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Dergimize yaymlanmak {izere gonderilen makalelerin yaziminda etik ilkelere
uyuldugu ve yazarlarin ilgili etik kurulundan gerekli yasal onaylar1 aldig1
varsayilmaktadir. Bu konuda sorumluluk tamamen yazarlara aittir. Isletme
Bilimi Dergisi'nde yer alan makalelerin bilimsel sorumlulugu yazara aittir.
Yaymnlanmis eserlerden kaynak gosterilmek suretiyle alint1 yapilabilir.

It is assumed that the articles submitted for publication in our journal are
written in ethical principles and the authors have obtained the necessary legal
approvals from the relevant ethics committee. The responsibility of this matter
belongs to the authors. Scientific responsibility for the articles belongs to the
authors themselves. Published articles could be cited in other publications

provided thatfullreferenceisgiven.
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Degerli Bilim Insanlari,

Isletme Bilimi Dergisi (JOBS) nin 2022 yilinin son sayist olan Cilt 10 Say: 3ii sizlere
sunmaktan onur duyuyoruz. Geride biraktigimiz yilda Isletme Bilimi Disiplini bilgi
birikimine katki sunma hedefimizi yaymnladi§imiz makaleler ve bu makalelere sizlerin
gostermis oldugu ilgi ile siirdiirmenin gururu icindeyiz. SOBIAD nden elde edilen bilgilere
gore JOBS 2022 yili sonu itibari ile 1092 atif almis olup yine SOBIAD ne gore Q2 diliminde
yer almaktadir. 2013 yilinda yayin hayatina baglayan ve 10. Cilt 3. Say1 itibari ile toplamda
227 makale yayimlams olan dergimiz Isletme Bilimi Disiplininin koklii dergilerinden biri
olma yolunda emin adimlarla ilerlemektedir. Bu dogrultuda JOBS'un Isletme Bilimi
Disiplinine katki sunmaya devam etmesi amaciyla biz JOBS yaymn kurulu olarak var
gliziimiizle calismaya devam etmekteyiz. Elbette bizim cabamiz dergimizi tercih eden degerli
aragtirmacilar basta olmak iizere, makalelerin degerlendirme siirveclerinde krymetli vakitelrini
ayirarak akademik deneyimleri ile bizlere destek olan hakemlerimiz ve dergimizin kiymetli
okuyuculari ile deger kazanmaktadir. Bu nedenle sizlere sonsuz tesekkiirii borg biliriz.

Dergimizin 10. Cilt 3. Sayisinda 5 makale yer almaktadir. Bu sayimizin ilk makalesi
Nijeryali bir arastirmact olan Adeshola Olugbenga OLUNUGA’mn “Determinants Of
Bank Lending And Credit Accessibility Of Micro, Small And Medium Enterprises” bagliklx
makalesidir.

Dergimiz son sayistnmin ikinci makalesi Asiye Yiiksel AGARGUN wve Tiilay
TURGUT un Ingilizce olarak kaleme aldig1 “Remote Working And Work-Family Conflict
During The Covid-19 Outbreak” bagliklt makaledir.

Sayida yer alan bir diger makale Enver BOZDEMIR ve Ali Ozgiir GULEYin “Saglik
Hizmeti Sunan Ozel Isletmelerin Finansal Analizi: Merkez Bankasi Verileri Uzerine Bir
Calisma” baglikli makalesidir.

Sayimizin dordiincii makalesi Zeynep OZENIR HAYDAROGLU wve Alpaslan
YASAR tarafindan hazirlanan “Muhasebe Tahmin Degisikliklerinin Finansal Tablolardaki
Yanstmalar: BIST Sirketlerinin Analizi (2013-2021)" baslikli makaledir.

Sayimizin son makalesi ise Ingilizce olarak hazirlanan”The Effect Of Personality
Characteristics Of Healthcare Workers On Their Perceptions Of Organizational Support
And Organizational Trust” makaledir. Bu makale Tekin SANCAR ve Fuat YALMAN
tarafindan hazirlanmgtir.

Yukarida kisaca deginildigi iizere JOBS bu sayisinda yurt icinden ve yurt disindan
gelen cogunlugu Ingilizce oalrak hazirlanan arastirma makaleleri ile Uluslararast Dergi
niteligini giiclendirmistir. Dergimizin dnceki sayilarina benzzer olarak bu sayst da Isletme
Biliminin farkl: disiplinlerinden makaleler ile sizlerin huzurundadir.

Sonraki sayilarimizda isletmeciligin giincel calismalarini bilim diinyasinin hizmetine
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ABSTRACT

Aim: The aim of the study is, besides other things, to establish the extent in which
determinants of bank lending are implemented in association with the performance of
micro, small and medium enterprises in Nigeria.
Method: The study applied the econometrics method of data analysis. Secondary data
for the research were gathered from the Central Bank of Nigeria's Statistical Bulletin,
which has a long history of providing accessible, adequate, accurate, and reliable data.
Multiple regression analysis was used in conjunction with Stata software.

Findings: The study shows that bank size has a significant influence on bank lending to
MSMEs, the regression coefficient further reveals that bank size is negatively associated
with bank lending to MSMEs, this implies that an increase in bank size will not always
bring about an increase in bank lending to MSMEs. The finding also shows that credit
risk and bank liquidity have a significant influence on bank lending to MSMEs, the
regression result further reveals that credit risk is negatively associated with bank
lending to MSMEs, thus implying that an increase in credit risk will cause a decrease in
lending to MSMEs in the same vein liquidity ratio was found to be positively related to
bank lending to MSMEs, thus implying that higher liquidity ratio will propel higher
bank lending to MSMEs. Finally, the finding shows that the volume of deposits and
interest rates have a significant relationship with bank lending to MSMEs. The
regression result further reveals that interest rate is negatively associated with bank
lending to MSMEs, thus implying that an increase in interest rate will cause a decrease
in bank lending to MSMEs. In the same vein volume of deposits was found to be
positively related to bank lending to MSMESs, thus implying that an increase in the
volume of deposits will cause an increase in bank lending to MSMEs
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Results: The study concluded that the determinants of bank lending have an effect on

Determinants of the access to capital and the development of MSMEs in Nigeria. The research suggested

Bank Lending and ., panks should develop an alternative financing strategy that would alleviate lending
Credit constraints to MSMEs. This is because MSMEs are subjected to strict terms and
Accessibility of conditions by banks, prompting them to seek other sources of funding that may be
Micro, Small and  insufficient to finance their operations and ensure their survival.

Medium Keywords: Determinants of Bank Lending, Credit Accessibility, MSMEs Growth,
Enterprises Commercial Banks, Economic Development
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MIKRO, KUCUK VE ORTA ISLETMELERDE BANKA
KREDISININ VE KREDI ERISILEBILIRLIGININ
BELIRLEYICILERI
oz
Amag: Calismanin amaci Nijerya'daki mikro, kiiciik ve orta Olgekli isletmelerin
performanst ile uygulanan banka kredileri belirleyicilerinin ne 6l¢iide iliskili oldugunu

tespit etmektir.

Yontem: Calismada veri analizi i¢in ekonometri yontemi uygulandi. Arastirma igin
ikincil veriler, erisilebilir, yeterli, dogru ve giivenilir veriler saglama konusunda uzun
bir gecmige sahip olan Nijerya Merkez Bankas Istatistik Biilteni'nden toplanmustir. Stata
yazilimu ile birlikte ¢oklu regresyon analizi kullanildi.

Bulgular: Calisma, banka biiyiikliigiiniin KOBI'lere verilen banka kredileri iizerinde
Oonemli bir etkiye sahip oldugunu gostermektedir. Regresyon katsayisi banka
biiyiikliigiiniin KOBI'lere verilen banka kredileri ile negatif iliskili oldugunu ortaya
koymaktadir, bu da banka biiyiikliigiindeki bir artisin her zaman bankalarin
kredilerinde bir artisa neden olmayacag1 anlamina gelmektedir. Bulgular ayrica kredi
riskinin ve banka likiditesinin bankalarin KOBI'lere kredi vermeleri iizerinde 6nemli bir
etkiye sahip oldugunu gostermektedir. Regresyon sonucu kredi riskinin bankalarin
KOBTl'lere kredi vermeleriyle negatif iligkili oldugunu ortaya koymakta, dolayisiyla
kredi riskindeki bir artisin kredi vermede azalmaya neden olacagini ima etmektedir.
Benzer sekilde likidite oraninin KOBI'lere banka kredisi vermeyle pozitif iliskili oldugu
bulunmustur. Bu da daha yiiksek likidite oraninin KOBI'lere daha yiiksek banka kredisi
verilmesini tesvik edecegini gostermektedir. Son olarak, bulgular mevduat hacminin ve
faiz oraninin bankalarin KOBI'lere verdigi kredilerle 6nemli bir iliskisinin oldugunu
gostermektedir. Regresyon sonucu ayrica, faiz oraninin KOBl'lere verilen banka
kredileri ile negatif iligkili oldugunu ortaya koymaktadir, bu nedenle faiz oranindaki bir
artisin - KOBI'lere verilen banka kredilerinde bir azalmaya neden olacagim
gostermektedir. Benzer sekilde mevduat hacminin banka kredileri ile pozitif iligkili
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oldugu bulunmustur. Bu, mevduat hacmindeki bir artisgin, KOBI'lere verilen banka
kredilerinde bir artisa neden olacag1 anlamina gelmektedir.

Sonuglar: Calismada banka kredilerinin belirleyicilerinin Nijerya'daki KOBI'lerin
sermayeye erisimi ve gelisimi {izerinde bir etkisi oldugu sonucuna ulasilmistir. Calisma
bankalarin KOBI'lere yonelik kredi kisitlamalarini hafifletecek alternatif bir finansman
stratejisi gelistirilmesi gerektigini ne siirmektedir. Bunun nedeni, KOBI'lerin bankalar
tarafindan kati hiikiim ve kosullara tabi tutulmalar1 ve bu nedenle KOBI'lerin
faaliyetlerini finanse etmek ve hayatta kalmalarimi saglamak icin yetersiz olabilecek
bagka finansman kaynaklar1 aramaya sevk etmesidir.

Anahtar Kelimeler: Banka Kredisinin Belirleyicileri, Kredi Erisilebilirligi, KOBI'lerin
Biiyiimesi, Ticari Bankalar, Ekonomik Kalkinma

I. INTRODUCTION

MSMEs are frequently cited as the driving force behind economic
growth and equitable development in both developed and developing
countries. Development strategists have argued for a greater reliance on micro,
small, and medium-sized businesses to spur economic growth, particularly in
the developing world's emerging nations (Sawar, 2013). MSMEs are labor
intensive, capital intensive, and account for the lion's share of the one million
new jobs necessary by the end of the century. Micro, small, and medium-sized
enterprises account for more than 10% of all businesses registered in Nigeria.
For various reasons, they are deemed vital to the country's economic prosperity.
MSMEs in the country have received scant attention, despite the fact that they
employ nearly three times as many people as large manufacturing firms and
also play vital roles in the economy (Ashamu, 2014).

Finance has been described as a vital component in the establishment,
growth, and success of micro, small, and medium-sized enterprises (MSMEs).
According to Afolbi and Oni (2016), MSMEs use a variety of financing methods,
ranging from initial internal sources such as the owner—personal manager's
savings and retained profits to informal external sources such as financial
assistance from family and friends, trade credit, venture capital, and angel
financiers, to formal external sources represented by financial intermediaries
such as banks. According to Ana (2008), banks are a vital source of financing for
businesses, particularly micro, small, and medium-sized firms (MSMEs) that
lack access to capital markets. Commercial banks are designed to bridge the
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funding gap created by informal or internal sources of funding. On the other

Determinants of
hand, banks are hesitant to lend to the subsector.

Bank Lending and

Credit There is a dearth of financial institutions capable of meeting the
Accessibility of economy's medium- and long-term lending requirements. Micro, small, and
Micro, Smalland  medium-sized firms are no exception, and they bear a disproportionate burden
Medium as a result of the country's lack of resources for development and progress.
Enterprises According to Aremu and Adeyemi (2011), credit issues for MSMEs may not
302 always be the result of information gaps regarding the range of funding

institutions and the scope of services offered by these institutions, but rather of

insufficient preparation on the part of micro, small and medium entrepreneurs
submitting credit assistance requests. The subsector continues to suffer a capital
gap for new micro, small, and medium-sized firms, as well as the expansion of
existing ones. While some MSME:s are creditworthy and hence qualify for loans,
the MSMEs subsector's high risk is frequently an impediment. Collateral for
loans is a big concern. Ariyo (2008) proceeded by adding that the majority of
entrepreneurs in MSMEs live in their own homes in rural areas or in rented
housing in urban areas. Rural residences and estates may be ineligible for
collateral security. Recovery of claims and collateral realization are frequently
quite limited. Credit protection is harmed further by the extremely slow
issuance of titles due to a lack of acceptable property registration processes and
insufficient resources at property registration offices.

Inefficient and time-consuming legal and judicial processes jeopardize
credit recovery. Additionally, due to the low account turnover, servicing
MSMEs corporate accounts is risky and difficult to manage. Other elements,
according to Ayozie and Latinwo (2010), may influence commercial banks'
lending decisions. These considerations include a firm's performance and
projected future cash flows adjusted for risks and transaction costs, as well as
owner characteristics that may impact a bank's willingness to offer credit to or
not to MSMEs. Additionally, Eze and Okoye (2014) highlighted that additional
owner characteristics include the size of the business, the owner/age, manager's
gender, educational background, and whether the business has financial or
audited financial statements. While some of these characteristics help a
commercial bank decide whether or not to give credit, others work against it.

Currently, MSMEs rely largely on commercial banks for expansion
financing. MSMESs' financial requirements are increasing, which has attracted
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the attention of the Nigerian government. Recognizing the importance of
addressing MSMESs' financing issues, the government has adopted a plethora of
legislation targeted at providing adequate finance for Nigeria's micro, small,
and medium-sized firms. Nigeria's successive governments have continued to
articulate policy measures and programs in recognition of these potential
subsectors in order to achieve industrial growth and development. These
measures and programs include direct participation alone or in collaboration
with the private sector, interest groups, external assistance, industrial
incentives, and adequate financing (CBN, 2011).

II. LITERATURE REVIEW

The MSMEs subsector's importance cannot be overemphasized. The
subsectors make a significant contribution to a variety of socioeconomic goals,
including job creation, national production and exports, fostering new
entrepreneurship, and establishing the industrial backbone of the economy.
Obasan and Adediran (2010). It is vital to emphasize the importance of
entrepreneurship development; the role entrepreneurs play in economic
growth, and the funding mechanisms used by entrepreneurs, both formal and
informal. Alhassan and Sakara (2014) believe that numerous nations'
development experiences suggest that micro, small, and medium-sized firms
can contribute significantly to the achievement of numerous development goals.
These include output growth, employment creation, and even industry
relocation within nations' borders, income redistribution, the promotion of local
entrepreneurship and technology, as well as intermediate product manufacture
to plug inter- and intra-industry leakages. Azende (2011) states that MSMEs
encompass a range of businesses kinds that engage in a variety of economic
activities throughout the country. MSMEs, according to Ladime, Sarpong, and
Osei (2013) include artisans who produce local agricultural implements,
vegetable shop owners, tailors, iron fabricators, roadside mechanics, small
transport firms, internet cafés, small engineering or software firms, and
medium-sized automotive parts manufacturers, grocery stores, hair salons,
supermarkets, textile retail businesses, footwear, and bakeries. Certain MSMEs
manufacture goods for domestic or worldwide markets (Calice et al., 2012).

MSMEs, on the other hand, have two financing options: internal and
external sources, with internal sources accounting for the bulk of micro and
small-scale businesses (Kwaning & Kyereh, 2015). Bank financing and other
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Determinants of forms of institutional credit, as well as public equity and debt obtained through
the stock market, are all examples of external sources of finance (Nkuah et al.,

Bank Lending and . . e e .

Credit 2013). MSMEs must rely on informal financial institutions such as savings and

Accessibilitv of loan associations, traditional moneylenders, friends and family due to a lack of

Micro SmalSI and external finance. According to Obamuyi (2007), the government has taken a

Me dil;m number of efforts to boost the credit availability to the MSMEs sub-sector in

Enterprises order to ensure that they have access to external sources of funding.
P Additionally, the government sought collaboration with bilateral and

304

international organizations, as well as non-governmental organizations

(NGO:s), to aid Nigeria's MSMEs. According to Okpara and Pamela (2007), the
government established institutions such as the Small Scale Credit Scheme, the
Microfinance Banks (MFBs) scheme, the Bank of Industry (BOI), the Bank of
Agriculture (BOA), the Nigerian Export and Import Bank (NEXIM), the
National Economic Reconstruction Fund (NERFUND), and the Agricultural
Credit Guarantee Scheme (ACGS) in an attempt to reposition the MSMEs sub-
sector through access to financing. As a result, financing for this crucial sector
of the economy is expected to increase (Safiriyu & Njogo, 2012).

III. THEORETICAL AND EMPIRICAL ISSUE

Both theoretical and empirical studies have been conducted with
considerable effort.

The classical theory argues that loan availability reduces the gap
between a company's available and required capital. Due to the gap between
existing and needed assets, companies need loans. Aryeetel et al. (1994)
categorized loan demand. Perceived, potential, and revealed credit demand. A
corporation with a perceived need for cash has a financial restriction. Potential
demand is cash demand that cannot be met owing to institutional obstacles and
market faults. Revealed demand is cash application at a certain interest rate.
Moneylenders and borrowers must state their need for cash, but loan
applications may not always reflect actual needs. Gale (1991) defined effective
demand as the financial sector's total investor credit. High interest rates hinder
credit demand, according to Boon (1989). According to Steel and Webster (1992)
and Nissanke and Aryeetey (1995), credit sector liberalization has not enhanced
SME loan availability (SMEs). Steel and Webster (1989) found that SMEs'
inability to expand operating capital and fund new investments hindered their
growth.
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Credit rationing is an idea that was first introduced in a seminal paper
by economists Joseph Stiglitz and Paul Weiss (1981). Higher interest rates may
create an additional incentive for adverse selection and risk taking. Thus lenders
try to establish quantitative limitations on the amount of debt the borrower can
receive (a practice sometimes known as "equilibrium quantity rationing of
credit"). Based on the assumption that information asymmetry characterizes
imperfect loan markets, the strategy assumes that it would be too costly for
banks to collect accurate information about borrowers and monitor their actions.
To protect themselves and the credit market from the adverse selection problem
of rising prices and ever-increasing demand, banks in this model are assumed
to maximize profits through their choice of interest and collateral (thereby
reducing the probability of default on their loans), while potential borrowers are
assumed to maximize profits through the choice of projects (Mutoko & Mutoko,
2015; Helsen & Chmelar, 2014). Therefore, without the aid of price, demand will
exceed supply, and the market will collapse (Helsen & Chmelar, 2014).

Credit rationing can take many forms, deviating from temporary to
permanent and dependent on the duration of the surplus demand and, most
importantly, the conditions under which the lending rate is reduced. Small and
medium-sized enterprise (SME) investment will be constrained to what is
available from liquid assets and internal cash flows if interest rates are raised,
credit is rationed quantitatively, or collateral is not provided (Campello et al.,
2010). Furthermore, banks are more likely to ration credit rather than change
lending rates in response to a rise in interest rates by the central bank due to the
imperfect structure of financial markets and the presence of adverse selection
(Ladime et al., 2013). Small and medium-sized firms (SMEs) rely heavily on
credit in order to accrue significant savings, and this is true for economies as a
whole. Small and medium-sized businesses (SMEs) have unique challenges
when trying to secure financing because they are often unable to provide
adequate collateral. Collateral reduces the lender's risk of default and the
borrower's loss in the event of default, making it an attractive incentive (Ghosh
et al.,, 2000). However, because of the economy's volatility, banks are being
extremely careful with their lending policies. Banks' loan rationing exacerbates
SMEs' financial crises, which can have a negative impact on their performance
because the SME sector is seen as risky.
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The theoretical debate over the impact of bank lending on companies'

Determinants of ) . . .. o o
credit accessibility has resulted in empirical expositions aiming at

]é::(l;ifendlng and demonstrating an economic connection and causal factors influencing both bank
Accessibility of lending determinants and credit accessibility of MSMEs. Numerous studies
Micro, Small and have examined the effect of various aspects of bank lending on the performance
Medium and development of small and medium-sized businesses. Nwosa & Oseni
Enterprises (2013), for example, investigated the effect of bank loans to SMEs on industrial
production in Nigeria from 1992 to 2010. The research concluded, using an error

| 306 correction model, that bank loans to the SME sector had a substantial effect on

manufacturing production in both the long and short term.

Dada (2014) evaluated the effect of commercial banks' loans on SMEs
development by constructing multiple regression models using the ordinary
least squares (OLS) technique. A positive and significant effect of commercial
bank lending to SMEs, as measured by wholesale and retail trade output as a
component of GDP, is found. Still, a negative effect of exchange rate and interest
rate is found.

Akingunola (2011) investigated the funding alternatives accessible to
SMEs in Nigeria and their impact on economic development. The Spearman's
Rho correlation coefficient was used to evaluate the connection between the
funding of SMEs and the amount of investment. The Rho value of 0.643 showed
a substantial and positive connection between SMEs funding and economic
development in Nigeria at the 10% level of significance.

Duru and Lawal (2012) studied the impact of Nigeria's banking reforms
on SME growth. The study used a model to predict SME production
performance based on company characteristics, ownership, and financial sector
financing. The findings suggest that each of these elements has a significant
positive impact on SMEs in Nigeria. It is therefore recommended that the
government create an enabling environment for SMEs by providing sufficient
infrastructure and security to minimize the cost of doing business in the
economy.

Funding SMEs in Nigeria has been studied by Afolabi (2013). The study
estimated a multivariate regression model using OLS. According to the findings,
SMEs' output, as defined by GDP wholesale and retail trade output, commercial
bank loans to SMEs, and the naira's exchange rate relative to the USD have
positive effects on economic growth, whereas lending rates have negative
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effects. However, SMEs output and commercial banks' lending to SMEs were
key contributors to improving Nigeria's economic development.

There are many empirical studies on the issue of MSMEs funding;
nevertheless, based on the reviewed literature, the available data indicates that
this study topic warrants additional examination. The effect of bank lending
determinants on loan accessibility for MSMEs seems to be inadequate, which
explains why banks have a lackadaisical attitude about lending to MSMEs.

IV. METHODOLOGY

The study's objective is to ascertain the degree to which bank lending
determinants are applied in order to offer credit to MSMEs. To do this, an
econometrics method of data analysis was used. Secondary data for the research
were gathered from the Central Bank of Nigeria's Statistical Bulletin and Nigeria
Bureau of Statistics report on MSMEs from 1990-2020, which has a long history
of providing accessible, adequate, accurate, and reliable data. Ethics committee
approval was not obtained because secondary data were used in the study.
Multiple regression analysis was used in conjunction with Stata software.

Based on the literature reviewed, the following model is specified which
is expressed as:

NLA:+=f( BSZ: CRK: LQY: VDE: IRTt......ccovviiiiiiiiiiiiiiiiiiiiiiiiiin, equ 1

To ascertain the effect of these factors on net loans and advances, the
following multiple regression equation is specified explicitly in functional form:

NLAw= po + p1 BSZt + B2 CRKt+ ps LQYt + s VDEt+ B5IRTt + pi.......... equ 2
Where;

NLA= Net loan and advances to MSMEs, BSZ = Bank size, CRK = Credit
risk, LQY = Commercial bank liquidity, VDE = Volume of deposit, IRT = Interest
rate, Bo= Constant, B1-Bs= Regression coefficient, €= Error term
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Determinants of 4.1. Data Presentation and Analysis

Bank Lending and Table 1. Multiples Regression

Credit NLA Coef.  St.Err. t-value p-value [95% Conf Interval] Sig

Accessibility of

. BSZ 6.033 1.914 3.15 0.012 -2.045 1.979 **

Micro, Small and

Medium CRK -10.241 2.302 -2.42 0.022 -63.730 43247  **

Enterprises LQY -0.107 0.009 -11.88 0.000 -0.011 0.026  ***

308 VDE 0.650 0.091 -7.14 0.003 -2.667 1367  ***
IRT -0.247 0.050 -4.94 0.011 -0.063 0.156  ***
Constant 14.327 2.246 6.38 0.000 9.385 19.270  **+*
Mean dependent var 10.082 SD dependent var 0.738
R-squared 0.914 Number of obs 17.000
F-test 23.395 Prob > F 0.000
Akaike crit. (AIC) 7.189 Bayesian crit. (BIC) 12.188

TS p<001/ *% p<005, * p<01
Source: STATA 13 Output

4.2. Findings and Discussion

From the regression results obtained, it is observed that the constant
parameter (30) has a positive coefficient, bank size (BSZ) and volume of deposit
(VDE) have a positive effect on the dependent variable net loan and advances
(NLA) thus, implying that a unit change in bank size (BSZ) and volume of
deposit (VDE) will propel an increase of 6.033 and 0.650 in net loan and
advances (NLA respectively).

The coefficient of credit risk (CRK), liquidity ratio (LQY) and interest rate
(IRT) is negative implying that a unit increase in credit risk (CRK), liquidity ratio
(LQY) and interest rate (IRT) will cause a decrease of -10.241, -0.107, -0.247 in net
loan and advances (NLA) respectively. These findings supports the findings of
Oyebowale and Karley (2018) and Matousek and Solomon (2018).

The coefficient of determination adjusted (R?) value of 0.914. This implies
that (bank size (BSZ) volume of deposit (VDE), credit risk (CRK), liquidity ratio
(LQY), and interest rate (IRT)) account for 58.5% of the variation in share price
volatility. The remaining balance of 8.6% variation in the dependent net loan
and advances (NLA) can be explained by other factors outside the variables
studied.
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V. CONCLUSION AND RECOMMENDATIONS

The research discovered that bank lending determinants had a
substantial impact on the credit availability of micro, small, and medium-sized
businesses in Nigeria. Additionally, the research showed that commercial
banks' lending to MSMEs had a substantial impact on bank size. Credit risk and
commercial bank liquidity have a significant impact on lending to MSMEs;
deposit volume and interest rate also have a sizable impact on lending to
MSMEs. The study's findings suggest that banks' credit strategies should
prioritize the provision of credit to micro, small, and medium-sized enterprises.
This is because the MSME sector is essential and vital to economic growth and
employment generation. Effective lending regulations for MSMEs will
significantly alleviate the financial restrictions that the majority of MSMEs in
Nigeria experience. Banks could thus develop an alternate financing strategy
that would alleviate lending constraints to MSMEs. This is because MSMEs are
forced to seek other means of funding due to the banking sector's strict terms
and conditions, which may be insufficient to support their operations. Banks
should pay particular attention to interest rates when lending to micro, small,
and medium-sized businesses in order to encourage them to seek financing. This
will expand banks' loan portfolios, thus increasing profitability while also
boosting MSMEs' growth. Finally, banks should develop risk mitigation
strategies to guarantee that MSMEs meet their loan payback requirements.
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ABSTRACT

Aim: The COVID-19 outbreak started a new era as it changed the balance between
work and family by necessitating remote working. However, only a few studies
have investigated work-family conflict during the pandemic. Hence, the primary
aim of this study is to examine work arrangement and work-family conflict
relationship. It is also expected that gender will have a moderating role that affects
work-family conflict in different ways depending on work arrangements. The
second purpose of the study is to explore the aspects that facilitate working from
home.

Method: The sample consisted of 245 employees working in finance and
information sectors in Turkey. Data was collected by using questionnaires.
Findings: Results indicated that office workers had higher work-to-family conflict
than remote workers and hybrid workers. No significant difference was found on
family-to-work conflict regarding the work arrangement, and gender did not act as
a moderator. Regarding the second purpose of the study, the aspects that facilitate
working from home were classified into three categories. In the content analysis, the
most repeated codes were related to working conditions, followed by physical and
psycho-social needs.

Results: This research is one of the first investigations in Turkey to explore the
relationship between work arrangement and work-family conflict during the
COVID-19 outbreak providing important results regarding the remote working
arrangements adopted by many organizations worldwide.

Keywords: Remote working, Hybrid working, Work-family conflict, Work-life
balance.
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COVID-19 SALGININDA UZAKTAN CALISMA VE is-

AILE CATISMASI
0z

Amag: COVID-19 salgini, uzaktan calismay1 gerekli kilarak, is ve aile arasindaki
dengeyi degistirdigi i¢in yeni bir donem baslatmistir. Bununla birlikte, pandemi
sirasinda is-aile catismasini arastiran oldukg¢a az calisma bulunmaktadir. Bu nedenle
bu ¢alismanin temel amaci, ¢alisma bigimi ve is-aile catismasi iligkisini incelemektir.
Ayrica, ¢alisma bicimine baglh olarak cinsiyetin is-aile ¢atismasin farkh sekillerde
etkileyen bir diizenleyici roliiniin olacag1 beklenmektedir. Calismanin ikinci amaci,
evden c¢alismay1 kolaylastiran unsurlar: incelemektir.
Yontem: Arastirmanin 6rneklemi Tiirkiye'de finans ve bilisim sektorlerinde ¢alisan
245 kisiden olugmaktadir. Veriler anket yontemi kullanilarak toplanmustir.
Bulgular: Arastirma sonuglary; ofis calisanlarinin, uzaktan caligsanlar ve hibrit
calisanlara gore daha siddetli is-aile catismasi yasadigini gostermistir. Calisma
bi¢imine bagli olarak aile-is catismasinda anlamli bir farklihk bulunmamistir ve
cinsiyetin diizenleyici bir roliiniin olmadig1 goriilmiistiir. Arastirmanin ikinci amact
ile ilgili olarak, evden calismay1 kolaylastiran unsurlar {i¢ temel kategoride
siniflandirilmistir. Yapilan igerik analizinde en ¢ok tekrarlanan kodlar c¢alisma
kosullartyla ilgili olmustur, ¢alisma kosullarini fiziksel ihtiyaglar ve psiko-sosyal
ihtiyaglar takip etmistir.
Sonug: Bu arastirma, COVID-19 salgini sirasinda ¢alisma bigimi ve is-aile ¢atismasi
arasindaki iligkiyi inceleyen Tiirkiye'deki ilk ¢calismalardan biridir ve diinya ¢apinda
bir¢ok kurulus tarafindan benimsenen uzaktan ¢alisma bicimlerine iliskin 6nemli
sonuglar sunmaktadir.
Anahtar Kelimeler: Uzaktan calisma, Hibrit calisma, Is-Aile catismasi, Is-Yasam
dengesi.

I. INTRODUCTION

The COVID-19 outbreak has brought significant changes in almost all
areas of life. A new era has begun with the “new normal”. National
lockdowns caused remote working to become a popular work arrangement
in many countries (Bhumika, 2020). The number of remote workers has
dramatically increased during this period (Ipsen et al., 2021). Either full-time
or part-time, temporary or permanent, enforced by the government or not,
remote working practices have been adopted by companies in order to
prevent the spread of the disease. However, the outbreak showed that many
jobs could be successfully done from home. Accordingly, many major
companies, such as Twitter, Microsoft, and Dropbox, announced that they
would continue with remote work even after the pandemic (Hadden et al.,
2020).
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As aresult, the radical upsurge of remote working has unearthed the
work-family conflict topic since the boundaries between the work and family
domains became blurred during this period (Sener & Abunasser, 2020). The
employee’s work and home spheres were no longer separate, distinct blocks
(Khwela-Mdluli & Beharry-Ramraj, 2020). The role conflict was severe since
the employee could not travel to work which provided the opportunity to
“switch roles”. On the other hand, while remote working before the
pandemic was an active choice of employees; the COVID-19 outbreak
offered no choice and forced employees to work from home, which
prevented the individual from the positive feelings such as autonomy or
gratitude (Anderson & Kelliher, 2020). Further, the pandemic also caused
changes in the family dynamics as the other household members had to
work or get an education remotely. These unprecedented situations, such as
sharing the same place 24/7 with family members, changed the balance
between work and family (Anderson & Kelliher, 2020). Therefore, we
propose that remote working will make an increase on employees” work-
family conflict.

Not surprisingly, there are few published studies about the impact of
remote working during the COVID-19 outbreak. Additionally, most of the
research is qualitative studies as it was a work arrangement used by a small
number of employees before the COVID-19 outbreak and is a newly adopted
model afterwards (Hjalmsdoéttir & Bjarnadottir, 2020; Karaca & Esen, 2019;
Kicr, 2015; Tuna & Tiirkmendag, 2020). To our knowledge, this is one of the
first studies in Turkey that aimed to examine the remote working and work-
family conflict relationship during the COVID-19 outbreak.

On the other hand, gender is identified as a significant factor that
would moderate the relationship between remote-office working and work-
family interference (Delina & Raya, 2016). The COVID-19 outbreak blurred
the boundaries and this permeability made it harder for women to juggle
with their work life and family life when they work remotely (Khwela-
Mdluli & Beharry-Ramraj, 2020). Consequently, in a country with a large
gender gap like Turkey, we expect that gender will act as a moderator, and
work-family conflict differences between remote workers and office workers
will be higher for women.

In addition, companies adopting different work arrangements
should pay attention to their employees’ perceptions of remote working.
Organizations have responsibilities to consider employee needs and
expectations since employee motivation, well-being, and the quality of work
life are significant factors for organizational effectiveness and productivity.
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Thus, this study aims to identify the employee expectations about remote
working.

II. THEORETICAL BACKGROUND
2.1. Remote Working

With the development of information and communication
technologies, the obligation to physically work in the workplace has
diminished, and remote working has gained importance (Sullivan, 2003).
Remote working (RW) refers to a work arrangement in which either part or
all of the work is carried out outside of the workplace, usually at home. Other
terms include teleworking, telecommuting, working from home, mobile
work, home office, and home working (Bellmann & Hiibler, 2020). Felstead
and Henseke (2017) states that public opinion about remote working is a
“win-win situation” wherein both the employee and the employer benefits.
Accordingly, companies have been encouraging remote working because of
its advantages such as reducing labor costs, saving time and resources, and
thus increasing profitability and productivity (Bellman & Hiibler, 2020;
Molino et al.,, 2020). Remote workers, who work outside of the office,
perceive this work arrangement as a means of spending more time with the
family and getting away from the stress that emerges on the way to work,
and thus; remote working is considered as a flexibility for the employee
(Johnson et al., 2001). Besides, as Demirbilek (2007) clarifies, working from
home creates employment opportunities for disabled employees.
Additionally, although the percentage of people working from home has
gradually increased over the years, it did not rapidly spread until the
COVID-19 outbreak (Serinikli, 2021). After the Coronavirus disease started
to spread all over the world, many organizations had to switch to remote
working and adopt this new working model (International Labour
Organization, 2020).

Recent research investigated the outcomes of remote working for
both employees and organizations. It was reported that remote working was
linked to job related well-being, productivity, efficiency, and work-life
balance (Allen et al., 2015; Karaca & Esen, 2019; Palumbo, 2020). However,
several studies identified that remote working has negative outcomes for
performance such as reducing team collaboration, creativity, employee
interactions, and knowledge sharing, and increasing isolation, stress, role
ambiguity, and work overload (Allen et al., 2015; Stich, 2020; Tuna &
Tirkmendag, 2020). In a comprehensive analysis of market data, it is
indicated that working from home is positively related with job satisfaction,
well-being, and organizational commitment but it is also related with higher
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work intensification and higher inability to switch off (Felstead & Henseke,
2017).

Studies also examined how employee well-being is influenced by
remote working. While some research suggests that it leads to stress and role
conflict since the boundaries become blurred when working from home;
other studies indicate that it decreases role stress, work exhaustion, and
improves work-life balance (Moore, 2006; Allen et al., 2015).

2.2. Work-Family Conflict

The drastic upsurge in the percentage of employees who worked
remotely during the outbreak brought the work-family conflict topic to light
again (Sener & Abunasser, 2020). Work-family conflict is defined by
Greenhaus and Beutell (1985) as “a form of inter-role conflict in which the
role pressures from the work and family domains are mutually
incompatible” (p. 77).

The theoretical background of the work-family conflict is based on
several theories. Role theory refers to acting out socially defined roles (e.g.,
employee, husband, father, son) which includes the duties, expectations,
responsibilities, norms, and behaviors that an individual has to fulfill
(Barnett, 2014; Marks, 1977). On the other hand, the scarcity perspective
argues that individuals have a limited number of psychological and
physiological resources. Hobfoll’s (1989) theory of conservation of resources
(COR) proposes that “individuals strive to obtain, retain, protect and foster
those things that they value” (p. 341). Drawing upon these theories, it can be
said that the individual’s resources such as time or energy may be depleted
by the requirements, duties, and demands of one role which would
necessitate his or her other roles to be fulfilled by insufficient resources
which would lead to inter-role conflict (i.e. work-family conflict) (Grant-
Vallone & Donaldson, 2001; Marks, 1977).

In accordance with the definition, Greenhaus and Beutell (1985) have
identified three forms of work-family conflict: time-based, strain-based, and
behavior-based. Time-based conflict happens when the time spent in one
domain makes it difficult to devote time in the other domain. Strain-based
conflict occurs when the strain experienced in one role affects the
performance of the individual in the other role. Lastly, behavior-based
conflict appears when the certain behaviors of one role make it difficult to
meet the behavioral expectations of the other role (Greenhaus & Beutell,
1985; Michel et al., 2011). Besides these three forms, it is identified as
bidirectional: “work-to-family conflict (WFC)” and “family-to-work conflict
(FWQ)” (Gutek et al., 1991). The three forms and two directions of work-
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family conflict constitute the six dimensions of the concept (Carlson et al.,
2000).

The predictors of work-family conflict can be sorted into three
categories: family-related variables, work-related variables, and individual
or demographic variables (Michel et al.,, 2011). Work-related variables
include job involvement, flexibility, supervisor support, job demands, job
authority and pressure, coworker support, and so on. Family-related
variables include family support, marital status and satisfaction, number of
children, household income, and spouse work status. Occupation, gender,
age, personality characteristics, and coping styles are among the individual
or demographic variables (Allen et al., 2012; Nohe et al., 2015; Schieman &
Young, 2011).

2.3. The Relationship Between Remote Working and Work-Family
Conflict

It has been suggested that remote working can have both positive
and negative outcomes (Sullivan & Lewis, 2006). It increases work hours,
role ambiguity, and work stress; and employees may feel detached and
isolated because of insufficient support, social interaction, and leadership
(Mitchell, 2017; Sullivan & Lewis, 2001). Besides, it leads to role conflict since
the person uses the physical place of home for work, shares it with his/her
family, and no longer has commuting time to “switch roles” while traveling
to work (Felstead & Henseke, 2017). The high permeability of work and
home domains leads to changes in all these dynamics (Van der Lippe &
Lippényi, 2020). In short, it makes the boundaries blurry which in turn
exacerbates the conflict between work and family domains. However, it has
been noted that it may increase the employee’s control of time, control over
the scheduling of their days, autonomy, efficiency, and productivity and
may facilitate the management of family and work demands; hence, it may
improve work-life balance (Anderson et al., 2015; Bailey & Kurland, 2002;
Sullivan & Lewis, 2001).

Previous research that examined the relationship between remote
working and work-family conflict has shown mixed results. A large number
of studies suggested that remote work lowered work-family conflict and
facilitated work-life balance (Ammons & Markham, 2004; Golden, 2006;
Perrons, 2003). Gajendran and Harrison (2007), in their meta-analysis of 46
studies, reported that remote working increases autonomy and lowers the
work-family conflict among employees. Furthermore, the researchers
indicated that remote working did not harm co-worker relationships, but
also it was positively related with employee-supervisor relationship quality
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(Gajendran & Harrison, 2007). Conversely, a few researchers argued that
working from home may increase work-family conflict (Lapierre & Allen,
2006; Palumbo, 2020). Altogether, these contradictory findings may be due
to other potential factors that can explain these relationships.

On the other hand, the coronavirus pandemic forced companies to
adopt remote working. In addition to this “enforced remote working”
situation, the other household members, such as spouses or children, had to
work or get an education remotely as well. However, there is very little
research in the literature about the remote working and work-life conflict
relationship during the COVID-19 outbreak. Tuna and Tiirkmendag (2020),
in their qualitative study, investigated the factors that negatively affected
employees such as increased workload, increased housework, work
ambiguity, problems with childcare, problems with communication, and so
on.

In summary, the pandemic did not only change the working model
of employees, but it also changed the balance regarding work and family.
Thus, we propose that remote working may increase employees” work-
family conflict. Moreover, previous studies have demonstrated that work-
related factors explain work-to-family conflict and family-related factors
explain family-to-work conflict more strongly (Allen et al., 2012; Carlson et
al., 2000). As remote working brings work and family responsibilities to the
same place, it may affect both work and family domains. Therefore, we
expect that the work arrangement will make a difference for both the work-
to-family conflict and the family-to-work conflict scores of workers.

H1: There is a difference in work-to-family conflict scores of employees
depending on their work arrangement in which remote workers experience higher
work-to-family conflict than hybrid workers and office workers.

H2: There is a difference in family-to-work conflict scores of employees
depending on their work arrangement in which remote workers experience higher
family-to-work conflict than hybrid workers and office workers.

2.4. Gender as a Moderator

Gender differences have been an important variable in work-family
interface literature (Eby et al., 2005; Delina & Raya, 2016). Women were
shown to have more conflict than men in terms of the three forms (time,
behavior, strain) of family-to-work conflict and strain-based work-to-family
conflict (Carlson et al., 2000). This finding is expected since both genders may
prioritize work and family domains differently. Consistent with the gender
role theory, previous research has shown that social expectations are
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different for men and women and each gender prioritizes work and family
domains differently which may vary with education, socio-economic status,
culture, and other factors (Blanch & Aluja, 2012; Pleck, 1977). In patriarchal
societies, men are expected to work and focus on their careers and women
are expected to primarily focus on domestic duties such as childcare and
housework (Duncan, 1994).

The boundaries between the work and family domains became
blurred during the COVID-19 outbreak which made it harder for women to
juggle with their work life and family life when they work from home
(Khwela-Mdluli & Beharry-Ramraj, 2020). Bhumika (2020) reported that
gender moderated “personal life interference in work and emotional
exhaustion relationship” in which women experienced more emotional
exhaustion during the working from home period (p.712). Hjalmsdottir and
Bjarnadottir (2020) investigated the gender differences in work-life balance
during the pandemic in Iceland. The findings suggested that an
extraordinary situation, like the COVID-19 pandemic, reveals and
strengthens the gender norms and expectations for mothers, even in a
country like Iceland which has been ranked the topmost of the Gender Gap
Index.

Turkey is one of the countries that have a large gender gap and
ranked 133rd among 156 countries according to the Gender Gap Index (The
World Economic Forum, 2021). Correspondingly, Ararat and her colleagues
(2021) published a report about working life and domestic violence during
the pandemic period in Turkey. They reported that the percentage of time
devoted to housework is higher for women. Moreover, while the majority of
men (65%) stated that the time they devoted to housework increased slightly,
half of the women indicated that they did much more housework compared
to the pre-pandemic period (Ararat et al., 2021). Thus, we expect that gender
will act as a moderator and the difference between remote workers and office
workers will be higher for women in terms of work-to-family conflict and
family-to-work conflict.

H3: The difference between the remote workers’, hybrid workers’, and office
workers” work-to-family conflict and family-to-work conflict scores is higher for
women.
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Figure 1: Research Model

The second purpose of the study is to investigate the aspects that
would facilitate remote working from the perspective of employees. It can
be argued that the COVID-19 outbreak did not only force employees to
remote work but also laid a burden on the companies. Companies that have
been encouraging working from home should take cognizance of their
employees’ perceptions and needs. Accordingly, this study aims to unearth
the employee expectations from organizations about remote working.

III. METHOD
3.1. Participants

The sample consisted of 245 participants (105 female, 140 male) who
are currently working in finance and IT industries in Turkey. These sectors
were chosen because they were appropriate for comparison of the work
arrangement since there were employees working from home, working from
the office, or working partly from home and partly from the office. The mean
age was 34.33 years (SD =7.5). In addition, 16% of the participants were office
workers, 43% of the participants were remote workers, and 41% of the
participants were hybrid workers during the COVID-19 period. Participants,
because of the research subject, were required to live with at least one of their
family members in order to participate in the study. Accordingly, 69% of the
participants were married and living with their spouses and/or children and
31% of the participants were single and living with their families and/or
siblings. Participants” demographic information is shown in Table I.

Table 1. Participants’ Demographic Information

P t
Variable Category Frequency (N) (i;(;en age
Femal 1 4
Gender emale 05 3
Male 140 57
Secondary Education 2 1
Bachelor’s Degree 160 65
Educati
ueation Master’s Degree 78 32

Doctoral Degree 5 2
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Table 1. Continued

P t
Variable Category Frequency (N) (eojc)en 8¢
0
2.825 -5.000 TL 16 7
5.001-10.000 TL 89 36
Income
10.001- 15.000 TL 81 33
15.000 TL + 59 24
Indust Finance 155 63
ndustr
usty Information 90 37
. Married 168 69
Marital Status .
Single 77 31
Yes 129 53
Parenthood
No 116 47
Work A Office workers 40 16
or. rrangemgnt Remote workers 105 43
During Pandemic .
Hybrid workers 100 41

3.2. Measures

The survey consisted of three parts: demographic information, work-
family conflict scale, and open-ended question. Demographic Information:
Demographic questions involved the participants” gender, age, education,
marital status, parenthood, family income, occupation, and sector. Besides
these questions, the work arrangement of the participants was measured
categorically. Participants marked their work arrangement during the
COVID-19 period, from three choices: working from the office (office
workers), working from home (remote workers), and working partly from
the office and partly from home (hybrid workers).

Work-family Conflict Scale: Work-to-family conflict and family-to-
work conflict were measured by using Carlson and his colleagues” (2000)
work-family conflict scale (WFCS). The scale was adapted to Turkish society
by Erdogan (2009).

The 18-item scale measures three dimensions (time-based, strain-
based, and behavior-based) of both the work-to-family conflict and family-
to-work conflict. A sample item for work-to-family conflict was “My work
keeps me from my family activities more than I would like” and a sample
item for family-to-work conflict was “Due to stress at home, I am often
preoccupied with family matters at work”. Several items in the scale have
been revised for this study in a way that can be answered by both remote
workers and office workers. The revised phrases were as follows: “when I
get home from work” was replaced by “when I finish my work” and “at
work” was replaced by “while I work”. Participants responded using a scale
ranging from 1 (strongly disagree) to 6 (strongly agree). In the present study,
the Cronbach’s alpha values for both scales were found to be above .70
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(work-to-family conflict: .92, family-to-work conflict: .90). The open-ended
question was “What suggestions would you make for your organization to
facilitate working from home?”

3.3. Procedure

The study was approved by the Social Sciences Ethical Committee of
Marmara University (Date: 05/16/2021, Approval Decision Number: 55).
Convenience sampling was used in the study. Data was collected by using
online surveys between May and July 2021. Informed consent forms
described the purpose of the study and the anonymity, at the beginning of
the surveys. Participation was voluntarily and emphasized in the informed
consent forms. Statistical analyses were conducted by using SPSS 17.

IV. FINDINGS
4.1. Hypothesis Testing

A one-way ANOVA was carried out to explore the differences in
participants” work-to-family conflict and family-to-work conflict scores
depending on their work arrangement (Table II). There was a statistically
significant difference in participants” work-to-family conflict scores for the
work arrangement: F (2, 242) = 6.788, p < .001. The highest work-to-family
conflict score was found among office workers. Post hoc comparisons of
work arrangement using the Tukey HSD test showed that office workers had
higher work-to-family conflict than remote workers (M= .81, p <.001) and
also than hybrid workers (Muif= .65, p <.01). According to these findings, H1
was rejected as it stated that “remote workers will experience more work-
family conflict than hybrid workers and office workers”.

On the other hand, no significant difference was found on family-to-
work conflict depending on the work arrangements of the participants F (2,
242) = .805, p >.05). Therefore, H2 was not supported.
Table 2. ANOVA Results for Work Arrangement

Groups N M SD F 4
Office workers 40 4.06 1.30
Work-to-Family Conflict Remote workers 105 3.25 1.19 6.788 .00
Hybrid workers 100 341 1.13
Office workers 40 2.85 .93
Family-to-Work Conflict Remote workers 105 2.65 1.01 .805 45

Hybrid workers 100 279 1.04
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In addition, a two-way ANOVA was conducted to examine the
moderating role of gender on work arrangement and work-family conflict
relationship (Table III). A moderator refers to an interaction effect where the
relationship between an independent variable and a dependent variable
differs in the existence of that moderating variable (Cohen & Cohen, 1983).
Also, it has been clarified that moderation, which can be shown by
interaction effects, can be examined by using factorial Analysis of Variance
(Baron & Kenny, 1986). Since work arrangement significantly differed in
participants” work-to-family conflict scores, this direction was tested only.

According to the findings, the interaction effect between work
arrangement and gender was not statistically significant F (2, 239) = .99, p >
.05). Although the impact of gender and work arrangement reached
statistical significance separately, no significant interaction effect was found.
Hence, H3 was not supported.

Table 3. ANOVA Results for Work Arrangement and Gender on Work-
to-Family Conflict

Source df MS F 4 Effect Size
Intercept 1 2449.72 1886.53 .00 .89
Work Arrangement 2 10.52 8.10 .00 .06
Gender 1 23.87 18.38 .00 .07
Work Arrangement x Gender 2 1.28 .99 37 .01
Total 245

Note. MS =Mean squares, effect size = partial 2.

4.2. Additional Analyses

A number of statistical analyses are carried out with demographic
variables. Independent-samples t-tests were performed to compare the
scores for males and females in terms of work-to-family conflict and family-
to-work conflict (Table IV). There was a significant difference in females and
males work-to-family conflict scores; females had a higher work-to-family
conflict (M= .65, p <.001). However, there was no significant difference of
family-to-work conflict scores between the two genders (M= .19, p > .05).

Furthermore, there was no difference in terms of marital status,
education, income, and parenthood in the work-to-family conflict and
family-to-work conflict scores of the participants.

JOBS]




JOBS]

f§letme Bilimi Dergisi (JOBS), 2022; 10(3): 315-336. DOI: 10.22139/jobs.1120712

Table 4. T-test for Gender

Gender N M SD t df 4
Male 140 3.17 1.20
Work-to-Family Conflict 427 243 .00
Female 105 3.82 1.14
Male 140 2.66 0.99
Family-to-Work Conflict 1.50 243 14

Female 105 2.85 1.03

4.3. Open-ended Question

Among 245 participants, 151 participants answered the open-ended
question (What suggestions would you make for your organization to
facilitate working from home?). The responses were analyzed by using
content analysis. In the content analysis, the content of the participants’
responses is systematically analyzed (Crabtree & Miller, 1999). Initially, the
codes are determined according to the frequently emphasized and repeated
phrases in the responses. Then, the codes that are related to each other are
classified into categories. Three main categories of the analysis were: work
conditions, physical needs, and psycho-social needs. The list of the codes and
categories can be seen in Table V.

Table 5. Codes and Categories of the Open-ended Question

Code Category

1 Compliance with the working time Work conditions

2 Removal of the restrictions about the place of residence Work conditions

3 No-meeting day, off-day Work conditions

4 Revision of task sharing, new performance measurements =~ Work conditions

5 Hybrid working, flexible working models Work conditions

6 Internet and technological support Physical needs

7 Equipment support Physical needs

8 Financial support for expenses Physical needs

9 Social events Psycho-social needs
10 Improving motivation Psycho-social needs
11 Employee recognition Psycho-social needs

The work conditions category included the most repeated
suggestions such as to comply with the working time, to remove the
restrictions about the place of residence of the employee, to schedule a no-
meeting day, to revise work related practices such as task sharing, and
performance measurements, and lastly to adapt flexible working models.
One of the participants emphasized the importance of new performance
appraisal methods when working from home:

“If we want remote working to be effective, work overload should be
balanced and companies should pay attention to performance

Remote Working
and Work-Family
Conflict During
the Covid-19
Outbreak

327




f§letme Bilimi Dergisi (JOBS), 2022; 10(3): 315-336. DOI: 10.22139/jobs.1120712

Remote Working
and Work-Family
Conflict During
the Covid-19
Outbreak

328

measurements when working online. New performance appraisal methods
should be developed.”

Another participant explained why it is not convenient to restrict the
residence of the employee while remote working;:

“Organizations usually set unpractical rules for their employees
when it comes to remote working, such as the obligation to work from the
city where the organization is located. In my opinion, as long as the
employee completes his/her job effectively, the residence requirement
should be ignored and the employees should be able to work from wherever
they want.”

Physical needs category is composed of Internet and technological
infrastructure, equipment such as desks, chairs, computers, and financial
support for expenses. One of the participants stated the necessity of the
physical needs in the following way:

“An employee support package should be provided for each
employee for the convenience of remote working and to create a positive
working environment. Employees should not have problems with internet
or phone utilities which are essential for working from home.”

Additionally, many employees expressed their expectations about
psycho-social needs such as to socialize, to increase motivation, and to
improve employee recognition. As one participant clarified, all of these
factors are very essential for employee well-being:

“People feel lonely when working from home. Online events can be
organized to motivate employees. Even if you are working from home, the
synergy of the team should be maintained by social events and motivation-
enhancing activities.”

Moreover, one participant highlighted the need to be supported
about work-life balance:

“We need guidance in separating our work-home lives and assistance
in maintaining work-life balance. Similarly, we need stress-reducing or
motivation-enhancing activities organized for remote workers.”

V. CONCLUSION

In many countries, remote working has become a popular work
arrangement during the COVID-19 outbreak (Bhumika, 2020). Furthermore,
a lot of companies have stated that they will embrace working from home
from now on including Microsoft, Dropbox, and Twitter (Hadden et al.,
2020). Moreover, the “new normal” brought significant changes regarding
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family dynamics such as that other family members had to work or get an
education from home as well. Accordingly, it can be said that the pandemic
and the permeability of the boundaries changed the balance between work
and family (Anderson & Kelliher, 2020). Hence, the primary aim of this study
was to identify the relationship between work arrangement and work-family
conflict and the moderating role of gender in a country with a large gender
gap - Turkey.

Firstly, a statistically significant difference was found in participants’
work-to-family conflict scores for the work arrangements. But it was
surprising that employees working from the office had higher work-to-
family conflict than remote working employees and hybrid working
employees. This was contrary to our expectations since we expected that the
remote working group to have higher work-to-family conflict. However,
these results are in line with earlier studies in the literature indicating that
online working increases autonomy, control of time, control over the day
scheduling, efficiency, and productivity and hence, may facilitate the
management of family and work demands (Anderson et al., 2015; Bailey &
Kurland, 2002; Sullivan & Lewis, 2001). Accordingly, “enforced remote
working situation” did not make the boundaries blurry as we expected. In
fact, the remote work arrangement did not exacerbate the conflict between
work and family domains but caused remote workers to have lower work-
to-family conflict than hybrid and office workers.

Secondly, no significant difference was found in family-to-work
conflict scores of employees depending on their work arrangements.
Although previous research has shown mixed results about work-life
conflict we proposed that remote workers would experience higher family-
to-work conflict than hybrid workers and office workers. The unanticipated
results might be related to the study sample that remote working facilitated
the work-life balance of the employees in finance and information sectors.
These industries are known to have high work-related stress. Therefore, it is
possible that employees took advantage of remote working such as
increased autonomy and flexibility, and thus; they tolerated the negative
effects such as work overload, work ambiguity, and so on.

Thirdly, we expected that the work-family conflict difference
between remote workers and office workers would be higher for women in
a country in which women are expected to primarily focus on domestic
duties (Ararat et al., 2021). But the findings showed that the gender did not
act as a moderator as we predicted. Although, there was a significant
difference in females’ and males” work-to-family conflict scores; no
significant difference was found in the effect of work arrangement on work-
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to-family conflict scores for males and females. In other words, female
workers” work-to-family conflict scores were not significantly different from
their male colleagues depending on work arrangement. This finding could
be attributed to the study sample as well since the study only included
employees from finance and IT sectors. It could be argued that female
employees, in these sectors, may carry out the responsibilities required by
their work and family roles like their male co-workers that the difference
between the remote workers’, hybrid workers’, and office workers” work-to-
family conflict scores were not higher for women. On the other hand, to
develop a full picture, we need to understand other dynamics and buffering
factors that caused no difference between the two genders, and further
investigations are needed since women and men may prioritize work and
family domains differently in other sectors.

Furthermore, it was found that the mean score of work-to-family
conflict was higher than that of family-to-work conflict. This can be a
remarkable finding for organizations to consider the costs of remote working
for the employee. Taken together, remote working is a newly adopted model
and its consequences are largely unknown. As seen in the literature, there
are conflicting findings regarding the relationship between remote working
and work-family conflict. The results of the present study are consistent with
previous studies that reported that remote working would lower work-
family conflict (Ammons & Markham, 2004; Gajendran & Harrison, 2007).

On the other hand, the findings of the open-ended question made
original and useful contributions by allowing participants to express their
opinions. The responses were classified into three categories: work
conditions, physical needs, and psycho-social needs. The most repeated
suggestions were from the category of work conditions. Participants
expected their organization to comply with the working time, remove the
restrictions about the place of residence of the employee, to make a no-
meeting day, to revise work related practices such as task sharing and
performance measurements, and lastly to adopt flexible working models.
These findings show that remote working has brought significant changes to
employees” work- life balance. This is why the most mentioned suggestions
are about work conditions. As cited in the introduction part, the boundaries
became blurred when working from home ($Sener & Abunasser, 2020). Thus,
employees may want their organization to respect their boundaries such as
complying with working hours. In addition, it is clear that pre-existing
practices no longer measure up with remote working. Accordingly, there is
a need to adapt new practices such as new performance measurements and
flexible working models. Also, employees’ request for a no-meeting day and
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right to work from a place other than their residence is understandable
considering that the new working model restricts the employees in many
ways.

Concerning physical needs, employees need Internet and
technological infrastructure support, equipment support, and financial
support for their expenses. It is known that working from home has several
advantages for organizations such as reducing labor costs, saving time and
resources (Bellman & Hiibler, 2020). But these advantages may turn into
disadvantages for the employee. As seen from the suggestions, employees
have a perception that remote working has increased employees’” expenses.
Consequently, regardless of whether it decreases expenses and saves
resources for the organizations, organizations should compensate
employees” expenses which arise as a result of remote working.

Lastly, employees emphasized their expectations of psycho-social
needs such as social events, improving motivation, and employee
recognition. All of these expectations are plausible since it is reported in
previous studies that remote working has negative outcomes such as
reducing employee interactions, increasing isolation, stress, and diminishing
team collaboration (Allen et al., 2015; Tuna & Tiirkmendag, 2020). In brief,
when we examine these suggestions, we see that the COVID-19 outbreak not
only forced employees to remote work but also laid a burden on
organizations. Companies that have been encouraging remote working
should pay attention to all these expectations and take necessary steps to
provide a convenient work environment since employee motivation is what
leads to productivity. Otherwise, it will not be a surprise that changing work
arrangements can bring many problems.

In summary, this study provides encouraging results in terms of
remote working, as adopted by many organizations worldwide. These
findings might draw the attention of employers to implement remote
working or hybrid work arrangements in a post-pandemic world. It is likely
that remote working will remain as an important issue for a long time and
further studies are needed to explore the implications of remote working in
the future.

5.1. Limitations

One of the limitations of the study was the convenience sampling
method. Although it is a timesaving method; randomized samples would
produce more generalizable results (Schutt, 2018). Furthermore, the sample
consisted of remote workers, office workers, and hybrid workers; but the
office workers composed only 16% of the sample. This was another
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limitation of the study. Moreover, our study was limited since it examined
only two sectors: finance and information. Future researchers should
replicate the study with employees from different sectors and industries.
Remote working might not be suitable for every sector, but flexible working
models are adopted by many organizations. Therefore, flexible working
models should be studied in future investigations. Although this study
makes important contributions; there are still unanswered questions about
the consequences of remote working. Additionally, there are very few
studies about the relationship between remote working and work-life
conflict in the literature. Hence, more research is needed to explore the
contextual variables of remote working as well.
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Oz
Amag: Bu ¢alismanin amaci Tiirkiye Cumhuriyeti Merkez Bankasi (TCMB) verileri
ile 6zel saglik hizmeti sunan isletmelerin 2009-2020 yillarina ait finansal durumunu
ve performansini oran analizi yontemiyle analiz etmektir.
Yontem: Calismada TCMB web sitesinden elde edilen 2009-2020 yillarina ait Q-861
Hastane Hizmetleri Alt Sektoriiniin bilangolar1 ve gelir tablolar1 kullanilmustir.
Hastane hizmetleri alt sektorii retrospektif olarak 2009-2020 yillar i¢in bilango ve
gelir tablolarindan elde edilen veriler Microsoft Office Excel programi ile oran
analizine tabi tutulmus ve saglik sektorii icin literatiirde genel kabul gormiis oranlar
dogrultusunda yorumlanmuistir.
Bulgular: Ozel saglik hizmeti sunan igletmelerin likidite oranlar1 olmasi gereken
degerlerden diisiik olup 2009-2010 yillarinda ideal seviyededir. Finansal yap1
oranlar1 da olmas1 gereken degerin altinda hesaplanmis olup bor¢lanma oraninin
yillar itibariyle giderek yiikseldigi goriilmistiir. Varliklar1 kullamim oranlari
bakimindan ise stok devir hizi ve alacak devir hizindan yiiksek bulunmustur. Diger
bir ifadeyle stoklarin elden ¢ikmasi ile alacaklarin tahsilinden hizli olmaktadir.
Karlilik oranlarindan net kar marji, 6z sermaye karlilik orani ve varlik karlilik
oranlar1 2011, 2016 ve 2018 yillarinda negatif deger alarak zarar goriilmektedir.
Sonug: Saglik hizmetleri sunumunda yiiksek teknoloji iiriinii ve oldukga yiiksek
maliyetli cihazlar ve malzemeler kullanilmaktadir. Bu cihazlarin ve malzemelerin
yerli {iretiminin maliyetleri ve disa bagimlilifi azaltacagi dolayisiyla finansal
durumu olumlu yodnde etkileyecegi diisiiniilmektedir. Saglik hizmetleri
finansmaninda Sosyal Giivenlik Kurumu (SGK) onemli yer tutmaktadir. Bu
durumun 6zel saglik isletmelerinin alacaklarin tahsil siiresini, satis fiyatini ve
karliligini etkiledigi sonucuna varilmistir.
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FINANCIAL ANALYSIS OF PRIVATE ENTERPRISES
PROVIDING HEALTH CARE: A STUDY ON CENTRAL
BANK DATA

ABSTRACT

Aim: The aim of this study is to analyze the financial status and performance of
companies providing private health services for the years 2009-2020 with the data of
the Central Bank of the Republic of Turkey (CBRT) using the ratio analysis method.
Method: In the study, the balance sheets and income statements of the Q-861
Hospital Services Sub-Sector for the years 2009-2020 obtained from the CBRT
website were used. The data obtained from the balance sheet and income statements
of the hospital services sub-sector for the years 2009-2020 were subjected to ratio
analysis with the Microsoft Office Excel program and interpreted in line with the
generally accepted ratios in the literature for the health sector.

Findings: The liquidity ratios of businesses providing private health services are
lower than the required values and are at the ideal level in 2009-2010. The financial
structure ratios were also calculated below the required value, and it was observed
that the debt ratio increased gradually over the years. In terms of asset utilization
rates, it was found to be higher than inventory turnover and receivables turnover.
In other words, it is faster than the collection of receivables with the disposal of
stocks. Among the profitability ratios, net profit margin, return on equity, and asset
profitability ratios had negative values in 2011, 2016, and 2018.

Conclusion: High-tech and high-cost devices and materials are used in the delivery
of health services. It is thought that the domestic production of these devices and
materials will reduce the costs and dependence on foreign sources, thus positively
affecting the financial situation. Social Security Institution (SSI) has an important
place in the financing of health services. It has been concluded that this situation
affects the collection period of receivables, sales price, and profitability of private
health enterprises.

Keywords: Hospital, Private healthcare, Finance, Ratio Analysis

I.GIRIS

Gelisen ve degisen diinyamizda sosyal ve teknolojik gelismeler
hayatimizi her alanda etkilemektedir. Bu gelismelerle birlikte tiretim sekli de
degismekte, ekonomiler de gelismektedir. Gelisen ekonomiler ({ilke
yonetimlerinin saglik hizmetleri i¢in ayirdig: kaynaklar: ve kisilerin saglik
harcamalarimi etkilemektedir. Ozellikle saglik hizmetlerinde kullarlan
teknolojiler ve tibbi cihazlar her gecen giin gelismekte, yeni yeni teshis ve
tedavi yontemlerinin ortaya ¢ikmasma neden olmaktadir. Bunun sonucu
olarak da saglik harcamalar1 ve uygulanan saglik hizmeti gesitliligi artmakta,
saglik ekonomisi de biiylimektedir (Kara & Kurutkan 2019). Saghk
sektOriiniin biiytimesini etkileyen bir diger 6nemli faktor ise saglik hizmeti
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arz arttiric1 politikalardir. Saglik ekonomisindeki biiyiime bu alanda faaliyet
gosteren/gostermek isteyen girisimcilerin ve c¢alisma yapmak isteyen
aragtirmacilarm  sayisini  artirmaktadir. Ozel saglik hizmetleri, &zel
hastaneler, 6zel poliklinik, 6zel muayenehane ve benzeri saglik hizmet veren
ozel isletmeleri kapsamaktadir. Ozel saglik hizmetleri kamu yiikiinii
azaltmakta, rekabet olusturarak hizmet kalitesini artirmakta ve fiyatlarin
daha diisiik olugsmasimni saglamaktadir. Giiniimiizde 6zel saglik hizmeti
veren isletme sayilarindaki artis sektordeki biiyiimeyi destekler niteliktedir.
Tablo 1’de Tiirkiye Istatistik Kurumu (TUIK) verilerine gore yatakh tedavi
kurumlar1 ve bunlarin dagilimi gosterilmektedir. Calisma doneminde
yatakli tedavi kurumlar1 sayisi ilk yillara nazaran artis gostermistir. Saglik
Bakanligi  hastanelerinde  meydana gelen  diislislerin  hastane
birlesmelerinden kaynaklanabilecegi diistiniilmektedir. Hastane sayilarinda
meydana gelen artigin saglk sektoriiniin ve saghk ekonomisinin
biiyiidiigiinii gostermektedir. Ozel sektérde meydana gelen artis kamu
sektoriindeki artistan daha fazladir. Bu durum saglk sektoriiniin
girisimciler icin yatirim alani olarak goriildigiinii destekler niteliktedir.

Tablo 1. Yatakli Tedavi Kurumu Sayilar1 ve Dagilimi
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Yillar Toplam Saglik Bakanlig1 Universite Ozel
2009 1.389 880 59 450
2010 1.439 888 62 489
2011 1.453 885 65 503
2012 1.483 877 65 541
2013 1.517 898 69 550
2014 1.528 903 69 556
2015 1.533 901 70 562
2016 1.510 876 69 565
2017 1.518 879 68 571
2018 1.534 889 68 577
2019 1.538 895 68 575
2020 1.534 900 68 566

Kaynak: TUIK https://data.tuik.gov.tr/Kategori/GetKategori?p=saglik-ve-sosyal-
koruma-101&dil=1

Tablo 2’de 2019 ve 2020 yillarina ait Tiirkiye Saglik harcamalarmin
dagilimi1 gosterilmektedir. Tabloda goriildiigii lizere saghk finansmanin
onemli kismi kamu saglik harcamalarindan olusmaktadir. Hastane
sayilarindaki artis gibi saglik harcamalarindaki artista saglik sektoriiniin ve
saglik ekonomisinin biiytimesini destekler niteliktedir. Calismanin yapilmis
oldugu o©zel saghk hizmeti sunan saglk isletmelerine kamu saghk
glivencesine sahip kisiler, 6zel saglik sigortasmna kisiler ve herhangi bir
glivencesi olmayan kisilerde basvurmaktadir.

Tablo 2. Toplam Saglik Harcamalar1 (Milyon TL)
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Saghk Hizmeti 2019 Pay (%) 2020 Pay (%)
Sunan Ozel Toplam Saglik Harcamas1 201.031 100,00 249.932 100,00
isletmelerin Genel Devlet 156.819 78,00 198.062 79,20
Finansal Analizi: Merkezi Devlet 51.492 25,60 68.927 27,60
Merkez Bankasi Mahalli Idareler 1.373 0,70 1.632 0,70
Verileri ﬁzerin de Sosyal Giivenlik Kurumu 103.954 51,70 127.504 51,00
. 1 Ozel Sektor 44.212 22,00 51.869 20,80
Bir Ca 1sma Hanehalklar: 33.626 16,70 40.105 16,00
3 40 Sigorta Sirketleri 5.801 2,90 6.458 2,60
Diger! 4.785 2,40 5.306 2,10

Not: Tablodaki rakamlar yuvarlamadan dolay: toplami vermeyebilir.
(1) Diger Saglik Harcamalari, hanehalklarina hizmet eden kar amaci giitmeyen ve diger isletmelerin
yaptiklar1 harcamalari kapsar.
Kaynak: https://data.tuik.gov.tr/Bulten/Index?p=Saglik-Harcamalari-Istatistikleri-2020

2000'li yillarda Saghk Bakanligi tarafindan ytriitilen “Saglikta
Donitisiim Programi” catisi altinda yiiriitiilen uygulamalar ve Genel Saghk
Sigortasit (GSS) ile hastaneler ve hizmet alicilar arasindaki fark ortadan
kaldirilarak tiim vatandaslarin saglik hizmetine erisimini kolaylagtirmistir
(Saglik Bakanligi, 2022).

Ozel saghk hizmeti sunan isletmeler ile Sosyal Giivenlik Kurumu
(SGK) sozlesmeler imzalayarak kamu hastaneleri igin giiglii bir alternatif
olarak ortaya c¢ikmistir. Bu durum 06zel saglik hizmetleri sektoriiniin
gelismesine neden olmustur. SektOriin biiylimesi bu sektor aktorlerinin
yonetsel ve finansal becerileri ile miimkiin olmaktadir (Agirbas, 2016).
Mevcut kaynaklarin etkin kullanarak yatirimlar olusturmas: saghk
ekonomisinin de gelismesindeki en O©nemli etkenlerdendir. Saglk
isletmelerinin biiytimek i¢gin, yaptig1/ yapacag yatirimlar saglik ekonomisini
de gelistirecektir (Celik, 2019). Diger bir ifadeyle 6zel saglk isletmelerinin
operasyonel, yonetsel ve finansal basarisinin saglik sektoriiniin gelisiminde
onemli bir rol oynayacag1 diisiiniilmektedir. Bunun sonucu olarak saglk
yoneticilerinin finansal yetenekleri de gerek yeni yatirimlar gerekse
ekonomik kriz zamanlarini igletmelerin daha rahat atlatmasi ve biiyiimesi
bakimindan oldukg¢a 6nemlidir.

Bu nedenle etkin yatirim ile finansman kararlarmin alinmasi, finansal
performansin siirekli analiz edilmesi ve finansal planlamanin gergekgi bir
sekilde yapilmasi biiyiik onem arz etmektedir (Karadeniz, 2016).

Saglik finansmani, saglik hizmeti iiretimi icin ihtiya¢ duyulan
kaynaklarin en uygun yoldan saglamasidir. Finans bu kaynaklar: ifade
ederken finansman ise bu kaynaklarin temin edilme yOntemini ifade
etmektedir. Saglik isletmeleri ekonomideki ve sektordeki gelismelere ve
degisimlere ayak uydurmak ve varliklarini devam ettirmek igin finansal
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olarak iyi yonetilmek zorundadirlar (Agirbas, 2016). YOneticiler, yakin
zamanda {retilen finansal tablolari, gelecekteki  operasyonlar:
yonlendirmeye yardimci olmak ve bu eylemlerinin finansal sonuglarin
yorumlamak amaciyla kullanir (Potter & Schmidgall, 1999).

Finansal analiz, finansal bilgi kullanicilarina alacaklar1 kararlarda
dogru, giivenilir, tam ve zamaninda sunumuna bilgi saglamak bakimidan
onemlidir. Isletmelerde alinan kararlarmn mali tablolar iizerinde yarattig1
etkiyi, yaratilan bu etkinin sonuclarin1 gostermenin en iyi yolu finansal
analizdir (Karapinar & Zaif, 2021). Calismada da 6zel saglik isletmelerinin
finansal analizi ile mevcut durum analiz edilmekte, literatiir bilgisi ve
mevcut sartlar bakimindan degerlendirilerek yorumlanmaktadir.

Calismanin amaci, saghik hizmetlerini sunumunu yapan o0zel
sektoriin 2009-2020 yillarina ait finansal durumu ve performansi oran analizi
yontemiyle analiz ederek finansal bilgi kullanicilarinin  ihtiyaglarini
kargilayacak bilgiler sunmaktir. TCMB web sitesinden elde edilen veriler
dogrultusunda Q-861 Hastane Hizmetleri Alt Sektoriiniin bilangolar1 ve
gelir tablolar1 kullanilmistir. Bu tablolarin verileri likidite, finansal durum,
varliklarin kullanimi ve karlilik agisindan analize tabi tutulmustur. Analiz
sonucu elde edilen bilgiler dogrultusunda 6zel saglik hizmeti sektoriiniin
mevcut finansal durumu degerlendirilmistir.

ILLITERATUR TARAMASI

Saglik hizmetleri sunumu yapan isletmelere yonelik yapilan finansal
analiz ¢calismalar1 asagidaki gibidir.

Counte ve arkadaslar1 (1988) homojen hastanelerden elde edilen
verilere faktor analizini uygulamis ve 25 oran ile finansal durumu likidite,
borg yapisi, nakit akisi yonetimi, karlilik ve varliklarin kullanimi olarak bes
boyutta gruplamustir.

Curtis ve Roapas (2009), saglik hizmetlerini finansal agidan analizini
1985 yilinda Cleverley ve Rohleder tarafindan Saglik Hizmetleri Finansal
Yonetim verileri tizerinden 29 oran kullanilarak finansal analiz yapilmistir.
S6z konusu ¢alismada bu oranlar yardimu ile finansal performans 10 boyutta
siniflandirilmistir (Curtis & Roapas, 2009).

Songur ve digerleri (2016) tarafindan yapilan calismada Saglik
Bakanligi'na bagli kamu hastaneleri gelir tablolar:1 ve bilangolar: tizerinden
2008-2015 yillar: arasi oran analiz yontemi kullanilarak degerlendirilmistir.
Bu analizde, cari oran, nakit orani ve asit test oran1 2008 yilinda temel
oranlarin tizerinde oldugu fakat sonraki yillarda diisiis egiliminde oldugu
sonucuna varilmigtir. Finansal kaldirag oranimnin genel kabul gormiis smir1
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0,50’ oranin asilmamasidir. Calismada ise 2008 ve 2011 yillarinda literatiirde
kabul edilen deger olan 0,50 seviyesinin altinda gerceklesirken, 2012
yilindan itibaren 2015 yilina kadar siirekli artma egiliminde oldugu
goriilmiistiir. Bu durum kamu hastanelerinin borglarinin artmis oldugunu
ve borgclarin 6denmesinde zorluk yasayabilecegi sonucuna varilmistir.

Cam (2016) tarafindan Karaman Devlet Hastanesi'nin 2003-2007
yillar1 arasindaki 5 yillik finansal tablolar1 incelenmistir. Calismada finansal
yap1 oranlarindan finansal kaldirag orani 2003 yilinda 0,09, 2004 yilinda 0,20
olarak hesaplanmis ve ilerleyen yillarda bu degere yakin seyretmistir.
Finansal kaldirag¢ oranindaki artisin performansa dayali ek 6deme sistemine
gecis ve daha once Il Saglik Miidiirliigii tarafindan yapilan alimlarin
hastaneler tarafindan yapilmasindan kaynaklandig1 sonucuna varilmstir.

Karadeniz (2016) tarafindan yapilan ¢alismada TCMB verileri
Hastane Hizmetleri Alt Sektorii verileri tizerinden 2011-2013 yillar1 aras:
degerlendirilmistir. Calismada kaynak yapismin agirbikli olarak yabanci
kaynaklardan olustugu, sektoriin ¢ogunlukla borcla finanse edildigi
sonucuna varilmistir. Likidite oranlarindan cari oran ve asit test orani genel
kabul gérmiis oranlarin altinda, nakit orani ise genel kabul gormiis oranlara
yakin bulunmustur. Bu durum o6zel saglik isletmelerinin bor¢ 6deme
yeteneginin zayifligini gostermektedir.

Alper ve Biger tarafindan 2017 yilinda yapilan calismada Sivas
Numune Hastanesi 2012-2014 yillar1 oran analizi yontemiyle incelenmistir.
Calismada likidite durumunun 2014 yilinda 6nceki yillara gore daha iyi
seviyede oldugu, hastanenin stoklara bagl kalmadan kisa vadeli borglarini
Odeyebilecek giigte oldugu sonucuna varilmistir. Finansal yap: bakimindan
glgclii oldugu 6zellikle 2014 yilinda bu durumun daha da iyi oldugu tespit
edilmistir. Karlilik oranlarinda ise ilk yil olugan zarar ikinci yilda azalirken
son yilda ise pozitif deger alarak kar elde edilmistir. Zarar olusan
donemlerde maliyetlerin yiiksek oldugu sonucuna varilmigtir.

Ath ve Demir tarafindan 2017 yilinda yapilan ¢alismada Borsada
islem goren Lokman Hekim Saglik Turizm Egitim Hiz. ve Ingaat Taah. A.S
2010-2014 yillar1 verileri oran analizi yontemiyle analiz edilmisgtir.
Calismada ilgili hastanenin likidite oranlarinin diisiik oldugu ve olasi
finansal krizlerden cabuk etkilenecegi tespit edilmistir. Stok devir hizinin
yillar itibariyle diistiigii ve bu durumun hasta yogunlugunun azalmasi
sonucunda olustugu diistintilmiistiir. Alacak devir hizinin ¢alismann ilk
yillarina nazaran ilerleyen yilarda azaldig1 ve bu durumun SGK tarafindan
yapilan 6demelerden kaynaklandig1 sonucuna varilmistir.
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Biilii¢ ve digerleri (2017) tarafindan yapilan ¢alismada 2013-2016
yillar1 Borsa Istanbul’da faaliyet gosteren 6zel hastane isletmesinin finansal
performanst incelenmistir. Calismada likidite oranlarindan nakit orami
biitiin yillar igin genel kabul gormiis oran olan 0,20'nin altindadir. Bu durum
nakit ve benzeri varliklarla bor¢ Odeme giicliniin zayif oldugunu
gostermektedir. Karlilik oranlarinin tamami galisma déneminde pozitif
olarak hesaplanmisgtir. 2016 yilinda karlilik en yiiksek seviyededir.

Aydemir (2018) tarafindan yapilan ¢calismada TCMB verileri Hastane
Hizmetleri Alt Sektorii verileri iizerinden 2013-2015 yillar1 incelenmistir.
Likidite oranlar1 cari oran diginda genel kabul gormiis oranlara yakimn
hesaplanmistir. 2016 yili likidite oranlar1 diger yillara nazaran daha iyi
seviyededir. Kaldirag orani genel kabul gormiis oranin {izerinde
bulunmustur ve sektordeki 6zel saglik isletmelerinin bor¢ 6deme giicii
agisindan finansal riskinin yiiksek oldugu sonucuna varilmistir.

Bigakg1 & digerleri (2018) tarafindan yapilan ¢alismada Gelir Idaresi
Baskanligi'ndan (GIB) elde edilen veriler dogrultusunda Tiirkiye’de faaliyet
gosteren 6zel hastanelerin 2009-2013 dénemine ait bilango ve gelir tablolar1
kullanilarak oran analizi yapilmistir. Buna gore, likidite ve karlilik oranlar:
bakimindan Ankara’da bulunan 6zel hastanelerin yiiksek degerlere sahip
oldugu, finansal yapi oranlarinda ise Istanbul’da faaliyet gdsteren
hastanelerin daha iyi degerlere sahip oldugu sonucuna varilmistir.

Ekinci ve Bakir (2021) tarafindan yapilan calismada ise kamu
kesiminde faaliyet gosteren 6zel dal hastanesinin kurulusundan itibaren 5
yillik verileri incelenmistir. Calismada likidite oranlar: (cari oran, asit-test
orani ve nakit oram) ilk 3 yil i¢in genel kabul gormiis oranlarin altinda
oldugu ve sonraki yillarda ise iyilesmeler oldugu sonucuna varilmistir.
Karlilik oranlarindan net kar orani ise ilk 2 y1l icin negatif deger alarak zarar
ortaya ¢ikmustir. Uciincii yilda net karlilik en yiiksek seviyede gerceklesirken
son iki yilda diisiis meydana gelmistir. Ilk yillardaki negatif karm
olusmasinda kurulus asamasinda meydana gelen atil kapasite giderlerinden
kaynaklandig1 sonucuna varilmaistir.

Karaca ve Boztosun 2022 yilindaki calismasinda Kayseri ilindeki bir
kamu hastanesinin 2015-2019 yillar1 verileri ile finansal analizini yapmugtir.
Calismada ilgili hastanenin likidite durumunun zayif oldugu, kisa vadeli
borglarin 0denmede sorun yasayabilecegi ve olasi finansal kriz
donemlerinde ¢abuk etkilenecegi sonucuna varilmistir. Finansal kaldirag
orani olmasi gereken degerin {izerinde oldugu ve dolayisiyla borglanmanin
yliksek oldugu tespit edilmistir. Karliik oranlarinin ise diisiik oldugu
sonucuna varilmigtir.
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Yapilan bu c¢alisma ile Tiirkiye’de bu alanda yapilan ozellikle
Karadeniz (2016), Atli ve Demir (2017), Biilii¢ vd. (2017), Bigakg1 vd. (2018),
ve Aydemir (2018) in calismasindan farkli olarak calismanin 2009-2020
yillarin1 (12 yil) kapsamasi agisindan farklilik gostermektedir. Calisma
Songur ve digerleri (2016), Cam (2016), Alper ve Biger (2017), Ekinci ve Bakir
(2021) ile Karaca ve Boztosun (2022) kamu hastanelerini kapsadig1 i¢in bu
¢alismalardan farklidir. Ayrica bu ¢alisma ile benzer veriler kullanilarak
yapilan diger calismalarin yillara itibariyle gosterdigi farklik ve benzerlik
ortaya koymay1 hedeflemektedir.

III. YONTEM

Calismada TCMB web sitesinden elde edilen 2009-2020 yillarina ait
Q-861 Hastane Hizmetleri Alt SektOriiniin bilangolar1 ve gelir tablolar:
kullanilmigtir. Ozel saglik hizmet sunumu yapan isletmelere ait veriler,
TCMB, Pan-Avrupa smiflandirma sistemi olan ekonomik faaliyetlerin
istatiksel olarak smiflandirilmasini saglayan bir sistem olan NACE
(Nomenclature générale des Activités économiques dans les Communautés
Européennes) smiflandirmasina gore Tiirkiye’de faaliyet gosteren sektorleri
belirlemektedir. Cesitli alanlarda faaliyet gosterilen bir¢ok sektore ve alt
sektore ait finansal veriler mevcuttur. TCMB web sitesindeki veriler,
ilgilenen tiim taraflarin kullanimina ve erisimine agik bulunmaktadir.
Calismanin evreni 6zel saglik hizmetlerinde faaliyet gosteren isletmeleri
kapsamaktadir. Yillara gore 6zel saglik hizmeti sunan isletme sayilar1 ise
2009 yilinda 669, 2010 yilinda 861, 2011 yilinda 964, 2012 yilinda 1.210, 2013
yilinda 1.853, 2014 yilinda 1.797, 2015 yilinda 1.853, 2016 yilinda 1.887, 2017
yilinda 2.008, 2018 yilinda 2.032, 2019 yilinda 2.537 ve 2020 yilinda 2.613"tiir.
2.613 6zel saglik isletmesinin 688’i Anonim Sirket, 1.913 tanesi Limited Sirket
ve 12 diger seklindedir. Veri setinde 0zel hastaneler disinda saghk hizmeti
sunan sahis isletmeleri, 6zel poliklinikleri ve muayenehaneler de yer
almaktadir (TCMB, 2022).

Calismanin smirhiligi, elde edilen veri setinde saglik hizmeti sunan
ozel saglik isletmelerinin ne kadarlik kisminin 6zel hastane, ne kadarlik
kisminin gsahis veya tiizel kisilige haiz isletme oldugu ve bunlarin hangi
biiytikliikte olduklar1 belirlenememis olmasidir.

Hastane hizmetleri alt sektorii retrospektif olarak 2009-2020 yillar:
icin bilango ve gelir tablolarindan elde edilen veriler Microsoft Office Excel
programi ile oran analizine tabi tutulmus ve saglik sektorti igin literatiirde
genel kabul gormiis oranlar dogrultusunda yorumlanmistir. Calismada
orneklem se¢ilmemis olup evrenin tamamu galismaya dahil edilmistir.
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Calismanin amaci, Tiirkiye’de genis bir hizmet alanina sahip olan ve
giderek artan Ozel saghk hizmeti sektoriin finansal durumunu ve
performansini oran analizi yontemiyle analiz ederek yoneticilere, ortaklara,
potansiyel yatirimcilara, tedarikgilere, kredi verenlere, devlete ve diger
finansal bilgi kullanicilarina ve saglik politikast yapicilara faydali bilgiler
sunmaktr.

Isletmeler yasal olarak yapmis olduklari faaliyetleri Bilango (Finansal
Durum Tablosu), Gelir Tablosu, Nakit Akim Tablosu ve Oz Kaynak Degisim
tablosuyla raporlamak zorundadir. Caligmanin verileri temel finansal
tablolardan gelir tablosu ve bilango verileri {izerinden finansal analize tabi
tutulmustur. Finansal tablolarin analizi isletmelerin performansini,
karhiligini, verimliligini, etkinligini, gelisimini ve katma degerini ortaya
koymaktadir. Finansal analiz yapilirken isletmelerin cari donembki verileri ile
onceki donem verileri incelenmekte olup, bu degerler sektor degerleri ile de
karsilagtirilarak yorumlanmaktadr.

Finansal tablo analizinde; Dikey Analiz (Yiizde Yontemi ile Analiz)
Yatay Analiz (Karsilastirmali Tablolar Analizi) Trend Analizi (Egilimli
Yiizdeler Yontemi ile Analiz) Oran Analiz teknikleri kullanilmakta olup
¢alismada oran analizi yapilmistir. Oran analizinde likidite oranlar1 (cari
oran, asit-test orani ve nakit orani), finansal yap1 oranlar1 (kaldirag orani, 6z
kaynaklarin yabanci kaynaklara orani, kisa vadeli borglarm agirligi ve uzun
vadeli borglarm agirhig), varlik kullanim oranlari (stok devir hizi, stok devir
suiresi, alacak devir hizi, alacak devir siiresi, donen varlik devir hiz1 duran
varlik devir hiz1 ve toplam varlik devir hiz1) ve karlilik oranlar: (briit kar
marji, faaliyet kar marji, net kar marji, 6z sermaye karlilik oran1 ve varlik
karlilik orani) kullanilmistir (Karapinar & Zaif, 2021).

Bu arastirmada ikincil verilerden yararlanildigy icin etik kurul izni
gerekmemektedir.

IV.BULGULAR
4.1. Likidite Oranlan

Baglica likidite oranlari; cari oran, asit-test oran1 ve nakit oranidir. Bu
oranlar isletmelerin varliklari ile kisa vadeli yabanci kaynaklar1 6deme
gliciiniin gostergesidir. Likidite oranlarmin ¢ok yiiksek olmasi kaynaklarin
verimli kullanilmadigl, ¢ok diisiik olmas: ise faaliyetlerin riskli olarak
ylriitiildiigii ve isletmenin borg baskis: altinda faaliyetlerini yiirtittigiini
gostermektedir. Cari oran, donen varliklar ile kisa vadeli yabanc
kaynaklarin karsilanmasini ifade etmektedir. Kisa vadeli borglarin baski
olusturmadan donen varliklarla 6denmesi ve isletmenin faaliyetlerini
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rahatlikla yerine getirmesi bakimimdan onemlidir. Sektorler arasi farlilik
gostermekle birlikte bu oranin 1,5-2'den yiiksek olmasi istenmektedir
(Agirbasg, 2013).

Saglik hizmeti sunumu yapan Ozel isletmelere ait likidite oranlari
tablo 1'de ve sekil 1'de gosterilmistir.

Tablo 3. Likidite Oranlar

JOBS]

2009 2010 2011 2012 2013 2014 2015 2016 2017 2018 2019 2020

Cari Oran 1,21 1,22 1,13 1,01 106 1,03 1,06 098 097 094 101 1,12

Asit Test

1,07 1,11 099 087 092 08 091 08 083 08 082 093
Orani

Nakit Oran1 022 025 022 017 023 022 021 013 016 011 017 025

M Cari Oran M Asit Test Oram1 Nakit Oran

1,40
1,20 -
1,00 -
0,80 -
0,60 -
0,40 -
0,20 -
0,00 -

2009 2010 2011 2012 2013 2014 2015 2016 2017 2018 2019 2020

Sekil 1. Likidite Oranlar1

Cari oran en yiiksek 1,22 ile 2010 yilinda ve en diigiik 0,94 ile 2018
yilinda gergeklesmistir. Buna gore 6zel saglik hizmeti isletmeleri kisa vadeli
borglar1 karsilama giicti bakimindan zayif olarak nitelendirilebilir. Tabi bu
analizi yaparken 06zel saglik isletmelerinin emek yogun bir sektor oldugu,
kullanilan bazi stoklarin nitelikleri itibariyle diisiik oranda stoklandigini
dikkate almak gerekir. Ozellikle yiiksek maliyetli kisiye ©zel tibbi
malzemelerin girisimler dncesi tedarik edilerek hastaya uygulandig1 ve depo
cikisinin yapildigr gercegini de goz oniinde bulundurmak gerekir.

Cari orana gore daha hassas olan asit-test oranin hesaplanmasinda
ise stoklar goz ardi edilmektedir ve genel uygulama da 1 ve 1'den yiiksek
oranda ¢ikmasi istenmektedir (Agirbas, 2013). Asit test orani en diistik 0,80
ile 2018’de ve en yiiksek 1,11 ile 2010 yilinda hesaplanmustir. 2009 ve 2010
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yillar1 istenilen oranin iizerinde olmasi yabanci kaynak karsilama giictiniin
iyi durumda oldugunu, diger yillarda ise zayif oldugunu gostermektedir.

Nakit oranu ise isletmelerin kasa, banka ve serbest menkul degerleri
ile kisa vadeli yabanci kaynaklar1 karsilama giiciinii gostermektedir.
Ekonomik krizlerde ve isletmenin yasayabilecegi bazi zorluklarda aninda
paraya gevrilecek varliklarin bulunmasi, borglarin 6denmesi ve faaliyetlerin
devami etmesi bakimindan igletmeler i¢in 6nemlidir. Cari oran ve asit-test
oranindan daha duyarhdir. Genel uygulamada nakit oranin 0,20 veya daha
yiiksek olmasi beklenir (Agirbas, 2013). En yiiksek nakit oran 2010 ve 2020
yillarinda 0,25 ve en diisilk nakit oran ise 2018 yilinda 0,11 olarak
hesaplanmistir. Buna gore genel kabul gormiis deger altinda oldugu 2016-
2018 yillarinda piyasada yasanan bir daralma ya da ekonomik kriz
ortaminda, satislarin azalmasi veya alacaklarin tahsili ile ilgili gecikmede
isletmelerin borglarin1 6deme giiciiniin zayif oldugu sonucuna varilmistir.

4.2. Finansal Yap1 Oranlar

Varlik kalemleri ile kaynak kalemleri arasinda iliski kurulmasi, uzun
ve kisa vadeli yabanci kaynaklar1 karsilama giiciiniin degerlendirilmesi
finansal yap1 analizleri yapilmaktadir. Bagka bir ifade ile finansal yap1
analizi, varliklarla kaynaklarin karsilanma yeteneginin gostergesidir. Bu
oranlar1 yorumlarken bor¢lanma maliyeti de dikkate almak gerekir.
Calismada borglanma maliyetleri g6z ardi edilerek degerlendirme
yapimistir. Saglik hizmetleri sunumu yapan 6zel isletmelere ait finansal
yap1 oranlar tablo 2’de ve sekil 2'de gosterilmektedir. Calismada literatiirde
genel kabul gormiis ve sik kullanilan finansal yap1 oranlar segilmistir.

Tablo 4. Finansal Yap1 Oranlan

2009 2010 2011 2012 2013 2014 2015 2016 2017 2018 2019 2020

Kaldlrag Orani 0,53 0,55 0,61 0,62 0,65 0,67 0,70 0,73 0,75 0,74 0,71 0,73
Oz Kaynaklarin Yabanci Kaynaklara Orani 0,88 0,82 0,65 0,62 0,53 0,50 0,43 0,37 0,33 0,34 0,41 0,38
Kisa Vadeli Borglarin Aglrllgl 0,29 0,31 0,33 0,36 0,35 0,38 0,38 0,40 0,43 0,47 0,38 0,40

Uzun Vadeli Borg¢larin Agirlig: 0,24 0,24 0,28 0,26 0,30 0,29 0,32 0,33 0,33 0,28 0,33 0,33
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m Kaldirag Oran1 m Ozkaynaklarm Yabanci Kaynaklara Orani

Kisa Vadeli Borglarin Agirligt B Uzun Vadeli Borglarin Agirligi
1,00

0,80

0,60
0,40
0,20

0,00

2009 2010 2011 2012 2013 2014 2015 2016 2017 2018 2019 2020

Sekil 2. Finansal Yap1 Oranlar:

Finansal yap1 oranlarindan kaldirag orani bor¢lanma orani olarak da
bilinmektedir. Isletmelerin finansal yapisinin ne kadarimnin 6z kaynaktan ne
kadarinin yabanci kaynaklardan olustugunu gostermektedir. Yabanci
kaynaklarin toplam kaynaklara béliinmesiyle elde edilir. Finansal kaldirag
oranimnin 0,50’ ge¢memesi istenmektedir (Karapinar & Zaif, 2021). Calisma
doénemi olarak istenilen seviyeye en yakin oran 0,53 ile 2009 y1l1 iken en uzak
oran 0,75 ile 2017 yilinda gerceklesmistir. Bu durum bor¢lanma oraninin
ylksek oldugunu, diger bir ifade ile borg¢larin 6z kaynaklardan fazla
oldugunu, isletmenin faaliyetlerini yiirlitmede olmasi gerekenden fazla
yabanci kaynak kullandigini gostermektedir.

Oz kaynaklarin toplam yabanci kaynaklara oranina finansman orani,
mali bagimsizlik gostergesi, ddeme glicii katsayis1 da denilmektedir ve 6z
kaynaklarin toplam yabanci kaynaklara boliinmesiyle elde edilir. Bu oranin
1’den biiyiik olmasi arzu edilmektedir (Karapmar & Zaif, 2021). 1’den kiigiik
olmasi yabanci kaynak yani bor¢ baskisini ve faiz giderlerinin artisim
gostermektedir. 1’den biiyiik olmasi yabanc1 kaynak kullanimmi ve alacakh
baskismi diisiirmektedir. Calismada 06z kaynaklarin toplam yabana
kaynaklara oran1 en diistik 0,33 ile 2017 ve en yiiksek 0,88 ile 2009 yilinda
hesaplanmistir. Bu oran 0zel saglik hizmeti sunan isletmelerin toplam
kaynaklar1 igerisinde 0z sermayenin yetersiz kaldigi, yabanci kaynak
kullaniminin yiiksek oldugu ve buna baglh olarak faiz giderlerinin ytiiksek
olacag, yabanci kaynak baskisini artiracagl sonucuna varilmistir.

Kisa ve uzun vadeli yabanci kaynaklarin pasif toplama oranlarinda
ise kaldira¢ orani gibi yabanci kaynak toplamlarmin toplam kaynaklarin
%50’sini ge¢gmemesi istemektedir. Calismada kisa ve uzun vadeli yabanci
kaynaklarin pasif toplama orani ayr1 ayr1 hesaplanmistir. Biitiin yillarda kisa
vadeli yabanci kaynaklarin uzun vadeli yabanci kaynaklardan yiiksek
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oldugu diger bir ifadeyle kisa vadeli borg¢larnin uzun vadeli borglarma
oranla daha fazla oldugunu gostermektedir. Bu durumun ilgili donemlerde
kisa vadeli bor¢ maliyetinin uzun donem bor¢ maliyetinden daha diisiik
olmasi ihtimalinden kaynaklandig: diisiiniilmektedir.

4.3. Varliklarin Kullanim Oranlarn

Isletmelerin varhklari bilangonun aktif kisminda gosterilmektedir.
Varliklarin ne derece etkin ve verimli kullanildigi faaliyet oranlar
yardimiyla hesaplanmaktadir. Faaliyet oranlarina, devir hiz1 oranlar1 ya da
verimlilik oranlar1 da denilmektedir. Stok devir hizi satiglarin maliyetinin
ortalama stok miktarina boliinerek hesaplanmakta, stoklarin ka¢ defa
yenilendigini ve ne kadar hizli paraya gevrildigini gostermektedir.
Hastaneler agirlikli olarak hizmet tiretim igletmeleridir. Hizmet tiretiminin
stoklanma imkani1 bulunmamaktadir. Saglk isletmelerinde stoklar:
kullanilan genel ve tibbi sarf malzemeleri ile ilaglar olusturmaktadir ve bu
stoklar hizmet tiretiminde kullanilmaktadir. Stok politikalari, tedarik zinciri
kosullar1 ve kullanim siireleri geregi saghk isletmeleri fazla stok
bulundurmamaktadir. Giintimiiz kosullarinsa hastanelerde 1-2 haftalik stok
miktarinin yeterli olarak kabul edilmektedir. Stok devir hizinin genel bir
oran belirlenmemekle  Dbirlikte yiiksek ¢kmasi olumlu olarak
yorumlanmaktadir. Amerika Birlesik Devletlerinde (ABD) hastaneleri
kapsayan bir ¢alismada stok devir hiz1 50 olarak hesaplanmistir (Agirbas,
2016). Asagidaki tablo 3'te ve sekil 3’te varliklarin kullanim oran ve siireleri
gosterilmistir. Calismada literatiirde genel kabul gormiis ve sik kullanilan
varlik kullanim oranlar1 sec¢ilmistir.

Tablo 5. Varliklarin Kullanim Oranlari
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2009 2010 2011 2012 2013 2014 2015 2016 2017 2018 2019 2020

Stok Devir Hiz1 16,28 16,18 13,87 12,36 11,83 11,39 1046 990 946 861 815 7,99
Stok Devir Siiresi 22,12 22,25 2595 29,13 30,42 31,60 3441 36,38 38,04 41,83 44,18 45,06
Alacak Devir Hiz1 4,44 449 450 4,47 445 420 405 419 434 467 513 499
Alacak Devir Siiresi 81,02 80,11 79,96 80,56 80,86 8580 8895 8583 8299 77,09 7021 7211
Tic. Bor¢ Odeme Giin Siiresi 74,32 69,48 7545 7891 79,42 7811 7562 79,16 8423 8892 8500 94,82
Donen Var. Devir Hiz1 225 202 214 218 201 18 18 1,82 166 161 215 1,67
Duran Var. Devir Hiz1 1,21 125 125 124 1,18 1,20 1,23 1,17 1,16 1,25 1,34 1,35

Toplam Var. Devir Hiz1 079 077 079 079 074 073 074 071 068 070 082 0,75
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M Stok Devir Hiz1 m Alacak Devir Hiz1 B Dénen Varlik Devir Hizi
M Duran Varlik Devir Hiz1 © Toplam Varlik Devir Hiz

20,00

15,00 -

10,00 -

5,00 -

0,00 -
2009 2010 2011 2012 2013 2014 2015 2016 2017 2018 2019 2020

Sekil 3.1. Varliklarin Kullanim Hiz Oranlar1

W Stok Devir Siiresi M Alacak Devir Siiresi M Ticari Bor¢ Odeme Giin Siiresi
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Sekil 3.2. Varliklarin Kullanim Siiresi

Stok devir siiresi ise stok devir hizinin yillik giin sayisina boliinerek
hesaplanmakta ve stok devir hiziyla ters oranti gostermektedir. Stok devir
hizinin diisiik olmast dogrudan stok devir siiresini etkilemekte ve stoklarin
ka¢ giinde yenilendigini gostermektedir. Calismada stok devir hizi en
yliksek 16,28 ile 2009 yilinda ve en disik 7,99 ile 2020 yilinda
hesaplanmigtir. Tiim yillarda ABD’de hastaneleri kapsayan c¢alismanin
altinda oldugu goriilmektedir (Agirbas, 2016). Stok giin siiresi ise en diisiik
22,12 ile 2009, en yiiksek 45,06 ile 2020 y1linda hesaplanmuistir. Stok devir giin
siiresi yillar itibariyle artis gostermistir. Calisma dénemi boyunca stok devir
siiresi alacak devir siiresinden uzundur. Diger bir ifadeyle stoklar kisa
stirede elden c¢ikarilirken alacaklarim tahsili daha wuzun stirede
gerceklesmektedir. Bu durumda stoklarin nakde doniismesinin uzun
siirdiigiinii sonucuna varilmaktadir.
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Alacak devir hizi; igletmelerin hizmet alicilara ka¢ kere hizmet
verdigini ve alacaklarin tahsil yetenegini gostermektedir. Alacak devir hiz1
net satiglarin alacaklara boliinmesiyle hesaplanmaktadir. Alacaklarm tahsil
siiresi ise alacak devir hizinin 360’a boliinmesiyle hesaplanmaktadir ve
alacaklarin kag giinde tahsil edildigini ifade etmektedir (Karapinar & Zaif,
2021). Turkiye’de GSS uygulanmakta olup saglik hizmeti sunucularinin
alacaklarinin biiyiik kismu SGK alacaklarindan olusmaktadir. SGK alacaklar:
ise mevzuatta belirlenen siireler icerisinde saglik hizmeti sunucularina
0denmektedir. Bu durum alacaklarin tahsil siiresini 6nemli oranda
etkilemektedir. Calismada alacak devir hizi en diisiik 4,05 ile 2015 ve en
yliksek ise 5,13 ile 2019 yilinda oldugu goriilmektedir. Alacak devir siiresi
en diistik 2019 yilinda 70,21 ve en yiiksek 2015 yilinda 88,95 olarak
hesaplanmistir. Degerlendirme yaparken ticari bor¢ 6deme giin siiresiyle
yorumlamak daha dogru olacaktir.

Ticari borglar1 6deme giin stiresi isletmelerin ticari borglarmm ne
kadar stireyle 6dendigini gostermektedir. Ticari borglar 360 ile ¢arpiminin
satiglarin maliyetine boliinmesiyle hesaplanmaktadir (Agirbas, 2016).
Calismada en diisiik 69,48 ile 2010 yilinda, en yiiksek ise 94,28 ile 2020
yilinda hesaplanmustir. 2009-2016 yillarinda bor¢ 6deme giin siiresi alacak
devir giin siiresinden daha kisa, 2017-2020 yillarinda ise bor¢ 6deme giin
siiresi alacak devir giin siiresinden uzundur. 2017 yilina kadar 6zel saghk
isletmeleri borglarimi alacaklarm tahsil etmeden oderken, 2017 yilindan
itibaren alacaklarmni tahsil ettikten sonra oOdedigi goriilmektedir. Bu
durumun finansman politikalarindan kaynaklandig1 diistiniilmektedir.

Donen varliklar, bir isletmede en fazla bir yil siirede nakde
cevrilebilecek varliklar: gostermekte olup briit isletme sermayesi olarak da
ifade edilmektedir. Donen varlik devir hizi yil igerisinde kag kez donen
varliklarin yenilendigini gostermektedir (Karapmar & Zaif, 2021). Genel
kabul gormiis bir orani olmamakla birlikte yiiksek olmasi, donen varlik
verimliligin yiiksek oldugunu gostermektedir. Duran varliklar devir hizi ise
net satislarin duran varliklarin amortismanlar diisiildiikten sonra kalan
kisma boliinmesiyle elde edilir. Yiiksek olmasi duran varliklarla elde edilen
gelirlerin yiiksek oldugunu gostermektedir. Calismada donen varliklar
devir hiz1 en yiiksek 2019 yilinda 2,25 ve en diisiik 2018 yilinda 1,61 olarak
hesaplanmistir. Duran varliklarin devir hizi en yiiksek 1,35 ile 2020 yilinda
ve en diisiik ise 1,16 ile 2017 yilinda gercgeklesmistir. Donen varlik devir
hizinin yiiksek oldugu donemlerde donen varliklarda yer alan varliklarin ve
ticari alacaklarin satiglara oranla daha az artmasindan kaynaklandig:
sonucuna varilmistir. Diger bir ifadeyle satiglarin donen varliklara nazaran
daha ¢ok artmasi devir hizini yiikseltmektedir. Duran varlik devir hizinda
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da benzer durum sz konusu olup satislardaki artisin duran varhklardaki
artistan fazla oldugu donemlerde devir hiz1 yiiksek ¢ikmistir.

Toplam varlik devir hizi ise isletmenin sahip oldugu tiim varliklarin
verimliliginin bir gostergesidir. Net satislarin toplam aktiflere boliinmesiyle
elde edilmektedir. Genel kabul gérmiis oran1 olmamakla birlikte ABD’de
hastane sektoriinde 1,75 olarak hesaplanmistir (Agirbas, 2016). Calismada
varlik devir hizi en yiiksek oran 2019 yilinda 0,82 ve en diisiik oran ise 0,68
ile 2017 yilinda oldugu hesaplanmistir. ABD hastane sektoriiniin oldukca
altinda oldugu goriilmektedir. Varlik devir hizindaki degisimin satislarda
meydana gelen degisimlerden kaynaklandig1 sonucuna varilmustir.

4.4. Karlilik Oranlan

Tim isletmelerde oldugu gibi 06zel saglik hizmeti sunan
isletmelerinde temel amaci kar elde etmektir. Bu amag¢ dogrultusunda
asagidaki tablo 4'te ve sekil 4'te karlilik oranlar1 gosterilmektedir. Calismada
literatiirde genel kabul gormiis ve sik kullanilan karlilik oranlar segilmistir.

Tablo 6. Karlilik Oranlar1

2009 2010 2011 2012 2013 2014 2015 2016 2017 2018 2019 2020

Briit Kar Marj1 019 o018 019 017 018 0,18 018 0,17 0,16 017 0,18 0,20
Faaliyet Kar Marj1 0,06 004 005 005 007 007 007 006 006 007 008 011
Net Kar Marj1 0,02 001 -008 002 001 000 000 -002 001 -002 001 0,03
Oz Sermaye Karlilik Orama 0,04 0,01 -0,15 003 002 000 001 -0,05 002 -0,06 003 0,07
Varlik Karlilik Orani 0,02 001 -006 001 001 000 000 -001 001 -002 001 002
B Briit Kar Marj1 M Faaliyet Kar Marijt
0.30 Net Kar Marijt m0z Sermaye Karlilik Orani
:

2012 2013 2014 2015 20 2019 2020

Sekil 4. Karlilik Oranlar1

Karlihik oranlarinda genel kabul gormiis ortalama bir oran
olmamakla bilirlikte bu oranmin yiiksek ¢ikmasi istenir. Bunlardan briit
satig kar orani; briit satis karmin net satiglara boliinmesiyle elde
edilmektedir. Faaliyet kar marji; briit satis karndan faaliyet giderlerinin
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¢ikartilmas:1 ve net satiglara boliinmesi ile hesaplanmaktadir. Faaliyet
giderleri, isletmelerin esas faaliyetleriyle iliskili olup iiretim maliyetlerine
dogrudan yiiklenmeyen bir takim giderlerden olusmaktadir. Bu giderler
pazarlama satis ve dagitim giderleri, genel yonetim giderleri ve ar-ge
giderlerinden olusmaktadir. Briit satis karmndan faaliyet giderlerinin
diisiilmesi sonucunda esas faaliyetlere ait kar1 gosterilmektedir. Donem net
kar1 ise donem kar1 iizerinden olusacak vergi ve yikiimliiliikler
cikartildiktan sonra kalan tutardir. Kalan bu tutarin net satislara
béliinmesiyle de karlilik marji hesaplanmaktadir. Oz kaynak karlilig1 ise
donem net karmin 06z kaynaklara boliinmesiyle hesaplanmaktadir.
Yatirnmcilarin 6z kaynaklari ile elde ettigi kar1 diger bir ifadeyle yatirim igin
olusturduklar1 sermayenin karmni ifade etmektedir. Aktif karlilik orani ise
donen ve duran varliklara yapilan yatirimlarin ne 6lgtide karli oldugunu
ifade eden gostergedir (Agirbas, 2016).

Tablo 4'te ve sekil 4'te karlilik oranlarindan briit kar marj1 igin en
diisitk 0,16 ile 2017 yilinda ve en yiiksek 0,20 ile 2020 yilinda oldugu
goriilmektedir. Faaliyet kar marj: ise en diisiik 0,04 ile 2010 yilinda ve en
yliksek 0,11 ile 2020 yilinda hesaplanmistir. Net kar marjinda en diisiik -0,08
ile 2011 yilinda, en yiiksek ise 0,03 ile 2020 yilinda gerceklesmistir. Oz
sermaye karlilik oran1 en diisiik -0,15 ile 2011 ve en ytiksek ise 0,07 ile 2020
yilinda hesaplanmistir. Varlik karlilik oraninda ise en diistik -0,06 ile 2011
yilinda en yiiksek oran ise 0,02 ile 2009 ve 2020 yillarinda elde edilmistir. Bu
verilere gore genel olarak 2020 yili ¢alisma donemi en karli, 2011 yili ise en
¢ok zararmm oldugu yil olarak tespit edilmistir. Karliligin en onemli
belirleyicisi maliyetler ve gelirlerdir. En ¢ok zararin oldugu yillarda
satiglarin maliyeti yiiksektir. Daha agik bir ifade ile zarar olusan dénemlerde
maliyetlerin yiiksek oldugu ve bunun sonucunda karhiligin distigi
sonucuna varilmigtir.

Bilindigi {izere diinya genelinde ilk Covid-19 vakasi 2019 yih
sonlarinda ortaya ¢ikmis olup pandemi siireci halen devam etmektedir.
Salgimmin gorildiigii ilk tilke olan Cin disinda 113 tilkede vakalarin
goriilmesi, viriisiin yayilim hizi ve etkisi nedeniyle 11 Mart 2020’de Diinya
Saglk Orgiitii (DSO) tarafindan pandemi olarak tanimlanmustir. Tiirkiye’de
ise ilk vaka 11 Mart 2020'de diger komsu iilkelerden sonra ortaya ¢ikmistir
(Saghik Bakanlhigi, 2020). Pandemi siirecinde alman tedbirler saglik
tesislerine bagvurulari onemli Ol¢lide etkilemistir. Pandemi kaynakli
basvurular artarken pandemiye bagli olmayan basvurularda azalmalar
meydana gelmistir. Bunun en oOnemli nedenlerinden birisi ise Saglik
Bakanhigr Saglik Hizmetleri Genel Miidiirliigii'niin 17.03.2020 tarih ve
14500235-403.99-E.546 sayil1 yazisinda belirtilen;
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1. Acil bir durumu olmayan hastalarin Oncelikle aile
hekimliklerinden hizmet almasinin tegvik edilmesi,

2. Acil olmayan elektif cerrahi islemlerin miimkiin oldugunca daha
uygun bir tarihe planlanmasi,

maddeleri etkili olmustur (Saghk Bakanligi, 2020). Bu durum ozellikle
pandemiyle iligkili saglik hizmeti vermeyen dal hastanelerine ve agiz ve dis
saglig1 hizmeti veren saglik tesislerine bagvurular: 6nemli dl¢iide azaltmistir.
Calismada pandemi 6ncesi ve pandemi donemi olarak 2019 ve 2020 yillar:
kargilagtirildiginda, likidite oranlarinda pandemi doneminde iyilesme soz
konusudur. Finansal yap1 oranlarinda cok diisiik oranlarda degisim
meydana gelmistir. Varlik kullanim oranlar1 bakimindan ise donen varlik
devir hizinda az miktarda diisiis meydana gelmis, diger oranlarda ise ¢ok az
degisim meydana gelmistir. Karlilik oranlar1 pandemi siirecinde pandemi
oncesi doneme gore daha iyi seviyelere gelmistir.

Bu calismanin sonucu ile bu verileri kullanarak daha Onceden
¢alisma yapan Karadeniz (2016) ve Aydemir (2018)'in ¢alismalarindan farkl
olarak;

Calismada Karadeniz (2016) tarafindan yapilan calismaya gore
likidite oranlar1 genel olarak yakin olmakla birlikte nakit oran 2013 yilinda
daha diisiik hesaplanmistir. Finansal yap1 oranlarindan kaldirag orani, uzun
vadeli borglarin ve varlik kullanim oranlarinda, stok devir hizi1 oran1 da daha
diisiik bulunmustur. Karlilik oranlarindan net kar marj1 ise daha ytiksek
hesaplanmugtir.

Calismada Aydemir (2018) yapilan ¢alismadan farkli olarak likidite
oranlarindan nakit orani, finansal varlik oranlarindan kaldira¢ orani ve
varlik kulanim oranlarindan stok devir hiz1 daha diisiik hesaplanmuistir.

V.SONUC VE ONERILER

Tiirkiye’de saglik hizmetinin 6nemli kismi kamu kesimi tarafindan
karsilanmasina ragmen 6zel saglik isletmelerinin agirlig1 da her gegen giin
artmaktadir. Kar amaci giiden 6zel sektor hizmet sunucular: faaliyetlerini
sirdiirebilmek icin kit olan finansal kaynaklar1 etkin ve verimli
kullanilmasimin analizi énemlidir. Buna ilaveten yonetici performanslarinin
analiz edilmesi de onemli bir husustur. Calismada TCMB web sitesinden
elde edilen 2009-2020 yillarina ait Q-861 Hastane Hizmetleri Alt Sektorii
'niin bilangolar1 ve gelir tablolar1 kullanilarak finansal analiz yapilmistir. Bu
analiz sonucunda likidite oranlar1 nakit oran disinda yeterli seviyede
olmadig1 goriilmiistiir. Bu durumun ticari alacaklarin yiiksekligi ve stoklarin
azlig1 nedeniyle olustugu diistintilmektedir. Tiirkiye’de saghk sisteminin
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finansmaninda GSS uygulanmakta ve SGK ana finansor kurumdur. Bunun
diginda diisitk miktarda 6zel sandiklar, 6zel saglk sigortalar1 ve cepten
o0demelerde yapilmaktadir. Saglik hizmetlerinin tamamina yakininin Saghk
Uygulama Teblig (SUT) hiikiimlerince tek kuruma fatura edilmesi ve dénem
sonlandirmas1 son ay tahakkuk islemi yapilirken tahsilatlar gelecek
donemlerde gerceklesmektedir. Bu nedenle alacak devir hizi ve alacak devir
stiresi bu durumdan olumsuz etkilenmektedir. Alacak devir hiz1 stok devir
hizindan diisiik ¢ikmast stoklarin kisa siirede elden ¢ikmasma ragmen
alacaklarin daha uzun siirede tahsil edildigini gostermektedir. Bu durum
0zel saglik hizmeti sunan isletmelerin faaliyetlerinin aksamasina ve nakit
sorunu yasamasina neden olmaktadir.

Saglik hizmeti sunan 6zel isletmelerin finansal analizi kamu saglik
tesisleri finansal analiz sonuglarindan farklilik gostermektedir. Kamu
hastanelerinin finansal analiz sonuglar1 6zellikle yillar itibariyle degisim
gostermektedir. Gerek finansal yap: oranlar1 gerek karlilik oranlar: yillar
itibariyle belirgin degisimler gostermektedir. Bu durumun saghk
finansmanindaki ve politikalarindaki degisimlerden kaynaklandig:
diisiiniilmektedir. Ozellikle kamu kesimi saglik hizmetlerinin sosyal devlet
anlayistyla stirdiirtilmesi karlilik ve finansal yapi oranlarini 6nemli
oranlarda etkilemektedir. Kamu saglik tesisleri yatirrm amach tibbi cihaz
almak igin nakit ve benzeri varlik bulundurmak yerine, genel biitce, merkezi
alimlar ve bor¢lanma yoluna gitmektedir. Ayrica kamu hastanelerinin
yatirrm amacghh menkul kiymet edinme yetkisi bulunmamaktadir. Bu
ozellikler likidite ve finansal yap1 oranlarini etkilemektedir. Kamu ve 6zel
saglik kuruluslar1 stok devir hizi ve alacak devir hizi bakimindan da
farkliliklar gostermektedir. Kamu saglik kuruluslarmin merkezi satin alma
uygulamalar1 ve birbirleri arasinda yapmis olduklar1 stok aligverisi stok
hizmi  artirmaktadir. Ayrica kamu hastanelerinde global biitge
uygulamasimna gecilmesi tahakkuklarin ay igerisinde 3-4 kez tahsil
edilmesine ve dolayisiyla alacak devir hizinin artmasina neden olmaktadir.
Sonug olarak kamu saglik tesislerinin finansal analizi uygulanan program ve
politikalardan etkilenmektedir.

Calismanin yapildig1 dénemin ilk yillarinda finansal kaldirag orani
ve 0z kaynaklarin yabanci kaynaklara orani istenilen seviyeye yakindir.
Ancak ilk 2 yildan sonra kaldirag¢ oraninin giderek yiikseldigi goriilmiistiir.
Bu durum isletme varliklarinin elde edilmesinde 6z kaynak finansmanindan
ziyade yabanci kaynak finansmanina yonelim oldugunu gostermektedir. Bu
da isletmelerin yabanci kaynak maliyetlerini artirabilecegi gibi, bor¢larini
zamaninda 6deyememe riskiyle de karsilasabilecegini gostermektedir.
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Ozellikle bilimsel ve teknolojik gelisim yeni yeni tedavi
yontemlerinin ve saglik hizmetinin olusmasma neden olmaktadir. Bunun
sonucu olarak saglik hizmetleri gesitlenmekte ve gelismekte, dolayisiyla
saghik sektorii ve ekonomisi de biiylimektedir. Gelisen her sektor
girisimcilerin de ilgisini ¢ekmekte ve bu alanda faaliyet gosteren isletme
sayisini etkilemektedir. Diger o6zel isletmelerde oldugu gibi 6zel saghk
isletmelerinin de temel amaci kar elde etmektir. Sektoriin net kar marj: ise
ti¢ y1l zarar diger tiim yillarda kar elde edildigi gostermektedir. Zarar olusan
yillarda dahil calisma donemi boyunca 6zel saglik hizmeti veren isletme
sayisi siirekli artig gostermektedir. Isletmelerin ortalama karhigi bazi
donemlerde zarara doniisse bile 6zel saglik isletmelerinin sayisindaki artisin
devam etmesi sektoriin gelecege yonelik karlilik ve biiyiime beklentisi iginde
oldugunu gostermektedir

Varliklarin yabanci kaynaklara nazaran daha az artmasinin nedeni
olarak amortismani dolan yiiksek teknolojik ve maliyetli tibbi cihazlarin ve
demirbaglarin da neden olabilecegi diisiiniilmektedir.

Saglik hizmetlerinin niteligi geregi diger sektorlerden ayiran bazi
farkliliklarin oldugu bir gergektir. Bu hizmetlerin sosyal bir hizmet olmas:
nedeniyle Tiirkiye’de sunulan saglik hizmeti bedellerinin tamamina yakin
GSS kapsaminda SGK tarafindan karsilanmaktadir. Bu sistemin ana
finansoriiniin SGK olmas1 ve 6zel saglik isletmelerini SGK ile anlasma
yapmaya zorlamakta olup SGK tarafindan belirlenen SUT fiyatlar
uygulanarak piyasa regiile edilmektedir. Bu durum o6zel saglik
isletmelerinin  sunduklar1 hizmetlerin satis fiyatim1  belirlemesini
sinirlamakta ve karliligin1 6nemli oranda etkilemektedir. Bu nedenle 6zel
saglik hizmeti igletmeleri karhliklarmi artirabilmek icin giderlerini
azaltmaya zorlanmaktadir.

Saglik hizmetleri her ne kadar emek yogun bir sektor olsa da yiiksek
teknolojik ve maliyetli cihazlar, demirbaslar, hastaya 6zgii sarf malzemesi ve
tibbi sarf malzemeleri de Onemli bir maliyet unsurudur. Saghk
hizmetlerinde kullanilan tibbi cihaz ve tibbi sarf malzemelerinin biiyiik
¢ogunlugunun yurtdisinda ithal edilmesi bu kaynaklara bagimlilig:
artirmaktadir. Dolayisiyla olas1 kur degisimlerinde ve enflasyonun ytiksek
oldugu donemlerde 6zel saglik hizmeti isletmeleri gerek yatirim gerekse
tretim anlaminda artan maliyetlere katlanmak zorunda kalmaktadir.
Gelisen Tiirkiye’de yerli {iretimin artmasi disa ve kura bagimlili$1 azaltacags,
dolayisiyla maliyetleri azaltacag ve karlilig1 getirecegi diisiiniilmektedir. Bu
nedenle saglk hizmetlerindeki Ar-Ge yatirimlarinin, yerli tibbi cihaz ve
malzemelerin tiretimin desteklenmesi finansal basar1 i¢in olduk¢a 6nemlidir.
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FINANCIAL ANALYSIS OF PRIVATE ENTERPRISES
PROVIDING HEALTH CARE: A STUDY ON CENTRAL
BANK DATA

EXTENDED ABSTRACT

Aim: Scientific and technological developments affect health practices and health
services. New technologies have led to the emergence of new medical devices and
treatment methods. This situation causes the growth and development of the health
sector and the health economy. Another important factor affecting the growth of the
health sector is the policies to increase the health supply. Health services in Turkey
are growing both in the public and private sectors. Based on 2009 data, while there
were 939 public hospitals and 450 private hospitals, the number of public hospitals
reached 968, and the number of private hospitals reached 566 in 2020. The aim of
this study is to reveal how private health service businesses are affected financially
in this growth process.

Method: The universe of the study consists of businesses operating in private health
services in Turkey between the years 2009-2020. It includes private health
enterprises, private hospitals, individual enterprises providing health services, and
private polyclinics and practices. In the study, balance sheets and income statements
of health enterprises classified under Q-861 Hospital Services Sub-Sector based on
the NACE classification system obtained from the CBRT website were used.
Financial ratio analysis was applied to the hospital services sub-sector data
retrospectively with the Microsoft Office Excel program, and the ratio values found
were compared with the generally accepted financial ratios in health sector
literature. The financial ratios used in the study consist of 20 ratios gathered under
the liquidity, financial structure, asset utilization, and profitability ratios that are
frequently used in the literature.

Findings: The findings of the study are reported under liquidity, financial structure,
asset utilization, and profitability dimensions. In terms of liquidity, the liquidity
ratios of private health enterprises are lower than the generally accepted values and
are at the highest level in 2009-2011. The financial leverage ratio was 0.53 in 2009; it
was 0.75 in the 2017 regarding financial structure. The ratio of net assets to total
liabilities, which is another financial structure ratio, was calculated as the lowest
value (0.33) in 2017 and the highest value (0.88) in 2009. Short-term liabilities were
higher than long-term liabilities in all years. In terms of asset utilization, the
inventory turnover rate was found to be higher than the receivables turnover rate in
all years. In respect of profitability, excluding based on the gross profit margin, the
loss was determined in 2011, 2016, and 2018. While the year of 2020 was calculated
as the highest profitability ratios, the year of 2011 was the lowest. The cost of sales
was high in the years with the most losses. An increase in the profitability of private
health enterprises was determined during the Covid 19 pandemic period.
Conclusion: Although a significant part of health services are provided by the public
sector in Turkey, the number of private health enterprises is increasing. In this
process, businesses faced a number of financial difficulties. In times of low liquidity
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ratios, a contraction in the market, or an economic crisis, the decrease in sales or
delays in the collection of receivables weakened the ability of private healthcare
enterprises to pay their debts. In terms of financial structure, private health
enterprises overuse more liabilities. This situation causes businesses to enter into
heavy debt and interest spiral. Private health enterprises tend to use more short-
term liabilities due to lower debt costs. In respect of asset usage, the cycle of
converting inventories into cash was long. This situation causes the private health
enterprises to disrupt their activities and have liquidity problems. Although the SSI
pricing system, as a requirement of health policy, affects the financial statements of
public health institutions, the prices formed in the market affect the revenues and,
therefore the profitability of private health enterprises. Even if the average
profitability of the enterprises turns into a loss in some periods, the continuation of
the increase in the number of private health enterprises shows that the sector is in
the expectation of profitability for the future. Although the Covid 19 pandemic has
negatively affected some sectors, the profitability of private health enterprises has
increased in this period. High-tech and high-cost devices and materials are used in
the delivery of health services. It is considered that the domestic production of these
devices and materials will reduce the costs and dependence on liabilities, thus
positively affecting the financial situation. Financial analysis results of public and
private health enterprises differ in the literature review. The main reason for this
difference is the conduct of public health services with a social state approach,
financing differences, and the determinant of government policies on the sector.
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Oz
Amag: Muhasebe tahminlerindeki degisiklikler (MTD), isletmelerin hem cari hem
de gelecek donem finansal tablolar1 {izerinde etkili olabilmektedir. Bu ¢alismanin
amacit, MTD’lerin Kar veya Zarar Tablosu iizerindeki yansimasini incelemektir.
Yontem: Bu amagla, Borsa Istanbul (BIST)’de 2013-2021 yillari arasinda islem goren
sirketlerden MTD aciklayan sirketlerin MTD’leri igerik analizi yontemiyle
incelenmistir.
Bulgular: Arastirmanin bulgulari, MTD yapmayan sirketlerin (%40,3) MTD yapan
sirketlerden (%1,60) daha fazla oldugunu ve MTD olup olmadigma iliskin
aciklamada bulunmayan sirketler (%58,1) oldugunu gostermistir. Ayrica, en ¢ok
yapilan MTD’nin faydali émiir degisikligi oldugu tespit edilmistir. Diger taraftan,
MTD’nin Kar veya Zarar Tablosu tizerindeki etkisinin artis ve/veya azalis yoniinde
oldugu, MTD'nin en fazla etkisinin cari donem Kar veya Zarar Tablosu {izerinde
oldugu, nadiren hem cari hem de gelecek donem f{izerinde etkisinin oldugu
goriilmiistiir. Ayrica, cari donem Kar veya Zarar Tablosu'nda en fazla azaltic etki
2014 yilinda; en fazla artiric1 etki ise 2018 yilinda gergeklesmistir. Bununla birlikte,
MTD doénem Kar veya Zarar Tablosu'nu etkileyen sirketlerin ¢ogunlukla Dort
Biiyiiklerce denetlendigi, bu sirketlere en ¢ok verilen goriisiin ise “olumlu goriis”
oldugu tespit edilmistir.
Sonug: Finansal bilgi kullanicilarinin finansal tablolar1 degerlendirmek suretiyle
alacaklar1 kararlar: tizerinde MTD'lerin finansal tablolardaki yansimasinin 6nemli
bir unsur olabilecegine dikkat ¢ekilmistir. Aragstirmanin bulgular;, MTD degisikligi
yapan sirketlerin MTD degisikligi yapmayan sirketlerden fazla olmasi, MTD
degisikligi yapilip yapilmadigina iliskin dipnot agiklamasi bulunmayan sirketler
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olmasi ve en fazla yapilan MTD'nin faydali dmdire iliskin degisiklik olmasi yoniiyle,
onceki calisma sonuclarimi  (Aktas, 2013; Omiirbek & Oztiirk, 2013)
desteklemektedir.

Anahtar Kelimeler: Muhasebe Tahminlerinde Degisiklikler, TMS 8, Kar veya Zarar
Tablosu, BIST

REFLECTIONS OF CHANGES IN ACCOUNTING
ESTIMATES ON FINANCIAL STATEMENTS:
ANALYSIS OF BIST COMPANIES (2013-2021)

ABSTRACT

Aim: Changes in accounting estimates (CAE) can be effective on both current and
future financial statements of businesses. The purpose of this study is to examine the
reflection of CAEs on the profit/loss statement.

Method: For this purpose, CAEs of companies that announced CAE among
companies traded in Borsa Istanbul (BIST) between 2013-2021 were analyzed by
content analysis method.

Findings: The findings of the study show that non-CAE companies (40.3%) are more
than companies with CAEs (1.60%), and there are companies that do not disclose
whether they have CAE or not (58.1%). Also, we determined that the most common
CAE was a change in a useful life. In addition, it has been seen that the effect of CAE
on the Profit or Loss Statement is in the direction of increase and/or decrease, the
most effective of CAE is on the current period Profit or Loss Statement, and it rarely
has an effect on both the current and future periods. We observed that the greatest
effect of CAE is on the current period’s Profit or Loss Statement, and it rarely has an
effect on both the current and future periods. Moreover, the most reducing effect in
the current period, Profit or Loss Statement was in 2014, the most decreasing effect
was in 2018. Additionally, it has been determined that the companies that affect the
period’s Profit or Loss Statement through CAE are mostly audited by the Big Four,
and the most common opinion given by these companies is the “unqualified
opinion”.

Results: We point out that the reflection of CAEs in the financial statements may be
an important factor in the decisions that financial information users will make by
evaluating the financial statements. The findings of the study support the results of
the prior studies (Aktas, 2013; Omiirbek & Oztiirk, 2013) that the companies with
CAE are more than the non-CAE companies, that there are companies that do not
have a footnote on whether a CAE has been made or not, and that the most common
CAE is the change in a useful life.

Keywords: Changes in Accounting Estimates, IAS 8, Profit or Loss Statement, BIST
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I. GIRIS

Isletmeler,  yapmis  olduklari  muhasebe  tahminlerinde
degisikliklerde bulunabilirler. Muhasebe tahmin degisiklikleri (MTD),
finansal tablolar1 etkilemesine bagl olarak, ilgili finansal tablolara
yansitilmakta ve dipnotlarda aciklanmaktadir. MTD’lerin finansal tablolara
ne sekilde yansitilmasi ve agiklanmasi gerektigi, Tiirkiye Muhasebe
Standartlar1 (TMS), Biiyiik ve Orta Boy Isletmeler I¢in Finansal Raporlama
Standardi (BOBI FRS) ve halen taslak halinde olan Kiiciik ve Mikro
Isletmeler I¢in Finansal Raporlama Standardi (KUMI FRS) kapsaminda
diizenlenmistir.

Muhasebe tahmini kavram, tasidign
belirsizlikler nedeniyle parasal karsiligi kesin olarak belirlenemeyen bir¢ok
finansal tablo kaleminin degerinin tahmin edilmesini ifade etmektedir.
Tahminler,
bulunarak belirlenir. Ornegin; siipheli alacaklar, stok deger diisiikliigii,
finansal varlik ve yiikiimliiliiklerin gercege uygun degerleri, amortismana
tabi iktisadi Omiirleri, garanti yikiimlilikleri
belirlenirken tahmin yapilmas: gerekliligi bulunmaktadir (TMS 8, Paragraf
32). Dolayisiyla, muhasebe tahminlerinin kullanilmasi, finansal tablolarin
onemli bir pargasini olusturmaktadir (TMS 8, paragraf 33). Muhasebe

tahmin degisikligi (MTD) ise varlik ve ytikiimliiliiklerin mevcut durumunun

isletme faaliyetlerinin

glincel ve giivenilir bilgilerden hareketle muhakemede

kiymetlerin faydali

ve bunlarla ilgili gelecekte beklenen fayda ve miikellefiyetlerin
degerlendirilmesini gerektirmektedir. Bunun sonucunda, bir varlik veya
yukiimliliigtin defter degerinde veya bir varligin donemsel tiiketim
miktarinda yapilan diizeltme muhasebe tahmin degisikligi olarak ifade

edilmektedir (TMS 8, Paragraf 5).

Isletmelerin muhasebe tahminlerindeki degisiklikler, cari donem
finansal tablolarmni etkileyebilecegi gibi ileriye yonelik olarak, gelecek
dénem finansal tablolarini da etkileyebilir. Tleriye yonelik muhasebe tahmin
degisikliginde; degisikligin varlik ve yiikiimliiliiklerde degisiklige yol agip
agmadigmna ve 6z kaynak kalemiyle ilgili olup olmadigina bakilmak ve de
hangi donemleri etkiledigine dikkat edilmek suretiyle ileriye yonelik olarak
finansal tablolara yansitilir. Buna gore; muhasebe tahminindeki bir
degisiklik; varlik ve yiikiimliiliiklerde degisime yol agmayan veya bir 6z
kaynak kalemiyle ilgili olmayan bir degisiklik ise iki durum s6z konusu
olmaktadir. Eger, ilgili degisiklik, sadece degisikligin yapildig1 donemi
etkiliyor ise, degisikligin yapildig1 donemin kar veya zararina; degisikligin
gerceklestigi cari donemle birlikte gelecek donemleri de etkiliyorsa hem cari
donem (degisikligin oldugu) hem de gelecek donemlerdeki kar veya zarara
dahil edilerek finansal tablolara yansitilir (TMS-8, paragraf 36). Diger
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taraftan, muhasebe tahminindeki bir degisiklik; varlik ve yiikiimliliiklerde
degisime yol acan veya bir 6z kaynak kalemiyle ilgili olan bir degisiklik ise,
ilgili kalem (varlik, yiikiimliiliitk veya 6z kaynak) degisikligin gerceklestigi
donemdeki defter degeri diizeltilmek suretiyle finansal tablolara yansitilir
(TMS 8, Paragraf 37).

Bir MTD durumunda, isletmenin, cari doneme etkisi olan veya
gelecek doneme etkisi olmasi beklenen MTD'nin niteligini ve tutarin
acgiklamasi gerekmektedir. MTD'nin gelecek donemler {izerindeki etkisinin
isletme tarafindan tahmin edilemedigi durumda ise bu etki agiklanmaz
(TMS-8, Paragraf 39). Fakat bu tiir durumlarda, MTD'nin gelecek dénemler
tizerindeki etkisinin tahmin edilmesinin miimkiin olmadiginin nedenlerinin
agiklanmasi gerekmektedir (TMS 8, Paragraf 40).

Muhasebe tahminlerinde yapilan bir degisikligin, Kar veya Zarar
Tablosu basta olmak {izere, finansal tablolarin cari ve/veya gelecek
donemleri {izerinde etkileri olabileceginden, bilgi kullanicilarmin dogru
kararlar alabilmeleri agisindan ilgili tahmin degisikliklerinin muhasebe
standartlar1 geregince finansal tablolara etkilerinin yansitilmasi ve
agiklanmasi gerekmektedir. Bu agidan, bilgi kullanicisi kararlar: {izerinde
finansal tablolar iizerinden etkilerinin olmasi beklenen MTD’lerin neler
oldugunun, finansal tablolara ne sekilde yansitildiginin ve ne sekilde
agiklandiginin incelenmesi 6nem tagimaktadir.

Bu calismanin temel amaci, MTD’lerinin Kar veya Zarar Tablosu
tizerindeki yansimasimni TMS 8 standardi gercevesinde incelemektir. Bu
amagla, Tiirkiye’de halka acik sirketlerde tahmin degisikliklerinin yapilma
siklig1, hangi tiir MTD’lerin yapildigi, agirlikli olarak hangi sektorlerde
MTD’ye rastlandigi, MTD'nin genellikle hangi bagimsiz denetim sirketleri
tarafindan yapildigi, MTD yapan sirketlerin bagimsiz denetgi goriisleri,
tahmin degisikliklerinin cari ve gelecek donem Kar veya Zarar Tablosu
tizerinde etkileri igerik analizi yapilarak belirlenmistir. Bu kapsamda,
BIST’de 2013-2021 yillar1 arasinda islem goren sirketlerden MTD agiklayan
sirketlerin MTD’leri analiz edilmistir. Bdylece, muhasebe tahmin
degisikliklerinin Kar veya Zarar Tablosu {izerindeki etkilerinin giincel
veriler {izerinden ortaya konulmak suretiyle literatiire katki saglanacag:
disiintilmektedir.

II. MUHASEBE TAHMIN DEGISIKLIKLERININ FINANSAL
TABLOLARA YANSITILMASI

MTD’ler, finansal tablolar1 etkilemesine bagh olarak, ilgili finansal
tablolara yansitilmakta ve finansal tablolarda agiklanmaktadir. MTD’lerin
finansal tablolara yansitilmasi ve finansal tablolarda agiklanmasi; TMS,
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BOBI FRS ve halen taslak halinde olan KUMI FRS kapsaminda
diizenlenmistir.

I@letmelerin MTD’leri, cari donem finansal tablolarin
etkileyebilecegi gibi ileriye yonelik olarak gelecek donem finansal tablolarini
da etkileyebilir. Bir MTD’nin, sadece cari donemin kar veya zarar1 iizerinde
etkisi olabilecegi gibi, hem cari donem hem de gelecek donemlerin kar veya
zarar1 iizerinde de etkisi s6z konusu olabilir. Ornegin, siipheli alacak
tutarina iliskin tahminde yapilan bir degisiklik, yalnizca cari donemin kar
veya zararmi etkilediginden, cari donemin finansal tablolarina
yansitilacaktir. Buna karsin, amortismana tabi bir iktisadi kiymetin faydali
omriine iliskin yapilacak bir tahmin degisikligi, hem cari donemin
amortisman giderini hem de gelecekteki her bir donemin amortisman
giderini etkileyecektir (TMS-8, paragraf 38). Dolayisiyla, degisikligin
etkiledigi doneme bagl olarak ya cari donemde ya da gelecek donemlerde
gelir veya gider olarak finansal tablolara yansitilma durumu s6z konusu
olacaktir.

MTD'nin ileriye yonelik uygulanmasy; ilgili MTD’nin, degisiklikten
etkilenen cari donem ve gelecek donemlerdeki finansal tablolara
yansitilmasini ifade etmektedir (TMS 8, Paragraf 5). Muhasebe tahminindeki
bir degisikligin ileriye yoOnelik finansal tablolara yansitilmasinda;
degisikligin varlik ve yiikiimliiliiklerde degisiklige yol agip agmadigina ve
0z kaynak kalemiyle ilgili olup olmadigina bakilmak ve de hangi dénemleri
etkiledigine dikkat edilmek suretiyle ileriye yonelik olarak finansal tablolara
yansitilir. Buna gore; muhasebe tahminindeki bir degisiklik; varlik ve
ylkiimliiliiklerde degisime yol agmayan veya bir 6z kaynak kalemiyle ilgili
olmayan bir degisiklik ise iki durum s6z konusu olmaktadir. Eger; ilgili
degisiklik, sadece degisikligin yapildigi donemi etkiliyor ise, degisikligin
yapildig1 dénemin kar veya zararina; degisikligin gerceklestigi cari donemle
birlikte gelecek donemleri de etkiliyorsa hem degisikligin oldugu cari
donemdeki hem de gelecek donemlerdeki kar veya zarara dahil edilerek
finansal tablolara yansitilir (TMS 8, Paragraf 36). Diger taraftan, muhasebe
tahminindeki bir degisiklik; varlik ve yiikiimliiliiklerde degisime yol acan
veya bir 6z kaynak kalemiyle ilgili olan bir degisiklik ise, ilgili kalem (varlik,
yukiimliiliikk veya 6z kaynak) degisikligin gerceklestigi donemdeki defteri
degeri diizeltilmek suretiyle finansal tablolara yansitilir (TMS 8, Paragraf
37).

MTD’lerinin TMS/TFRS kapsaminda finansal tablolarda agiklanma
sekline iligskin hiikiimler, TMS 8’in giincel halinin 39. ve 40. maddelerinde
yer almaktadir. Buna gore; bir MTD durumunda, isletmenin, cari doneme
etkisi olan veya gelecek doneme etkisi olmasi beklenen muhasebe tahmin
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degisikliginin niteligini ve tutarini agiklamasi gerekmektedir. MTD’'nin
gelecek donemler {izerindeki etkisinin isletme tarafindan tahmin
edilemedigi durumda ise bu etki agiklanmaz (TMS 8, Paragraf 39). Fakat, bu
tiir durumlarda, MTD'nin gelecek donemler iizerindeki etkisinin tahmin
edilmesinin miimkiin olmadiginin nedenlerinin agiklanmasi gerekmektedir
(TMS 8, Paragraf 40).

III. LITERATUR TARAMASI

TMS 8’e dair yapilan ¢alismalarin bir kismi, Standardin hiikiimlerini
acitklamaya ve uygulama esaslarini ornekler iizerinden degerlendirmeye
yonelik gergeklestirilmistir (Ayboga & Aslanoglu, 2002; Giirdal, 2006;
Akgitin, 2009; Parlakkaya, 2010; Yiik¢ii & Gonen, 2012; Gokgoz, 2012; Tugay,
2013; Varici, 2014; Ionescu & Georgescu, 2014; Akca & Gonen, 2015; Mert &
Giilerytiz, 2015; Giicenme Gengoglu, 2017). TMS ile ilgili bir kisim ¢aligmalar
ise nitel veya nicel analizlerin yapildig1 ¢alismalar olup, muhasebe tahmin
degisiklikleri konusu ile iligkili ulusal ve uluslararas: literatiirdeki bu
kapsamdaki baz1 akademik ¢alismalar ve sonuglar1 asagida 6zetlenmistir.

Aktas (2013) calismasinda, Istanbul Menkul Kiymetler Borsasi imalat
sanayi sirketlerinin secilmis bazi muhasebe politikalar1 2005 ile 2011 yillar:
icin karsilastirilirken, muhasebe tahminleri degisiklikleri ve hatalar ile ilgili
agiklamalar1 2011 yihi ig¢in incelemistir. Arastirmanm MTD’ye iligskin
bulgularma gore; 2011 yilinda sirketlerin %54'ti muhasebe tahminlerinde
degisiklik yapip yapmadigina iliskin bir agiklama yapmazken, %42’si MTD
yapmadigini, %41 ise yaptigini belirtmistir. Ayrica, en ¢ok duran varliklarin
faydali Omdiirlerinin belirlenmesi (%51), ertelenmis vergi varlig1 ve
yukiimliiliikleri ile gelir vergisi karsiliinin belirlenmesi (%50) ve kidem
tazminat1 ylikiimliiliigiiniin hesaplanmas1 (%46) konularinda tahminlerde
bulunuldugu tespit edilmistir.

Bal (2019) c¢alismasinda, arastirma kapsamindaki sirketlerin
muhasebe politikas: tercihleri ve uygulamalarini, TMS 8 kapsaminda
finansal tablo dipnotlarindaki agiklamalarini incelemistir. Aktas (2013)'in
¢alismasmin devamui niteligindeki bu ¢alismada, onceki ¢alismadaki TMS-8
kapsamindaki finansal tablo agiklamalarina iliskin tespitlerine gore bir
gelisme olup olmadig, BIST’te islem goren imalat sektoriindeki toplam 156
sirketin 2012 ve 2017 yillar1 finansal tablo dipnotlar1 incelenerek
degerlendirilmistir. Boylece, calismada ulasilan sonuglar ile Aktas (2013)'1n
calismasinda ulasilan sonuglar karsilagtirilmistir. Arastirma sonuglari;
orneklemdeki sirketlerin stok degerleme yontemi ve amortisman yontemi
secimlerinde yillara gore degisiklik yapilmadigini, gercege uygun deger
yonteminin tercih edilmesinde bir artis oldugunu, isletmelerin ¢ogunun
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TMS 8 kapsaminda yapilmas: gereken agiklamalar1 yaptig1 fakat agiklama
yapmayan sirketlerin de bulundugunu gostermistir.

Cetinkaya (2017) calismasinda, yatirim amacli gayrimenkullerin
degerlenmesinde kullanilan yontemleri saptayarak, ilgili yontemlerin
kullanilmasi sonucu ilgili kuruluslarin finansal tablolarinin nasil etkilendigi
ortaya koymustur. Bu kapsamda, Tiirkiye'de faaliyet gosteren bagimsiz
denetime tabi gayrimenkul yatirim ortaklig: sirketlerinin 8 yillik (2009-2016)
donem igerisinde finansal tablolarindaki yatirrm amagh gayrimenkuller,
yatirrm amagh gayrimenkullerin degerlemesinde kullanilan yontemler,
degerleme yonteminde degisikliklerin onceki donemlere etkisi, degerleme
farklarmnin gelir tablosuna etkisi incelenmistir. Calismada; yatirrm amach
gayrimenkullerin gercege uygun deger yontemi ile degerlenmesinin
gayrimenkul yatirim ortakliklarinin finansal tablolarina olumlu etkisinin
oldugu, ozellikle de 2014 y1il1 sonrasinda bu yontemin tercih edilmis oldugu
tespit edilmistir.

Omiirbek ve Oztiirk (2013) calismalarinda, IMKB 100 endeksinde yer
alan sirketlerin TMS 8 kapsaminda muhasebe politikalar1 ve muhasebe
tahminlerinde hangi tiir degisiklikler yaptiklar1 ve yapilan degisikliklerin
sirketlerin finansal tablolar1 {izerindeki etkileri incelenmistir. Calisma
sonuglari, IMKB-100 sirketlerinin %22’sinin muhasebe politikalarmnda
degisiklik yaptigmi, yapilan degisikliklerin sirketlerin %50’sinin finansal
tablolarmi etkiledigini ve en c¢ok yapilan politika degisikliginin
siniflandirma degisikligi oldugunu goOstermistir. Ayrica, Orneklemdeki
sirketlerin %9 unda muhasebe tahmin degisikligi yapildigi, en fazla yapilan
MTD degisikliginin amortisman siiresi degisikligi oldugu ve yapilan
muhasebe tahmin degisikliklerinin %78inin finansal tablolar iizerinde
etkisinin oldugu tespit edilmistir.

Stier (2021) calismasinda, finansal tablolarda yer alan Onemli
muhasebe tahminleri ile kilit denetim konular1 arasindaki etkilesim ele
alinmistir. Bu kapsamda, BIST 30 sirketlerinin 2020 yil sonu finansal
tablolarinda agiklanan 6nemli tahmin ve varsayimlarin, bagimsiz denetim
raporlarindaki kilit denetim konularina ne 6lgiide yansidigl incelenmistir.
Calismada; BIST-30 sirketlerinin 6nemli muhasebe tahmin ve
varsayimlarmim %24’tintin kilit denetim konusu olarak ele alindig, kilit
denetim konularmin da %71’inin finansal tablo dipnotlarinda muhasebe
tahmin ve varsayimi olarak agiklandig1 sonucuna ulagilmistir.

Syzdykova (2016) calismasinda, TFRSye gore serefiye deger
diistikliigii testi i¢in kullanilan iskonto oranini belirleme metotlar1 ve bu
metodlarin gorevleri analiz edilmistir. Ayn1 zamanda; ¢alismada; BIST 100
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sirketleri tarafindan 2014 yilinda kullanilan iskonto oranlarmin deneysel
analizlerinin sonuglarina da yer verilmistir. Bununla birlikte, TMS 36
Varliklarda Deger Diisiikliigii Standardi kapsaminda serefiye ile ilgili deger
diisiikliigii uygulamalari tetkik edilmis ve serefiye deger diisiikliigii ile testi
ile ilgili dipnotlarin yeterli bilgi icermedigi sonucuna varilmigtir.

Yasar ve Cetin (2022) calismalarinda, serefiye deger dustikligi
testine iliskin tahmin ve varsayimlar hakkinda agiklamalar:1 ve denetim
prosediirlerini incelemiglerdir. Igerik analizi yonteminin kullanildig
calismada, BIST’de yer alan ve bilangolarinda serefiye tutar1 belirten 79
sirketin 2020 yilsonu finansal tablolar1 ve bagimsiz denetim raporlar
incelenmistir. Calisma sonuglari; serefiye deger diistikliigii testine iliskin
TMS 36’daki aciklama gerekliliklerine uyum yontinden eksiklikler
bulundugunu gostermistir. Ayrica, serefiye deger disiikliigiinii kilit
denetim konusu olarak acgiklayan sirketlerin, TMS-36’da belirtilen agilama
gerekliliklerine daha fazla uyduklar: tespit edilmistir.

Ghosh ve Siriviriyakul (2019) calismalarinda, sirketlerin kazang
yonetiminde muhasebe tahminlerinin stratejik olarak degistirilip
degistirilmedigini veya bu degisikliklerin operasyonel degisiklikler
nedeniyle gelecekteki beklentilerini giincelleyen finansal sorunlu veya riskli
sirketlerin temel esaslarindaki degisiklikleri temsil edip etmedigini
arastirmiglardir. Calismada, muhasebe tahminlerindeki degisiklikler
konusunda birbiriyle celisen iki hipotez incelenmistir. Bu hipotezler;
oportiinizm hipotezi ve risk hipotezi olarak adlandirilmistir. Oportiinizm
hipotezi olarak adlandirilan hipotezde, sirketlerin kazanglarin1 manipiile
etmek icin muhasebe tahminlerini firsatgi bir sekilde degistirdikleri 6ne
siirtiliirken; risk hipotezinde ise muhasebe tahminlerinde degisiklik olan
firmalarin temelde diger sirketlerden daha riskli olabilecegi iddia
edilmektedir.

Kaplan ve Reckers (1995) calismalarinda, ii¢ gevresel kirmizi
bayragin denetcilerin muhasebe tahminlerine iliskin eylemleri tizerindeki
etkisini arastirmislardir. Sonuglar, denetim sirketlerindeki yoneticilerin
miisteriye gore nispeten uzlasmaci olan raporlama kararlar1 verme
egiliminde oldugunu, denetcilerin ise nispeten muhafazakar raporlama
kararlar1 verme egiliminde oldugunu gostermistir.

IV. ARASTIRMANIN YONTEMI

BIST sirketlerinin 2013-2021 yillar1 arasindaki finansal tablo ve
dipnotlarmm TMS 8 Muhasebe Politikalari, Muhasebe Tahminlerinde
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Degisiklikler ve Hatalar standardi dogrultusunda arastirma kapsamindaki
sirketlerin yaptiklar1 tahmin degisikliklerinin igerik analiz yontemiyle
incelendigi bu ¢alismada izlenen yontem asagidaki gibi 6zetlenebilir:

o BIST'de 2013-2021 yillar1 arasinda islem goren sirketler tespit
edilmigtir.

e 2013-2021 yillar1 arasinda BIST’de islem goren sirketlerin bagimsiz
denetim raporlar1 incelenerek MTD yapan sirketler aragtirmanin 6rneklemi
olarak belirlenmistir.

e Ornekleme konu sirketlerde gerceklesen MTD’lerin sayisi, MTD
nedenleri, tahmin degisikliklerinin daha ¢ok hangi sektorlerde s6z konusu
oldugu, MTD yapan sirketlerin hangi bagimsiz denetim sirketlerinden
hizmet aldig1 ve bu sirketler i¢in verilen bagimsiz denetim goriisii, tahmin
degisikliklerinin cari ve/veya gelecek donem Kar veya Zarar Tablosu
tizerindeki etkisinin yonii ve biiytiikliigi seklinde igerik analiziyle belirlenen
onemli hususlar ortaya konulmustur.

Bu arastirmada ikincil verilerden yararlanildigy icin etik kurul izni
gerekmemektedir.

4.1. Orneklem Se¢imi

Aragtirmanin ana kiitlesini, 2013-2021 yillar1 arasinda BIST’de iglem
goren ve tiim sektorlerden olusan toplam 4.132 sirket olusturmaktadir. Bu
kapsamda, finansal raporlarinda MTD agiklayan 66 sirket calismanin
orneklemini olusturmaktadir. Arastirma verileri, Kamuyu Aydinlatma
Platformu (KAP) web sayfasindan elde edilmistir. Orneklemdeki sirketlerin
yillara gore dagilimi Tablo 1’de yer almaktadir.

Tablo 1. Orneklem Se¢imi
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Finansal
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incelenen Mubhasebe Tahmin Degisikligi Ac¢iklayan
Yillar . .
Sirket Sayis1 Sirket Sayis1

2013 416 16

2014 430 11

2015 433 6

2016 446 9

2017 460 9

2018 465 6

2019 472 4

2020 476 2

2021 534 3
Toplam 4132 66

4.2. Veri Analiz Yontemi

2013-2021 yillar1 arasinda MTD yapan BIST sirketlerinin incelendigi
bu ¢alismada, nitel analiz yontemlerinden biri olan igerik analizi yontemi
kullanilmigtir. Istatiksel bilgiler dogrultusunda elde edilen bulgular ile
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yorum yapabilme imkani saglayan igerik analizi yontemi, ayn1 zamanda
istatiksel bilgilerden yararlanilmasiyla arastirmacinin objektif ve sistematik
bir aciklama yapabilmesine olanak saglar ve boylelikle niceliksel verilere
ulasmay1 amaclar (Kogak & Arun, 2006, s. 24, Cilingir, 2017, s. 150). Bu analiz
yonteminde; analiz igin veriler hazirlanir, sonra veriler kodlanir, kodlarin bir
araya getirilerek temalara indirgenir ve veri sekiller, tablolar veya bir
tartisma halinde sunulur (Creswell, 2015, s. 180).

V. ARASTIRMA BULGULARI

BIST’de 2013-2021 yillar1 arasinda islem goren sirketlerden MTD
agiklayan sirketlerin tahmin degisiklikleri igerik analizi yontemiyle analiz
edilmistir. Analiz bulgularina Tablolar halinde asagida yer verilmis ve
bulgular degerlendirilmistir.

5.1. Muhasebe Tahmin Degisikligi Aciklayan ve Ac¢iklamayan
Sirketlerin Yillara Gore Dagilimi

MTD agiklayan ve MTD agiklamayan sirket sayilarinin yillara gore
sayisal dagilimi Tablo 2’de verilmistir.

Tablo 2. Muhasebe Tahmin Degisikligi A¢iklayan ve A¢giklamayan
Sirketlerin Yillara Gore Dagilimi

. Muhasebe
Muhasebe Tahmin MuhaS?Pe. Tih_mm Tahmin
incelenen Degisikligi Degisikligi Degisikligi
Yillar . N Olmadigin1
Sirket Sayis1 Aciklayan Sirket . Acgiklamasi
Agiklayan Sirket
Sayis1 Sayist Bulunmayan
Sirket Sayis1
2013 416 16 147 253
2014 430 11 164 255
2015 433 6 171 256
2016 446 9 177 260
2017 460 9 197 254
2018 465 6 203 256
2019 472 4 188 280
2020 476 2 205 269
2021 534 3 214 317
TOPLAM 4.132 66 (%1,6) 1.666 (%40,3) 2.400 (%58,1)

Tablo 2'den goriildiigii tizere, 2013-2021 yillar1 arasinda toplam 4.132
sirketten 66’s1 (%1,6) finansal raporlarinda MTD agiklamistir. Bununla
birlikte, sirketlerin 1.666’s1 (%40,3) MTD olmadigini agiklarken; 2.400t
(%58,1) MTD olup olmadigina iliskin bir agiklamada bulunmamaistir'. Tablo

1 Aktas (2013) IMKB imalat sanayi sirketlerinin 2011 y1l1 i¢in, sirketlerin %54 tiniin MTD yapip
yapmadigna iliskin agiklamada bulunmadigini tespit etmistir. Benzer sekilde, Omiirbek ve
Oztiirk (2013)’iin IMKB-100 sirketlerinin 2011 yil1 finansal tablo dipnotlarmi inceledikleri
¢alismada bu oran %58 olarak gerceklesmistir.
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2’den, MTD agiklamasmin en fazla 2013 yilinda; en az ise 2020 yilinda
oldugu goriilmektedir.

5.2. Muhasebe Tahmin Degisikligi A¢iklayan Sirketlerin Bagimsiz
Denetim Kuruluslarina Gére Dagilimi

MTD aciklayan oOrneklemdeki sirketlerin hizmet aldifi denetim
kuruluslar1 Tablo 3’te dort biiyiik bagimsiz denetim sirketi ve bu sirketlerin
disindaki sirketler seklinde
sunulmustur.

ulusal ve wuluslararasi siniflandirilarak

Tablo 3. Muhasebe Tahmin Degisikligi A¢iklayan Sirketlerin Bagimsiz
Denetim Kuruluslarina Gore Dagilimi

Denetim Kurulusu Tiirii

Dort Biiyiik Bagimsiz Denetim Diger Ulusal ve Uluslararasi Bagimsiz

Muhasebe
Tahmin
Degisikliklerinin
Finansal
Tablolardaki
Yansimalari:
BIST
Sirketlerinin
Analizi
(2013-2021)
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Yallar Kurulusundan Hizmet Alan Sirket Denetim Kurulusundan Hizmet Alan
Sayisi Sirket Sayis1

2013 8 8

2014 7 4

2015 3 3

2016 3 6

2017 5 4

2018 3 3

2019 - 4

2020 1 1

2021 1 2
TOPLAM 31 (%47) 35 (%53)

Tablo 3'te; MTD aciklayan sirketlerin denetim kuruluslar: 4 biiytikler
ve digerleri seklinde sinmiflandirildiginda, %47 sinin 4 biiytikler, %53 {intin
ise diger ulusal/uluslararasi denetlendigi
goriilmektedir. Dolayisiyla, hizmet alinan denetim kurulusunun dort biiyiik
denetim sirketleri arasinda olup olmamasi agisindan 6nemli diizeyde bir
farklilik olmadig1 anlasilmaktadar.

denetim kuruluslarinca

5.3. Muhasebe Tahmin Degisikligi A¢iklayan Sirketlerin Denetim
Goriis Tiirlerine Gore Dagilimi

MTD agiklayan sirketlerin denetim goriis tiirlerine gore sayisal
dagilimi Tablo 4'te verilmistir.
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Muhasebe
Tahmin Goriis Tiirlerine Gore Dagilimi
PSNTRT . . Denetim Goriis tiirii
Yill
l).egl§1khklerln1n rar Olumlu Olumsuz Sinirli Olumlu Goriis Bildirmekten Kaginma
Finansal 2013 11 - 5 _
Tablolardaki 2014 9 . 2 .
Yansimalari: BIST 2015 6 - - -
. . . 2016 9 - . 3
Sirketlerinin 2017 9 _ . -
Analizi 2018 6 - - .
(2013-2021) 2019 3 - 1 -
2020 2 - - .
374 2021 2 - .
Toplam 57 0 8 1

Tablo 4’e gore; MTD agiklayan 57 sirket (%86) “olumlu”, 8 sirket
(%12) ”simirl olumlu”, 1 sirket (%2) ”goriis bildirmekten kaginma” seklinde

denetim goriisii vermistir.

5.4. Muhasebe Tahmin Degisikligi A¢iklayan Sirketlerin

Sektorlere Gore Dagilimi

Tablo 5’'de, MTD agciklayan sirketlerin sektorlere gore sayisal dagilimi

verilmigtir.

Tablo 5. Muhasebe Tahmin Degisikliklerinin Sektorlere Gore Dagilimi

Muhasebe Tahmin Degisikligi
Agklayan Sirketlerin Dagilim1

Sektﬁr o < N © N 0o & © ™ E
5S35 2388 £ 8 =
a4 &8 & & & & & &« ﬁ
Mali Kuruluglar/G.menkul Yatirim Ortakliklar: T - -1 1 - - - - 3
Imalat/Tas ve Topraga Dayali 3 31 - - - - - - 7
Imalat/Ana Metal Sanayii 3 - -2 - - 5
Toptan ve Perakende Ticaret, Lokantalar ve - - -111r1 - - 4
Oteller/Perakende Tic.
Teknoloji/Bilisim 21 2 3 2 1 1 1 - 13
Mali Kuruluslar/Holdingler ve Yatirim Sirketleri 1T - - -1 - - - - 2
imalat/Metal Esya Makine Elektrikli Cih. ve Ulagim Araglar 1 1 - - 1 - 1 - - 4
Imalat/Gida, igecek ve Tutin 2 3 - - - 2 1 1 1 10
1malat/Kimya Hag Petrol 1 1 - 2 - -1 5
Lastik ve Plastik Uriinler
Madencilik ve Tas Ocakgilig1/Kémiir ve Linyit Madenciligi 11 - - - - - - -2
Imalat/Tekstil, Giyim Esyast r 1t - - - - - -1 3
ve Deri
Ulagtirma Depolama ve Haberlesme/Haberlesme - - - -1 1 - - - 2
Elektrik Gaz ve Su/Elektrik, - - -1 - - - - - 1
Gaz ve Buhar
Kesin Alim Satim Pazari - -1 - -1 - - - 2
(Nitelikli Yatirnmcilar Arasinda)
Bilgi ve Iletisim/Yayicilik - - 21 - - - - - 3
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Tablo 5'te goriildiigii tizere; 2013-2021 yillar1 arasinda MTD
acgiklamasi en ¢ok teknoloji/bilisim sektoriinde (yaklasik %20) yapilmustir.
Bunu imalat/gida, igecek ve tiitiin sektorii (yaklasik %15) izlemistir.

5.5. Tahmin Degisikligi Nedenlerine Iliskin Bulgularin Yillara
Gore Dagilim

Sirketlerde hangi tiir MTD’lerinin gerceklestigini belirlemek
amaciyla, muhasebe tahmin degisiklikleri nedenlerine gore yillar itibariyle
Tablo 6’da gruplandirilmistir.

Tablo 6. Muhasebe Tahmin Degisikligi Nedenlerinin Yillara Gore

Muhasebe
Tahmin
Degisikliklerinin
Finansal
Tablolardaki
Yansimalari:
BIST
Sirketlerinin
Analizi
(2013-2021)
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Dagilim1
Muhasebe Tahmin Degisikligi Nedeni
Faydali Karsilik Para Aktiieryal

Yillar Omiir Tutarlan Birimi Hesaplamalar  Gergege Uygun Deger

2013 6 5 2 3 0

2014 6 1 1 3 0

2015 2 2 2 0 0

2016 5 0 4 0 0

2017 3 1 4 0 1

2018 4 0 2 0 0

2019 2 0 2 0 0

2020 1 0 1 0 0

2021 0 1 1 0 1
Toplam 29 10 19 6 2

Tablo 6’da goriildiigii tizere, sirketlerin finansal tablo dipnotlarinda
agiklanan MTD nedenleri; faydali 6miir tahmini, karsilik tutarlari tahmini,
para birimi tahmini, aktiieryal hesaplamalara ilisin tahminler ve gercege
uygun deger tahmini seklinde 5 baghik altinda gruplandirilmistir. Buna gore;
BIST sirketlerinde 2013-2021 yillar1 arasinda agiklanan MTD’lerde en ¢ok
yapilan MTD'nin faydali omiir tahmin degisikligi oldugu goriilmektedir
(Aktas, 2013; Omiirbek & Oztiirk, 2013 calisma bulgulari ile benzer sekilde).
Bunu, para birimi tahmin degisikligi ve karsilik tutarlarina iliskin yapilan
MTD'ler izlemistir.

5.6. Muhasebe Tahmin Degisikligi Gelir (Kar veya Zarar)
Tablosunu Etkileyen Sirket Sayilarina Ait Bulgular

MTD agiklayan orneklemdeki sirketlerden, MTD’leri Gelir Tablosu
(Donem Kar veya Zarar Tablosu) tizerinde etkili olan sirketlerin sayisal
dagilimi Tablo 7’de yillar itibariyle gosterilmistir.
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Muhasebe Tablo 7. Muhasebe Tahmin Degisikligi Dénem Kar veya Zarar

Tahmin Tablosunu Etkileyen Sirket Sayisinin Yillara Gére Dagilimi
OSETRET .. Muhasebe Tahmin Degisikligi Dénem Kar veya Zarar Tablosunu
Deg1§1k11kler1n1n Yallar Etkileyen Sirket Sayis1

Finansal 2013 3
Tablolardaki 2014 4
. 2015 3
Yansimalari: BIST 2016 3
Sirketlerinin 2017 2
Analizi 2018 4
2019 1
(2013-2021) 2020 0
376 2021 1
. Toplam 21

Tablo 7'de goriildiigi tizere, 2013-2021 yillar1 arasinda MTD
aciklayan 66 sirketten sadece 21'i (%32), MTD’nin Kar veya Zarar Tablosuna
etkisini belirtecek sekilde agiklama yapmuistir.

5.7. Muhasebe Tahmin Degisikligi Donem Kar veya Zarar
Tablosunu Etkileyen Sirketlerin Denetim Kuruluslarina Ait
Bulgular

Doénem Kar veya zarar Tablosu'nu etkileyecek MTD nedeni
aciklayan sirketlerin bagimsiz denetim raporlarini hazirlayan denetim
kuruluglarinin sayisal dagilimi Tablo 8'de verilmistir.

Tablo 8. Muhasebe Tahmin Degisikligi Donem K/Z Tablosunu Etkileyen
Sirketlerin Denetim Kuruluslarina Gore Dagilim1

Dort Biiyiik Bagimsiz Denetim Diger Ulusal ve Uluslararas1 Bagimsiz Denetim
Yillar Kurulusundan Hizmet Alan Kurulusundan Hizmet Alan
Sirket Sayis1 Sirket Sayis1

2013 6 5 2 3

2014 6 1 1 3

2015 2 2 2

2016 5 - 4

2017 3 1 4 1

2018 4 2

2019 2 2

2020 1 - 1 -

2021 - 1 1 1
Toplam 29 10 19 6 2

Tablo 8'de goriildiigii tizere, MTD nedeni donem Kar veya Zarar
Tablosu'nu etkileyen sirketlerin bagimsiz denetim raporlarin1 hazirlayan
denetim kuruluglarmin ¢ogunlukla dort biiytikler (%81), digerlerinin ise
dort biiyiik bagimsiz denetim sirketi disindaki ulusal/uluslararasi denetim
kuruluslar1 (%19) oldugu goriilmektedir.
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5.8. Muhasebe Tahmin Degisikligi Donem Kar veya Zarar
Tablosunu Etkileyen Denetim Goriis Tiirlerine Ait Bulgular

Orneklemdeki MTD agiklayan 66 sirketten MTD'nin Kar veya Zarar

Tablosu'na etkisini agiklayan 21 sirketin, bagimsiz denetim raporlarinda
acgiklanan denetim goriis tiirlerinin sayisal dagilimi Tablo 9’da verilmistir.

Tablo 9. Muhasebe Tahmin Degisikligi Donem K/Z Tablosunu Etkileyen
Sirketlerin Denetim Gdriis Tiirlerine Gore Dagilimi

Denetim Goriis tiirii

Yillar Goriis Bildirmekten

Sinirli Olumlu
Kag¢inma

Olumlu Olumsuz

2013
2014
2015
2016
2017
2018
2019
2020 - - -
2021 - - - 1

o RN W W R W
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Toplam 20 0 0 1

Buna gore; MTD donem K/Z tablosunu etkileyen sirketlrin %951 igin
“olumlu” denetim goriisii verilirken, %51 igin ”goriis bildirmekten
kaginma” seklinde goriis verilmistir.

5.9. Muhasebe Tahmin Degisikligi Cari Donem ve/veya Gelecek
Donem Kar veya Zarar Tablosu’nu Etkileyen Sirket Sayisina Ait
Bulgular

Orneklemdeki sirketler, MTD'nin ileriye yonelik finansal tablolara
yansitilmasi yoniinden incelenmis ve cari ve/veya gelecek donem Kar veya
Zarar Tablosu'nu etkileyen sirket sayisiin dagilimima Tablo 10'da yer
verilmistir.

Tablo 10. Muhasebe Tahmin Degisikligi Cari Donem ve/veya Gelecek
Doénem K/Z Tablosunu Etkileyen Sirket Sayisi

Yillar MTD Cari Dénem K/Z Tablosunu MTDCari ve Gelecek Dénem K/Z
Etkileyen Sirket Sayis1 Tablosunu Etkileyen Sirket Sayis1
2013 3 -
2014 4
2015 3
2016 3
2017 2 -
2018 3 1
2019 1 -
2020 0
2021 1
Toplam 20 1
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Tablo 10'da goriildiigii tizere, MTD'nin Kar veya Zarar Tablosu'na
etkisini agiklayan 21 sirketten, 20’sinde (%99) muhasebe tahmin degisikligi
cari donem Kar veya Zarar Tablosu'nu; 1 sirkette ise hem cari donem hem
de gelecek donem Kar veya Zarar Tablo’sunu etkiledigi agiklanmistir.

5.10. Muhasebe Tahmin Degisikliginin Kar veya Zarar Tablosu’na
Etkisinin Yonii ve Biiyiikliigiine Ait Bulgular

MTD’'nin Kar veya Zarar Tablosu'na etkisini agiklayan sirketlerin,
tahmin degisikligi nedeninin kar zarara etkisinin artis ya da azalis seklindeki
yoniine ve biiyiikliigiine Tablo 11'de yer verilmistir.

Tablo 11. Muhasebe Tahmin Degisikliginin Kar Zarara Etkisinin Yonii
ve Biiyiikliigii

JOBS]

Muhasebe Tahmin Degisikliginin Muhasebe Tahmin Degisikliginin

Yallar Kar veya Zarar Tablosuna Etkisinin Yonii Cari Diine‘n} Ifér veya Za,l,l:af Tablosuna
Etkisinin Biiyiikliigii (TL)

2013 Azalig 50.649,23

2014 Artig-Azalig 61.242,00 - 895.041,00

2015 Artig-Azalis 5.497,00 - 879.158,00

2016 Artig 41.114,00

2017 Artig-Azalig 27.680,015 - 213.406,00

2018 Artig-Azalis 520.137,57 - 669.332,00

2019 Artig 258.247,62

2020 - -

2021 Azalis 21.475,00

Tablo 11'da goriildiigii tizere; MTD'lerin cari donem Kar veya Zarar
Tablo’suna etkisinin yonii 2013 ve 2021 yillarinda azalig yoniinde olurken,
2016 ve 2019 yillarinda artis yoniinde olmustur. Bununla birlikte 2014, 2015,
2017 ve 2018 yillarinda MTD’lerin etkisi hem artis hem de azalis yoniinde
olmustur. Diger taraftan, MTD cari donem kar-zarar tablosunda en fazla
azaltic1 etkiyi 2014 yilinda; en fazla artiric1 etkiyi ise 2018 yilinda yapmustir.

VI. SONUC

Muhasebe tahminlerinde yapilan bir degisikligin, Kar veya Zarar
Tablosu basta olmak {izere, finansal tablolarin cari ve/veya gelecek
donemleri {izerinde etkileri olabileceginden, bilgi kullanicilarmin dogru
kararlar alabilmeleri agisindan ilgili tahmin degisikliklerinin TMS 8
geregince finansal tablolara etkilerinin yansitilmasi ve acgiklanmasi
gerekmektedir. Bu agidan, bilgi kullanicisi kararlari {izerinde finansal
tablolar tizerinden etkilerinin olmasi beklenen MTD’lerin neler oldugunun,
finansal tablolar tizerindeki yansimasmin nasil oldugunun ve ne sekilde
acgiklandiginin incelenmesi 6nem tasimaktadir.
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Bu cercevede, BiST’de 2013-2021 yillar1 arasinda iglem goren

sirketlerden MTD agiklayan 66 sirketin muhasebe tahmin degisikliklerinin
Kar veya Zarar Tablosu tizerindeki yansimasi, TMS8 standardi gercevesinde
icerik analizi yontemiyle incelenmistir. Boylece, Tiirkiye’de halka agik
sirketlerde MTD’lerin yapilma sikligi, agirhikli olarak hangi sektorlerde
MTD’ye rastlandigi, MTD'nin genellikle hangi bagimsiz denetim sirketleri
tarafindan yapildigi, MTD yapan sirketlerin bagimsiz denetim goriisleri,
tahmin degisikliklerinin cari ve gelecek donem Kar veya Zarar Tablosu
uizerinde etkileri belirlenmistir. Elde edilen bulgular asagida 6zetlenmistir:

2013-2021 yillar1 arasinda toplam 4.132 sirketten 66's1 (%1,60)
finansal raporlarinda MTD agiklamistir. Bununla birlikte, sirketlerin
1.666"s1 (%40,3) MTD olmadigini agiklarken; 2.400"4t (%58,1) MTD
yapilip yapilmadigina iliskin bir agiklamada bulunmamastir.

En fazla MTD aciklamas1 2013 yilinda, en az ise 2020 yilinda
gerceklesmistir.

MTD agiklayan sirketlerin yaklasik yaris1 (%47) 4 biiyiikler, yaris1 da
(%53)  diger (ulusal/uluslararasi) denetim  kuruluslarinca
denetlenmistir.

MTD agiklayan 57 sirket (%86) i¢in “olumlu”, 8 sirket (%12) igin
"sarth”, 1 sirket (%2) i¢in ”goriis bildirmekten kaginma” seklinde
denetim goriisii verilmistir.

MTD agiklamast en ¢ok teknoloji/bilisim sektoriinde (%20)
yapilmistir. Bunu imalat/gida, igecek ve tiitiin sektorii (%15)
izlemistir.

Agiklanan MTD’lerde en ¢ok yapilan MTD faydali dmiir tahmin
degisikligi olmustur (Aktas, 2013; Omiirbek & Oztiirk, 2013 bulgular:
ile benzer sekilde). Bunu, para birimi tahmin degisikligi ve karsilik
tutarlarina iligkin yapilan tahmin degisiklikleri izlemistir.

MTD agiklayan 66 sirketten sadece 21'i (%32) Kar veya Zarar
Tablosu'na etkisini belirtecek sekilde MTD agiklamasi yapmustir.
MTD doénem Kar veya Zarar Tablosu'nu etkileyen sirketlerin
bagimsiz denetim raporlarmi hazirlayan denetim kuruluslarmimn
cogunlukla 4 biiyiik denetim kuruluslarindan (%81) oldugu
gorulmiistiir.

MTD donem Kar veya Zarar Tablosu'nu etkileyen sirketlere en ¢ok
(%95) “olumlu” denetim goriisii verilmistir.

MTD’'nin Kar veya Zarar Tablosu'na etkisini ac¢iklayan 21 sirketten,
20’sinde (%99) MTD cari donem kar zarar tablosunu; 1 sirkette ise
hem cari donem hem de gelecek donem kar zarar tablosunu
etkilemistir.
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e MTD’lerin cari donem Kar veya Zarar Tablosu'na etkisinin yonii 2013
ve 2021 yillarinda azalig yoniinde olurken, 2016 ve 2019 yillarinda
artis yoniinde olmustur. Bununla birlikte 2014, 2015, 2017 ve 2018
yillarinda MTD’lerin etkisi hem artis hem de azalig yoniinde
olmustur.

e MTD cari donem Kar veya Zarar Tablosu'nda en fazla azaltic etkiyi
2014 yilinda; en fazla artirici etkiyi ise 2018 yilinda yapmustir.

Aragtirmanin temel bulgular;, MTD degisikligi yapan sirketlerin
MTD degisikligi yapmayan sirketlerden fazla olmasi, MTD degisikligi
yapilip yapilmadigina iligkin dipnot agiklamasi bulunmayan sirketler olmasi
ve en fazla yapilan MTD'nin faydali dmdire iliskin degisiklik olmas1 yoniiyle,
onceki calisma sonuclarimi (Aktas, 2013; Omiirbek & Oztiirk, 2013)
desteklemektedir. Dolayisiyla, finansal bilgi kullanicilarinin  finansal
tablolar1 degerlendirmek suretiyle alacaklar1 kararlar: tizerinde MTD’lerin
finansal tablolardaki yansimasinin 6nemli bir unsur olabilecegine dikkat
cekilmistir.

Gelecekte yapilacak ¢alismalarda, daha uzun bir donem araliginda
MTD'lerin etkileri incelenebilir. Ayrica, MTD’lerin kar yonetimi kapsaminda

kullanilip kullanilmadigini arastirmaya yonelik calismalar
gerceklestirilebilir.

MAKALE BILGI FORMU
Yazar Katkilar::

Fikir / Kavram: Alpaslan YASAR

Arastirma Tasarimi: Zeynep OZENIR HAYDAROGLU

Makale Yazimi: Alpaslan YASAR ve Zeynep OZENIR HAYDAROGLU
Veri Toplama: Zeynep OZENIR HAYDAROGLU

Analiz: Alpaslan YASAR ve Zeynep OZENIR HAYDAROGLU
Elestirel Okuma: Alpaslan YASAR

Cikar Catismas1 Bildirimi

Bu arastirma icin herhangi bir kamu kurulusundan, 6zel veya kar amaci
glitmeyen sektorlerden hibe alinmamuistir.
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REFLECTIONS OF CHANGES IN ACCOUNTING
ESTIMATES ON FINANCIAL STATEMENTS:
ANALYSIS OF BIST COMPANIES (2013-2021)

EXTENDED ABSTRACT

Entities can make changes in the accounting estimates they have made. A
change in accounting estimate (CAE) is expressed as an adjustment to the carrying
amount of an asset or liability or the amount of periodic consumption of an asset
(TAS 8, paragraph 5). CAEs are reflected in the related financial statements and
explained in the footnotes, depending on their impact on the financial statements. In
the case of a CAE, the entity must disclose the nature and amount of the CAE that
has had or is expected to have an impact in the current period. Where the effect of
the CAE on future periods cannot be estimated by the entity, that effect is not
disclosed. (TAS 8, Paragraph 39). However, in such cases, it is necessary to explain
the reasons why it is not possible to predict the impact of the CAE on future periods.
(TAS 8, Paragraph 40).

CAEs of entities may affect current period financial statements as well as
future financial statements. For future accounting estimate change, it is reflected to
the financial statements prospectively by considering whether the change causes a
change in assets and liabilities, whether it is related to the equity item, and which
periods it affects. According to this, if a change in accounting estimate does not result
in a change in assets and liabilities or is not related to an item of equity, two
situations arise. If the relevant change only affects the period in which the change
was made, the profit or loss of the period in which the change was made; If the
change affects the current period as well as the future periods, it is included in the
profit or loss both in the current period (where the change occurred) and in the
future periods and reflected in the financial statements (TAS 8, Paragraph 36). On
the other hand, a CAE; If there is a change that causes a change in assets and
liabilities or is related to an equity item, the related item (asset, liability, or equity) is
reflected in the financial statements by adjusting the book value in the period in
which the change occurred (TAS 8, Paragraph 37).

In the case of a CAE, the entity must disclose the nature and amount of the
CAE that has had or is expected to have an impact in the current period. Where the
effect of the CAE on future periods cannot be estimated by the entity, that effect is
not disclosed (TAS 8, Paragraph 39). However, in such cases, it is necessary to
explain the reasons why it is not possible to estimate the impact of the CAE on future
periods (TAS 8, Paragraph 40).

Since a change in accounting estimates may have effects on the current
and/or future periods of the financial statements, especially the Profit or Loss
Statement, the effects of the relevant estimate changes on the financial statements
should be reflected and explained in accordance with accounting standards in order
for information users to make correct decisions. In this respect, it is important to
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examine what CAEs are expected to have effects on information user decisions on
the financial statements, how they are reflected in the financial statements, and how
they are explained.

When the studies within the scope of TAS 8 in the literature are examined,
some studies (Ayboga & Aslanoglu, 2002; Giirdal, 2006; Akgiin, 2009; Parlakkaya,
2010; Yukcu & Gonen, 2012; Gokgoz, 2012; Tugay, 2013; Varici, 2014; Ionescu &
Georgescu, 2014; Akga & Gonen, 2015; Mert & Giileryiiz, 2015; Giicenme Gengoglu,
2017) are studies that aim to explain the provisions of the standard and evaluate the
application principles through examples, some of which are qualitative or
quantitative analyzes (Kaplan & Reckers, 1995; Aktas, 2013; Omiirbek & Oztiirk),
2013; Syzdykova, 2016; Cetinkaya, 2017; Bal, 2019; Ghosh & Siriviriyakul, 2019; Stier,
2021; Yasar & Cetin, 2022).

The main purpose of this study is to examine the reflection of CAEs on the
Profit or Loss Statement within the framework of the TAS 8 standard. For this
purpose, the frequency of estimation changes in publicly traded companies in
Turkey, which types of CAEs are made, in which sectors CAEs are predominantly
encountered, which audit companies generally carry out CAEs, the opinions of
independent auditors of companies that make CAEs, current changes in forecasts,
and its effects on the future period profit or loss statement were determined by
content analysis. In this context, a contribution to the literature has been made by
analyzing the CAEs of companies that disclosed CAEs on the BIST between 2013-
2021 in detail, based on current data.

In this context, the reflection of accounting estimate changes on the Profit or
Loss Statement of 66 companies that announced CAE among the companies traded
in the BIST between 2013-2021 was analyzed by content analysis method within the
framework of TAS 8 standard. Thus, the frequency of CAEs in publicly traded
companies in Turkey, in which sectors CAEs are predominantly encountered, which
independent audit companies generally perform CAEs, audit opinions of companies
that make CAEs, and the effects of CAEs on the current and future profit or loss
statement have been determined.

The findings of the study show that non-CAE companies (40.3%) are more
than companies with CAEs (1.60%), and there are companies that do not disclose
whether they are CAEs or not (58.1%). Also, we determined that the most common
CAE was changed in a useful life. These findings are similar to the findings in
previous studies (Aktas, 2013; Omiirbek & Oztiirk, 2013). On the other hand, it has
been seen that the effect of CAE on the Profit or Loss Statement is in the direction of
increase and/or decrease, the most effective of CAE is on the current period Profit or
Loss Statement, and it rarely has an effect on both the current and future periods. In
addition, the most reducing effect in the current period, Profit or Loss Statement,
was in 2014; the highest increasing effect was realized in 2018. However, it has been
determined that the companies that affect the CAE in the Profit or Loss Statement of
the period are mostly audited by the Big Four, and the most common opinion given
to these companies is "unqualified opinion".
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In this study, it has been pointed out that the reflection of CAEs in the
financial statements may be an important factor in the decisions that financial
information users will make by evaluating the financial statements. Future studies
may examine the effects of CAEs over a longer period of time. In addition, studies
can be conducted to investigate whether CAEs are used within the scope of earnings
management.
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ABSTRACT

Aim: The main purpose of this study is to determine the effect of the personality
characteristics of healthcare workers on their perceptions of organizational support
and organizational trust.

Method: The population of the research consisted of the employees of the private
hospital providing secondary care in three different regions in Istanbul. The
convenience sampling method was preferred in the study. The data were collected
using the online questionnaire technique. The total number of questionnaires that
were evaluated and used in the data analysis is 510. SPSS 23 and AMOS 26 package
programs were used to analyze the data. Descriptive statistics, multiple linear
regression analysis, and structural equation modeling were applied to the data.
Findings: The findings obtained with the structural equation analysis showed that
the construct validity of the model was provided. The direct causal effect of the
personality traits of health workers on their perceptions of organizational support is
positive, and the effect level is 0.122; On the other hand, it has been determined that
the direct causal effect on organizational trust perceptions is positive, and the effect
level is 0.225.

Results: According to the results obtained from the regression analysis, it is seen
that the high level of extraversion, responsibility, and openness characteristics of
health workers positively affected their perceptions of organizational support.
Therefore, healthcare professionals who are more extrovert, adaptable, and
responsible show higher organizational support and organizational trust. It is
suggested that personality traits being compatible with the organization may have
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a positive effect on outputs such as employee performance, job satisfaction,
commitment, and motivation, and the study should be expanded in this direction.
Keywords: Personality Characteristics, Organizational Support, Organizational
Trust, Healthcare Workers

SAGLIK CALISANLARININ KiSiLiK
OZELLIKLERININ ONLARIN ORGUTSEL DESTEK VE

ORGUTSEL GUVEN ALGILARI UZERINDEKI ETKISI
0z

Amag: Bu ¢alismanin temel amaci, saglik calisanlarinin kisilik 6zelliklerinin onlarin
orgilitsel destek ve Orgiitsel gliven algilar1 iizerindeki etkisini tespit etmektir.
Yontem: Aragtirmanin evrenini Istanbul’da iig farkli bolgede ikinci basamak saglik
hizmeti sunan 6zel hastanenin calisanlari olusturmustur. Arastirmada kolayda
ornekleme yontemi tercih edilmistir. Veriler internet {izerinden anket teknigi ile
toplanmistir. Degerlendirmeye alinan ve verilerin analizinde kullanilan toplam
anket sayis1 510’dur. Verilerin analizinde SPSS 23 ve AMOS 26 paket programlari
kullanilmistir. Betimleyici analizler, ¢oklu dogrusal regresyon analizi ve yapisal
esitlik modellemesi uygulanmustir.
Bulgular: Yapisal esitlik analizi ile elde edilen bulgular, modelin yap1 gegerliliginin
saglandigini gostermistir. Saglik calisanlarinin kisilik 6zelliklerinin orgiitsel destek
algilarina direk nedensel etkisinin pozitif yonlti ve etki diizeyinin 0.122 oldugu;
orgiitsel giiven algilarina ise direk nedensel etkisi pozitif yonlii ve etki diizeyinin
0.225 oldugu tespit edilmistir.
Sonug: Regresyon analizinden elde edilen sonuglara gore saglik calisanlarinin
disadoniikliik, sorumluluk ve agiklik 6zelliklerinin yiiksek diizeyde seyretmesinin
onlarin orgilitsel destek algilarini olumlu sekilde etkiledigi goriilmiistiir. Dolayisiyla
daha fazla disadoniik, uyumlu ve sorumlu davranan saglik calisanlari, daha yiiksek
orgilitsel destek ve Orgiitsel giiven diizeyi gostermektedirler. Kisilik 6zelliklerinin
orglite uyumlu olmasi galisan performansi, is memnuniyeti, baghlik ve motivasyon
gibi ¢iktilara olumlu etkisinin olabilecegi ve ¢alismanin bu yonde genisletilmesi
gerektigi 6nerilmektedir.
Anahtar Kelimeler: Kisilik Ozellikleri, Orgiitsel Destek, Orgﬁtsel Giiven, Saglik
Calisanlar1

I. INTRODUCTION

The increase in the positive perceptions of organizational support of
the employees in an institution creates a positive perception and attitude
toward that institution. As a matter of fact, the studies conducted indicate
that one of the most important outcomes of employees' perceptions of
organizational support is an increase in confidence in the organization
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(Dulac et al., 2008; DeConnick, 2010). In addition, as emphasized by the
social change theory, individuals respond positively when approached with
a positive attitude or behavior towards them and respond negatively when
exposed to a negative attitude or behavior. Moreover, when the organization
perceives that it is doing its part for its own benefit and cares about its own
business, it can be expected that the employee will evaluate this as a positive
situation and as a result, his trust in the same organization will increase
(Blau, 1964).

Some of the important factors in the success of an organization are
known to be perceived organizational support, organizational trust, and
helping colleagues with whom they work (Podsakoff et al., 2000; Ehrhart et
al.,, 2006). Furthermore, it is emphasized that organizational support
behavior is more vital in cases where all activities in organizations
significantly affect the basic goal (Dyne & LePine, 1998), and as this behavior
develops among employees, positive results based on synergy in activities
will be at a high level (Rotemberg, 1994).

Also, it has been stated that the concepts of low organizational trust
and organizational support in hospitals affect job performance negatively,
and this situation causes situations that can negatively affect organizational
performance and managerial processes by hospital employees (Shouksmith,
1994). The fact that such a study has not been encountered before in health
institutions providing health services adds originality to the study.
Additionally, it is thought that the high level of positive personality traits of
health workers will positively affect their perceptions of organizational
support and organizational trust in terms of providing a basis for gaining
positive personality traits. In addition, it is aimed that this study will be a
pioneer in future studies that will be carried out by expanding its scope.

When the studies are examined, it has been found that there are many
studies in which there is a strong and positive relationship between
organizational support and organizational trust. Personality traits are a
reflection of an individual's feelings, thoughts, and behaviors (Matthews et
al,, 2003). The behaviors and words that individual encounters while
exhibiting his/her behaviors shape his/her psychology. The individual is a
being who first perceives and then makes sense of what is happening around
him. Therefore, perceptions of support and trust in organizations are a
process that needs to be emphasized (Maan et al., 2020). In this process, the
personality traits of individuals are important. Because no matter how
events unfold, they will not have a different meaning other than the meaning
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that individuals give them. In this context, compatible individuals and non-
neurotic individuals, or neurotic individuals and non-neurotic individuals,
may have different perceptions and reactions. In this case, it can be said that
personality traits play a role in determining the organizational support and
organizational trust perceptions of individuals (Cabaros & Rodrigues, 2006).

Organizational trust and organizational support concepts have an
essential keyword in health institutions. All health systems require highly
motivated and motivated personnel. It is expected that health workers who
trust the organization and have a high perception of organizational support
will provide better and more qualified service. In the literature, there are
studies on how individual facts such as organizational support and trust in
the organization guide the behavior of helping colleagues; it is important to
conduct studies examining how the personality characteristics of healthcare
workers affect their perceptions of organizational support and
organizational trust towards the institution they work for (Akalin, 2006;
Rhoades & Eisenberger, 2002). The purpose of this study is to determine the
effect of personality characteristics of healthcare workers on perceptions of
organizational support and organizational trust.

II. LITERATURE REVIEW
2.1. The Five Factor Personality Model

Personality is a unique set of mental, emotional, and behavioral
patterns that affect how an individual reacts to situations and interacts with
other individuals (Robbins et al.,, 2013). Allport (1937) argued that the
concept of 'personality’' came from the Latin concept of '‘persona’ and that the
actors in the Roman Theater wore masks on their faces to reflect the
characteristics they represented and called these masks ‘persona’.
Personality is a set of features that distinguish individuals from other
individuals and lead them to different action styles in different situations
(Kog, 2012).

Studies on personality and personality characteristics gained a new
dimension with the research of McCrea and Costa in the early 1980s. In
previous times, researchers who examined the continuity and structure of
personality with the factor analysis method; developed a three-factor
personality model by adding the dimensions of "extraversion" and
"emotional inconsistency” and later a new dimension called "openness to
experience". However, McCrea and Costa, in their studies between 1983-
1985, on personality characteristics, addressed personality in five
dimensions by adding the expressions of "Compatibility" and
"Responsibility"” (Inang, 2021). These were expressed as extraversion,
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responsibility, compliance, openness, and neuroticism. This model is also
known as the "Five Factor Model", "Five-Dimensional Personality Approach”
or "Big Five" (Zel, 2006).

Extraversion relates to an individual's comfort level in their
relationships. Individuals with extroversion are social, self-confident, open
to new relationships, able to communicate easily with others, assertive,
determined, active, and more open to the outside world. Individuals with
the dimension of responsibility are determined and success-oriented; they
are reliable; they know their responsibilities; they do their work carefully in
a planned and programmed manner, and they are always cautious and
disciplined (Goldberg, 1992).

Compatibility, also known as amenability and compromise, is an
individual's ability to have good relations with people in the community.
They are compliant, gentle, kindhearted, understanding, cooperative, love
to work with others, friendly, and have good intentions in their relationships
with other individuals, their tolerance limits are quite wide, and they instill
trust in the other party (Wiggins & Trapnell, 1997).

The openness feature is related to how cultured, artistic, imaginative,
broad-minded, curious, original ideas, intelligent and intellectual
individuals they are. Individuals who are open to development are
individuals who are open to innovations, who can change as thoughts, and
who have a wide range of related fields. In contrast, individuals are resistant
to change, narrow-minded, and closed to new ideas (Madjaroski, 2018).

Neuroticism, on the other hand, is a quality related to whether
individuals are angry, bored, emotional, anxious, optimistic, or pessimistic
and their self-confidence levels. Neuroticism is also known as emotional
consistency and emotional stability in the literature. The emotional
inconsistency dimension reveals to what extent an individual feels
comfortable, safe, and free from anxiety. Emotionally consistent individuals
are balanced, calm, flexible, and comfortable in dealing with other
individuals. Individuals with less emotional stability are more excited, they
are anxious in their relationships with other individuals, and their moods
can change very rapidly (Goldberg, 1992; Wiggins & Trapnell, 1997).

2.2. The Relationship Between Organizational Support and
Organizational Trust

Perception of organizational support means "beliefs about the extent
to which the organization values employees 'contributions and cares about
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their well-being" (Eisenberger et al., 1986), and the central structure in
organizational support theory means that perceived organizational support
means that employees' work organizations value their contribution and that
It refers to the degree to which they believe they care about their well-being
(Eisenberger et al., 1986, Rhoades & Eisenberger 2002). Organizational
support theory assumes that the organization develops global beliefs about
the extent to which it values employees' contributions and well-being in
rewarding increased work effort and meeting socio-emotional needs (Shore
& Shore, 1995). According to the perceived self-support theory, the
development of organizational support is also encouraged by the tendency
of employees to assign humanitarian characteristics to the organization
(Eisenberger et al., 1986).

Healthcare professionals need the concepts of organizational trust
and organizational support more because they frequently encounter vital
problems such as injury and death in their work environment, and because
work environments contain high levels of stress and include factors that
threaten human life compared to other work environments. When the
studies in the literature and conducted with healthcare professionals are
examined, Mert Sencan (2016) found the average of the five-factor
personality traits of extraversion, responsibility, openness to innovation, and
adaptability at high levels, while the average of the emotional stability
dimension was moderate. The results of this study and the results of Mert
Sencan (2016)'s study partially support each other. In another study, the
average of the five factor personality traits of healthcare professionals was
found to be moderate. In contrast, the average of the emotional stability
dimension was found to be lower than the other dimensions (Ozdemir,
2019). The results of this study also partially support the research results.
Because in this study, the average score of the emotional stability
(neuroticism) dimension was lower than the other dimensions. The fact that
the average score of the emotional stability (neuroticism) dimension is lower
than the other dimensions reveals that health professionals may experience
emotional fluctuations due to the nature of their work (Unal et al., 2021).

Based on the perceived organizational support theory, it was stated
that three general perceived positive treatment patterns (justice, executive
support, and organizational rewards) received from the organization
significantly affect organizational support (Rhoades & Eisenberger, 2002).
Perceived organizational support also affects socio-emotional needs; It was
emphasized that this in turn, adds more identification and commitment to
the organization and its employees, further increases the desire to help the
organization succeed, and adds more psychological prosperity (Kurtessis et
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al., 2017). In addition, if the organization cares about the interests and
welfare of the employees, valuing their efforts and contributions, rewarding
their superior performance, and supporting them in various aspects such as
a fair salary. It has been observed that this situation has developed the belief
that employees should make more effort to achieve organizational goals and
increase their emotional commitment (Eisenberger et al., 1986).

Perceived organizational trust is defined as a person's general belief
and trust in the qualities and abilities of certain others (such as colleagues,
groups, management) in an organization, and the desire to be dependent and
inclined to them, and is seen as an important element in creating a successful
organization (Tanner, 2007). Organizational trust is also defined as a
psychological state by providing feedback on how employees perceive
problems in situations where the organization is in danger, and it has been
stated that this situation means general guidance and awareness of the
reliability of the organization (Li et al., 2012).

At the same time, it has been stated that perceived organizational
trust is one of the essential components of organizational success, and
organizations have a significant advantage thanks to organizational support
(Nikolaou et al., 2011). It has been found that organizational trust in the work
environment is associated with higher organizational performance and
competitiveness (Vineburgh, 2010). In addition, it has been observed that
employees with a high level of organizational trust exhibit more accountable,
productive, and organizational behaviors than others (Chen et al., 2015). On
the other hand, it has been emphasized that perceived organizational trust
behavior increases the job satisfaction, organizational commitment, and
productivity of employees and also encourages cooperation, centralization
of problems, effective communication, and information sharing (Elewa &
Aly El Banan, 2019).

In order to ensure efficiency and effectiveness in organizations, the
right person must be placed in the right job. For this, considering the
personality traits of the existing personnel and the personnel to be recruited
will contribute to ensuring both person-organization harmony and person-
job harmony. Although organizational support, organizational trust, and
five-factor personality traits have been examined in different areas and in
various combinations, it can be said that this study is an original study since
there has not been any study that investigated these three concepts together
and the effects of personality traits on these two variables. It is thought that
the obtained data will be beneficial, especially to managers, employees, and
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academicians in the health sector. Therefore, our hypothesis we tested is as
follows:

Hi: Personality characteristics of healthcare workers affect their
perceptions of organizational support.

H>: Personality characteristics of healthcare workers affect their
perceptions of organizational trust.

III. METHOD
3.1. Ethics Approval

This research was carried out with the ethical approval of University
Scientific Research and Publication Ethics Committee (Date: 11.02.2021,
decision no: 2021/39).

3.2. Participants

Data collection was carried out by a hospital-based survey at the
private hospital providing secondary care in three different regions in
Istanbul. The population consisted of 6.000 healthcare workers from these
private hospitals. The random sampling method was used because it is easily
accessible. Participants were required to have an internet connection to
participate voluntarily in an online questionnaire. A total of 510 healthcare
workers took part in the research. Of the total sample, 41.2% were women
(n=210), and 58.8% were men (n=300). From previous studies on this subject,
the standard deviation was determined as 0.6, and the margin of error was
0.0588. In the study, the sample size at the 0.05 significance level; by using
the values N=496000, a=0.05, 6=0.51, Zo.05>=1.96, d=0.0588,

N-o’-7Z, 496000- (0,6)* - (1,96) .
(0,0588)*(5000—1)+(0,6)” - (1,96)*

T EN )i 2

o/2

found.
3.3. Research Design and Procedure

The hospital-based cross-sectional study design was used at private
hospitals in Istanbul. The study was conducted in a private hospital
providing secondary care in three different regions in Istanbul, Turkey. The
study began on February 20, 2021, during the second peak of the COVID-19
outbreak, and weekly online survey techniques via google forms data were
collected from participants during the COVID-19 outbreak in Turkey. This
study was a prospective cross-sectional survey conducted online through a
structured questionnaire from February 20 to April 20, 2021. Online consent
was received from all the participants.
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3.4. Measurements of Variables

We applied the Turkish version of 44 items 5-point Likert-type “Five
Factor Personality Inventory” (the Big Five Inventory) scale (John et al., 1991;
Horzum et al., 2017). The scale originally consists of five dimensions and 44
items. The measuring tool has been found to provide high reliability for the
study sample (a=0.887). Afterward, we applied the Turkish version of a 12
items Likert-type perceived organizational support scale (Eisenberger, 1986).
The measuring tool has been found to provide high reliability for the study
sample (a=0.923). And then, We applied the Turkish version of a 4 item
Likert-type perceived organizational trust scale (Nyhan & Marlowe, 1997).
The measuring tool has been found to provide high reliability for the study
sample (a=0.676).

In the first stage, permission was requested from the researchers who
developed the original scales for the adaptation process, and their approval
was obtained. The scales were translated into Turkish separately by 3 experts
who know both the language of the original scale and the Turkish language
very well. In the second stage, the translations made by the authors and the
translation group consisting of experts were compared. While making the
comparison, each item was examined to determine whether the translations
were appropriate in terms of the intended meaning. The third stage is the
provision of the previous stage. At this stage, the scales translated into
Turkish were given to a group of 3-5 people who are experts in the language
of the original scale and independent from the experts in the second stage,
and these experts were asked to translate the scales from Turkish back to the
original language. Later, the original expression of each item was compared
one-to-one with the expression resulting from this translation. With the
translation in the third stage, it was seen that the original scale was
appropriate.

3.5. Data Analysis

All statistical analyses were performed using IBM SPSS 23 ve AMOS
26. We performed frequency and percentage analysis for reporting the
demographic data of the participants. Additionally, multiple linear
regression analysis was performed to determine whether personality
characteristics have a statistically significant effect on the perception of
organizational support and organizational trust and to reveal the effect
levels. Then, path analyses, using structural equation modeling (SEM) in
AMOS 24, were performed to assess different latent structure models of the
impact of personality characteristics of healthcare workers on their
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perceptions of organizational support and organizational trust. Examined
models were based on the results from previous research on factor structures
of the impact of personality characteristics of healthcare workers on their
perceptions of organizational support and organizational trust. Criteria for
determining structural equation modeling analysis model fit and
measurement invariance were based on conventional standards (Munro,
2005; Brown, 2015; Byrne, 2016). Specifically, adequate model fit for a
confirmatory factor analysis model was defined by a chi-square/df value <5,
Root Mean Square Error of Approximation (RMSEA) value < 0.10,
Comparative Fit Index (CFI) > 0.90, Incremental Fit Index (IFI) values > 0.90,
Tucker Lewis index (TLI) values > 0.90, Goodness of Fit Index (GFI) values >
0.85 and Standardised Root Meansquared Residual (SRMR) < 0.08 (Munro,
2005; Brown, 2015; Byrne, 2016).

IV. RESULTS
4.1. Demographic Findings

A total of 510 participants” responses were considered for analysis of
this study. Table 1 shows the mean, standard deviation, variance, and
reliability coefficients regarding personality characteristics perceived
organizational support and perceived organizational trust. It can be seen that
58.8% of males and 41.2% of females were the respondents for this study,
and 42.5% were 36 to 45 age. Most participants were married (87.6%). Most
respondents were nurses (37.8%), and other occupations such as doctors,
health technicians, technical staff, patient consultants, health officers, and
healthcare managers accounted for 18.2%, 10.2%, 8%, 7.3%, 6.9%, and 6.1%,
respectively.

4.2. Descriptive Statistics

Descriptive statistics about the obtained variables were examined.
Information on means, standard deviations, variance values, and reliability
coefficients of each variable is presented in the table below (Table 1).

Table 1. Descriptive Statistics on Factors

Constructions Factors Mean Std. Deviation Variance REhal?l,l ity
Coefficient
Extraversion 4.1961 0.78341 0.614 0.613
P it Agreeableness 4.2804 0.74815 0.56 0.691
ersonaty Conscientiousness 41627 0.81186 0.659 0.656
Characteristics
Neuroticism 4.0294 0.86012 0.74 0.755
Openness 4.0882 0.83517 0.698 0.789
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Table 1. Continued

Constructions Factors Mean Std. Deviation Variance Rehal‘n.l ity
Coefficient
Perceived Perceived Organizational
Organizational Support 3.1146 0.79731 0.636 0.923
Support (POS)
Perceived . .
Organizational © creeived Organizational =, ) 0 0.74161 0.55 0.676

Trust (POS) Trust

When the table is examined, it is seen that the personality trait of
agreeableness has the highest average (Mean: 4,2804). Furthermore,
reliability coefficients higher than 0.60 indicate that the scales used in the
research are reliable.

4.3. Findings Related to Multiple Linear Regression Analysis

Within the framework of causality, the effect of personality
characteristics on the perception of organizational support was first
examined. Table 2 shows the results related to the effect of personality
characteristics factors on the perception of organizational support.

Table 2. Personality Characteristics — Perceived Organizational Support
Standard

Variables B Error B t p Tol. VIF
(Constant) 1.656 0.168 - 9.85 0 - -
Extraversion 0.208 0.067 0.218 3.098 0.002 0.344 2.904
Agreeableness -0.065 0.071 -0.063 -0.909 0.364 0.358 2.795
Conscientiousness 0.136 0.069 0.132 1.977 0.049 0.381 2.627
Neuroticism 0.096 0.079 0.089 1.202 0.23 0.312 3.21
Openness 0.223 0.073 0.207 3.076 0.002 0.375 2.665

Dependent variable: Perceived Organizational Support
R: 0.527 R20.278 F(3.555): 32.636  p:0.000

It can be interpreted that there is no multicollinearity between the
independent variables since there is no value higher than 10 among VIF
values and less than 0.20 among tolerance values. On the other hand, the
personality characteristics sub-dimensions together give a moderate and
significant relationship with the perception of organizational support (R:
,527, R%,278, p: ,000) and approximately 28% of the total variance in the
perception of organizational support. When the t-test results regarding the
significance of the regression coefficients are analyzed, the personality
characteristics of extraversion, conscientiousness, and openness have a
significant effect on the perception of organizational support. Table 2 shows
the results related to the effect of personality characteristics factors on the
perception of organizational trust.
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The Effect of Table 3. Personality Characteristics — Perceived Organizational Trust
. Variables B Standard Error BB tt PP Tol. VIF

Personaht.y ) (Constant) 1414 0.157 - 8984 0 - -
Characteristics of Extraversion 0288 0063 0301 459 0001 034 2904
Healthcare Agreeableness 0.212 0.067 0204 3174 0002 0358 2795
Workers on their Conscientiousness 0.131 0.065 0127 2033 0.043 0381 2627

) Neuroticism -0.009 0.074 0008 -0.12 0905 0312 321
Perceptions of Openness 0.073 0.068 0068 108 0281 0375 2665
Organizational Dependent variable: Perceived Organizational Trust
Support and R: 0,609 R2 0,371 F(3,555): 50.042  p:0,000
Organizational It can be interpreted that there is no multicollinearity between the
Trust independent variables since there is no value higher than 10 among VIF
398 values and less than 0.20 among tolerance values. On the other hand, the

personality characteristics sub-dimensions together give a moderate and
significant relationship with the perception of organizational trust (R:,609,
R2:,371, p: ,000) and explain 37% of the total variance in the perception of
organizational trust. When the t-test results regarding the significance of the
regression coefficients are analyzed, the personality characteristics of
extraversion, agreeableness, and conscientiousness have a significant effect
on the perception of organizational trust.

4.4. The Model Fit Measures

A total of 60 questions in this study constitute three latent variables.
From the 60 questions, 2 items were removed because of poor communality
extraction; finally, a total of 58 items/questions are taken into consideration
to proceed further. The model fit was tested by different model fit indicators,
which are given in Table 4.

Table 4. Model Fit Measures

Measure Estimate Threshold Interpretation
CMIN/DF 2.476 Between 1 and 5 Acceptable range
CFI 0.949 >0.90 Within range
GFI 0.926 >0.85 Within range
RMSEA 0.054 <0.10 Within range
RMR 0.045 <0.08 Within range
TLI 0.941 >0.90 Within range
IFI 0.949 >0.90 Within range
NFI 0.917 >0.90 Within range

From Table 4, it can be summarized that this study’s questions/items
of the latent variables pass through all the major model fit indicators
suggested by Munro (2005), Brown (2015), and Byrne (2016).

4.5. The Results of the Measurement Model

It was assumed that the reasoning between the variables in the
research model could be explained. Path analysis was performed to test the
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validity of the scales used, and the structure of all scales was verified. Since
validity and reliability analyzes were performed before the scale forms were
used in the research, explanatory factor analysis was not required, and path
analysis was performed. Figure 1 shows the path analysis results and model
fit for the variables of personality characteristics, perception of
organizational support, and perception of organizational trust.
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Figure 1. The Results of the Full Model

Note: PC: Personality Characteristics; POS: Perception of Organizational Support; POT:
Perception of Organizational Trust

The results for measuring the reliability and validity of the
measurement model are illustrated in table 5. Table 5 provides various
measures of the measurement model. From the following table, it is seen that
all three values of Cronbach’s a is well above the minimum criteria (>0.80).
Finally, for average variance extracted (AVE) and construct reliability (CR),
Fornell and Larcker (41) stated that AVE values below 0.50 can be accepted
if the CR value is above 0.70. Table 5 represents that the reliability and
validity of the constructs applied in this study met the criteria.
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The Effect of Table 5. The Items’ Estimate and the Constructs’ Cronbach’s &, AVEs,
Personality and CRs.
. e Average
Characteristics of Vari 8 Construct
Constructs Items Estimate Cronbach’s a artance Reliability
Healthcare Extracted (CR)
Workers on their (AVE)
. PC5 0542
Perceptions of PCd 0541
Orgamzatlonal Personality Characteristics (PC)  PC3 0.721 0.887 577 0.83
Support and PC2 0816
. . PC1  0.661
Organizational P05 059
Trust POS2  0.725
POS3 0725
400 POS4 0792
| Perceived Orsanizational POS5 0815
ercetved Lrgarmizationa POS6  0.789 0923 646 0.85
Support (POS)
POS7  0.836
POS8  0.759
POS9  0.611
POSI0  0.589
POSI1  0.673
Perceived Oreanizational Trast TOTL 0541
erceive rganlza 10Nna Trus POTZ 0932 0676 401 088
(POT)
POT3 0522

Since the CR values are greater than 0.7, the factors have high
construct reliability. The fit values were examined to show that the data fit

the model well. Table 6 shows the results of the structural model.

Table 6. The Result of the Structural Model

Hypothesis Paths Estimate

S.E.

CR.

P Result

Effect of Personality Characteristics on Perceptions of Organizational Support

Hi POS <----PC  0.122

0.06

2.039

0.041 Hi supported

Effect of Personality Characteristics on Perceptions of Organizational Trust

H> POT<---PC 0225

0.05

4.456

6%

Hzsupported

The obtained fit values show that the model fit is achieved. There is
a positive impact of personality characteristics of healthcare workers on their
perceptions of organizational support and organizational trust. The
personality characteristics has a direct impact on perceptions of
organizational support and organizational trust.

From the result, it is found that with a direct effect of personality
characteristics, there is a significant impact established on the perception of
organizational support. Thus, Hi is statistically supported. Therefore, there
is a significant impact established on the perception of organizational trust.

Thus, H is statistically supported.
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V. DISCUSSION AND CONCLUSION

Since the health sector is the sector that consumes a large part of the
country's resources and serious investments are made in terms of
technology, it has been decided to carry out the field study in the field of
health. In this sense, the main purpose of this study is to determine the effect
of the personality characteristics of healthcare workers on their perceptions
of organizational support and organizational trust. In this context, first of all,
a basic literature review regarding the variables discussed in the study was
conducted. Hospital-based cross-sectional research design was used in the
study. Then, the employees of a private hospital that provides secondary
health services at international standards in three different regions in
Istanbul were reached. Finally, the hypotheses were tested, the findings and
results were conveyed, and suggestions were made for future studies and
practitioners.

In this study, hypotheses were tested within the framework of the
main purpose. The main purpose is to determine the effect of the personality
characteristics of healthcare workers on their perceptions of organizational
support and organizational trust. Structural equation modeling and
reliability analysis were performed on the variables discussed in the study
in order to determine the causal relationships between the variables and to
reveal whether the theoretical model is supported by the data. According to
the findings, it was seen that all the variables discussed in the study had
acceptable fit indices. In the reliability analysis made for all variables, it was
determined that the reliability values of the perception of organizational
support, perception of organizational trust, and personality characteristics
scale had high reliability.

According to the results obtained from the regression analysis, it was
seen that the increase in the extraversion, responsibility, and openness
characteristics of health workers positively affected their perceptions of
organizational support. At the same time, it has been seen that the increase
in extraversion, agreeableness, and conscientiousness characteristics of
healthcare professionals positively affects their organizational trust
perceptions. In this case, the perceived organizational support levels of
highly extroverted, conscientious, and open individuals increase more. On
the other hand, the perceived organizational trust levels of highly
extroverted, agreeable, and conscientious individuals increase more.

The personality characteristics of individuals are a variable that
affects the level of trust. When the studies on personality characteristics are
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examined, it is discovered that people with high agreeableness are more
likely to work in groups (Hsu et al,, 2011), and openness is an important
feature in jobs that require creativity (Minbashian et al., 2013), and
extraversion has a significant effect on trust (Bergman et al., 2010), while
individuals with high neuroticism have less confidence in others and less
collaborative with others (Karkoulian & Osman, 2009). According to the
findings obtained from the current study, individuals who have high
extroversion, conscientiousness, and openness characteristics are important
in terms of creating a positive perception of organizational support. As a
result, as the extrovert, conscientious, and openness levels of the employees
decrease, the perceptions of organizational support tend to increase. At the
same time, individuals with high extraversion, adaptability, and
responsibility characteristics are important in terms of creating a positive
perception of organizational trust. As a result, as the extroversion,
agreeableness, and responsibility levels of employees increase, their
perceptions of organizational support tend to increase. For this reason, in
order to determine the organizational support and organizational trust
levels of employees in organizations, it is useful to determine their
personality characteristics. As a result, it can be said that organizational
support and organizational trust are affected by the personality
characteristics of the individual.

As aresult, as the trust and support of healthcare professionals in the
institution they work for increases, they can contribute to the institution’s
efficiency by reaching higher quality patient care outcomes. In addition,
knowing the personality characteristics of people working at various levels
in organizations can be beneficial for both the institution and the employees.
Because if personality characteristics are taken into consideration while
selecting personnel for various positions, the right person will be placed in
the right staff and the right job. At the same time, person-job fit and person-
organization fit can be achieved if personality tests are performed on
employees, and result-oriented outcomes such as employee performance,
job satisfaction, commitment, and motivation may be more likely to increase.
Personality tests are not generally applied in the recruitment of health
personnel in public and private hospitals in our country.

According to the results obtained from the regression analysis, it is
seen that the high level of extraversion, responsibility, and openness
characteristics of health workers positively affected their perceptions of
organizational support. Therefore, healthcare professionals who are more
extroverted, adaptable, and responsible show higher organizational support
and organizational trust. It is suggested that personality traits being
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compatible with the organization may have a positive effect on outputs such
as employee performance, job satisfaction, commitment, and motivation,
and the study should be expanded in this direction. Furthermore, in the
research, organizational support has a positive contribution to the
organizational trust. In this case, it is suggested that future researchers look
at the mediating effect of organizational support on the effect of personality
traits on organizational trust.
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