)
hakkinda bilgi verilen génilli katihmcilarla randevular olusturulmustur. Katiimcilar gériisme odasina
alindiktan sonra gorismenin amaci, siiresi tekrar agiklanmis, gériismede alinacak ses kaydi i¢in onay
alinmistir. Ses kaydi vermek istemeyen katimcilar olmasi durumunda tek gériismecinin alamayacagi
notlari almak Uzere goériismelere bir yardimci gorevlendirilmistir. Gorlismeler tamamlandiktan sonra her
bir gorlismenintranskripti ¢ikariimis, elde edilen verilerin igerik analizleri tim sorular igin ayri ayri
gerceklestirilmistir.

Bulgular ve Tartisma

Turk kiltirinde gatisma ve miizakere sirecini g¢alisgan orneklemi lzerinden betimlemeye yonelik
arastirma verisine yapilan igerik analizleri ve frekans g¢alismalarindan elde edilen bulgular ve tartisma,
anlam bitiinlGgiini bozmamak icin bu bélimde birlikte verilmistir.

Bu c¢alismanin birinci sorusunu degerlendirmek Uzere, tim gorlismecilerin “Catisma ve miizakere
arasindaki iliski nasildir?” sorusuna verdigi cevaplar analiz edilmistir. Yapilan degerlendirme sonunda
katilimcilarin %96,2’sinin ¢atisma ve miuzakereyi birbirleriyle iliskili olarak tanimladiklari gorGlmustir
(Tablo 2). Katihmcilarin iki kavrami iliskisel olarak tanimlamalarina 7 numaral otel calisaninin “Zaten
miizakere ¢atismadan dodar gibi geliyor bana.” ifadesi 6rnek olarak verilebilir. Verilen cevaplar ve
yapilan analizlerden yola g¢ikarak, Turk kultrinde ¢atisma ve miizakerenin iliskisel olarak tanimlandigi
soylenebilmektedir. Elde edilen bulgu ilgili yazinin zaman iginde geldigi catisma ve mduzakereyi
birbirinden ayrilamaz, zaman zaman birbirini takip eder hatta birbirinin icine gegmis iki kavram olarak
tanimlayan; catisirken muizakere etmenin, mizakere ederken g¢atismanin mimkin olabilecegini
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vurgulayan; zaman zaman mizakere siireci icinde ¢atisma ¢éziminin bir alt baslik olarak ortaya
¢ikabildigini anlatan yaklasimlar (Kim ve Kitani, 1998; Pearson ve Stephan, 1998) ile tutarlidir.

Bu g¢alismada Turk kilturiinde hemen herkesin ¢atisma ve muzakereyi iliskili tanimlamasi, ¢atismal
durumlarin ele alinmasi ve muzakere edilerek ¢6ziime kavusturulmasi agisindan olumlu bir tutumdur.
Catismayi ve mizakereyi iliskili ve birbiri icinde dogal bir siireg¢ olarak goren kisilerin, durum ve sartlara
baglh olarak ¢atismal durumlari ¢6ziime kavusturma ya da gatismalari ydonetme konusunda daha basaril
olabilecekleri dustinilebilir. Ayrica, bu bakis agisina sahip olmak; zaman zaman ¢atismak, catisarak
miizakere etmek, miizakere etmek, mizakereden catismaya donmek, tekrar miizakereye donmek gibi
durum ve hedeflenen kazanglara bagh pek cok segenege acik olmak demektir. Catisma ve muzakere
sureci icinde bu kadar segenek, dogru stratejiler gelistirildigi takdirde, Tlrk muizakerecilerin istenilen
sonuglari elde etmeleri konusunda basariya yaklasmalarina yardimci olabilir.

Tablo 2.
Catisma ve Miizakere Arasindaki iliskiye Yonelik Frekanslar ve Yiizdeler
Frekans Yizde Gegerli Yuzde Kimulatif Ylzde
Catisma ve mizakere iliskilidir 153 95,6 96,2 96,2
Catisma ve muzakere iligkili degildir 6 3,8 3,8 100,0
Toplam 159 99,4 100,0
Kayip Veri 1 ,6
Toplam 160 100,0

Bu calismada, Tirk kiiltlirinde ¢atisma ve muzakerenin butiinleyici hedeflere yénelip yonelmedigini
degerlendirmek Uzere; her katilmcinin goriismede anlattigi ¢atisma hikayesindeki davranislari,
Transkript Sonrasi ilk Degerlendirme Olcegi’'nde belirtilen paylastirici ve biitiinlestirici miizakere
ozellikleri kistas alinarak degerlendirilmistir. Buna gore katihmcilarin daha ¢ok butiinlestirici (%83,8)
mizakere ylriatttga goérilmistir (Tablo 3). Katiimcilarin bitlnleyici tarzina, 18 numaral akademisyen
katimcinin “Kisisellestirmemeye dikkat ediyorum.” clmlesi; paylastirici tarza ise 18 numarali idari
katilmcinin “Ben hata yaptigimi diisinmedigim igin uzlasma konusu bana ¢ok basit geliyor.” cimlesi
ornek olarak verilebilir. Bu sonuglara gore, arastirmanin ikinci sorusuna iliskin olarak, katilimcilarin
paylastirict yerine, bitinlestirici tarzi benimsedikleri ve butlincil amaglara ulasmayi hedefledikleri
soylenebilir.

Tablo 3.
Catisma ve Miizakerenin Hedeflerine Yénelik Frekans ve Yiizdeler
Frekans Yizde Gegerli Yuzde Kimaulatif Ylzde
Butilinlestirici 129 80,6 83,8 83,8
Paylastirici 25 15,6 16,2 100,0
Toplam 154 96,3 100,0
Kayip veri 6 3,8

Toplam 100,0

Bu bulgu bireyci ve toplulukgu kiltirler arasindaki paylastirici ve bitinlestici yaklasim
farkliliklariyla agiklanabilir (Orn, Lituchy, 1997; Salacuse, 1998). Hofstede’nin toplulukguluk boyutunda
batili toplumlara gore daha toplulukgu algilanan Tiirk kiltlrd icinde, miizakerecilerin daha bitinlestirici
sonuglara odaklanmasi anlasilabilir bir durumdur. Clnki toplulukgu kiltirler, birey olarak sonuglarini
artirmak yerine, icinde bulundugu grubun yararina sonuglar elde etmeyi beklemektedir (Hofstede, 1968;
1972; 2001). Bu calismada, anlatilan ¢atisma hikayeleri katimcilarin isyerinde daha ¢ok ayni bolim veya
birim icindeki calisma arkadaslari ile yasadiklari durumlari ifade etmektedir. Dolayisiyla kendilerini ait
hissettikleri grup arkadaslari ile yasadiklari ¢atismalardir. Bu anlamda toplulukguluk yonelimli olan Turk
kaltirinde, mizakerecilerin bitlinleyici sonuglara ulasmayi hedeflemesi yine beklenen bir durumdur.
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Tirk kaltGrande ¢catismal durumlarda butiinlestirici sonuglara ulasma hedefinin benimsenmesi,
kazan-kazan anlayiginin varligina isaret etmektedir. Bu yaklagsima sahip kisilerin catisma ve muzakerede
her iki tarafi tatmin eden sonuglara ulasma konusunda ¢aba gosterecegi disiinilebilir. Calisma bulgusu
Metcalf ve arkadaslarinin (2006) 5 farkli kalttrd karsilastirdiklar ve Tarklerin kazan kaybet ve kazan
kazan beklentisi icinde gidip geldigini ortaya koyan calismasi ile tutarli degildir. Metcalf’in ¢calismasinda
katilimcilarin miizakere egilimleri, bes aralikl iki kutuplu bir olgek ile 6l¢lilmis, dolayisiyla katilimcilarin
miizakerede kendilerini nasil davranislar icinde algiladiklari degerlendirilmistir. Bu ¢alismada ise gergek
catisma hikayeleri tizerinden degerlendirmelerde bulunuldugundan, katiimcilarin miizakere sonuglari ile
ilgili hedeflerini daha gegerli bicimde yansittigi diisinulebilir.

“Ideal miizakereci nasil biridir?” sorusuna verilen cevaplar, katilimcilarinin hemen hepsinin
(%99,4) muzakerede givenilir kisilik 6zellikleri olan kisileri tercih ettiklerini gostererek, arastirmanin
Uglncl sorusuna yanit olusturmustur (Tablo 4). Bu duruma 8 numarali Universite idari personelinin
verdigi cevap 6rnek olarak verilebilir: “Gliler yiizlii, sinirlenmeyen, deneyimli, glivenilir, bilgili olmalidir.”
Cinliler gibi daha dogulu toplumlarda mizakere siirecinin basinda, iliskisel baglantilar kurmanin 6nemine
inanilir, dolayisiyla iliski kurucu ve devam ettirici mizakereciler segilir (Zhu, McKenna ve Sun, 2007). Tirk
kiltard batili 6érneklerine gore daha toplulukgu bir kiltir olarak iliski kurucu ve kurulan iliskileri
surdiirme egiliminde bir toplum olarak dusiinilebilir. Bu sekilde iliski kurmak ve sirdirmek given
gerektirdigi icin Tirklerin muzakereci olarak daha givenilir kisilik 6zelliklerine sahip kisileri segme
egiliminde olduklari séylenebilir.

Tablo 4.
Tercih Edilen Miizakerecilere iliskin Frekans ve Yiizdeler

Frekans Ylzde Gegerli Yuzde Kimilatif Yizde
Guvenilir 156 97,5 99,4 99,4
Guvenilir olmayan 1 ,6 ,6 100,0
Toplam 157 98,1 100,0
Kayip Veri 3 1,9
Toplam 100,0

“Miizakerede hig risk aldiniz mi? Aldi iseniz nasil?” sorusuna verdigi cevaplar degerlendirildiginde;
katilimcilarin %65,6’sinin miizakerede risk almadigini %34,4’G risk aldigini ifade etmistir (Tablo 5). Bu
sonuglara gore Tirk kaltirinde catisma ve mizakerede yiksek risk alinmadigi séylenebilir. Risk aldigini
ifade eden 3 numarali Argelik katilimcisinin “Ben her ¢catisma éncesi her seyden vazgegip ¢atismanin igine
giriyorum.” ifadesi risk alindig durumlara 6rnek verilebilir.

Tablo 5.
Catisma ve Miizakerede Risk Alma Egilimine iliskin Frekans ve Yiizdeler
Frekans Yiizde Gegerli Yuzde Kamaulatif Ylzde
Risk alinmaz 103 64,4 65,6 65,6
Risk alinir 54 33,8 34,4 100,0
Toplam 157 98,1 100,0

KayipVeri 3 1,9

Toplam 100,0

Onceki calismalar, Amerikali ve bazi Asyal ilkelerin risk almaya daha yatkin oldugunu, Avrupa
tlkelerinin risk alma konusunda daha muhafazakar oldugunu gostermistir (Foster,1992). Karar almadan
once her tirlu bilgiye sahip olmak isteyen daha birokratik ve muhafazakar yaklasim ile eksik bilgiye
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ragmen daha girisimci olmanin temel dayanag birbirinden oldukca farklidir. Ornegin risk alma egilimi
yuksek kultirlerden gelen miuzakereciler, erken hareket ettikleri icin daha ¢ok sans yakaladiklarini
dislndr. Buna karsilik risk alma konusunda temkinli olan kultirlerden gelen miizakereciler agir hareket
ederek bekle ve gor taktigi izlemektedirler. Tirk kiltirinde, cografi olarak daha yakin oldugu Avrupa
uluslari ile benzer sekilde, mizakerecilerin yiksek risk almaktan kaginan bir tutum iginde oldugu
gorilmektedir. Bunun nedeni, katihmcilarin genel olarak aldiklari riskin kendilerine zarar vermesinden
korkmalaridir. Bu bulgu Hofstede'in (1968; 1972; 2001) kdltirel tanimlamalari arasinda bulunan
belirsizlikten kaginma boyutuyla da agiklanabilir. Turkiye belirsizlige toleransi diisiik olan bir klltir olarak
tanimlanmaktadir. Belirsizlikten kaginmada ylksek olmak bir sekilde gelecegi gormek istemek, riskli
durumlardan uzak durmak anlamina gelmektedir.

Bu c¢alismada “Miizakerede  birbirinize  nasil hitap  ettiniz?”  sorusuna  verilen
cevaplardegerlendirildiginde, katiimcilarin tiniversite akademik personeli ise daha ¢ok “hocam” ve “karsi
tarafin ismi” ile hitap etmeyi tercih ettigi; diger is alanlarinda “hanim, bey, isim” hitaplarini kullandiklari
gorulmistir. Bu hitaplara ek olarak, tretim isletmesindeki katilimcilar “abi” hitabini kullanmaktadir. Bu
isletmede “abi” hitabi, saygi, bir tir kidem ve itibar ifadesidir. Genel olarak katilimcilarin %51,75’inin
herhangi bir resmi protokolii uygulamadigi, %48,25’inin daha resmi davrandigi gérilmistir (Tablo 6). Bu
bulgu Metcalf ve arkadaslari (2006), tarafindan ortaya konulan kultirlerarasi karsilastirma bulgusu ile
tutarhdir. Buna gore Turkler, ¢cok gigli bir sekilde olmasa da resmi protokole uymaya galisirlar. Burada
calisilan &rgiitte hangi hitaplarin benimsendigi énem kazanmaktadir. Ornegin (niversite gevresinin
saygin bir hitap sekli olarak “hocam”, Gretim isletmesinin ise “abi” hitabini benimsedigi gérilmustir.

Tablo 6.
Catisma ve Miizakere Siirecindeki Protokole lliskin Frekans ve Yiizdeler
Frekans Ylzde Gegerli Ylzde Kamulatif Ylazde
Resmi protokol 74 56,88 51,75 84,6
Resmi olmayan protokol 69 43,12 48,25 100,0
Toplam 143 89,4 100,0
KayipVeri 17 10,6

Toplam 100,0

Katihmcilarin iletisim tercihlerini anlamak icin; anlatmis oldugu catisma hikayesinde iletisimi baslatan
kisi olup olmadigi, miizakere sirecini yiiz ylize gerceklestirip gerceklestirmedigi, karsi tarafla konusurken
problemi agik¢a dile getirip getirmedigi degerlendirilmistir. Degerlendirmede katilimcilarin %92,3’inlin
verdigi yanitlar, Tlrk kiltirinde muzakerede dogrudan iletisimin tercih edildigini gostermektedir (Tablo
7). Dogrudan iletisime 6rnek olarak, 3 numarali Argelik katihmcisinin “Gidip odasina direkt sorguladim.”
ifadesi verilebilir. Dolayli iletisime ise, 22 numarali Argelik katilimcisinin “is talep eden kisiyi
yonlendirerek yapmaya calistim.” ifadesi 6rnek olarak verilebilir.

Alan yazinda mizakerede kurulan iletisim ile ilgili olarak kiltlrler arasi karsilagtirmalarda en ¢ok
kullanilan iletisim modeli agik (dogrudan) ve kapali (dolayl) iletisim modelidir (Gudykunst ve
Matsumoto, 1996). Acik iletisim miizakerecinin niyetlerini dogrudan ve agik¢a ortaya koymasiyla; buna
karsilik kapali iletisim miizakerecinin gercek amacini gizleyerek mesajini iletmesiyle tanimlanir. Agik
iletisim kullanan kiltiirlere Kanada, Amerika, Almanya, isvigre ve iskandinav ilkeleri 6rnek olarak
verilebilir. Cin, Kore, Japonya ve Vietnam gibi Asya Ulkeleri ile Suudi Arabistan, Kuveyt gibi Ortadogu
Ulkeleri ve Meksika Arjantin gibi Latin Amerika tlkeleri kapal iletisime 6rnek verilebilir (Adair ve
arkadaslari, 2004; Munter, 1993). Metcalf ve arkadaslarinin (2006) Hindistan, Meksika, Finlandiya, ABD
ve Turkiye mizakere kiltirlerini karsilastirdiklari ¢calismalari, tim ulusal kiltirlerinin acik iletisimi tercih
ettigini, Tirk mizakerecilerin Hintlilerin ardindan ikinci sirada acik iletisimi tercih ettiklerini gostermistir.
Metcalf ve arkadaslari, digerlerine gore daha dogulu olan iki kiltirden olan Hintli ve Tirk
miizakerecilerin agik iletisimi bir miizakere stratejisi olarak kullanirken, doz ayarlamasi konusunda batili
kalturler kadar tedbirli davranmadiklarini disinmektedir. Metcalf ve arkadaslarinin (2006) calismasi ile
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ilgili bu yorum ve bu galismanin agcik iletisim bulgusu birlikte degerlendirildiginde, Turk kultGrinde agik
iletisimin sinirlarinin batili kiiltirlerden farkli oldugu, agik olma dozunda ayarlama ihtiyaci duyulmadigi
distnulebilir.

Tablo 7.
Miizakerede Tercih Edilen lletisim Tarzina iliskin Frekans ve Yiizdeler
Frekans Yizde Gegerli Ylizde Kumilatif Yuzde
Dogrudan iletisim 144 90,0 92,3 92,3
Dolayli iletisim 11 6,9 7,7 100,0
Toplam 157 98,1 100,0
Kayip Veri 3 1,9

Toplam 100,0

Katihmcilara sorulan “Mizakereye 6zel bir zaman ayirdiniz mi? Ayirdinizsa nasil?” vb. sorularina
verilen cevaplar degerlendirildiginde, katilimcilarin %97,4’Gnlin mizakere zamani konusunda rahat
davrandigi gorilmistir (Tablo 8). Zaman kullanimi konusunda katilimcilarin rahat davranisina érnek
olarak; 8 numaral otel katilimcisinin “Sonradan konustuk... 2 saat sonra konustuk. Konu konuyu acti.
Dedim hani 2 saat 6nce bir olay olmustu filan.” ifadeleri verilebilir. Elde edilen bulgu, Arap Ulkeleri gibi
(Alon ve Brett, 2007) sicak llkelerden gelen muzakerecilerde oldugu gibi, Turk kiltirinde de zaman
kullanimi konusunda miizakerecilerin rahat davrandigini ortaya koymaktadir. Bu bulgu metodolojik
farkhhk distnildiginde, mevcut calismadan daha az ikna edici oldugu daha 6nce belirtilen, Metcalf ve
arkadaslarinin (2006) bulgulariyla tutarh degildir.

Tablo 8.

Catisma ve Miizakerede Zaman Kullanimina iliskin Frekans ve Yiizdeler

Frekans Yiizde Gegerli Yuzde Kimulatif Yluzde

Zaman kullaniminda rahat 152 950 97.4 97.4
olma
Zaman kullaniminda rahat 4 25 26 100,0
olmama

Toplam 156 97,5 100,0
Kayip Veri 4 2,5
Toplam 100,0

Elde edilen bulgu, ¢atismali durumu dnemsememekten ziyade zamani uzatarak ¢éziimsuiz birakip,
mevcut durumu koruma ya da zamana birakarak ¢atismanin bilylimesini engellemeye ¢alisma stratejisi
olarak degerlendirilebilir. Tiirkiye’nin ulusal meselelerinde zamana yayilan ve ¢6ziime kavusturulmayan
pek cok mesele ile ilgili olan siirecgler cergevesinde degerlendirildiginde, bu stratejinin siklikla kullanildigi
soylenebilir. Kibris ve Glineydogu meselelerinde oldugu gibi ¢oziimslizlik, ¢ozerek bir seylerden 6diin
vermek anlamlarina gelebilecegi icin de zamana birakilmis meseleler olmustur.

Arastirmanin 8. sorusunu degerlendirmek Uzere, “Miizakere sonunda ne elde etmeyi beklediniz” vb.
sorularina verilen cevaplar analiz edilmistir. Topluluk ¢ikarina vurgu yapan ifadelere 3 numarali arastirma
gorevlisi katilimcinin “Onemli olanin fakiilte takiminin bir yere gelmesi oldugunu paylastim.” ifadesi;
bireysel ¢ikara ise 11 numarali akademisyen katilimcinin “Tabii ki istedigimi kabul ettirmeyi hedefledim.”
climlesi 6rnek olarak verilebilir. Yapilan degerlendirmeler sonunda katilimcilarin %60,7’sinin toplum
¢ikarini, %39,3’lniin bireysel ¢ikari 6nceledigi gérilmistir (Tablo 9). Turk kaltirinde ¢atisma ¢dzimi ve
miizakere sirecinde topluluk gikarinin bireysel ¢ikardan 6nemli gorilmesi, Tirk toplumunun toplulukgu
yapisiyla uyumludur. Ayrica bu bulguyu arastirmanin érnekleminin 6zellikleri ve yiiz ylize gériismelerde
istenen catisma ornekleri ile de agiklamak mimkindlr. Arastirma orneklemi ¢alisma hayatindaki
yetiskinlerden olusmaktadir. En iyi hatirladiklari ya da son 15 giin icinde yasadiklari bir ¢atismayi

326



Nihal MAMATOGLU ve Hande TASA- Cukurova Universitesi Egitim Fakiltesi Dergisi, 48(1), 2019, 305-335

anlatmalari istendiginde, katiimcilarin gogunlugu en cok iliskide bulunduklari, cogu zaman ayni birimde
calistiklari is arkadaslari ile yasadiklari catismalari anlatmiglardir. isyerinde daha cok is ve gérevlerle ilgili
durumlarin muzakere edildigi dislinildiglinde, iliskileri surdiirmek ve islerin basariyla tamamlanmasi
grup cikari ile értiisen durumlardir. isin basariya ulasmasi taraflar icin ve dolayisiyla grup icin ortak
cikardir.

Tablo 9.

Catisma ve Miizakerede Cikar Odadina liskin Frekans ve Yiizdeler

Frekans Ylzde Gegerli Ylzde Kimalatif Ylzde
Topluluk gikari 82 51,2 60,7 60,7
Bireysel ¢ikar 53 33,1 39,3 100,0
Toplam 135 84,4 100,0
Kayip Veri 25 15,6
Toplam 100,0

Arastirmanin “Turk kiltiriinde grup disi ¢atismalar mi, grup ici ¢atismalar mi daha ¢ok ortaya
¢ikmaktadir?” sorusunu degerlendirmek uzere, katiimcilarin kiminle ¢atisma yasadiklari incelenmistir.
Buna gore katilimcilarin sadece %23,6’s1 grup digi gatisma yasarken, %76,4’nin grup ici ¢atisma yasadigl
gorllmistiir (Tablo 10). 16 numaral akademisyen katilimcinin “Béliim baskani.”, ifadesi grup igi
gatismaya, 18 numarali akademisyen katiimcinin “Odrencilerle béyle bir seyim oldu.” ifadesi grup disi
catismaya ornek olarak verilebilir. Gruba uyum ve itaat vurgusunun yiksek oldugu toplulukgu
kalturlerde uyumu bozmak hos karsilanmaz dolayisiyla bu tip kiltirlerde kisiler grup ici catismalara
girmemeyi tercih ederler (Lewicky, Barry, Saunders, 2010). Ote yandan, zayif aile baglariyla kendini
gosteren bireyci kulturlerde grup igi ¢atismalarin zayif baglar nedeniyle daha ¢ok ortaya ciktigi
bilinmektedir (Gohm, Oishi, Darlington ve Diener, 1998). Tiirklerin 6zelinde; Kozan ve Ergin’in galismasi
(1999) bireysel hedeflerden ¢ok ig-grup hedeflerine 6nem verildigini gostermektedir. Bu agidan
degerlendirildiginde, bu sonuglar literatirdeki bu bulgularla tutarh degildir. Bu durum arastirma
drnekleminin 6zellikleri ile agiklanabilir. is yeri ile aile hayati birbirinden farklidir. is ortaminda kisiler terfi
almak, Gcret artisi vb. konularda diger calisanlarla rekabet etmek durumunda da kalabilmektedirler.
Dolayisiyla genel toplulukgu yapiya ragmen daha bireysel ve kendi menfaatleri dogrultusunda hareket
etme durumlari ortaya ¢ikmaktadir. Ayrica, katilimcilar ve gatistiklari kisiler, ayni isyerinde ayni bélimde
birlikte is yapan ve dis gruplardan ¢ok kendi iginde etkilesimi olan kisilerdir. Bu durumda katilimcilarin en
cok etkilesimde bulunduklari kisilerle daha fazla ¢atisma yasamasi anlasilabilir bir durumdur.

Tablo 10.
Grup lci ve Grup Disi Catismalara iliskin Frekans ve Yiizdeler

Frekans Yiizde Gegerli Ylzde Kimaulatif Ylzde
Grup ici ¢atisma 37 23,1 23,6 23,6
Grup disi ¢atisma 120 75,0 76,4 100,0
Toplam 157 98,1 100,0
Kayip Veri 3 1,9
Toplam 100,0

Arastirmanin 10. sorusunu degerlendirmek lzere katilimcilarin “Mizakerede hi¢ duygularinizi ifade
ettiniz mi?” sorusuna verdigi cevaplar analiz edilmistir. Buna gore katilimcilarin %62’sinin duygularini
ifade ettigi, %38’inin duygularini ifade etmedigi gorilmustlr (Tablo 11). Metcalf ve arkadaslari (2006)
yaptiklari ¢calismada Tirkler’in duygularini gostermek istemediklerini ortaya koymus olsa da duygulari
gostermek istememek ile duygular géstermemek farklidir. Catisma hikayeleri alinirken, katilimcilari
“duygularimi géstermek istemedim ama...” seklindeki ifadeleri katilimcilarin istemeseler de duygularini
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gosterdiklerine dikkat cekmektedir. Burada yiksek duygu yukli Tark kiltirinde zayif gérinmemek igin
duygulari gizleme egilimin yuksek oldugu ancak bunun gergek ¢atismali durumlarda basarilamadigl
yorumu yapilabilir. Tark kulturinin Hofstede’in kiltlrel boyutlari lizerinde gii¢ mesafesi yuksek bir
kiltar olarak ifade edildigi hatirlanacak olursa, giiclin dnemli oldugu bir kiiltirel yapi igcinde duygulari
gostermenin zayiflik olarak algilandigi distnalebilir.

Tablo 11.
Catisma ve Miizakerede Duygularin ifade Etmesine iliskin Frekans ve Yiizdeler
Frekans Ylzde Gegerli Ylzde Kimalatif Ylzde
Duygulari gbsterme 98 61,3 62,0 62,0
Duygulari gbstermeme 60 37,5 38,0 100,0
Toplam 158 98,8 100,0
Kayip Veri 2 1,3

Toplam 100,0

Ayrica, farklh kiltirlerde duygularin ifade edilis sekli, disa vurulmasi ve kontrol edilis bicimi de
degismektedir (Salacuse, 1998). Duygular bazen dogallikla kisinin olumlu olumsuz durumlara karsi bir
tepki olarak ortaya gikarken, bazen bir tir taktik olarak da ortaya gikabilmektedir (Kumar, 2004). Bu
¢alismada arastirmaci duygularin bir taktikten ziyade agik olma ihtiyacinin ve bazen de kendini kontrol
edememenin bir sonucu olarak ortaya ¢iktigini gézlemistir.

Katihmcilarin g¢atismalarda karsi tarafi rahatlatma stratejisini kullanip kullanmadiklarini gérmek
amaclyla, catisma hikayesini anlatirken kullandiklari iletisim dili incelenmistir. Katilimcilarin %40,1'i karsi
tarafi rahatlatma stratejisini benimserken, %59,9’unun tam tersi bir egilimde oldugu gorilmis (Tablo
12). 3 numarall Universite idari personelinin “isle ilgili bir seyler soruyorum ki birka¢ bir sey séylesin
gerginlik azalsin.” ifadeleri karsi tarafi rahatlatma girisimine, 4 numarali Universite idari personelinin
“Duymuyorum sizi. Ben sizi durdurdum. Siz beni dinleyeceksiniz seklinde tutumlarim oldu.” ifadesi ise,
karsi tarafi rahatlatma gabasinin olmadigi durumlara 6rnek olarak verilebilir.

Tablo 12.
Catisma ve Miizakerede Karsi Tarafi Rahatlatma Stratejisi Kullanimina iliskin Frekans ve Yiizdeler

Frekans Yizde Gegerli Yuzde Kimulatif Ylzde
Karsi tarafi rahatlatma var 63 39,4 40,1 40,1
Karsi tarafi rahatlatma yok 94 58,8 59,9 100,0
Toplam 157 98,1 100,0
Kayip Veri 3 1,9
Toplam 100,0

Graham (1983), bireyci kultiirden gelen (Amerikalilar) mizakerecilerin mizakereden karh ¢ikmak igin
karsi tarafi rahatsiz eden bir tutum igine girdigini ve bunu bir taktik olarak kullandigini; buna karsilik daha
toplulukgu kiiltirden gelen Japonlarin karsi tarafi rahatlatan bir tutum icinde olmayi karli bularak bunu
bir taktik olarak kullandiklarini gostermektedir. Bu arastirma, toplulukgu profili ile tanimlanan Tirkler’in,
isyerinde birbiriyle rekabet eden ve birey olarak hareket etmek zorunda olan kisilerden olusmasi
nedeniyle, bireycilik boyutunda da yliksek egilimle hareket edebilecegini gostermistir. Ayrica, bu bulgu
arastirmanin 6. sorusuna (iletisim tercihi) iliskin analizler sirasinda, arastirmacinin gozlemi ile de
aciklanabilir. Arastirmada c¢atisma taraflari arasindaki iletisimin dogrudan ve yiiz yize kuruldugu
gorulmistir. Ancak yUritiicl, ses kayitlarinda ses tonundan ve alinan notlarda tanimlanan bedensel
ipuclarindan, yiz yize iletisim icinde kurulan climlelerin biraz gdzdag verme, kendini ortaya koyarak
tehdit etme unsurlari tasidigini tespit etmistir. Bu iki bulgu bir araya getirildiginde acik iletisim icinde
karsi tarafi rahatsiz etmeye yonelik bir tutum oldugu gézlenmistir. Bu noktada acik iletisim gibi goériinen
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sey, aslinda karsi tarafa gézdagi verme, gelecekte ortaya c¢ikabilecek olumsuzluklari géstererek ikna etme
stratejisinin bir yansimasi da olabilir.

Bu ¢alismada katimcilarin bl6f yapma stratejisinin kullanmalariyla nadiren karsilagiimistir (Tablo 13).
Ornegin; 19 numarali arastirma gérevlisinin ifadeleri “..Sonuca ulasmam gerekiyordu. Ben cift yonlii bir
miizakere yiiriittiim agikgasi... Tabi iki slirecin birbirinden haberi yoktu. Ben hangisini kurtarirsam
hesabini yapiyorum. Ciinkii atilma ihtimalim vardi. YOK ile gériismelerimi kimseye acik etmedim...” blof
kullanma stratejisine 6rnek olarak verilebilir.

Tablo 13.

Catisma ve Miizakerede BI6f Yapma Stratejisinin Kullanimina iliskin Frekans ve Yiizdeler

Frekans Ylzde Gegerli Ylizde Kumilatif Yuzde
BIof stratejisi yok 147 91,9 94,8 94,8
BIof stratejisi var 8 5,0 5,2 100,0
Toplam 155 96,9 100,0
Kayip Veri 5 3,1
Toplam 100,0

Elahee ve Brooks (2004), Elahee, Kirby ve Nasif'in, (2002) Amerikali, Meksikali ve Kanadali
muzakereciler ile yaptiklari g¢alismalarda bulduklari sonuglar, bu ¢alismada elde edilen bulgulari
actklamak tzere kiymetli bilgiler sunmaktadir. Elahee ve arkadaslari (2004; 2002) miizakerecilerin karsi
tarafa duyduklar giivenin, kullandiklari stratejiler Gizerinde etkili oldugunu bulmuslardir. Oyle ki karsi
tarafa giivenen mizakereciler etik agidan daha az sorgulanir taktiklere yonelmektedir. Bu calismadaki
katiimcilarin daha ¢ok kendi galisma grubu iginde giivenmek durumunda oldugu, uzun sireli iliskiler
kurdugu insanlarla yasadiklari gatismalari anlattiklar distinildiglinde, taraflarin blofe basvurmamalari
anlagsilabilir bir sonugtur. Yukarida verilen bléfli durum 6rneginde; 19 numarali arastirma goérevlisinin
gatisma hikayesi ise bagh bulundugu universite ve YOK ile ilgili kurumsal giivenin zayifladigi, is akdinin
devami konusunda katilimcinin endiselerinin oldugu bir duruma isaret etmektedir. Bunun gibi gliven
kaybinin yasandigi, kisinin kendini kusatilmis, koseye sikistirilmis hissettigi durumlarda blofe
basvurulabildigi goriilmektedir.

Katihmcilarin plan yapma egilimlerini degerlendirmek Uzere; “Mizakere sonunda ne elde etmeyi
bekliyordunuz?”, “Miizakerede nasil bir plan yaptiniz” gibi sorulara verilen cevaplar incelenmistir. 3
numaral Argelik katiimcisinin “Bu nedenle uzun vadeli borglara, kredilere hig girmiyorum.” ifadesi kisa
vadeli hedeflere; 4 numarali UGniversite idari personelinin “Yani yeni evet ¢calismaya baslamis biri olarak
hani bu sekilde bir ¢izgi ¢izmek istemiyordum. Hani bunu buna yaptirabilirsin ya da buna her seyi
soyliiyorsun susuyor, her seyi yapiyor gibi bir izlenimi ortadan kaldirmak istedim.” ifadeleri uzun vadeli
hedeflere 6rnek olarak verilebilir. Degerlendirmeler sonunda katilimcilarin %84,7’sinin uzun vadeli,
%14,3’iniin kisa vadeli hedeflere yénelik olarak miizakere ettikleri gériilmiistiir (Tablo 14). ilgili yazin
toplulukgu kiltiirden gelen miizakerecilerin uzun vadeli hedefleri diisiinerek planlama yaparken, bireyci
kiltirden gelen miizakerecilerin daha kisa vadeli hedeflere yonelik planlamalar yaptigina isaret
etmektedir (Chai,1998; Gelfand ve Christakopoulou, 1999). Bu durumda galisma ortaminda uzun siireli
iliskiler kuran, bu iliskiyi olumlu bir sekilde sirdirmek isteyen ve dolayisiyla toplulukgu yonelimleri
yliksek Tirk ornekleminde miizakerecilerin uzun vadeli hedeflere yonelik olarak miizakere
gerceklestirmesi beklenebilir bir durumdur.
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Tablo 14.
Catisma ve Miizakerede Miizakerecilerin Hedeflerine lliskin Frekans ve Yiizdeler
Frekans Ylzde Gegerli Yuzde Kumilatif Yuzde
Uzun vadeli hedefler 133 83,1 84,7 84,7
Kisa vadeli hedefler 24 15,0 15,3 100,0
Toplam 157 98,1 100,0
Kayip Veri 3 1,9

Toplam 100,0

Genel Tartisma ve Oneriler

Bu ¢alisma Tirkiye’'nin batisinda yer alan 4 fakh is yerinden 6 ayri g¢alisma grubundan galisan
yetiskinler ile gorlismeler yapilarak gergeklestirilmistir. S6z konusu isletmeler Tirkiye’nin dogu ucuna
gore bati toplumlarina daha yakin bir cografyada yer almaktadir. Bu anlamda Tirkiye’nin batisi, kiltirel
olarak bireysellesmenin zaman iginde gelistigi bir alan olmustur. Bu g¢alismanin érneklemini galisanlar,
alinan catisma hikayelerini de isyerinde yasanan drnekler olusturmaktadir. is yasami, aile ve 6zel yasama
kiyasla birey olma vurgusunun daha fazla yiikseldigi yasam alanlaridir. Bu anlamda elde edilen sonuglarin
bir kisminin Tirkiye'nin toplulukguluk siniflandiriimasi ile uyusurken bir kisminin bireycilikle 6rtiismesi
anlamlidir. Ayrica yapilan calismalar toplulukguluk ve bireycilik boyutlarinin birbirinin karsisinda zit
uclarda bir skalaya denk gelmedigini ortaya koymustur (Kluckhohn ve Strodtbeck, 1973). Bu iki kiltirel
tanimlama iki ayri boyut olarak degerlendirilmektedir. Buna gore her iki boyuttan da iki ayr
degerlendirme yapilabilir. Boylece arastirmacinin Turkiye cografyasi ile aciklamaya calistigl durum, yani
Tirkiye'nin batisinda daha bireyci olmak ile dogusunda daha toplulukgu olmak, toplulukculuk ve
bireyciligin bir devamlilik icinde olmadigi bilgisi ile anlam kazanabilir. Turk kiltiru sadece toplulukgu
siniflamasi icinde birakilarak kisitlanmamis olur. Bu noktada Tirk kaltlrinin yerel gesitlilik icinde
¢alisiimasinin 6nemi ortaya ¢ikmaktadir.

Tirkiye calisan 6rnekleminde gatisma ve miizakere konusundaki temel basliklar bitincil olarak
tanimlamayl amaglayan bu c¢alismada; Tirk kiltiriinde c¢atisma ve mizakerenin iliskili olarak
tanimlandigi, batunlestirici sonuglara ulasmanin hedeflendigi, mizakereciler glivenilen kisilerden
secildigi, risk almaktan kacinildigi, hem resmi hem resmi olmayan protokoliin isledigi, dogrudan
iletisimin tercih edildigi, zaman kullanimi konusunda daha rahat davranildigi, topluluk cikari bireysel
cikarin 6niine gectigi, catismalarin daha ¢ok grup icinde ortaya ¢iktig, duygularini yiiksek oranda ifade
edildigi, karsi tarafi rahatsiz etmenin bir strateji olarak ortaya ciktigi, blof yapma stratejisinin hemen hig
kullanilmadigi ve uzun vadeli hedeflere yonelik olarak planlama yapildigi bulgularina ulagiimistir.

Yukarida verilen bulgular genel olarak 6nceki arastirmalarin isaret ettigi kaltiirel siniflamalar ve bu
siniflamalara bagh farkhliklara odaklanarak agiklanmaya calisilmistir. Ancak kiltirler arasi g¢alismalar
kaltar icindeki cesitliligi agiklama konusunda yetersiz kalmakta, hatta zaman zaman kdltir ici cesitliligi
goz ardi etmektedir. Bu noktada ¢atisma ve miizakere konusunda hem yerel hem uluslararasi pek ¢ok
faktérin catisma ve miizakere sonuglar (zerinde etkili olacagi unutulmamalidir. Ulusal kiltirel
farkhhklar cok 6nemli olmakla birlikte, mlzakere sonuglari ile ilgili tim sonuglarin sorumlulugunu bu
farkhhklara yiklememek gerekir (Rubin ve Sander, 1991; Weiss, 2003). Bu tiirli durumsal faktorleri goz
ardi ederek yizeysel kiltirel etiketlemelerle sonuglari yorumlamak kultiirel yikleme hatasi olarak
isimlendirilmektedir (Dialdin, Kopelman, Adair, Brett, Okumura ve Lytle, 1999). Buradan hareketle elde
edilen sonuclar degerlendirirken, genel ulusal kiltlir yazini yaninda bu ¢alismada alinan 6érneklemin
ozellikleri Gzerinde de durarak agiklamalar getirilmeye calisiimistir. Elde edilen sonuglarin genel kiiltirel
egilim yaninda daha kiiglik 6lcekte 6rneklem 6zelliginden de kaynaklanabileceginin alti gizilmektedir.

Bundan sonra gergeklestirilecek calismalar 6zellikle yerel olarak farkli durum ve kosullar altinda
catisma durumlarinin nasil ortaya ¢iktig ve ne sekilde miizakere edildigi tGzerinde durabilir. Ulusal
kaltrin kendi icinde nasil gesitlendigi, bu ¢esitlenmenin hangi durum ve kosullardan etkilendigi 6nemli
calisma alanlarl olacaktir. Ayrica, miizakere stratejileri ayaginin da ulusal ve yerel kiltlr agisindan
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yeniden ele alinmasi gerekmektedir. Yukarida yorumlanan arastirma sorulari icinde kimi durumlar ele
alindig1 baglam disinda bir strateji olma potansiyeli tagimaktadir. Agik iletisimin agik iletisim olmaktan
cok, gozdagi, tehdit, ikna etme stratejisi olarak ortaya ¢ikmasi buna bir érnek olarak verilebilir. Bu
¢alismada nitel verinin tamami transkript edilmis ve pek ¢ok fakli boyut tizerinden analiz edilecek bir
yaplya birindlrilmustir. Yukarida 13 arastirma sorusu ile sinirlanan arastirma bulgulari, o6zellikle
iletisim, risk alma, kiltlre 6zgl stratejiler UGzerinden yeni analizlere yol almaktadir. Bundan sonraki
calismalarin; yerel kultlr cesitligi icinde iletisim, risk alma, kiiltlire 6zgi stratejiler ve bu stratejilerin
kaynaklari Gizerine yogunlasmasi yararli olacaktir.
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EK-1
Arastirma Sorular
Sizce ¢atisma nedir?
Sizce gatigsmaya ihtiya¢ duyulur mu? Eger duyulursa hangi durumlarda duyulur?
Sizce mizakere nedir? Miizakereye ne zaman ihtiyag duyulur?
Size gore ¢atisma ve muzakere arasindaki iliski nasildir?
Bu isletmede hangi konularda ¢atisma ¢ikiyor?

AW E

YAKIN ZAMAN CATISMA ORNEGi SORULARI

6. Yakin zamanda yasadiginiz (son 10-15 giin) bir catisma durumunu ayrintisiyla anlattir misiniz?

7. Kim ya da kimlerle yasandi?

8. Konu neydi?

9. (Catismaya neden olarak gordiigiiniiz durum neydi?

10. Sizde hangi duygulari yaratti?

11. Catismayi miizakere ettiniz mi?
a) Miuizakere etmediyseniz neden?

12. Mizakere sonunda ne elde etmeyi bekliyordunuz?

13. Bunu yaparken nelere dikkat ettiniz?

14. Mizakereye 6zel bir zaman ayirdiniz mi? Ayirdinizsa nasil?

15. Mizakereden once bir plan yaptiniz mi? Yaptinizsa nasil?

16. Mizakere sirasinda karsi tarafla ne tiir bilgileri paylastiniz?

17. Muizakere sirasinda karsi taraf sizinle ne tir bilgileri paylasti?

18. Mizakere iginde ¢atisma ¢oziimiinde etkili oldugunu disiindiglinliz davranislariniz nelerdi?

19. Mizakere iginde ¢atisma ¢ozliminde etkisiz oldugunu distindlgliniz davranislariniz nelerdi?

20. Miizakerede karsi tarafin ¢catisma ¢éziimiinde etkili oldugunu disiind(igliniiz davranislari
nelerdi?

21. Miizakerede karsi tarafin gatisma ¢6ziimiinde etkisiz oldugunu disiindiGgliniz davraniglar
nelerdi?

22. Karsl tarafin hangi sizi rahatsiz eden sozlerini hatirliyor musunuz? Bu sozler nelerdi?
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23.
24.
25.
26.
27.
28.
29.
30.
31.
32.
33.
34.
35.
36.
37.
38.
39.
40.
41.
42.
43.
44.
45.
46.

47.

48.
49.
50.
51.
52.
53.
54.
55.
56.

57.
58.
59.
60.
61.
62.
63.
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Karsi tarafin hangi tutumu sizi rahatsiz etti?

Karsi tarafin beden diliyle sizi rahatsiz eden bir tutumu olduysa bu neydi?

Karsi tarafin sizi rahatlatan sozlerini hatirliyor musunuz? Bu sozler nelerdi?

Karsi tarafin hangi tutumu sizi rahatlatti?

Karsi tarafin beden diliyle sizi rahatlatan eden bir tutumu olduysa bu neydi?

Muzakere sirasinda birbirinize ne sekilde hitap ettiniz?

Karsi taraf miizakere sirasinda hangi duygularini nasil ifade etti?

Karsi tarafin duygularini ifade etmesini nasil yorumladiniz?

Siz muzakere iginde duygularinizi ifade ettiniz mi? Ettinizse ne sekilde?

Karsi tarafin genel olarak miizakerede nasil bir strateji benimsedigini disliniiyorsunuz?
Benimsedigi stil sizce toplumsal kurallara ya da ahlaka ne kadar uygundu?

Miuzakere sirasinda hig riskli bir alana girdiginiz disiindiiniiz mi? Girdiyseniz bu neydi?
Aldiginiz riskin miizakerenin basarisina ne gibi bir etkisi oldu?

Miuzakere sirasinda karsi tarafin hig riskli bir alana girdigini diistindiintiz mi? Girdiyse bu neydi?
Aldigi riskin miizakerenin basarisina ne gibi bir etkisi oldu?

Katihmcilar neleri risk olarak goriyor?

Risk alinmal mi?

Miizakere sonunda ne elde ettiginizi diisiinliyorsunuz?

Miizakere sonunda ne elde kaybettiginizi dustiinliyorsunuz?

Muzakere sonunda karsi tarafin ne elde ettigini dislinliyorsunuz?

Muzakere sonunda karsi tarafin ne elde kaybettigini disiiniyorsunuz?

Muzakere sonunda ortak kazanglariniz nelerdi?

Miizakere sonunda ortak kayiplariniz nelerdi?

Catisma yasadiginiz kisi yonetici, es deger, ast olmasi durumunda tutumunuz degisir miydi?
a)Nasil?

Catisma yasadiginiz kisi kadin/erkek olsaydi tutumunuz degisir miydi?

a) Nasil?

iDEAL MUZAKERECi SORULARI

Sizce ideal miizakereci nasil biridir? Kisilik 6zellikleri

Mizakereyi nasil planlar? / Kendisi ile ilgili bir cevap verdiyse belirterek yazalim...
Karar alirken nelere dikkat eder?

Karsi tarafi dinlerken nasil davranir?

Sizce zorlu mizakereci nasil biridir/kisilik 6zellikleri nelerdir?

Zorlu bir mlzakereciyle karsi karsiya kaldiginda ne yapar?

Sizce arabuluculuk nedir?

Sizce arabulucuya ne zaman ihtiyag vardir?

Siz hig arabuluculuk yaptiniz mi? Deneyiminizi anlatir misiniz?

a) Yapmadiysaniz Sizce arabuluculuk yapmama nedeniniz nedir?
b) Iste ya da dzel hayat olmasi arabuluculuk yapmanizi etkiler mi?

a) Nasil?
c) Genel olarak sizce insanlar neden arabuluculuk yapmaz?
Konu neydi?

Sizce ideal arabulucu nasil biridir?
Arabuluculugu nasil planlar?

Karar alirken nelere dikkat eder?,

Karsi tarafi dinlerken nasil davranir?

Arabulucu i¢in zorlu mizakereci nasil biridir?
Arabulucu zorlu miizakereci ile nasil basa ¢ikar?
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