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Kamu kurumlarindaki yoneticilerin demokratik ve otoriter yoneticilige bakis algilan iizerine bir
calisma: Elazig ve Ercis seker fabrikalan ornegi

Deniz Alkan?
Abdullah Ograk?
Aydm Akkug®
Ozet

Globallesmenin etkisiyle teknoloji ve bilimsel anlamda degisimlerin yasandig1 giiniimiizde kurumlar mevcut rekabet sartlarina
uyum saglamak adina siirekli kendini yenileyen orgiitsel ve yonetsel anlamda giderek farklilagan bir yapi halini almaktadirlar.
Bu baglamda kurum igerigsinde yonetici, yonetici tipi ve yonetim anlayisi ile yoneticilerin orgiit igerisindeki etkinlikleri;
kurumlarin gelismesinde, varliklarimi siirdiirebilmelerinde ve belirlenen nihai hedeflere ulagmalarinda yadsinamaz derecede
onem arz etmektedir. Calisma Kamu Kurumu biinyesinde faaliyet gosteren Ercis ve Elazig seker fabrikalarinda g¢alisan
yoneticilere uygulanmis olup, ilk etapta bireylerin yoneticilige bakis agilari ile Otokratik ve Demokratik-Katilime1 yonetici ile
ilgili goriiglerini belirlemek ve her iki kamu kurumu arasindaki verileri mukayese etmek amaciyla yapilmistir. Veri toplama
yontemi olarak yoneticilere anket uygulanmustir. Elde edilen veriler bir istatistiksel veri analizi programina islenerek; veriler
arasinda faktor analizi, giivenilirlik analizi ve frekans analizleri ile normallik testleri yapilmis olup; degiskenler arasindaki
iliskiyi tespit etmek i¢in de t testi ve tek yonlii varyans analizleri yapilmistir. Arastirma bulgularina gére, yonetim kademesinde
calisan bireylerin demokratik-katilime1 yonetim tarzini benimsedikleri, otokratik yonetim tarzina genel anlamda katilmadiklari,
ancak ¢ogu katilimeinin yoneticiligin dogustan gelen bir yetenek ve sanat oldugu, bunun ise; egitimle geligebilecegi kanaatinde
olduklart tespit edilmistir. Yapilan farklilik analizlerine gére kurumlardaki yonetim kademesindeki bireyler arasinda istatiksel
olarak anlaml bir farkliliga rastlanmamigtir.

Anahtar Kelimeler: Demokratik Yonetici, Kamu Kurumu, Otokratik Yonetici, Yonetim, Yonetici Tipleri
JEL Kodlar: M1, M10, M12, M14

A study on the perceptions of the administrators in public institutions towards democratic and
authoritarian management: Example of Elazig and Ercis sugar factories

Abstract

In today's world, where technological and scientific changes are experienced with the effect of globalization, institutions are
becoming a structure that constantly renews itself in order to adapt to the current competitive conditions, and becomes
increasingly different in organizational and managerial terms. In this context, within the organization the manager, manager
type and management approach and the activities of managers in the organization are of undeniable importance in the
development of institutions, their survival and achievement of the ultimate goals set. The study was applied to the managers
working in the sugar factories of Ercis and Elaz1g operating within the body of the Public Institution, and in the first place, it
was carried out to determine the perspectives of t individuals on management and their views on the Autocratic and Democratic
Participatory manager and to compare the data between both public institutions. As a data collection method, a questionnaire
was applied to the managers. The obtained data were processed into a Statistical Analysis Software; Among the data, factor
analysis, reliability analysis, frequency analysis and normality tests were performed; T-test and one-way analysis of variance
were performed to determine the relationship between the variables. According to the research findings, individuals working
at the management level adopt the democratic-participatory management style, do not generally agree with the autocratic
management style, but most of the participants stated that management is an innate talent and art; It has been determined that
they believe that they can improve with education According to the difference analysis, no statistically significant difference
was found between the individuals at the management level in the institutions.

Keywords: Democratic Manager, Public Institution, Autocratic Manager, Management, Manager Types
JEL Codes: M1, M10, M12, M14
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1. Giris

Yonetimsel anlamda ortaya konan bilimsel yaklasimlardan yonetimde, durumsallik yaklasimi geregi;
tek tip ideal yonetici sekline ulasmak miimkiin olmadig1 i¢in, hem 6zel hem de kamu sektoriinde ideal
yonetici tipleri olusturmak son derece 6nem arz etmektedir. Giiniimiizde bilginin ve teknolojinin hizla
gelismesiyle birlikte kurumlar mevcut sartlar altinda daha iyi bir rekabet giicii elde etmek adina farkli
stratejiler gelistirmektedirler. Bu minvalde kurumlarda Yonetici, yonetici tipi ve yonetim anlayisi ile
yoneticilerin orgiit icerisindeki etkinlikleri; onlarin gelismesinde, varliklarini siirdiirebilmelerinde ve
belirlenen nihai hedeflere ulagsmalarinda yadsinamaz derecede 6nem arz etmektedir. Y6netim, belirlenen
amaca ulasmada mevcut insan kaynaklari, zaman ve kurum i¢i varliklar1 en iyi sekilde kullanma sanati
olarak tanimlanmaktadir (Kog¢ & Topaloglu, 2010:31-40) Ideal yonetici tipinin olusmasinda; sosyal,
kiiltiirel, mali ve hukuksal gibi faktorler de etkili olabilmektedir. Birgok kez yonetici ile lider kavramlari
birbirlerinin yerine kullanilmakta olup bu iki kavram arasinda 1950’li yillardan beri yakin iligkiler
oldugu belirtilmektedir (Bulut & Bakan, 2005: 62-89).

Diinyada globallesmenin etkisiyle kurumlar mevcut rekabet sartlarina uyum saglamak adina siirekli
kendini yenileyen orgiitsel ve yonetsel anlamda giderek farklilasan bir yapi halini almaktadirlar.
Kurumlarin ayakta kalmalarinda biiyiik bir 6neme sahip olan yoneltme, 6rgiitleme, planlama ve kontrol
etme islevlerinin tamamini biinyesinde bulunduran yonetim departmani ile yonetimde bulunan
bireylerin yonetim tarzlar1 da kurumlar agisindan hayati derecede bir 6neme sahip olmaktadir.

Kurum i¢i meydana gelen sorunlar yoneticinin hem kendisinden hem de ¢evresel faktdrlerden kaynakli
olabilmektedir. Yoneticiler ortaya ¢ikan tiim bu olumsuzluklari kontrol altina alinarak organizasyonun
hedeflerine ulagmasinda biiyiik sorumluluklar almaktadirlar. Bu baglamda Ideal yéneticiler kurumun
hem basarilarinda hem de basarisizliklarinda biiyiik bir paya sahip olabilmektedirler.

Ideal yonetici tipleri her kurum icin farkli olabilmekle beraber, yonetici tipi; bireylerin kisilik yapilarina,
egitim diizeylerine ve icinde bulunmus olduklar1 gevresel ve kiiltiirel yapiya gore farklilik
gosterebilmektedir. Calisma bu noktada kamu kurumu biinyesinde faaliyet gosteren Ercis ve Elazig
seker fabrikasindaki yoneticilerin gelenekgi/yenilik¢i yapilarma dikkat cekmekte ve yoneticilerin
olaylara bakis acilarii irdelemek, hangi yonetici tipine sahip olduklarini saptamak ve son olarak kamu
sektoriinde faaliyet gosteren yoneticileri mukayese ederek gelecek caligmalara rehberlik etmek
amacindadir. Bu yoniiyle ¢aligmada ilk etapta yonetici ile ilgili genel bilgilere, Otokratik ve Demokratik-
Katilimc1 yoneticilere yonelik kavramsal ¢ergeveye deginilmis, akabinde literatiir taramasi ve son olarak
kamu biinyesinde faaliyet gosteren bu fabrikalardaki yoneticilere yonelik anketten elde edilen veriler
degerlendirmeye alinmistir.

2. Yonetim ve Fonksiyonlar:

2.1. Yonetim

Literatiirde yonetimin birden fazla tanimi olmakla beraber, genel anlamda yonetim bagskalar1 araciligiyla
belirlenen hedef ve amaglara ulagsma ve bagkalarina ig yaptirma sanati olarak tanimlanabilmektedir. Bazi
bilim dallarinda yapilan tamimlara gére yonetim; iktisatgilar gére mevcut kaynaklar, sermaye, ¢aliganlar
ile beraber iiretme olarak tamimlanirken, sosyologlara gore sinif ve prestij sistemi, Psikoloji ve hukuk
gibi alanlarma gore ise, diger bireylerin ¢abalariyla amaglara ulasmak olarak tanimlanmustir.

Yonetim, belirlen nihai amaglara ulagsmak i¢in, ilk etapta insanlari ve akabinde biitiin iktisadi ve
yardimci1 kaynaklar ile hammaddelerin etkin verimli kullanmasini saglamak adina zamaninda bu siirecte
verimli ve etkili kullanilmasinmi saglayacak kararlari alma ve alinan bu kararlarin tim kisimlara
uygulanabilmesini saglamaktir (Eren, 2011: 5-15).

Yonetim, gecmiste sezgi ve bireysel kazanimlara bagli olarak uygulanan basta ciraklikla baslayan
sonrasinda deneme ve yanilma yoluyla elde edilen bir sanat dali olarak degerlendirilmistir. Gliniimiizde
ise; yonetim ¢esitli felsefi kriterlere dayanan farkli bakis acilarina sahip ve olaylar1 degisik boyutlarda
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ele alan ortaya ¢ikan durumlar strateji, davranig ve sebep-sonug zemininde ele alan bir yaklagim olarak
ortaya ¢ikmaktadir (Se¢tim & Erkul, 2020: 12-42).

Bir bagka tanimlamada ise Maslow yOnetimi, akvaryumdaki suya benzetmis ve baliklarin suyun 6nemini
bilmeden yasadiklarini, sudan ¢iktiklarinda farkina varabildiklerini bizlerin de yonetimin anlamini
ancak karisiklik ya da kargasa durumunda anlayabilecegimizi ifade etmistir (Maslow, 2000).

2.2. Yonetimin Fonksiyonlari

[lk olarak fonksiyonel anlamda yonetimin belli boliimlere ayrilarak degerlendirilmesi fikri Henri Fayol
tarafindan ileri siiriilmiigtiir. Henri Fayol 1916 yilinda “Administration Industrielle et Generale” adli
calismastyla yonetimin fonksiyonlarina yer vermistir. Fransizca olarak kaleme aldig1 eserleri akabinde
Ingilizceye gevrilmis ve yonetimin fonksiyonlari olarak degerlendirmeye alinmasi gerektigine yénelik
diistinceler giderek yayginlagmistir (Duyar, 2018:75-92).

Fayol, Planlamay1 amaclarin belirlenmesi, belirlenen amaglara ulagmak ic¢in uygun taktiklerin
belirlenerek faaliyetlerle uyum saglanmasi olarak tanimlamistir. Orgiitlemeyi ise, bir
sirkete/organizasyona faaliyetlerine devam etmesi i¢in ihtiyaci olan yetki ve sorumlulugun saglanmasi
seklinde tanimlarken, Gulick (1936) ise orgiitlemeyi, emegin verimliliginin arttirilmasini saglayacak
sekilde boliinmesi ve uzmanlagmasi olarak tanimlamistir (Altuntop, 2014: 13-15).

Yonetimin planlama ve oOrgiitleme fonksiyonlarindan sonra gelen yoneltme fonksiyonu ise sirketteki
calisanlar1 belirlenen nihai amaglara ulasmada faaliyete gecirmektir. Temel yonetim fonksiyonlarindan
bir digeri olan koordinasyon ise, ¢alisanlarin miicadelelerini birlestirerek zamana uyarlamay1 ve her
tiirli faaliyetlerin birbiriyle uyum igerisinde olmalarini koordine etmektir. Organizasyonlarda
koordinasyonun etkili bir sekilde olmasi i¢in; amag ve strateji arasindaki baglanti belirtilerek, ¢alisanin
orgiitte etkili oldugu bir departmanda ¢aligtirilmast suretiyle gergeklesir.

Yonetimin son fonksiyonu kontrol asamasinda ise, amaglanan planlara ne derecede ulagildiginin tespit
edilmesi islemi gergeklestirilmektedir. Yani, amacglanan planlar ile ulasilan planlarin karsilagtirilarak
gerekli diizeltmelerin yapilmasidir (Yenisu vd., 2019: 514-27).

3. Yonetici ve Yonetici Tipleri

Yonetici (executive, manager), genel anlamda bir kurum veya bir organizasyonda gorevli bulunan
kisilerin islevleriyle ilgili olarak giiniibirlik, siiregelen ve sartlar1 belli siireclerin digina uzanan gézetim
ve denetlemeye sahip iist olarak tanimlanmaktadir. Bu ilkeler dahilinde kurum igi organizasyonlarin
basariya ulagmalarinda yoneticilerin etkisini biiylik 6l¢iide 6nem arz etmektedir. Bu 6nemi anlamak i¢in
yazinsal alanda hakim olan iki goriis bulunmaktadir. Bunlardan ilki “Omnipotent Yonetim” digeri ise
“Sembolik Yonetim” anlayisidir. Sembolik yonetim anlayisinda, yonetimin basariya veya basarisizliga
ulagmasinda ydnetimin kontrolii disinda gelisen ve daha c¢ok dis etmenlerin etkisinin oldugu
savunulurken, Omnipotent Yonetim anlayigina gore ise tiim is ve islemler yoneticinin giidiimiinde ve
kontroline oldugu ve basariya ulagsmasinin almig oldugu karar ve uygulamalara bagli oldugu
belirtilmektedir (Miicevher & Erdem, 2019: 48-77).

Yoneticilik genel anlamda bir yoneticinin yaptigi isin ismidir. Bir diger ifadeyle yonetici yonetme
faaliyetlerini yiiriiten kisi iken, yoneticilik ise, bir érgiitiin tiim basarilarini, uygulama ve ¢alismalarini
maksimum seviyeye ¢ikartmak amaciyla ve personeli daha etkin bir hale getirerek nihai amaglara
ulagsmasim saglamaktir. Bu baglamda, yoneticinin sahip oldugu ozellikler yoneticilik sisteminin
yerlesmesinde belirleyici olabilmektedir (Ugur & Ugur, 2014: 122-136).

Yonetici, kurumun belirlenen hedeflerine ulagsmasi i¢in kurumdaki tiim kaymalarin etkin ve verimli
kullanilabilmesi i¢in planlamalar yapip sirketin tiim ekipmanlariyla verimliligi maksimum yaparak,
kayip oranini en aza indirerek gruplar diizeyinde orgiitlemeler yaparak, kendine verilen yetkisini
kullanarak gorev dagilimi yapar, yapilan calismalart denetler, yonetici zaman, bilgi ve yetenek
kavramlarini organizasyonun lehine olacak sekilde kullanir.
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3.1. Yonetici Tipleri

Genel anlamda yonetici kimligine sahip kisiler birtakim o6zellikler bakimimdan birbirlerinden
farklilagmaktadirlar. Bu ozelliklere bakildiginda; yoneticiler sahip olmus olduklar1 karakter yapisi,
egitim diizeyi, kiiltiir seviyesi, anlayis ve kavrayis durumlart ile sahip olduklari islevler bakimindan
farklilik  olusturabilmektedirler. Bundan dolayr yoneticiler farkli kategoriler igerisinde
degerlendirilmistir (Tortop,1987).

3.1.1. Otokratik Yoneticiler

Otokratik yonetim tarzlarinda giicii kendilerinde toplama ve calisanlara ¢ok fazla s6z hakki vermeme
genellikle yaygindir. Bu tip yoneticiler mevki ve kendilerine taninan yetkilerini kullanarak ¢aliganlar
iizerinde bir baski iklimi olusturmay1 secen yoneticilerdir. Bu tip yoneticiler ¢alisanlarina bir gérev
verirken g¢aliganlarin fikirlerini ve diislincelerini dikkate almayan ve g¢alisanlarin bir igi yapmalari igin
zorlanmalari gerektigi ve bireyleri genellikle sorumluluktan kagan tipler olarak gérmektedirler (Uymaz,
2020: 103-45).

Otoriter yoneticiler genellikle bireylere emir vererek is yaptiran sert mizagli, emirlerinin sorgulanmasini
istemeyen ast iist hiyerarsinin mutlak olarak uygulanmasi gerektigini savunan, kati bir takim kurallar
bulunan yoéneticilerdir (Bulut &Bakan, 2005: 62-89).

3.1.2. Demokratik-Katihme1 Yoneticiler

Otoriter yoneticilerin aksine bireylere danisan, katilimei bir yonetim anlayisini benimseyen, astlarin ve
calisanlarin diisiincelerini nemseyen yoneticilerdir (Bulut &Bakan 2005:62-89). Katilimet lider olarak
da bilinen bu tip yoneticiler orgiit icerisinde c¢alisanlara deger veren onlarin fikirlerini dnemseyen,
almacak bir kararda yalnizca kendisinin degil ¢alisanlarin da katilimim saglamak adina 6rgiit yapisin
ve ortamint bu dogrultuda diizenleyen ydneticilerdir. Burada calisanlar ile yoneticiler arsinda giiven
seviyesi yiiksektir. Bu yonetim tarzinin en giiglii yonii olarak calisanlarin motivasyonlarinin artirilmasi
ve bireylerin Ozgilivenlerinin ve kendilerine olan inanglarinin artirilmasi gosterilebilir (Altan &
Ozpehlivan, 2019: 208-29).

3.1.3. Sorumsuz veya Sorumluluk Almayan Yoneticiler

Bu kategorideki yoneticiler genellikle sorumluluk almaktan kaginan, isleri genelde astlarina havale
eden, is almaktan kagman ve kendilerinin yapmasi gereken isleri bagkalarina yaptiran seklen yonetici
olarak tanimlanan bireylerdir. Bu kisilerin verimsizliklerinden kaynakli olarak ast konumundaki
personeller ne kadar iyi isler yaparsa yapsinlar, bir is verimliliginden s6z edilememektedir (Bulut &
Bakan, 2005: 62-89).

4. Literatiir

Literatiirde genelde lider ve liderlik yaklasimlari iizerine birgok ¢aligmaya rastlamak miimkiin iken,
yoneticiler ve yonetici tipleri iizerinde ¢ok az ¢alisma mevcuttur.

Bulut & Bakan, (2005) yilinda Kahramanmaras merkez ve ilgelerinde yonetici ve yoneticilik kavramina
iizerine yaptiklart ¢aligmalarinda; ydneticilerle astlar1 arasindaki iligkilerin formel olabilecegi gibi
informel bir yapida da olabilecegi, yoneticilerin otoriter yoneticiden ziyade katilimci, demokratik
yoneticiligi benimsedikleri, yonetim kademesindeki kisilerin en ¢ok siyasal agidan atamalarda
kayirmaciligin oldugu ve finansal anlamda imkanlarm sinirli olmasi konusunda daha ¢ok sorun
yasadiklari tespit edilmistir

Mert, (2013) yilinda yaptig1 ¢alismada; kamudaki yoneticilerin degerlendirilmesinde performans ile
potansiyel arasindaki iliskiyi degerlendirmis. Arastirma verilerine gore orta ve alt kademe
yoneticilerinin potansiyel agisindan iist kademe yoneticilerine gore daha iyi bir konumda olduklari, orta
kademe ydneticilerinin kendi performans ve potansiyelleri ile astlart durumunda olan alt kademe
yoneticilerinin performans ve potansiyelleri arasinda orta seviyede anlamli bir korelasyon oldugu tespit
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edilirken amirleri konumundaki {ist yoneticilerinin performans ve potansiyelleri arasinda boyle bir
iliskiye rastlanmadig1 tespit edilmistir.

Tutar & Sadykova, (2014) yilinda yapilan ¢alismada orgiitsel muhalefet ile yonetim arasinda iligki
incelenmigtir. Calisma sonucunda agik muhalefet ile demokratik yonetim arasinda pozitif yonlii,
demokratik tutum ile negatif yonlii bir iliski tespit edilmis. Ayrica otorite algistyla ile orgiitsel muhalefet
arasinda istatiksel anlamada negatif yonlii bir iligki tespit edilmistir.

Oveg, (2014) yilinda yaptign calismasinda saglik sektoriindeki yéneticilerin liderlik tutumlarimin
calisanlarin is tatminlerini hangi olciide etkiledigini belirmeye ¢alismis. Calismada Ankara Numune
hastanesinde ¢alisan yoneticilere anket yontemi uygulanarak yapilmis. Calisma sonucunda bireyin is
tatmini ile mesleki tecriibe, egitim durumu ve organizasyondaki konumu arasinda dogru orantili bir iligki
saptanmig. Liderlik yoniinden ise hastanedeki yonetici pozisyonunda ¢aligan bireylerin davraniglari orta
diizeyde olmakla birlikte; calisanlarin fikirlerine deger veren onlarin katilimini saglayan, yenilikei,
demokratik ve otorite sahibi yoneticilerin orgiit kazanimlarini yiikseltmede olumlu yonde ektilerinin
oldugu tespit edilmistir.

Hamedoglu & Ozden, (2015) yilinda giiniimiizdeki okul y&neticilerinin yonetime bakis anlayislart
iizerine yaptiklar1 ¢alismalarinda; elde edilen verilere gore, okul miidiirlerinin kendi davranislarin1 Y
kusagi’na, 6gretmenler ise yonetim kademesindeks miidiirlerin yonetimsel davraniglarini genellikle X
kusagi’na bazen de Y kusagi’na yakin bulduklari tespit edilmistir. Ayrica dgretmenler tarafindan
yoneticilerin yaglandikca klasik ve otoriter bir yonetici statiisiinii benimsedikleri gézlemlenmis olup,
egitimin geng ve yagh tiim kusaklar1 birbirine yaklastiran bir olgu oldugu ve hem 6gretmen hem de
yonetici kadrosunun caligsan bireyleirn ¢alisma hayatlar1 boyunca kendilerini gelistimek adina onlara
firsatlarin verilmesi gerektigi belirtilmistir.

Karaca, (2017) yilinda saglik sektoriindeki yoneticiler {izerine yaptig1 calismada; Istanbul ilinde bulunan
iki vakif {iniversitesinde toplam 384 personele anket uygulanmis. Caligma sonucunda; liderlik
algilarinin cinsiyete gore farklilik gostermedigi, bireylerin yas ortalamalar1 ve ¢aligma siireleri artik¢a
demokratik liderlik algilarinin yiiksek oldugu, her iki kurumda ¢alisan yoneticilerin otokratik liderlige
bakis agilarinin benzer oldugu ve motivasyon ile liderlik alt boyutlar1 arasinda pozitif yonlii bir iligkinin
varlig1 tespit edilmistir.

Kaya, (2020) yilinda yaptigi ¢alismada Karabiik ilinde faaliyet gosteren demir celik isletmesinde
calisanlarin Orgiitsel baglilik diizeyleri ile yoneticilerin demokratik ve otoriter yonetim tarzlar
arasindaki iliski incelenmistir. Calisma sonucunda otokratik liderligin calisanlarin  orgiitsel
bagliliklarina etkisinin oldugu; Buna karsin demokratik liderligin orgiitsel bagliligin alt boyutlar
iistiinde anlamli bir etkisinin olmadig1 sonucu ortaya konulmustur.

Ozlem & Ural, (2021) yilinda yaptiklari ¢alismada iist diize yoneticilerin pandemi déneminde ortaya
koyduklart liderlik tarzlarin1 belirlemeye yonelik sosyal medya iizerinden analiz yapilmis. Calismada
2020 yilinda yaymlanan Tiirkiye Fortune 500 listesinde var olan sirketlerin iist diizey yOneticilerinin
kriz doneminde liderlik alt boyutlarindan olan demokratik etkilesimci, otoriter ve doniistimcii liderlik
tarzlarindan hangilerini benimsedikleri agiklanmaya c¢aligilmis. Calisma sonucunda liderlerin biiyiik
cogunlugunun otoriter liderlik disinda ¢cogunlukla doniisiimcii liderlik tarz1 ile birlikte diger liderlik
tarzlarin1 benimsedikleri tespit edilmistir.

Harms vd., (2018) c¢alismalarinda Otoriter karakterin dogasi, otoriter degerlerin nasil gelistigi ve nasil
Olciildigii tartigilmistir. Otokratik liderligi, onu daha olas1 kilan faktorleri, takipgileri igin sonuglarini ve
etkilerinin modiilatorlerini gdzden gegirmisler. Son kiiresel olaylar, otoriterligin daha iyi anlagilmasi
gerektigini ve liderlik arastirmacilarinin, takipgilerin otokratik liderleri neden benimsedigini arastirmaya
yonelik yenilenen ilgiden yararlanacagini agikca ortaya koydugu sonucuna ulasmiglardir.

Tas & Kagar, (2019) yilinda X, Y ve Z kusagi ¢alisanlarinin yonetim tazrlarina yonelik yaptiklar
caligmalarinda; arastirma bulgularina gére X kusaginin genelde otoriter yonetimi benimsedikleri, is
iligkilerinin resmiyete bagli kalmadiklari, Y kusaginin demokratik katilimei bir yonetimi benimsedikleri
is iligkilerindeki iletisimde informel yapiyr benimsedikleri,emir almaktan hoslanmadikalari,daha
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samimi bir yonetim tarzini benimsedikleri tespit edilmis olup, Z kusaginin ise, bagimsizlik ve 6zgiirliigi
o6n planda tutmalar1 miinasebetiyle otoriter yonetimden ziyade katilime1 yonetimi dah ¢ok
benimsedikleri goriilmiistiir.

Tilizemen & Demirel, (2020) yilinda yaptiklar ¢caligmalarinda Henri Fayol’un 14 y&netim prensibinin
Tiirk yoneticilerine gore gliniimiizdeki gecerliligi lizerine bir ¢calisma yapmislardir. Calismada 500°den
fazla ¢aligan1 olan Tiirk firmalarinda gorevli 35 yonetici ile anket yapilmistir. Elde edilen verilere gore
genel anlamda Henri Fayol’un 6ne siirdiigii goriislerinin basta ¢alisan {icretleri, insiyatif alma, esitlik
gibi kavramlarin  hala gegerliligini korudugu tespit edilmistir. Buna karsin otorite ilkesinin ise
gecerliligi az olan ilke olarak benimsendigi atama ve terfi islemlerinin basar1 ve yetkinlik bazli oldugu
gorilmiistiir.

Erkol, (2020) yilinda “Gegmisten Gliniimiize Y6netici Metaforlarinin Analizi” adli ¢alismasinda; okul
yoneticileri dahilinde yapmis oldugu kiyaslamada, hem yabanci hem de yerel alan yazinda tarama
modelini kullandigi, ¢alisma sonucunda yabanci alan yazinda yonetici metaforlarinin dénemin sosyal
ve politik degisimlerinden etkilendigi ve ona gore farkli yonetici sekillerinin ortaya giktigini buna karsgin
yerel alan yazinda yonetici sekillerinin olusmasinda daha ¢ok otorite ve lider temalarinin baskin oldugu
sonucuna ulastig goriilmektedir.

Zhang vd., (2021) yilinda yaptiklar1 ¢aligmada Cin kiiltiirii baglaminda otoriter liderligin ¢alisanlarin
inovasyon davranigini ne zaman ve nasil etkiledigini tespit etmeye calismislardir. Calisma Cin’de
faaliyet gosteren sirketlerdeki 286 lider iizerinde yapilmis. Calisma sonucunda otoriter liderligin orgiit
kiiltiiriini belirli bir aralikta olumlu yonde etkileyebilecegini tespit etmislerdir. Ayrica yoneticilerin
kaliplagmig birtakim olgular1 gérmezden gelmeleri ve galisanlarin aidiyet duygusunu gelistiren kosullar
olusturmalarinin gerektigi belirtilmistir.

Ren vd., (2022) yilindaki ¢alismada liderlerin kisisel ¢ikarlarini gelistirmek igin kullandiklari bir arag
olarak komplo teorilerini tartigmiglardir. Liderlerin komplo teorilerini dort temel amaca hizmet ederek
yaymalarini1 onermisler, Bunlar: 1) rakiplere saldirmak; 2) grup i¢i iiyelerinden destegi artirmak; 3) sucu
ve sorumlulugu degistirmek ve 4) kendi giiclerini tehdit eden kurumlar1 baltalamak. Otoriter, popiilist
ve muhafazakar liderlerin istikrarsizlik donemlerinde komplo teorilerini yayma ihtimalinin yiiksek
oldugunu savunmuglardir.

5. Arastirmanmin Yontemi ve Metodolojisi

5.1. Arastirmanin Amaci ve Onemi

Diinyadaki globallesmenin etkisiyle tipki 6zel sektordeki isletmeler gibi kamu kurum ve kuruluslar1 da
mevcut rekabet sartlarina uyum saglamak adina; siirekli kendini yenileyen ve giderek karmasik bir yapi
haline déniismektedirler. Ozellikle kurumlarin ayakta kalmalarinda biiyiik bir dneme sahip olan
yonetme, orgiitleme, planlama ve kontrol etme gibi islevlerin tamamini biinyesinde bulunduran yonetim
ile yonetimde bulunan bireylerin yonetim tarzlari kurumlar agisindan hayati derecede bir Gneme sahip
olmaktadir. Giiniimiizde internet kullanimin yayginlasmasi ile birlikte bilgiye ulagsmanin kolaylagsmasi
ve teknolojinin siirekli bir degisim iginde olmasindan dolay1 kurumlar rakiplerle rekabet etmede farkl
stratejiler gelistirmektedir. Bundan dolayr kurumlarda belirlenen nihai hedeflere ulagsmada; ideal bir
yonetici tipinin olusturulmasi énem arz etmektedir. Ideal ydnetici tipleri, bireylerin kisilik yapilarina,
egitim diizeylerine ve icinde bulunmus olduklar1 cevresel ve Kkiiltiirel yapiya gore farklilik

hedefler yaninda, sosyal, mali ve hukuksal gibi faktorler de etkili olabilmektedir.

Calisma kamu kurumlarmin yonetme kademesinde bulunan yoneticilerin; yonetimsel anlamda
gelenekgi-yenilikei ve otokratik yonetime bakis agilarmi irdelemek, hangi ydnetici tipine sahip
olduklarin1 saptamak ve son olarak ¢alismaya konu olan iki kurum yoneticileri arasinda mukayese
ederek kurumlardaki yonetim anlayisi hakkinda gelecek ¢aligmalara rehberlik etmek amacim
tasimaktadir.
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5.2. Arastirma Evreni ve Orneklemi

Aragtirmanin evreni olarak, Kamu Kurumu biinyesinde faaliyet gosteren seker fabrikalar1 secilmis olup;
orneklemi, 6zellikle 6zellestirme kapsamina alinmayan ve halen Kamu Kurumu biinyesinde faaliyetine
devam eden Seker fabrikalarindaki yonetici pozisyonlarinda calisan yoneticilerden olusmaktadir.
Aragtirma tiim kamu kurumlarina uygulanmamis olup sadece son dénemlerde 6zellestirme kapsamina
alman seker fabrikalarindan halen kamu kurumu biinyesinde faal olan fabrikalarindaki yonetim
tarzlarimi belirlemeye yonelik yapilmistir. Bu baglamda, evren 6rneklemini olusturabilmek i¢in Kamu
Kurumu biinyesinde faaliyet gosteren Ercig ve Elazig Seker fabrikalarindaki yonetim departmanlari ile
iletisime ge¢ilmis ve s6z konusu fabrikalarda yonetici pozisyonundaki calisan sayisinin 80 kisi oldugu
tespit edilmistir. Caligmada toplamda yonetici kademesinde ¢alisan 73 kisiye ulagilmig olup; bunlardan
geri doniis saglayan 66 tane anket verisinin analize uygun oldugu tespit edilmis olup; analizler 66 anket
formu {izerinden degerlendirilmeye alinmistir. 80 sayisi temel alinarak, evreni temsil edecek drneklem
biiyiikliigiinii belirleyebilmek i¢in alan yazinda siklikla kullanilan asagidaki formiilden yararlanilmistir
(Salant & Dillman, 1994: 55). Yapilan 6rneklem hesaplamalar1 sonucunda 6rneklem biiytikligi 57
olarak tespit edilmistir.
N.tz.p.q
(N-1).d%+t2.p.q

Formiilde kullanilan ifadeler: n= Orneklem biiyiikliigii, N= Evren biiyiikliigii, t=0,05 anlamlilik diizeyini, t tabloda
bulunan teorik degeri, p=olaymn gergeklesme olasiligini, g=olaym gergeklesmeme olasiligini, d=olayin
gerceklesme olasiligi agisindan +/-sapma olarak simgelenmistir.

80x1,962x0,50x0,50

= =57
(80 — 1)x0,072 + 1,962x0,50x0,50

n

5.3. Veri Toplama Yontemi

Calisma, Kamu Kurumu biinyesinde faaliyet gosteren Ercis ve Elazig Seker fabrikalarinda ydnetici
pozisyonlarinda ¢alisan yoneticilere online anket uygulanmak suretiyle yapilmis. Yoneticilerin yonetim
bigimlerini saptamak icin 2005 yilinda Kurt ve Terzi tarafindan gelistirilen ve Ozturan, (2018)
tarafindan yapilan doktora tezindeki anket formlarinin olusturulmasinda da kullanilan (YDA) Y&netici
Davraniglar 6l¢egi faydalanilmistir. Olusturulan anket formu, ii¢ boliim halinde diizenlenmis olup;
Birinci boliim yonetim pozisyonunda calisan bireylerin demografik 6zellikleri ile ilgili ifadeleri, ikinci
boliimde yoneticilikle ilgili genel ifadeleri ve son boliimde ise ¢alisanlarmn Otoriter ve Demokratik
yonetime dair goriislerini saptamak adina yoneticilikle ilgili genel ifadelere iligkin tanimlayici sorulari
igermektedir. Kullanilan anket sorulari; birinci boliimde demografik ifadelerle ilgili genel sorular, ikinci
boliimde genellikle bireylerin yoneticilikle ilgili genel bilgilerini 6lgmek adina evet, hayir ya da
belirtilen soru ifadelerini se¢gmek adina hazirlanan agik ug¢lu soru tipleri kullanilmig olup, son boliimde
ise olumsuzdan (higbir zaman) olumluya (her zaman) dogru olusturulan besli Likert 6l¢eginden
faydalanilarak olusturulmustur. Ortaya ¢ikan anket sonuglari istatiksel analiz paket programindan
faydalanilarak, ifadeler sayisal verilere doniistiiriilerek analiz edilmistir.

Arastirma icin Igdir Universitesi, Bilimsel Arastirma ve Yayin Etik Kurulu’nun 30.06.2022 tarihli ve
2022/11 numarali toplantisinda goriisiilmiis olup izin alinmustir.

6. Analiz ve Bulgular

Bu boliimde g¢alismanin igerigine uygun olarak, yonetim kademesinde g¢alisan bireylerin otokratik
yonetim ile demokratik katilimci yonetime bakis acilarini tespit etmek i¢in elde edilen veriler arasinda
giivenilirlik analizi, frekans analizleri ile normallik testi yapilmis, degiskenler arasindaki iligkiyi tespit
etmek icin ise veriler arasinda t testi ve tek yonlii varyans (anova) analizleri uygulanmis ve elde edilen
bulgular ortaya ¢ikan sonuglar ¢ercevesinde yorumlanmaistir.
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6.1. Giivenilirlik Analizi ve Degerleri

Bu boliimde bireylerin, otokratik yonetim ile demokratik katilimc1 yonetime bakis acilarini belirlemek
icin hazirlanan anket formunda yer alan ifadeler Cronbach’s Alpha giivenilirlik analizi testlerine tabi
tutulmus ve ortaya c¢ikan sonuglar Tablo 1’de gosterilmistir.

Tablo 1. Cronbach’s Alpha Giivenilirlik Analizi Sonuglari

Degerler Gozlem sayisi Cronbach’s Alpa Katsayisi Madde Sayisi
Otokratik- Yo6netim 66 0,625 10
Demokratik yonetim 66 0,786 9

Tablo 1°de goriildiigii lizere anket sorulariin giivenilirligini ifade eden Cronbach’s Alpha katsayisi
Otokratik- Yonetim diizeyleri i¢in 0,625 ve Demokratik yonetim diizeyleri i¢in 0,786 olarak
hesaplanmistir. Cronbach’s Alpha katsayisinin 0,80<a<1,00 arasinda bir degerde olmasi durumunda
kullanilan 6lgegin olduke¢a giivenilir oldugu kabul edilmektedir (Kayis, 2009: 403-419). Calismada
ortaya ¢ikan bu degerin anket sorularinin giivenirligi bakimindan yeterli oldugunu gdstermektedir

6.2. Demografik Ozelliklere Ait Bulgular

Aragtirmaya katilan yonetim pozisyonunda ¢alisan bireylerin demografik 6zellikleri ile ilgili ortaya
cikan tanimlayici istatistikler asagida yer alan Tablo 2’de sunulmustur.

Tablo 2. Yonetim Pozisyonunda Calisan Bireylere Ait Demografik Bilgiler

Degisken Kategori TTOPIaTT Degisken Kategori TTOpIaTT
Cinsiyet Erkek 56 84,80 25-30 4 6,1
Kadin 10 15,2 Ya 31-35 5 7,6
On Lisans 12 18,2 3 36-40 5 7,6
Egitim L?sans 22 33,3 41 ve lizeri 52 78,7
DUruMU Lllsvansﬁsf[ﬁ 9 13,6 Miidiir 4 6,1
Dlge? (Lise ve 23 34,8 Miidiir Yardimcist 8 12,1
dengi okullar)
0-5 yil 10 15,5 Y Onetici Miihendis 7 10,6
6-10 Y1l 4 6,1 pozisyonu Sef 15 22,7
. Ustabasi/ustabasi
Mesleki 11-15 Y1l 2 3,0 31 47,0
tecriibe yardimcisi
16-20 Y1l 4 6,1 Uzman 1 15
21 yil ve iizeri 46 69,7 Calisilan Ercis 37 56,1
fabrika (il) Elazig 29 43,9

Tablo 2’de yer alan sonuglar incelendiginde, ankete katilan bireylerin biiyilik ¢ogunlugunun, %80,8 nin
erkek %15,2’sinin ise kadin oldugu goriilmektedir. Ortaya ¢ikan sonuglara gére yonetim kademesinde
erkeklerin kadinlara oranla daha fazla yer aldiklar1 goriilmektedir. Egitim anlamimda ise yonetim
kademesinde ¢alisan bireylerin %51,5’sinin lisans ve 6n lisans mezunu oldugu, buna karsilik lisansiistii
egitim diizeyinde ise %13,60’lik bir degerin oldugu goriilmiistiir. Yonetim kademesinde calisan
bireylerin yaklagik %69,70’inin 21 yildan daha uzun bir siire mesleki deneyime sahip oldugu
belirlenmistir. Ayrica, yonetim kademesinde c¢alisan bireylerin %78,7’nin 41 yas {izeri oldugu,
%56,10'nun  Ergis seker fabrikasinda calistiklari, %47,10’nun Ustabagi/ustabagi  yardimcisi
pozisyonunda oldugu buna karsin sef pozisyonunda bulunanlarin %22,70 oldugu ve miidiir ve miidiir
yardimcisi pozisyonunda ¢aliganlarin ise %18,20 oldugu tespit edilmistir.
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6.3. Katihmcilarin Yénetim ile Tlgili ifadelerine Iliskin Sonuclar

Tablo 3. Yéneticilikle flgili Ankete Verilen Cevaplar (Sizce Yéneticilik sonradan kazanilan bir sanat ve beceri
mi? Yoksa dogustan gelen bir yetenek mi?)

EVET Yoneticilik bir sanattir ve HAYIR Yoneticilik, dogustan DIGER (Yéneticilik dogustan gelen bir
sonradan egitimle kazanilir gelen bir yetenektir yetenektir, ancak egitimle gelisir)

F % F % F %

26 39,4 3 4,5 37 56,1

Tablo 3’teki degerlere gore; Yoneticilerin, Yoneticilik sonradan kazanilan bir sanat ve beceri mi? Yoksa
dogustan gelen bir yetenek mi sorusuna yonelik ifadelere verdikleri cevaplara bakildiginda, %56,10
oraninda katilimci Ydoneticiligin dogustan gelen bir yetenek oldugu, ancak bunun egitimle
gelisebilecegini belirtmislerdir. Yine %39,4 oraninda bir katilimei kitlesi tarafindan da Yoneticiligin bir
sanat oldugu ve diger ifadede belirtildigi gibi ancak egitimle gelisebilecegini belirtilmistir.

Tablo 4. Yéneticilikle lgili Ankete Verilen Cevap (Sizce bir yoneticiyi giiclii ve basarili kilan en énemli unsur

nedir?)

C Uzmanlik giiciine (bilgi, Sempatik, hayranlhik
Cliza?glzﬂizge 1£1e$st$le vs.) Insan psikolojisinden iyi deneyim v.b) sahip olmasi ve  uyandiran bir kisilige sahip
gahi ol;r1a51 3 ’ anlamast yoneticilik konusunda iyi bir ~ olmasi, giivenilir ve sevilir

P ) egitim almasi olmasi
F % F % F % F %
1 15 20 30,3 35 53,0 10 15,2

Tablo 4’teki degerlere gore; bir yoneticiyi giiglii ve basarili kilan en 6nemli unsur nedir ifadesine karsilik
verilen cevaplara bakildiginda, %53,10 oraninda bir katilimcinin yoneticiyi giiglii kilan ifadenin, bireyin
Uzmanlik giicline (bilgi, deneyim vb.) sahip olmasi ve yoneticilik konusunda iyi bir egitim almasi
oldugu gerektigini belirtmislerdir. Buna karsin %1,5 oraninda Cok az sayida bir katilimci ise ceza
yetkisinin yoneticide olmasi gerektigini belirtmislerdir.

Tablo 5. Yéneticilikle Tlgili Ankete Verilen Cevap (Sizce yoneticiler ile astlar1 arasinda hangi iliskiler daha fazla

olmaktadir?)
Formel (kurallara bagli olan) informel (kurallara bagli olmayan) Formel ve informel iliskiler ayn oranda
uratiara bagil uratiara bagil Y olmaktadir
F % F % F %
32 48,5 2 3,0 28 424

Tablo 5°’te ise yoneticilere astlari ile aralarinda nasil bir iliski olmalidir ifadesine karsilik verilen
cevaplara bakildiginda, %48,5 oraninda katilimcinin formel, %42,4 oraninda katilimcinin ise formel ve
informel iligkilerin ayni oranda olmasi gerektigini belirtmisler.

Tablo 6. Yoneticilikle Tlgili Ankete Verilen Cevap (Sizce bir ydneticinin davranislarini etkileyen sosyolojik
olaylarin (boyutlarin) hangisi daha etkilidir?)

Sosyal Yoneticinin Yoneticilik alaninda bilgi, gorgii ve tecriibe Ekonomik Politik

Ortam/Degerler Bulundugu Makam kazandiracak egitimden yoksun olmamiz Etkiler Degerler
F % F % F % F % F %
21 31,8 6 9,1 18 27,3 4 6,1 17 258

Tablo 6’da ise yoneticilerin davranisini en ¢ok etkileyen sosyolojik olaylart nedir ifadesine karsilik
verilen cevaplar analiz edildiginde, %31,8 oraninda katilimcinin sosyal ortam ve sahip olunan degerler
ifadesinde hem fikir olduklari, %6,1 oraninda bir katilimci ise ekonomik etkenlerin varliginin
yoneticilerin davranisi {izerinde etkili oldugu goriisiine sahip olduklari tespit edilmistir.
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Tablo 7. Yéneticilerin Demokratik-Katilime1 Yonetim Tarzlarmna fliskin Sonuglar

& c
= IS
. c = £
Ifadeler = e c = < X S.S.
=2 S [ =
2E 8 S 3 5
= N z m o T
e e . F 2 1 6 23 34
Calisanlarin kisilik 6zelliklerine dikkat ederim % 30 15 91 348 | 515 4,303 0,9277
L F 0 1 2 17 46
Calisanlarda takim ruhunu gelistirmeye ¢abalarim % 0 15 3.0 258 | 697 4,636 0,6235
I F 3 5 13 32 12
Calisanlar1 yonetime katarim. % 45 76 | 197 | 485 | 182 3,692 1,0143
L F 0 2 12 24 28
Calisanlarin bana kars1 rahat olmalarini isterim. % 0 3.0 182 | 364 | 424 4,182 0,8396
L L. _ F 0 3 10 33 20
Yapilacak isleri ¢alisanlarla birlikte karara baglarim % 0 45 [ 152 | 500 | 303 4,061 0,8015
T F 0 1 5 30 29
Calisanlarin 6nerilerini ciddiye alirim % 0 15 76 455 | 439 4,338 0,6909
Herkesin kendi kendini denetlemesi gerektigine | F 1 2 6 18 39
inanirim % 15 3,0 9,1 27,3 | 59,1 4,394 0,8923
Kurumun amaglar1 ile ¢aliganlarin ihtiyaglarimi | F 0 1 6 30 29
dengelerim % 0 15 9,1 455 | 439 4,318 0,7051
Calisanlarin yaraticiliklarint sergilemelerine firsat | F 0 0 3 29 34 4,470 0,5876
veririm % 0 0 45 43,9 | 515

Tablo 7°deki yonetim kademesinde olan bireylerin Demokratik-Katilimc1 Yo6netim Tarzlarina yonelik
ifadeler ile ilgili verdikleri cevaplarin ortalama degerlerine bakildiginda katilimcilar tarafindan en
yliksek ortalama (X =4,636) deger ile Calisanlarda takim ruhunu gelistirmeye cabalarim ifadesine
katildiklar1 tespit edilmistir. Yine katilimcilar tarafindan belirtilen ortalama degere yakin olarak
isaretlenen diger ifadelerin ise sirasiyla (X =4,470) ortalama degeri ile Calisanlarin yaraticiliklarini
sergilemelerine firsat tamdiklari, (X =4,394) ortalama deger ile Herkesin kendi kendini denetlemesi
gerektigine inandiklarini belirtmisleridir. Bu karsilik Katilimcilar tarafindan verilen en diisiik ortalama
degere sahip ifadenin ise (X =3,692) ortalama deger ile Calisanlari yonetime katarim ifadesini
isaretledikleri tespit edilmistir. Tiim bu verilen ortalama degerlerine bakildiginda ortalama degerlerin 4
ver iizerinde bir degere aldig1 goriilmekle beraber, yoneticilerin genel olarak Demokratik-Katilimc bir
Yonetim Tarzini benimsedikleri sonucuna ulagiimistir.

Tablo 8. Yoneticilerin Otokratik Yonetim Tarzlarma Iliskin Sonuglar

p =
. £5| B | s |2 |8
— [+ [} X
Ifadeler ér % 5 g ’E”_ £ % X S.S.
z o)
Benden yardim istenmesini sevmem. F 42 6 10 1 ! 1,864 1,3461

% | 63,6 91 | 152 | 15 | 106

Calisanlara resmi davranirim. % 121 167 | 303 | 288 | 121 3,121 1,1963

Calisanlara yaklagimim kuralcidir. % | 106 | 152 | 424 | 227 91 3,045 1,0874
Tek adam yonetimine inanirim. (;) 6?;,17 g(ySl 128 1 7?6 4?5 1,742 1,2065
Kararlarimin nedenini canim isterse agiklarim. 050 53;?6 l]é:!-7 9?1 128, 1 4?5 1,894 1,2543
Sik1 denetimden yanayimdir. (;) 1 28 1 115?2 2%52 211?'2 217?3 3,364 1,3546
Korkulmasi gereken bir kisi olduguna inanirim. F 37 14 11 3 1 1,742 0,9971

% | 56,1 | 21,2 | 16,7 | 45 15

Kararlarima kimseyi karistirmam % 257 212 | 333 | 182 15 2,606 1,1619

F 21 11 10 18 6 2,652 1,4087
% | 318 | 167 | 152 | 273 | 91
F 59 4 1 2 0 1,182 0,653
% | 894 6,1 15 3,0 0

Bana mutlaka itaat edilmesini isterim.

Calisanlarin istek ve sikayetlerini goz ard1 ederim.
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Tablo 8’deki yonetim kademesinde olan bireylerin Otokratik Yonetim Tarzlarina yonelik ifadeler ile
ilgili verdikleri cevaplar analiz edildiginde; katilimcilar biiyiik ¢ogunlugunun % 89,4’niin ¢alisanlarin
istek ve sikayetlerini dikkate aldiklari, % 66,7 inin tek adam yonetim sekline katilmadiklari, % 63,4 nin
calisanlarin kendilerinden yardim istenmelerine destek verdikleri, % 42,4 linlin ise bazen kuralc1 bir
yap1 benimsedikleri tespit edilmistir. Ortaya ¢ikan verilere bakildiginda yonetim kademesinde ¢alisan
bireylerin demokratik katilimci bir yonetim sistemini benimsedikleri sonucuna ulagilmistir.

6.4. Normallik Testi

Caligmalarda genellikle ¢aligmanin amacina uygun olarak elde edilen verilere iliskin analizlerin
yapilmasinda, siklikla kullanilan parametrik ya da nonparametrik testlerden hangisinin kullanilacagin
belirlemek amactyla normallik testi yapilmaktadir. Bu testler yapilirken, oncelikli olarak elde edilen
6l¢ek puanlarinin, normal dagilima uygun olup olmadiginin belirlenmesi adina carpiklik ve basiklik
degerlerinin hesaplanmasi islemi yapilmaktadir. 2013 yilinda Tabachnick ve Fidell tarafindan yapilan
calismada; carpiklik ve basiklik degerlerinin +1,5 ile -1,5 arasinda bir deger almas1 durumunda yapilan
calismanin normal dagilim gostergesi i¢in bu degerin yeterli olacagi belirtilmistir. George, D., &
Mallery, M. (2010), tarafindan daha dnce yapilan ¢aligmaya gore ise bu degerin +2 ile -2 arasinda olmasi
yapilan ¢aligmada kullanilan verilerin normal dagilim gostergesi olarak kabul edilmistir.

Tablo 9. Normallik Testi

Faktor Carpikhk Basikhik
Yéneticilerin Demokratik-Katilimer Yonetim Tarzlarina liskin Veriler -,818 0,887
Yéneticilerin Otokratik Yonetim Tarzlarima Iliskin 0,158 -,375

Tablo 9’daki ortaya ¢ikan analiz sonuglarina gore, ¢alismada kullanilan 6lgek puanlarinin normal bir
dagilim sergiledigi tespit edilmistir. Ortaya ¢ikan bu degerler dogrultusunda g¢aligmada, parametrik
yontemlerden olan t testi ve tek yonlii varyans analizi (Anova) testlerinin yapilmasi uygun gorilmiistiir.

6.5. Farkhlik Analizleri

Calismanin bu boliimiinde, ankete katilm saglayan Yoneticilerin Demokratik-Katilimer Yonetim
Tarzlarina ve Yoneticilerin Otokratik Yonetim Tarzlarina Iligkin Veriler elde edilen ortalama degerlerin
demografik 6zelliklerine (cinsiyet, yas, yonetici pozisyonu, mesleki tecriibe, faaliyet gosterilen il) gore
herhangi bir farkliligin olup olmadigim belirlemek igin yapilan t testi ve tek yonlii varyans analizi
(Anova) sonuglarina yer verilmistir.

Tablo 10. Faktérlerin Cinsiyete Gore Degerlendirilmesine Iligkin T Testi Sonuglar

Faktorler Cinsiyet N X ss t P
Yoneticilerin Dem.okratik-Katlllmm Kadin 9 3,8889 0,43033 -1.669 0651
Yo6netim Tarzlarina Iliskin Veriler Erkek 55 4,3616 0,39615 ’ '
Ybneticilerjn Otokratik  YOnetim Kadin 10 2,4400 0,42216 0216 0225
Tarzlarma Iliskin Veriler Erkek 56 2,3000 0,58806 ’ '

* %5 diizeyinde anlamlilig1 ifade etmektedir.

Tablo 10°daki Yoneticilerin Demokratik-Katilimer yonetim tarzlarina iliskin diistinceleri ile cinsiyetleri
arasindaki ikili karsilastirma sonuglaria gore, anlamlilik derecesi (p= 0,651 p>0,05) ve f degeri -1,669
cikmistir. Ortaya c¢ikan sonuglara gore yoneticilerin Demokratik-Katilime1 yonetim sekillerinde
cinsiyete gore anlamli diizeyde bir farklilik goriilmemistir. Yine katilimcilarin Otokratik yonetim
tarzlarina iliskin diislinceleri ile cinsiyetleri arasindaki ikili karsilastirma sonuglarina bakildiginda,
anlamlilik derecesi (p= 0,225 p>0,05) ve f degeri 0,216 ¢ikmis olup; bu sonuclara gore benzer sekilde
yoneticilerin Otokratik yonetim tarzlari ile cinsiyetleri arasinda anlamli diizeyde bir farkliliga
rastlanmamustir.
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Tablo 11. Faktérlerin Yas Durumuna Gore Degerlendirilmesine iliskin Tek Yonlii Varyans Analizi Sonuglar

— Kareler

Faktorler Yas N X Ss Ortalamasi F P
25-30 4 20750 040311
o . 31-35 5 24400 054129
Otokratik Yonetim Tarzina lliskin 36-40 5 18800  0,49699 0,566 1862 1,29
Goriisler
41.45 5 19800  0,17889
46veizeri 47 24128 0,58519
25-30 4 39722 050816
31-35 5 40889 021373
36-40 4 41111 055184
. o 4145 18 36615  0,65012
De”}‘;‘gﬂ'ﬂkﬁéﬁ‘:“c‘f)‘r:;‘e‘:t‘m 46 veiizeri 16 0,243 1340 0,266
3135 26 34375  0,74937
36-40 10 36842 0,58980
4145 5 42889 0,35660

46 veiizeri 46  4,2951  0,43066

* %5 diizeyinde anlamlilig1 ifade etmektedir.

Tablo 11°de yer alan verilere goére; Katilimcilarin Otokratik ve Demokratik-Katilime1 Yonetim
tarzlarina yonelik goriislerinin bireylerin yaslar1 bakimimdan farklilik gésterip gostermedigini saptamak
adma yapilan tek yonlii varyans (Anova) analizi sonuglarma gore; Otokritik Yonetim tarzina Iliskin
goriisler (F=1,862; p>0,05) ile Demokratik-Katilimc1 Yonetim tarzina Iliskin goriisleri (F=1,340;
p>0,05) agisindan katilimcilarin yas gruplari arasinda istatistiksel olarak anlamli bir farkliligin olmadig
gorilmiistiir.

Tablo 12. Faktérlerin Egitim Durumuna Gére Degerlendirilmesine Iliskin Tek Yonlii Varyans Analizi Sonuglar

.. o — Kareler
Faktorler Egitim N X Ss Ortalamasi F P
. . On lisans 12 3,4750 0,47122
Ot"krf"l;;ll‘dz“ggtr‘i'i‘;leTra"“‘a Lisans 22 21955  0,55932 0,554 1,797 0,157
Lisans tisti 9 2,0667 0,41833
Diger (Lise ve 23 2,4609 0,63939
dengi okullar)
On lisans 12 4,1481 0,45278
Demokratik-Katilimei Lisans 21 4,3386 0,30927
Yonetim Tarzina iliskin Lisans tisti 8 4,0000 0,50744 0,481 2,821 0,46
Goriisler Diger (Lise ve 23 4,4348 0,44053

dengi okullar)

* %S5 diizeyinde anlamlilig1 ifade etmektedir.

Tablo 12°de katilimeilarin Otokratik ve Demokratik-Katilimer Yonetim tarzlarina yonelik goriislerinin
almis olduklar egitim diizeyleri bakimimdan bir farkliligin olup olmadigini saptamak adina yapilan tek
yonlii varyans (Anova) analizi sonuglarina gére; bireylerin Otokratik Y®onetim tarzina Iliskin goriisleri
(F=1,797; p>0,05) ile Demokratik-Katilimc1 Yénetim tarzina Iliskin goriisleri (F=2,821; p>0,05)
acisindan katilimeilarin  egitim gruplan ile aralarinda istatistiksel olarak anlamli bir farkliliga
rastlanmamustir.

Tablo 13. Faktorlerin Faaliyet Gosterilen Il’e Gore Degerlendirilmesine Iliskin T Testi Analizi Sonuglari

Faaliyet

Faktorler Gosterilen N X Ss Kareler F P
il Ortalamasi
Otokratik Yonetim Tarzina Ercis/Van 37 2,3027 0,61711
P - 3,285 1,078 0,303*
Iliskin Goriisler Elazig 29 2,3448 0,50184
Demokratik-Katilimc1 Yonetim Ercis/Van 36 4,3117 0,48818 .
Tarzina iliskin Goriisler Elazig 28 4,2738 0,35069 2,926 2,986 0,089

* %S5 diizeyinde anlamlilig1 ifade etmektedir.
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Tablo 13’te yer alan katilimcilarin Otokratik ve Demokratik-Katilimc1 Yonetim tarzlarinin ¢alismig
olduklar1 fabrikalarin bulunduklari iller bakimindan bir farklilik gosterip gostermedigini tespit etmek
icin yapilan T testi analizi sonuglara gore; Otokratik Yénetim tarzina iliskin goriisleri (F=1,078;
p>0,05) ile Demokratik-Katilimc1 Yonetim tarzina iliskin goriisleri (F=2,986; p>0,05) katilimcilarin
faaliyet gosterdikleri iller bakimimdan istatistiksel olarak anlaml bir farkliligin olmadigi goriilmiistiir.

Tablo 14. Faktérlerin Yénetici Pozisyonuna Gére Degerlendirilmesine liskin Tek Yénlii Varyans Analizi Sonuglari

. N — Kareler
Faktorler Yonetici P. N X Ss Ortalamasi F P
Miidiir 4 2,0500 0,50000
. Miidiir Yd. 8 2,0500 0,23905
%tgll;:?i:l.k Miihendis/Bas Miihendis 7 23286 0,47859
Tarzina Sef . 15 22467 070292 4319  (ogp9 0,444
fliskin Ustqbasl, Ustabasi Yardimcis: (Maniplant- 31 2,4581 0,57142
Goriisler Amir-Bas Elektrik¢i-Bas Makinist-
Postabasi)
Uzman 12,4000
Miidiir 44,3333 0,00000
Demokratik- Miidiir Yardimcisi 7 4,3333 0,35717
Katilimel Miihendis/Bas Miihendis 7 3,8730 0,41290
Yonetim Sef . 14 4,4286 0,32279 0,392 2340 053
Tarzina Ustabagi, Ustabas1 Yardimcist (Maniplant- 31 4,3369  0,46832
iskin Amir-Bas Elektrik¢i-Bas Makinist-
Goriisler Postabasi)

Uzman 1 3,6667

* %5 diizeyinde anlamlilig1 ifade etmektedir.

Tablo 14’te yer alan katilimcilarin Otokratik ve Demokratik-Katilimer Yonetim tarzlarina yonelik
goriislerinin yonetici pozisyonlari agisindan bireyler arasinda bir farkliligin olup olmadigini belirlemek
icin yapilan tek yonlii varyans (Anova) analizi sonuglarma gore, Otokratik Yonetim tarzina Iliskin
goriisler (F=0,969; p>0,444), Demokratik-Katillmc1 Y&netim tarzina Iliskin goriisler (F=2,340;
p>0,053) ile katilimcilarin yonetici pozisyonlar1 agisindan istatistiksel olarak anlamli bir farkliliga
rastlanmamugtir.

Tablo 15. Faktdrlerin Meslegindeki Kideme Gére Degerlendirilmesine iliskin Tek Yénlii Varyans Analizi Sonuglar

Faktorler Yonetici P. N X Ss Kareler Ortalamasi F P
0-5 Yil 02,0900 0,36652
Otokratik Yonetim 6-10 Y1l 4 2,2500 0,78528
Tarzina Tliskin 11-15 Y1l 2 2,1000 0,70711 0,436 1398 0,245
Giriisler 16-20 Y1l 4 1,9250 0,35940
20 veUzeri 46 24217 0,57924
_ 0-5 Yil 9 4,0000 0,39675
Demokratik- 6-10 Yil 4 4,1389 0,49170
K%Trl;?:;;?;ﬁm 11-15 Vil 2 41111 0,31427 0,305 1,722 0157
Gorlisler 16-20 Yl 4 43611 0,36712
21 veUzeri 45 4,3704 0,42574

* %S5 diizeyinde anlamlilig1 ifade etmektedir.

Tablo 15°te yer alan verilere gore; katilimcilarin Otokratik ve Demokratik-Katilime1 Yonetim tarzlarma
yonelik goriiglerinin mesleklerindeki kidemleri bakimimdan anlamli bir farkliligin olup olmadigini
belirlemek i¢in yapilan tek yonlii varyans (Anova) analizi sonuglarina gore, Otokratik Ydnetim tarzina
Iliskin goriisler (F=1,398; p>0,245) ile Demokratik-Katilimc1 Yonetim tarzina Iliskin goriisler
(F=1,722; p>0,157) bakimimdan katilimcilarin mesleklerindeki kidemleri agisindan istatistiksel olarak
anlaml bir farkliliga rastlanmamustir.
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7. Sonug

Glinlimiizde gerek kamu kurumlarinda gerekse 6zel sektor isletmelerinde olsun, icinde bulunmus
olduklar1 piyasadaki varliklarini siirdiirmek, piyasaya sunduklari mal ya da hizmetin kalitesini arttirmak,
gelirlerini en iist diizeye ¢ikarmak ve rakipleri ile miicadele etmek i¢in yeterli sermaye ve varliklara
sahip olmalarinin yani sira kurum i¢indeki ¢alisan bireylerin verimliligini en iist seviyeye ¢ikartmak i¢in
yonetimin durumsallik yaklagimini g6z 6niine alarak yonetimsel anlamda ideal bir yonetim anlayisini
benimsemeleri 6nem arz etmektedir. Bu baglamda kurum i¢i ortaya ¢ikan sikintilarin agilmasinda, insan
psikolojisinin 6n planda tutuldugu insan merkezli, genel katilimin saglandigi, 6rgiitlerin basarisinda ve
yonetiminde ideal yonetim ve yoneticiye sahip olanlarin diger rakiplere kiyasla daha basarili oldugu
gorlilmektedir.

Calisma, yonetimin bu denli 6nemli bir hal aldig1 ¢agimizda; ayni cografyada yer alan kamu kurumu
biinyesinde faaliyette bulunan Ercis ve Elazig seker fabrikalarindaki yoneticilerin yoneticilik tipleri ile
yonetime olan bakis acgilarimi belirlemek amaciyla yapilmistir. Calismada anket calismasi yoluyla
yoneticilerin demografik 6zelliklerinden baslamak suretiyle yonetim ve yoneticilik iizerine etkili olan
faktorler ile yoneticilerin karsilastigi temel sorunlar ve yoneticiden kurumdan maksimum diizeyde
faydalanmak amaciyla neler yapilabilecegine yonelik temel sorular arastirmaya dahil edilmistir. Ayrica

edilmistir.

Katilimeilarin  demografik 6zelliklerine bakildiginda, yoneticilerin %80’inden fazlasinin erkek
yoneticilerin olusturdugu, kadin yoneticilerin yonetici statiisiindeki oranlarinin ¢ok az oldugu aymni
sekilde, katilimcilarin yaklasik %70’inin 21 yil ve iizerinde mesleki tecriibeye sahip oldugu,
katilimeilarin yaklagik %80’inin 41 yas ve tizeri oldugu, sonucuna ulasiimistir.

Bir diger degerlendirme Ercis ve FElazig seker fabrikasindaki yoneticilere, yonetim hakkindaki
gorliglerini  arastirmaya yonelik sorular sorulmustur. Elde edilen verilere yonelik genel bir
degerlendirme yaptigimizda ankete katilan yoneticilerin yarisindan fazlasimin yoneticiligin dogustan
gelen bir yetenek oldugu ve yoneticiyi basarili kilan yanlariin bilgi, deneyim ve alaninda uzmanlik gibi
temel kistaslari icinde barindiran iyi bir egitimle miimkiin olabilecegi yoniinde goriis bildirmislerdir.

Yoneticilerin astlariyla olan iligkilere yonelik degerlendirmede katilimeilarin yarisina yakim belli bir
kurala baglilig: ifade ederken hem formel hem de informel oraninin da %40 iizerinde olmas1 kurallarin
yaninda katilimei bir yonetici tarzinin da benimsendigini gostermektedir.

Yoneticilerin davraniglarini etkileyen sosyolojik olaylara bakildiginda, i¢cinde bulunulan sosyal ortamin-
kiiltiirtin etkili oldugu ve bilgi, gorgii ve bireylere deneyim kazandiracak egitimden kisilerin yoksun
olmasi ile siyasi faktorlerin yoneticinin davranislarinda etkili oldugu sonucuna ulasilmistir.

Son olarak yonetim kademesinde olan bireylerin Demokratik-Katilime1 Yonetim Tarzlarina yonelik
ifadeler ile ilgili verdikleri cevaplarin ortalama degerlerinin yiiksek oldugu ve yoneticilerin genel olarak
Demokratik-Katilimci bir Yonetim Tarzini benimsedikleri sonucuna ulasilmistir. Yonetim kademesinde
olan bireylerin Otokratik Yonetim Tarzlarina yonelik ifadeler analiz edildiginde; yoneticilerin basta
calisanlarin istek ve sikayetlerini dikkate aldiklari, bir kisiden ziyade ekip ¢alismasina onem verdikleri,
her tiirlii yardimin saglanmasi gerektigi bilincinde olduklari tespit edilmistir. Bu sonuglar dogrultusunda
yonetim kademesinde calisan bireylerin, sert, kat1 ve tek adam rejimini savunan otokratik yonetim
sistemini benimsemedikleri sonucuna ulasilmistir. Buradan hareketle c¢alismada anket uygulamasi
yapilan iki kamu kurumunda da belirlenen nihai hedeflere ulagmada ideal bir yonetici tipine sahip
olduklar1 gériilmistiir.
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Abstract

With the help of the ARDL bounds test approach, the analysis of the effect of sectoral value added on economic growth in
Zambia was made for the period 1994 — 2021. It has been observed that agriculture, industry and service sectors have a positive
effect on economic growth in the long run. The effect of imports on economic growth was negative as expected, while the
manufacturing sector and exports were found to be insignificant. The same relationship between imports and growth is also
found in the short run. All other independent variables were found to have no effect on economic growth in the short run. For
this reason, promotion of agriculture, industry and service sectors should be given priority for long-term impact.
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1. Introduction

The impact of a number of variables on economic growth has been one of the major areas of study in
economics. However, studies have long-established that there is need to have a constant check on the
evolution of the impact of the main economic sectors on economic growth. These drivers of economic
growth tend to encapsulate the overall effects of policy and implementation, globalization and other
economic shocks. Moreover, the growth of the inherent sectors in the economy is relatively a good
indicator of a potential increase in a country’s economic growth and/or its potential national income.
For instance, the development of the agricultural sector has been posited as a catalyst for inter-sector
development and, ultimately, economic growth, from the seminal research by Lewis (1954) and
Hirschmann (1958) to some countless recent studies. In addition to producing or supplying some of the
fundamental inputs for the majority of industrial and manufacturing operations, agriculture provides
food for all economic agents. Moreover, because of this aforementioned role, it also acts as a harbinger
for increased agricultural sector, other related sector employment and an antecedent of the living
standards in an economy. Furthermore, through the above-mentioned points and the obvious rendition
of how commerce works, the interconnectivity across economic sectors is characteristically confirmed
and cannot be underplayed. The mutually beneficial functions that the agricultural sector, the industrial
sector, the manufacturing sector, and the service sector play ensure simultaneously their respective
growth and the growth of the economic system as a whole. Moreover, the industrial revolution is a
fantastic example of the manner in which industry might influence economic growth while avoiding the
possibility of undervaluing the agricultural sector comparative to other sectors. For economists to better
understand the underlying dynamics and steer policy, particularly for a developing nation like Zambia,
it is crucial to evaluate the recent sectoral effects on economic growth. The few research on the effects
of sectoral value-addition in Africa and for the majority of developing countries have encouraged the
choice of Zambia. Because it has better estimating efficiency than the more common residual-based
approaches, the study adopts the ARDL bounds testing time-series-based procedure.

The remaining portions of the investigation are shown as follows: The Zambian economy is briefly
described in the next part, which is followed by a discussion of related literature on the issue, the
methodology, a discussion of the findings, and finally some closing notes.
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2. Overview of the Zambian Economy

An overview of the GDP-related trends of the Zambian economy is shown in Figure 1. Trends show that
the real GDP per capita started increasing after the year 2001 after being relatively stagnant before then.
From an average of $800 before 2001 to an average of $1260 by 2021, which shows a 50% assumed
increase in the standard of living in Zambia. The year on year GDP growth and GDP per capita growth
trends closely mirror each other with the GDP growth being, relatively, always higher than the GDP per
capita growth. With the exception of the year 2020, both variables had above zero growth levels for the
period spanning from 1999 to 2021. Overall, this shows that the Zambian economy has experienced
some sustained economic growth despite it rarely reaching double digit growth.
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Source: Author’s own computations from compiled data. Data compiled from World Bank, World Development Indicators,
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Figure 1. GDP Growth and Per Capita Trends

As far as value-added is concerned, the service sector has been the dominant sector especially after the
year 1994 when it maintained an above 40% value added proportion of GDP. The industry sector despite
leading the pack before 1994 has maintained second place with above 20% value added proportion of
GDP. Contrary to forecasts, the agriculture sector's contribution of value added as a percentage of GDP
throughout 1991 to 2021, particularly in the previous decade, has actually fallen. Before 2010, it had
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levels exceeding 10%, but by 2021, it had a 3% contribution to value addition, making it the least
valuable sector. The manufacturing sector, like all other sectors, appears to have been harmed by the
high rise in the value added to GDP by the service sector in 1994, as it fell to below 10% (from 33% in
1992 and 25% in 1993) and has remained at that level ever since. Failures in manufacturing development
may be to blame for this (Haraguchi, et al. 2017). It seems that 1994 was a critical year for Zambia since
the dynamics of value-added altered forever. Figure 2 displays the trends in value added by sector as a
proportion of GDP.
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2023

Figure 2. Value Added by Sector (% of GDP)

Even though it contributes the least value addition to the GDP relative to other sectors, agriculture is the
largest employer in Zambia with a more than 50% share of all employees. The industrial sector comes
in second, employing little over 30% of the workforce. In spite of being the largest provider of value
added to the GDP, the service industry employs only 9% of the entire workforce on average. Figure 3
displays the sectoral share of total employment.
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Figure 3. Sectoral Share of Total Employment

Figure 4 displays the overall percentage of workers by gender for each industry. The agriculture sector
is dominated by women, whereas the industrial and service sectors are dominated by males, according
to data on employment by gender in each sector from 1991 to 2019. But by 2019, the gender disparity
in the service industry has largely disappeared. This demonstrates that more women have been able to
advance their careers from being farm laborers to more tertiary jobs.
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Figure 4. Sectoral Total Percentage Employed by Gender

2.1. Literature Review

Although there are several studies examining the effects of the various industries covered here, only a
few have looked at the influence of value addition on economic growth. Additionally, studies that were
conducted more recently concentrated on other elements (other than value addition) and their effects on
economic growth. For instance, extensive study on the effects of the following determinants on
investment has been done on financial development and liberalization (Levine, 1997), investment
dynamics (Muyambiri and Odhiambo, 2018), human capital (Pelinescu, 2015), and other aspects. The
list is endless, but the underlying classical economic theories have had a substantial influence on the
selection of dependent variables in evaluating the impact on economic growth, which is the most widely
accepted premise in these research.

Numerous studies have examined how agriculture affects economic expansion. The majority of these
studies have proven that the agriculture industry has a real positive impact on economic expansion. For
instance, Diao, Hazell, and Thurlow (2010) evaluate the case of 6 African countries, including Zambia,
while Hwa (1988) investigates the case of 86 countries. They both agree that the agricultural industry is
crucial to promoting economic development and growth.

Block (1999) examines the relationship between economic growth and agriculture by assessing the
growth multipliers for four industries. The study's findings demonstrate the existence of reliable but
highly unequal intersectoral links in the economy, which produce favorable simulated results for
economic growth.

The dual economy theory, which holds that agriculture only contributes to the development of the
industrial sector and has little long-term impact on economic growth, is examined by Blunch & Verner
(2006). They examine the development of the agricultural, industrial, and service sectors in Cote
d'lvoire, Ghana, and Zimbabwe and find that for long-term economic success, there must be a great deal
of interconnectedness between sectors.
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Kobayashi et al (2009), on their study of Cambodia using an input-output analysis, evaluate the
significance of the agriculture and fishery sectors on economic growth. They find that the agriculture,
fishery, and food industry sectors have a high potential to realize economic growth in Cambodia.

By contributing to economic growth and the expansion of other sectors, Bashir et al. (2019), who studied
Indonesia, demonstrate the importance of the agriculture sector to the economy.

The impact of agriculture on Zambia's economic growth from 1983 to 2017 is examined by Phiri et al
(2020). Both in the short and long terms, it was discovered that agriculture has a considerable effect on
economic growth.

Khan et al (2020) establish the significance of agriculture in the economic growth of West Bengal. The
role of agriculture is examined on four contributions, that is, product contribution (forward linkage),
market contribution (backward linkage), factor contribution, and foreign exchange contribution. The
study reveals that the agricultural sector is an important contributor to drive West Bengal’s economic
growth and has significant impact on the industry and service sectors in West Bengal.

Zhang & Diao (2020) use China as an illustration to examine the effects of structural change on the
evolving role of agriculture. They discover that agriculture still has a significant impact on the economy
and that, in order to develop a new growth plan, deeper economic integration between agriculture and
the rest of the economy needs to be investigated.

In the context of Turkey, Tufaner (2021) studies the contribution of sectoral value addition to economic
growth. According to the report, the services sector, followed by industry and then agriculture, is the
one that contributes the most to economic growth.

Chu et al (2022) show that the agricultural sector improvement is highly connected to industrial sector
firm size and is a significant determinant of innovation and activates an endogenic evolution from
unproductivity to growth.

The majority of them did not include value addition to GDP in their studies, therefore there are limited
studies on the effect of the value added by the agricultural, industry, manufacturing, and services sectors
on economic growth (Tufaner, 2021).

3. Methodology

The auto regressive distributed lag (ARDL) bounds testing strategy is the preferred methodology to
assess the effect of sectoral value added on economic development in Zambia. When estimating the
short- and long-run relationship between variables, the auto regressive distributed lag (ARDL)
methodology is a reliable and adaptable technique that takes non-stationarity, heterogeneity, normalcy,
and other typical problems in econometric analysis into account. Additionally, it has the unique benefit
of being able to estimate the stated relationship using a combination of variables with different levels of
stationarity.

Equation 1 provides the general model which has to be estimated.
EG = f(AG,IN,MA, SR, IM,EX) Q)

Where the variables EG,AG,IN,MA,SR,IM,EX stand for economic growth, industry value added as a
percentage of GDP, manufacturing value added as a percentage of GDP, services value added as a
percentage of GDP, imports as a percentage of GDP, and exports as a percentage of GDP, in that order.
The stochastic autoregressive function that results from taking the natural logs of all the model's
variables is as follows:

LEG, = py + p1LAG, + p,LIN, + psLMA, + p,LSR, + psLIM, + psLEX, + p;LEG,_, + & )

Where: p, is the intercept, p1, p2, P3, Pa,Ps,Pe @Nd p, are the associated coefficients of each
independent variable,

255



Brian Muyambiri Business, Economics and Management Research Journal
2023, 6(3), 250-262

LEG stands for real per capita GDP (a proxy for economic growth), LAG stands for agriculture, forestry,
and fishing, value added (% of GDP), LIN stands for industry (including construction), LM A stands for
manufacturing, LSR stands for services, LIM stands for imports to GDP, LEX stands for exports to GDP,
and ¢ stands for the error term. Natural logs are used for all variables.

The constant elasticity coefficients p4, p,, p3, pa, ps @and p; are all predicted to have positive signs, but
ps is predicted to have a negative sign.

The ARDL cointegration test equation is given by:

n n n n
ALEG, =oy+ z o¢y; ALAG,_; + Z oy ALIN,_; + Z o5; ALMA,_; + Z o¢,; ALSR,_;

i=0 i=0 i=0 i=0
n n n
+ Z X ALIMt_i + Z Kgi ALEXt_i + Z X7 ALEGt_l' + ﬁlLAGt—l (3)
i=0 i=0 i=1
+ BoLIN,_y + B3LMA;_; + B4LSR;_1 + BsLIM;_; + B¢LEX;_1 + B7LEG,_4
+ Ut

Where «,, o; 1—;, and B;1 — f; ; are respective coefficients, u,.-is the error term and all other
variables are as defined with the exception of A, the difference operator.

Following Muyambiri and Odhiambo (2017), the null hypothesis that there is no cointegration
relationship—i.e., that all the coefficients of the undifferenced variables are equal to zero (see equation
4]—is used to test the aforementioned model.

Ho: Bix = Biz = Biz = Bia = Bis = Big =Pi7 =0 (4)

Against the alternative hypothesis that the coefficients are significantly different from zero (see equation
5), hence proving a cointegration relationship:

Hyi:Biq # Biz # Biz # Pia * Bis * Bie * Bis #0 (5)

The derived F-statistic from the estimated model is then compared to the lower and upper critical bound
values from Pesaran et al. (2001:300). Only when the estimated F-statistic exceeds the upper bound
critical value is there proof of cointegration.

The following long-run model (equation 6) and the short-run error correction model (equation 7) are
estimated if it is determined that the variables are cointegrated:

n n n n
LEG, =4+ Z &;; LAGR,_; + Z &y; LIND,_; + Z &3; LMAN,_; + Z <, LSRV,_;

i=0 i=0 i=0 n i=0 (6)

n n
+ Z os; LIMP,_; + Z o¢; LEXP,_; + Z oy LEG,_; + 1y

i=0 i=0 =1

n n n n
ALEG, =co+ Z o¢,; ALAGR,_; + Z o,; ALIND,_; + Z o5; ALMAN,_; + Z o,; ALSRV,_;

i=0 i=0 i=0 i=0 (7)
n n n
+ Z Xg; ALIMP,_; + Z Xg; ALEXP;_; + Z &7 ALEG;_; + & ECM 4 +
i=0 i=0 i=1

ECM is the error correction term that has been delayed by one period, and u; is the residual term, with
all other variables remaining as previously defined.

The coefficient of the lagged error-correction factor, &;, should be negative and statistically significant
in order to further confirm the existence of cointegration.
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The study examined data for Zambia from 1994 to 2021 because trade statistics prior to 1994 were not
available. The World Development Indicators (World Bank, 2023) used as the primary data source.

3.1. Empirical Results

Unit roots tests (Augmented Dickey-Fuller Generalized Least Square (ADF-GLS), Perron (1997)
PPURoot, and Ng-Perron Modified unit root tests) were run to validate that all included variables in the
ARDL estimation are less than 1(2). This is a necessary condition for the ARDL bounds testing approach
to yield accurate results. The findings are shown in Table 1 along with confirmation that the prerequisites
are satisfied in order to apply the preferred econometric approach.

Table 1. Unit Root Tests Results

DICKEY-FULLER GENERALISED LEAST SQUARE (DF- PERRON (1997) UNIT ROOT TEST
GLS) (PPUROOQT)
Variable  Level First difference Level First difference

No trend Trend No trend Trend No trend  Trend No trend Trend
LEG -1.176 -2.178 -2.481** -3.334** -1.522 -2.206 -5.132* -5.415*
LAG -2.321** -1.671 - -6.728*** -3.714 -2.993 -7.194%** .8 700***
LIN -0.455 -1.601 -2.737*** -3.539*** -2.199 -3.683 -5.487** -5.371**
LMA -1.404 -2.027 -3.599*** -3.966*** -2.540 -3.016 -5.103* -7.973***
LSR -1.465 -1.485 -3.465*** -4,292%** -1.840 -2.253 -5.044* -4.733*
LIM -2.549** -2.607 - -5.302*** -3.553 -3.398 -6.506***  -6.365**
LEX -0.595 -2.396 -5.071*** -5.604*** -2.635 -2.923 -5.970%**  -6.409***
NG-PERRON MODIFIED UNIT ROOT TEST

Mza MZt
Variable  Level First difference Level First difference

No trend Trend No trend Trend No trend  Trend No trend Trend
LEG -5.282 -391.4*** -8.143** - -1.522 -13.95%** -2.012** -
LAG 1.123 -2.372 -6.496* -60.25*** 0.806 -0.972 -1.801* -5.46***
LIN -0.842 -2.137 -9.422** -22.198** -0.383 -0.797 -1.960* -3.300**
LMA -3.486 -6.693 -92.62*** -23.247** -1.319 -1.631 -6.76%** -3.345**
LSR -1.250 -3.268 -12.146** -19.015** -0.764 -0.856 -1.991** -2.889*
LIM -8.649** -8.874 -12.913** -16.759* -2.07** -2.106 -2.520** -2.862*
LEX -10.70** -60.25*** - - -2.02** -5.404*** - -

MSB MPT
Variable Level First difference Level First difference

No trend Trend No trend Trend No trend  Trend No trend Trend
LEG 0.288 0.035*** 0.247* - 4.895 0.294*** 3.028** -
LAG 0.717 0.409 0.277* 0.090*** 39.815 33.450 3.773* 1.637***
LIN 0.455 0.373 0.208** 0.148** 14.568 31.034 3.363* 4.286**
LMA 0.378 0.243 0.073*** 0.143** 7.0266 13.690 0.340*%**  4,294**
LSR 0.610 0.262 0.163*** 0.151** 18.737 20.225 3.656* 5.910*
LIM 0.239** 0.237 0.195** 0.170* 2.862**  10.268 1.976** 5.624*
LEX 0.189** 0.089*** - - 3.319* 1.892*** - -

Note: The asterisks (***), (**) and (*) indicate significance at 1%, 5%, and 10% respectively.

Source: Authors’ estimation from compiled data. Data compiled from World Bank, World Development
Indicators, 2023

The Perron (1997) PPURoot test verified that all variables were suitably valid to be included in the
ARDL estimation despite the existence of structural breaks. The estimated breakpoints according to the
Perron (1997) PPURoot test are shown in Table 2.
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Table 2. PPURoot Breakpoints

LEVELS FIRST DIFFERENCE
Variable No trend Trend No trend Trend
LEG 2017 2015 2002 2008
LAG 2014 2010 2015 2016
LIN 2016 2003 2015 1999
LMA 2009 2012 2013 2013
LSR 1998 2014 2008 2016
LIM 2004 2004 2006 2006
LEX 2009 2016 2012 2013

Note: The asterisks (***), (**) and (*) indicate significance at 1%, 5%, and 10% respectively.

Source: Authors’ estimation from compiled data. Data compiled from World Bank, World Development
Indicators, 2023

The outcomes are then presented in Table 3 following estimation of the ARDL estimation for
cointegration.

Table 3. Bounds F-Test for Cointegration

Dependent Variable  Function F-Statistic Cointegration Status
LEG F (LEG| LAG, LIN, LMA, LSR, LIM, 5.488*** Cointegrated

LEX)
Asymptotic Critical Values

1% 5% 10%
Pesaran et al., 2001: 1 (0) (1) 1 (0) 1(1) 1(0) 1(1)
300 Table CI(iii) 3.15 4.43 2.45 3.61 2.12 3.23
case |1

Note: The asterisks (***), (**) and (*) indicate significance at 1%, 5%, and 10% respectively.

Source: Authors’ estimation from compiled data. Data compiled from World Bank, World Development
Indicators, 2023

There is enough evidence to reject the null hypothesis of no cointegration between the variables because
the estimated F-statistic is greater than the upper critical constraint at the 1% level of significance. The
cointegration test thus validates the cointegration of economic growth, imports, exports, agriculture,
industry, manufacturing, and services across the research period. Additionally, ARDL (1,1,1,0,1,0,0) is
chosen as the best latency for the following long run and short run ARDL models. The Schwarz Bayesian
Criterion (SIC) was used to select the ideal lag.

Table 4 provides the estimated long-run and short-run coefficients for the estimated ARDL model.

Table 4. Estimated Long Run and Short Run Coefficients

ESTIMATED LONG-RUN COEFFICIENTS
ARDL (1,1,1,0,1,0,0) selected based on Schwarz Bayesian Criterion
Dependent variable is LEG

Regressor Coefficient T-Ratio Prob. Values
LAG 0.19665** 2.5560 0.022
LIN 1.0624*** 6.3004 0.000
LMA -0.17685 -1.5557 0.141
LSR 2.3138*** 6.9404 0.000
LIM -0.16660* -1.7836 0.095
LEX 0.045967 0.44946 0.660
C -5.3347** -2.6734 0.017
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ESTIMATED SHORT-RUN COEFFICIENTS
Dependent variable is dLEG

Regressor Coefficient T-Ratio Prob. Values
dLAG -0.041227 -1.0368 0.314
dLIN 0.10832 0.74651 0.465
dLMA -0.093980 -1.1804 0.253
dLSR 0.43774 1.4204 0.173
dLIM -0.088533* -2.0546 0.055
dLEX 0.024427 0.46830 0.645
ecm(-1) -0.53140* -2.0791 0.052

Note: The asterisks (***), (**) and (*) indicate significance at 1%, 5%, and 10% respectively.

Source: Authors’ estimation from compiled data. Data compiled from World Bank, World Development
Indicators, 2023

As also found by Blunch & Verner (2006), the long-run results show that the sectors of industry,
services, and agriculture all positively influence economic growth. Economic growth is found to be
significantly yet unfavorably impacted by imports. It has been determined that the manufacturing
industry and exports have a negligible influence on economic growth.

Only imports are found to have a considerable but unfavorable short-run impact on economic growth.
It is discovered that none of the other independent factors have any bearing on economic growth in the
short run.

Table 5. ARDL — VECM Diagnostics Tests

Test Statistics LM Version Prob. Values f-version Prob. Values
A: Serial Correlation 0.0089470 0.925 0.0048193 0.946

B: Functional Form 2.3020 0.160 2.0367 0.214

C: Normality 0.97177 0.615 Not applicable

D: Heteroscedasticity ~ 0.43953 0.507 0.41269 0.527

Source: Authors’ estimation from compiled data. Data compiled from World Bank, World Development
Indicators, 2023

The coefficient for the lagged error correction term was found to be negative and significant, further
supporting the notion of a cointegrating link. Table 5 shows that the null hypothesis for the absence of
serial correlation, heteroscedasticity, the proper functional form, and normality was not rejected in any
of the cases. The CUSUM and CUSUMQ plots further supports the model's stability. Figures 5 and 6
show them, respectively.

20
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The straight lines represent critical bounds at 5% significance level
Source: Authors’ estimation from compiled data. Data compiled from World Bank, World Development Indicators, 2023

Figure 5. Plot of Cumulative Sum of Recursive Residuals
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Source: Authors’ estimation from compiled data. Data compiled from World Bank, World Development

Figure 6. Plot of Cumulative Sum of Squares of Recursive Residuals

4. Conclusion

Using the ARDL bounds testing method, this study investigated the effects of value added in the
agricultural, industrial, manufacturing, and service sectors on economic growth for the case of Zambia
for the years 1994 to 2021.

The long-run findings demonstrate that the sectors of industry, services, and agriculture all contribute
significantly to economic growth. Economic growth is found to be significantly yet unfavorably affected
by imports. It has been determined that the manufacturing industry and exports have a negligible
influence on economic growth. However, only imports are revealed to have a considerable but
unfavorable short-term impact on economic growth. It is discovered that none of the other independent
factors have any bearing on economic growth in the short run.

Policy initiatives should focus on promoting the agriculture, industry and service sectors to achieve
increased economic growth.
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ETiK VE BiLIMSEL iLKELER SORUMLULUK BEYANI

Bu g¢aligmanin tiim hazirlanma siireclerinde etik kurallara ve bilimsel atif gosterme ilkelerine riayet
edildigini yazar beyan eder. Bu ¢aligma etik kurul izni gerektiren ¢alisma grubunda yer almamaktadir.

ARASTIRMACILARIN MAKALEYE KATKI ORANI BEYANI
1. yazar katki orani: %100
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Abstract

Poverty is the condition in which an individual cannot meet their basic economic and social needs. This phenomenon can affect
various strata of society, but it particularly impacts women and children deeply. Poverty encompasses not only income
deficiency for women but also the lack of social participation, leading to social exclusion. However, the question of whether
poverty should be considered primarily as a women's issue or examined from a broader perspective is a subject of debate, as
women can be disproportionately affected due to a gender-biased perspective.

Recent research indicates that in contemporary societies, women are more adversely affected by poverty compared to men.
Gender inequality and income disparities often restrict women's access to education, limit employment opportunities, push
them into low-paying jobs, or hinder their workforce participation due to domestic responsibilities. Studies conducted by the
United Nations Development Program (UNDP) highlight the prevalence of global gender inequality in Sub-Saharan Africa,
the Arab Peninsula, and many South Asian countries. These studies also reveal that gender inequality is more pronounced in
countries with low to medium levels of human development. Consequently, regions like the Arab Peninsula and South Asia
exhibit extremely low rates of female workforce participation. Moreover, these regions often witness a significant lack of
female representation in their parliaments.

Among the fundamental causes of women's poverty are deficiencies in education and negative societal attitudes towards
women. Therefore, it is of utmost importance to elevate women's educational levels and encourage their participation in the
labor force. Studies have shown a correlation between increasing women's education levels and economic growth.
Consequently, governments should review employment policies and social security mechanisms to enhance women's access to
employment opportunities. Social assistance policies should be implemented with a rights-based approach and should
encompass women. Addressing the excessive burden of household chores, gender-based discrimination, and patriarchal
attitudes limiting women's career choices is of paramount importance. Transforming societal norms and dismantling gender
biases are necessary for this purpose. The combat against female poverty necessitates the active engagement of Non-
Governmental Organizations (NGOs) in the realm of social policy implementations, social assistance programs, governmental
initiatives related to gender-responsive budgeting, and the practices of financial institutions concerning microcredit.

Keywords: Poverty, Women’s Poverty, Labour Force Participation

JEL Codes: D31, 130, J16,

1. Introduction

The world has recently witnessed both pandemic diseases and natural disasters, as well as significant
climate changes. All of these adversities can make individuals more anxious and vulnerable. The
negative experiences of individuals also lead to problems in their economic and social activities. The
inability to carry out essential production processes within the economy directly contributes to a
decrease in the final output of goods and services. These production declines, in turn, lead to income
losses and ultimately result in poverty among individuals (Jafino et al., 2020).

While historically, poverty has been predominantly defined based on income levels alone, the
contemporary understanding of poverty has evolved significantly. Today, poverty is addressed not only
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in terms of income but also with a broader perspective that encompasses education, health, and political
participation alongside economic factors. The outdated growth models that solely attribute poverty to
income have been replaced by more comprehensive development models. These new models consider
a range of social and economic factors that impact an individual's life, creating a more nuanced
understanding of poverty (Erol & Ozdemir, 2023).

The gender dimension of poverty and social exclusion is currently a subject of intense debate. Examining
poverty through a gender-specific lens has become a focal point in academic research. In this context,
the dominance of a male-centric culture has acted as an oppressive force on women, resulting in an
unequal positioning compared to their male counterparts. As a result, women's poverty has gained
significant attention, particularly in recent times.

This study's primary objective is to shed light on the various facets of female poverty in economically
disadvantaged regions worldwide, with a particular emphasis on areas like Africa. Additionally, the
research aims to explore potential strategies and approaches for effectively addressing this multifaceted
issue. In pursuit of this objective, we will commence by providing an in-depth exploration of the concept
of poverty and its various manifestations. Subsequently, statistical tables will be employed to delineate
the dimensions of female poverty. Following a comprehensive discussion on the policies applicable to
combatting female poverty, we will proffer policy recommendations aimed at mitigating the prevalence
of female impoverishment.

2. Poverty Concept
2.1. Definition of Poverty

Poverty is a multifaceted concept that can be approached from various angles. However, all these
definitions share a common core of inadequate resources, especially the absence of essential necessities
required for survival. The exploration of poverty through research and its various definitions aids in
recognizing the fundamental goods and services necessary to sustain human life.

In accordance with the World Bank's definition as articulated in 2000, poverty represents a pronounced
state of deprivation in the realm of well-being. This multidimensional well-being encompasses various
facets, including an individual's income, state of health, nutritional status, educational attainment,
ownership of assets, housing conditions, and the realization of certain societal rights, such as the freedom
of expression. Additionally, poverty encompasses a dearth of opportunities, a sense of powerlessness,
and a heightened susceptibility to vulnerability (World Bank, 2000).

Another vital aspect within the definition of poverty revolves around an individual's capability to
actively participate in society while upholding their dignity and self-respect. Amartya Sen's Capability
Approach is a significant framework in this context. This approach is centered around acquiring the
necessary data to evaluate individual well-being, societal policies, and associated domains. It explicitly
rejects alternative methodologies that solely rely on financial metrics for assessment, deeming them
normatively deficient. Moreover, the Capability Approach astutely acknowledges the existence of
societal constraints that wield influence over both well-being and evaluative procedures. Importantly,
the Capability Approach provides a nuanced and comprehensive framework for evaluating poverty and
well-being. Instead of reducing assessment solely to monetary parameters, it emphasizes the
significance of individual functioning within society. By considering the diverse dimensions of
capability and functioning, the Capability Approach enriches discussions surrounding poverty
measurement and social policy evaluation. Additionally, it recognizes that societal structures and
constraints play a pivotal role in shaping individual capabilities and, therefore, must be considered in
any meaningful assessment of well-being and poverty (Sen, 1995).

2.2. Types of Poverty

Absolute poverty is defined as the condition in which an individual lacks the economic means to meet
their basic needs for food, clothing, and shelter. In contemporary discourse, there is an ongoing academic
debate concerning the necessity to revise the definition of poverty due to changing living conditions and
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economic dynamics. Additionally, the concept of absolute poverty is criticized for its limited scope, as
it solely focuses on the inability to meet specific basic needs and does not account for other crucial
factors such as societal income inequality (Ugur, 2017: 171).

In contrast, the relative approach offers a more subjective assessment compared to the absolute
approach. Relative poverty defines itself through a comparative analysis of living standards between
those in disadvantaged circumstances and those with a relatively higher socioeconomic standing.
Poverty, in this context, arises when an individual's economic resources significantly deviate from the
prevailing community standards. This deviation indicates that their income consistently falls below the
threshold required to achieve a predetermined average standard of living (Ramphoma, 2014: 63).

The concept of objective poverty is based on official data from government agencies, rather than an
individual's own assessments. Subjective poverty is an approach in which individuals determine the
standards necessary for them to lead their lives based on their own perceptions and thoughts (Ozdemir
& Ince, 2021: 2636).

Human poverty was first introduced in the Human Development Report (HDR) published by the United
Nations Development Program (UNDP). The HDR analyzes the concept of human development by
examining not only income-based calculations but also the extent to which individuals can satisfy their
fundamental characteristics and needs, such as freedom and personality. It emphasizes the role of the
individual in development. When defining human poverty, UNDP takes into account not only income
but also the availability of education, access to clean water sources, and the ability to lead a healthy life,
which are essential for sustainability (Ozdemir & Kasike1, 2018: 85).

2.3. Dimensions of Poverty in The World

When defining poverty around the world, the population below a certain income level is examined.
Recently, daily income of less than $1.90 was used as an indicator of poverty, but due to changes in
prices, this limit is now being used as $2.15 (Word Bank, 2023). Based on this measurement, changes
in the poor population are shown in the Table 1 below for the period of 1981-2019.

Table 1. Number of People with Daily Income Less than $2.15 in the World (Millions of People)

Years Number of | Years Number of | Years Number of | Years Number of

People People People People
1981 1966.79 1991 2005.04 2001 1749.84 2011 994.74
1982 1983.92 1992 1990.09 2002 1684.29 2012 939.53
1983 1986.21 1993 1973.09 2003 1622.15 2013 841.52
1984 1951.78 1994 1927.40 2004 1520.88 2014 811.77
1985 1917.72 1995 1871.37 2005 1412.29 2015 793.04
1986 1888.82 1996 1809.65 2006 1377.13 2016 778.25
1987 1874.72 1997 1823.91 2007 1311.13 2017 722.64
1988 1820.27 1998 1861.03 2008 1269.45 2018 673.54
1989 1989.79 1999 1829.02 2009 1224.15 2019 648.10
1990 1996.23 2000 1781.38 2010 1126.73

Source: Compiled from World Bank data.

The Table 1 presents data on monetary poverty worldwide. According to World Bank data,
approximately one billion nine hundred sixty-seven million people have a daily income of less than
$2.15. Considering that the world population was around 4.5 billion during the given period, it can be
said that about one-third of the world population tries to live below the poverty line. In the early 1990s,
the population defined as poor exceeded two billion, and one of the reasons for this increase was that
the population in the newly formed states after the dissolution of the Soviet Union could not have the
necessary income for a certain period. Since the 2000s, this number has entered a decreasing trend. As
of 2011, the poor population fell below one billion and by 2019, it decreased to approximately 648
million people. In 2019, the world population was approximately 7.74 billion. Therefore, the global poor
population has decreased from a third in 1981 to about 8% in 2019.
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People are considered at risk of monetary poverty when their equivalised disposable income (after
social transfers) is below the at-risk-of-poverty threshold. This is set at 60 % of the national median
equivalised disposable income after social transfers (Eurostat, https://ec.europa.eu). To illustrate the
levels of monetary poverty in different regions around the world, Table 2 below is provided.

Table 2. Poverty Rates (Below $2.15) by Region in the World (%)

East West and | Sub- Europe Latin South | Middle | East
and S. | Central Saharan and America and | Asia East and | Asia
Years Africa Africa Africa Central the North and
Asia Caribbean Africa Pacific
1981 - - - - 15.02 58.13 - 83.37
1985 - 52.58 - - 17.04 53.10 6.92 71.02
1990 - 55.29 53.29 3.23 16.72 49.67 6.14 65.75
1995 56.79 59.72 57.96 8.26 14.44 43.46 5.25 50.01
2000 55.25 - 55.78 9.16 13.53 - 3.60 39.52
2001 55.22 54.69 55.01 8.35 13.24 - 3.49 37.23
2005 50.11 46.60 48.70 6.25 10.45 35.05 2.69 21.60
2006 48.39 45.78 47.34 5.55 8.52 33.63 2.59 21.04
2007 46.98 46.04 4.97 8.13 31.84 2.47 18.75
2008 45.80 42.59 44.50 4.39 7.55 30.44 2.36 17.63
2009 45.66 41.55 44.00 4.26 7.11 29.37 2.21 15.55
2010 44.20 39.05 42.13 4.20 6.45 26.22 1.82 13.32
2011 42.79 38.18 40.93 3.89 5.97 21.48 2.09 10.37
2012 43.00 36.21 40.26 3.74 5.06 19.74 2.05 8.82
2013 42.21 34.72 39.19 3.40 4.53 18.94 2.19 4.49
2014 41.68 32.70 38.06 3.55 4.27 17.98 2.56 3.58
2015 41.55 32.75 38.00 3.20 4.18 16.71 4.84 2.70
2016 41.51 31.66 37.53 2.87 4.41 15.77 5.44 2.24
2017 41.29 29.89 36.69 2.84 4.38 12.59 5.97 1.91
2018 40.79 28.16 35.69 2.43 4.29 10.02 7.50 1.53
2019 - 27.20 35.14 2.38 4.32 8.51 - 1.12

Source: Compiled from World Bank, Poverty and Inequality Platform data.

According to World Bank data, in the 1980s, the region with the highest incidence of poverty was the
East Asia and Pacific region. By the 1990s, poverty rates had remained very high in the Europe and
Central Asia region, as well as in all regions except the Middle East and North Africa. Since then,
poverty rates have relatively decreased in all regions. However, currently, the highest poverty rates are
concentrated in the Eastern and Southern Africa, Sub-Saharan Africa, and Western and Central Africa
regions. As can be seen, poverty rates in Africa as a whole remain very high. While the East Asia and
Pacific region had the highest poverty rates in the 1980s, currently, poverty rates in this region are much
lower.

In addition to financial depreviation, a new definition of poverty has been introduced, taking into
account deprivations that individuals face with. This definition is referred to as the "multidimensional
poverty index". The global multidimensional poverty index is calculated by the United Nations
Development Programme and is based on three basic variables: health (two sub-indices), education (two
sub-indices), and standard of living (three sub-indices). The index value ranges from "0 to 1". A high
value indicates a high level of multidimensional poverty. The 2021 Global Multidimensional Poverty
Index was calculated using data from 109 developing countries. Currently, about 1.3 billion people in
these countries are trying to survive within the limits of poverty, and about half of them are children
under the age of 18.
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Table 3. Multidimensional Poverty Rates in Developing Countries in the World (Year 2021)

Regions Multidimens | Deprivation | Share of | Population National Proportion
ional Intensity Multidimens | Vulnerable Poverty Line | of the
Poverty ional Poor in | to Population
Index Total Multidimens Below $1.9

Population ional per day
Poverty

Arab 0,071 0,286 6,5 8,9 26,1 4,9

States

East Asia 0,023 0,009 1,0 14,5 4,3 1,2

and the

Pacific

Europe and 0,004 0,004 0,1 3,2 9,8 1,1

Central

Asia

Latin 0,030 0,011 1,8 7,3 36,9 4,2

America

and the

Caribbean

South Asia 0,131 0,015 1,2 18,3 22,9 19,2

Sub- 0,286 0,022 30,8 18,8 4,1 43,7

Saharan

Africa

Source: Compiled from UNDP, Global Multidimensional Poverty Index 2021 Report.

As seen from the table data, as of the year 2021, the region with the highest multidimensional poverty
index values is Sub-Saharan Africa. This region is followed by South Asia and Arab States, with the
latter experiencing higher levels of deprivation. Sub-Saharan Africa is also the region with the highest
share of the population living in multidimensional poverty, and is the most vulnerable to
multidimensional poverty. The other regions with high values are South Asia and East Asia and Pacific,
with the highest proportion of the population living on less than $1.9 per day.

3. The Feminization of Poverty

The concept of female poverty was first articulated in the literature by Pearce (1978). According to
Pearce, nearly two-thirds of individuals living in poverty, aged 16 and older, were women. Pearce argued
that despite the increasing participation of women in the labor force during the years from 1950 to the
mid-1970s, the economic status of women had declined. Particularly, households headed by women
constituted an increasingly larger percentage of the impoverished population. Pearce attributed the
feminization of poverty to the lack of government support for divorced and single women. She
contended that "for many, the price of that independence has been their pauperization and dependence
on welfare" (Pearce, 1978: 28).

A further investigation into female poverty was undertaken by Goldberg and Kremen in 1990. This
study, centered on the United States, aimed to delve into the rising trend of poverty among women. This
trend was partly attributed to the increasing rates of living separately, non-marital parenthood, and
divorce that became prominent in the 1960s. The responsibility of providing for households
disproportionately fell on women, rendering them more vulnerable to economic challenges.
Consequently, women found themselves compelled to share the economic hardships they encountered
with those individuals they were financially responsible for. During the 1960s, households headed by
women, a substantial portion of which were living in poverty, experienced a modest increase compared
to the 1950s. However, by the late 1980s, this trend witnessed significant expansion. In the 1980s,
among all impoverished households (excluding those without children), nearly 47.8% were led by
women. This percentage escalated to 51.5% by 1987. As this trend endured, the issue of poverty
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gradually became more closely associated with women. By the 1990s, in the United States, single-parent
families, predominantly led by women, constituted roughly three-fifths of all impoverished families with
children. Furthermore, it's worth noting that in the United States, a correlation was observed between
female poverty and ethnic background, with African American or Hispanic American women
experiencing even higher levels of impoverishment compared to their white counterparts (Goldberg &
Kremen, 1990: 2-3).

The definition and measurement of women's poverty are based on social indicators such as literacy rates,
life expectancy, enrollment in primary and secondary education, access to health services, maternal
mortality rates, and access to land, in addition to traditional measures of household income and
consumption. Other indicators such as employment, wage gaps, time use, average age of first marriage,
fertility rates, and gender ratios can also be listed as key indicators of women's poverty. Monitoring
progress or setbacks in social indicators is important in addressing women's "daily needs" (basic needs)
and "strategic gender needs" (equality, autonomy, and empowerment) (Moghadam, 1998: 226).

The concept of the "feminization of poverty" as described by Rahnema (2009), is considered a
perspective that challenges the feminist discourse. Rahnema identifies it as a secondary manifestation
of modern poverty, which he refers to as "modernized poverty". The author contends that contemporary
poverty has evolved into a state of destitution, with women being increasingly regarded as economic
commodities. Furthermore, Rahnema highlights that the widening gap between the world's richest and
poorest extends not only between societies but also among women themselves. In this context, Rahnema
associates the shifts in women's status in the modern era with emerging power dynamics. Consequently,
the origins and societal interactions of female poverty have become a focal point in feminist studies
(Rahnema, 2009: 261-262).

An essential aspect to consider when discussing the feminization of poverty is the phenomenon of
elderly women's poverty. Recent research indicates that elderly women living alone are at a higher risk
of poverty compared to those living in groups or those who are married. Across the world, women in
urban areas are often compelled to work in the informal sector for extremely low wages. The absence
of social security, coupled with the necessity to work for meager incomes in adverse conditions,
contributes to further impoverishment as these women age (Goldberg & Kremen, 1990: 6).

When defining and measuring women's poverty, a multidimensional and multisectoral approach should
be adopted. Women's experiences of poverty vary across different social domains and over times.
Institutionalized gender-based discrimination is pervasive in areas such as labor markets and political
power structures. Social norms and expectations dictate which gender roles and relationships are
considered acceptable. Moreover, power imbalances within households operate based on age and
gender. Structural inequalities between men and women and among women themselves significantly
influence women's experiences of poverty and relative poverty (Bradshaw & Linneker, 2009: 9).

The Global Gender Gap Index is a concept that shows to what extent women are equal to men. The
index was first calculated by the World Economic Forum in 2006. The index is calculated based on
several sub-indexes. However, there are essentially four sub-index headings: economic participation and
opportunity (five sub-levels), educational attainment (four sub-levels), health and survival (two sub-
levels), and political empowerment (two sub-levels). The index is evaluated based on data from 146
countries worldwide. The table below shows the sub-values of global gender inequality in regions as of
2022.

The 2021 Multidimensional Poverty Index report by the UNDP reveals that around two-thirds of
multidimensionally poor individuals reside in households where no girl or woman has received at least
six years of education. The proportion of multidimensionally poor individuals living in households
where no girl or woman has attained this level of education varies significantly across regions, ranging
from 12.8% in Europe and Central Asia to 70.5% in Arab States. In 14 countries with a collective
population of 1.8 billion, households led by women have, on average, a higher Multidimensional
Poverty Index value compared to those led by men. In regions where multidimensional poverty is
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prevalent, rates of gender-based violence against women and girls are also considerably higher (UNDP,
2022).

The UNDP report also highlights that approximately 16 million multidimensionally poor men and boys,
which equates to 0.3% of the total population, live in households without any woman or girl aged 10 or
older. However, roughly half of all multidimensionally poor individuals (622 million) living with a
woman or girl, regardless of gender, reside in households where nobody has received six or more years
of education. The Arab States exhibit the highest percentage of multidimensionally poor individuals
living in households where no girl or woman has attained at least six years of education. Studies on
monetary poverty suggest that households led by women are typically less impoverished than those led
by men. Nonetheless, in 14 countries with a combined population of 1.8 billion, households headed by
women have a higher Multidimensional Poverty Index value than those headed by men, indicating that
they are comparatively poorer. Women and girls living in multidimensionally poor households often
face uncertain living conditions and are at a higher risk of violence due to having less financial
independence and bargaining power within the household. In some countries, women have to travel long
distances to access water, food, or attend school or work. Additionally, the risk of sexual and physical
violence is higher in households with higher levels of poverty.

Table 4 below is provided to illustrate how global gender inequality looks across regions.

Table 4. Overview of Global Gender Inequality Sub-Indices in the World

Overall Index Economic Education Health and Political
Participation Level Survival Participation
and Equal

Opportunity
Central Asia 69.1 68.2 98.8 97.4 11.8
East Asia and the 69.0 72.2 65.4 95.2 13.3
Pacific
Europe 76.6 70.2 99.5 97.0 39.8
Latin  America 72.6 64.5 99.5 97.6 28.7
and the Caribbean
Middle East and 63.4 46.0 96.2 96.4 15.1
North Africa
North America 76.9 77.4 99.7 96.9 33.7
South Asia 62.3 35.7 93.2 94.2 26.2
Sub-Saharan 67.9 67.7 85.3 97.2 21.3
Africa
World Average 68.1 60.3 94.4 95.8 22.0

Source: Compiled from World Economic Forum. Gender Inequality 2022 Report.

The data presented in Table 4 reveals a clear pattern in global gender inequality. North America emerges
as the region with the least gender inequality worldwide, closely followed by Europe and Latin America
and the Caribbean. Conversely, South Asia, the Middle East and North Africa, and Sub-Saharan Africa
stand out as regions with the most significant disparities between men and women. This trend extends
to economic participation and opportunity equality, with North America, East Asia and the Pacific, and
Europe demonstrating commendable performance in this regard. In contrast, South Asia, the Middle
East and North Africa, and Latin America and the Caribbean exhibit the highest levels of economic
inequality.

These disparities are not confined to the workforce; they also extend to access to education and
healthcare services, as well as political representation for women. Such inequities stem from deeply
ingrained prejudices against women, often categorized as gender bias, which signifies a preference for
one gender over the other, commonly referred to as sexism. Gender bias frequently arises when
individuals unconsciously associate certain stereotypes with different genders. Consequently,
individuals may face differential treatment solely based on their gender, overlooking their skills,
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abilities, and qualifications. Studies conducted in the United States in the field of gender studies suggest
that approximately 90% of participants exhibited bias against women. It is believed that a significant
number of individuals hold unconscious biases against women, as these biases often operate beneath the
surface (Suveren, 2022: 417).

The United Nations Development Programme evaluates countries around the world under four main
headings according to their human development. The gender inequality table created according to this
criterion is included below.

Table 5. Gender Inequality Index Values by Human Development Clusters in the World

Human Development Clusters Index Value (2021)
Very High Human Development 0.155
High Human Development 0.329
Medium Human Development 0.494
Low Human Development 0.577

Source: Compiled from UNDP, Gender Inequality Report data.

As seen from the Table 5 data, regions with higher levels of human development have lower levels of
gender inequality. While there are increases in the index value as the level decreases. These data reflect
an expected pattern, as an increase in development leads to greater expression of women in society,
while a decrease in development indicates that women live in a more unequal society.

Various factors, including the prolonged menopausal period and the increased life expectancy of
women, have given rise to a range of health issues. Among these health concerns are conditions such as
depression, osteoporosis, diabetes, hypertension, immune system disorders, rheumatoid arthritis,
Alzheimer's disease, and several others. It is noteworthy that although these health problems affect
individuals of all genders, they tend to exhibit a higher prevalence and lead to more severe complications
in women. Despite women having a naturally longer lifespan, they often face economic hardships due
to socio-economic challenges, coupled with difficulties in accessing healthcare services. Women,
constituting approximately half of the global population, frequently encounter impediments in their
ability to access healthcare facilities due to entrenched gender biases and their relatively lower social
status. This predicament significantly impairs women's capacity to benefit from healthcare services and
receive timely medical interventions (Bal, 2018: 17-18).

In the realm of education, global regions generally exhibit similar gender ratios. When examining gender
equality on a regional basis, considering overall index values, North America, Europe, and Latin
America and the Caribbean emerge as regions with the highest levels of gender equality. Conversely,
the region with the greatest gender inequality is East Asia and the Pacific. This pattern holds true in
terms of health and survival as well, with South Asia registering the lowest index value. However, the
most notable gender disparity appears in the sub-index related to political participation. Women face
greater challenges in securing a place in politics compared to their male counterparts. The regions that
exhibit better female representation in this domain are Europe, North America and Latin America and
the Caribbean, while Central Asia, East Asia and the Pacific, and the Middle East and North Africa have
the lowest rates.

As of the 2022 Gender Gap Report by the World Economic Forum, it is estimated that it will take 132
years to address global gender inequality comprehensively. This represents a slight improvement from
the 2021 estimate of 136 years, indicating a somewhat more optimistic outlook over the past year. The
primary focus in addressing this issue should be on establishing the necessary infrastructure to ensure
at least equal opportunities rather than striving for absolute equality.

In order to see the distribution of the number of women living in extreme poverty by regions in 2021,
the Table 6 is given below.
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Table 6. Number of Women Living in Extreme Poverty by Region in the World (2021)

Number of People Year 2022 Estimation

Regions (Million People) Rates
Australia and New Zealand 0.1 12.2
Oceania 1 24.3
Europe and North America 3 14.0
West and South West Asia 19 7.3
North Africa and West Asia 20 22.6
Latin America and the Caribbean 20 30.4
Central and South Asia 81 20.7
Sub-Saharan Africa 244 41.2
World 388

Source: Compiled from UN Women data.

Table 6 illustrates a notable concentration of extreme poverty among women in various regions across
the world. Particularly striking is the fact that 62.8% of extremely impoverished women are situated in
Sub-Saharan Africa, followed by 20.9% in Central and Southern Asia, 5.3% in Latin America and the
Caribbean, 5.1% in North Africa and the Middle East, 4.8% in East and Southeast Asia, and a marginal
0.8% in other global regions. As is typically observed in less economically developed regions, both the
overall poverty rate and the prevalence of female poverty exhibit higher levels. The significance of
mitigating female poverty transcends mere economic considerations; it extends to the empowerment of
women, enabling them to assume more substantial roles and contribute greater added value within the
intricate fabric of societal structures. For a comprehensive overview of the distribution of women in
leadership roles across diverse global regions, the subsequent table provides valuable insights.

Table 7. Percentage of Women in Managerial Positions by Region in the World (%)

Regions 2015 2020
North Africa and West Asia 11.0 12.2
Central and South Asia 12.7 12.7
Sub-Saharan Africa 293 29.8
East and Southeast Asia 31.0 33.0
Latin America and the Caribbean 38.9 37.7
Oceania 37.3 37.8
Europe and North America 36.8 38.9
World 27.2 28.3

Source: Compiled from United Nations. Sustainable Development Goals Report 2022.

As seen from the Table 7 data, in 2015, the region with the highest number of women in executive
positions in the world was Latin America and the Caribbean. This region was followed by Oceania,
Europe and North America. The region with the lowest number of women in executive positions was
North Africa and West Asia, by 2020, the region with the highest percentage of women in executive
positions had become Europe and North America. Other regions that ranked high were Oceania and
Latin America and the Caribbean. The region with the lowest number of women in executive positions
during this period was still North Africa and West Asia.

The underrepresentation of women in leadership positions in the workforce today can be attributed to a
complex interplay of individual, societal, sociological, and psychological factors. The root causes of this
limited representation encompass various elements such as societal structure, traditional gender roles,
and educational disparities. Moreover, the low presence of women in critical leadership may also be
linked to the socio-economic and political inequalities reflected in gender equality (Ercan, 2016: 2).

278



Abdullah Ozdemir, Hatice Erol Business, Economics and Management Research Journal
2023, 6(3), 270-284

Individuals who can find a more prominent place in the labor market will be able to show themselves
more economicall and this is also true for women. The Table 8 below provides the data on women's
labor force participation rates and parliamentary representation rates by region in the world.

Table 8. Labour Force Participation Rates and Proportion of Women Representatives in Parliament by Region in

the World (2021)
Share of seats held by women
Regions Labour Force Participation Rate | in national parliaments (%)
Woman Man
Arab States 193 69.5 18.3
East Asia and the Pacific 59.7 75.2 20.9
Europe and Central Asia 42.9 67.0 26.1
Latin America and the Caribbean 48.6 72.7 33.2
South Asia 21.6 71.6 17.6
Sub-Saharan Africa 62.1 72.3 25.7

Source: Compiled from UNDP. Gender Inequality Report data.

According to UNDP data, in 2021, the region with the highest female labor force participation rate is
Sub-Saharan Africa. According to ILO data, women in this region have a significant presence in the
agricultural sector, with a rate of 90%, and 70% in the food sector. Women tend to work in sectors that
create less added value and can often find themselves as unpaid agricultural or care workers. From a
glass ceiling perspective, only 5% of women in Sub-Saharan Africa can become CEOs.

According to the data in the table, other regions with high female labor force participation rates are East
Asia and the Pacific, as well as Latin America and the Caribbean. The lowest female labor force
participation rates are found in Arab countries, primarily due to negative attitudes towards women's
work, patriarchal beliefs, and the dominance of the oil industry as a source of income. Women in this
region mostly work as unpaid family workers, mainly in caregiving and household services.

Women's representation in parliament can also be considered as another indicator of gender inequality.
The region with the lowest representation of women in parliament is South Asia. The main reasons
behind this include the predominance of gendered roles and rules that privilege men in the public sphere
of the economy. Women's involvement in unpaid caregiving also impedes their political participation.
Moreover, individual and societal violence against women and girls is prevalent in this region, leading
to the reinforcement of male-dominated rules and ultimately resulting in women being relegated to the
role of individuals confined within their homes. In Arab countries, where the female labor force
participation rate is the lowest, the representation of women in parliament is only 18.3%. As observed,
in economically and socially developed regions, women can express themselves better, but when the
line of underdevelopment is crossed, women tend to confine themselves to their homes. The region with
the highest representation of women in parliament worldwide is Latin America and the Caribbean.

Various studies have explored the impact of women's participation in parliamentary roles on economic
growth. Among these, Er (2012) conducted a panel data analysis utilizing a fixed effects model, covering
187 countries during the period from 1998 to 2008. The outcomes of this study led to the conclusion
that an augmented presence of women in parliamentary representation, along with increased
participation in the labor force, had a beneficial effect on economic growth.

In their study, Lechman and Kaur (2015) analyzed the relationship between female labor force
participation and economic growth using panel data methodology, considering a sample of 162 countries
for the period 1990-2012. The analysis revealed a connection between female labor force participation
and economic growth.

In another study, Pata (2018) analyzed the relationship between economic growth and female
employment in Turkey using both asymmetric and symmetric causality tests with data spanning from
1988 to 2015. The analysis revealed that female employment affects economic growth by contributing
to the GDP generated in the service sector.
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In Sahin's (2022) study, an analysis was conducted for 31 European countries to determine the extent to
which female employment influences economic growth. The analysis utilized annual data for female
employment and GDP from 2009 to 2020. The relationship between female employment and economic
growth was estimated using panel data methodology. The study's analysis findings suggest that female
employment significantly and positively impacts economic growth.

4. Policies to Combat Female Poverty

Methods for combating poverty can be classified into two categories: indirect and direct. Indirect
strategies involve reducing poverty through the impact of economic growth on income levels.
Conversely, direct strategies encompass governmental programs and policy measures designed to
enhance the living standards of impoverished individuals. Therefore, among the methods utilized to
address poverty are enhancing the effectiveness of civil society organizations, implementing various
financial incentives to alleviate family debt burdens, providing assistance in the realms of family,
education, disaster relief, healthcare, and migration, municipal social aid initiatives, housing acquisition
programs, employment projects, Gender Responsive Budgeting, and the widely preferred microcredit
approach, particularly endorsed by institutions such as the World Bank (Sahin, 2020: 39-40).

In contemporary efforts to combat women's poverty, the approaches and methods often revolve around
expanding social policies in line with the principle of the welfare state, encompassing all sectors of
social policies. However, in practice, social policy measures alone may sometimes prove insufficient in
addressing poverty. Due to the structural challenges faced by the state, there are instances where it
cannot reach every segment of society, fully comprehend all issues, or raise awareness of all problems.
In such cases, Non-Governmental Organizations (NGOs) play a significant role in finding solutions.
NGOs, often localized in nature, possess certain advantages such as proximity to issues and streamlined
decision-making processes, which facilitate their work. As a result, they are occasionally observed to be
more effective in resolving problems. This underscores the important role and responsibility that NGOs
hold within society. One of the primary roles of NGOs in the fight against poverty is to act as a bridge
between those in need and those willing to provide assistance. NGOs, largely relying on volunteers,
mostly secure the majority of their aid to impoverished communities through donations from fellow
citizens. Furthermore, thanks to technological advancements and innovations, NGOs today have the
capability to reach millions of volunteers and donors (Tmar, 2022: 143).

Another tool utilized in the fight against poverty is social assistance. Referred to as "social assistance"
or public social aid, it constitutes in-kind (goods) or cash assistance provided by competent state
authorities without imposing any reciprocity or obligation, subject to conditions and controls of
destitution, with the aim of ensuring a dignified standard of living for those who cannot sustain
themselves through their own means and labor. These aids are one of the effective instruments in
combating poverty, directed towards impoverished and needy individuals. Such assistance measures are
outside the scope of social security institutions and are designed to address the gaps in the existing social
security system. The social assistance method does not involve continuous support for individuals in
need but aims to swiftly alleviate their destitution. The objective is to enable the recipients to rejoin the
workforce and attain the capacity to generate income for their livelihoods as soon as possible. It
discourages idleness and extravagance while seeking to safeguard an individual's social well-being and
uphold their dignity (Onen, 2010: 79).

Another tool employed in the fight against women's poverty is referred to as gender responsive
budgeting. This concept is increasingly being examined independently of strategies aimed at reducing
women's poverty. At the core of gender inequality are hierarchies stemming from culturally entrenched
values regarding the division of labor and the sharing of responsibilities based on gender roles. To
address these inequalities, gender sensitivity must be integrated into all major plans and programs.
Therefore, all plans, policies, and programs must prioritize the maximization of societal benefits. In this
context, the necessity arises for budgets, which impact the lives of all individuals due to their nature, to
be prepared with gender sensitivity at all levels. The preparation of budgets reflecting the repercussions
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of economic plans and programs in accordance with this approach holds significant importance in
achieving the desired development.

The microcredit system, initially developed by Muhammad Yunus, originated in Bangladesh and rapidly
spread worldwide. Microcredit can be defined as a sum of money obtained by women from microcredit
authorities for a specified period in exchange for engaging in various activities (such as agriculture,
livestock farming, handicrafts, and small-scale entrepreneurship) with the aim of generating additional
income, establishing their own businesses, and sustaining their livelihoods. This funding encompasses
various forms of education, knowledge dissemination, and all forms of informational support provided
by microcredit experts (Tutar & Alpaslan, 2017: 181).

5. Conclusion

The issue of poverty extends beyond gender, impacting all members of society. Nevertheless, women's
heightened vulnerability and precarious circumstances compared to men accentuate the adverse
consequences of female poverty. This distinction arises from the often unequal treatment of women,
particularly within the labor market. Globally, one in three individuals earns less than two dollars a day,
and the alarming fact that 70% of these individuals are women serves as a stark testament to prevailing
inequalities.

Empowering women involves equipping them with the knowledge, skills, and resources needed to
overcome the challenges they face. This concept is intricately linked with the goal of reducing gender
inequality, as these two aspects mutually reinforce each other. Empowering women encompasses not
only economic dimensions but also encompasses the acquisition of social and human resources that
enhance women's capabilities. This includes improving access to education, healthcare, and other
services that elevate their living standards. Therefore, empowering women entails not only increasing
their income levels but also enhancing the quality and quantity of services that support their overall
well-being.

One pivotal aspect of empowering women involves tailoring education services to their specific needs.
Expanding the number of educated women facilitates better self-expression, increased participation in
the labor market, and the promotion of equitable decision-making. Elevated education levels not only
yield economic and political benefits but also prepare women to be conscientious individuals who share
household responsibilities with their male counterparts. Women with higher levels of awareness have
the opportunity to work in more skilled professions rather than being limited to sectors characterized by
informal employment.

In many instances, ensuring comprehensive access to healthcare services, especially in developing
nations, plays a critical role in poverty reduction, the advancement of gender equality, and ultimately
the empowerment of women. Strengthening healthcare services for women is essential for promoting
the use of contraception, preventing child marriages, and reducing maternal mortality rates. Women
living in challenging conditions often experience higher fertility rates and limited access to healthcare,
leading to increased mortality rates. Consequently, there is a pressing need for projects and policies
aimed at empowering women and girls. Empowering women and girls, coupled with improved access
to healthcare services, is indispensable for poverty reduction, the promotion of gender equality, and the
acceleration of social development.

In today's world, female poverty remains a significant concern, particularly in regions like Africa.
Consequently, investments targeted at enhancing agricultural productivity, improving livestock
management, and providing livelihood opportunities are essential for addressing poverty among rural
women. Additionally, another strategy to improve the economic situation of impoverished women
involves increasing their access to and control over land. Women who own or control land have the
opportunity to utilize it for food production, income generation, or as collateral for credit.

Studies such as Er (2012), Lechman and Kaur (2015), Pata (2018), and Sahin's (2022) have reached the
conclusion that increasing women's participation in the labor force has a positive impact on economic
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growth. Emphasizing the advancement of women's education and their active involvement in the
workforce is of utmost importance. Government efforts should revamp employment strategies and social
safety nets to support women's engagement in the labor market. Social welfare policies must be
grounded in the fundamental rights of all citizens. Compelling women to accept low-wage jobs and
shoulder heavy domestic responsibilities solely due to their gender reflects deeply entrenched patriarchal
ideologies. Transforming this mindset and ensuring that women's voices are truly heard in both public
and private spheres, traditionally dominated by men, is crucial. Moreover, expanding opportunities and
incentives for women is an urgent necessity. Only through such comprehensive measures can a more
equitable power dynamic be realized for women.
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ETIiK VE BILIMSEL iLKELER SORUMLULUK BEYANI

Bu caligmanin tiim hazirlanma siireclerinde etik kurallara ve bilimsel atif gosterme ilkelerine riayet
edildigini yazar beyan eder. Bu ¢alisma etik kurul izni gerektiren ¢alisma grubunda yer almamaktadir.

ARASTIRMACILARIN MAKALEYE KATKI ORANI BEYANI
1. yazar katki orani: % 40

2. yazar katki orani: % 60
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Abstract

Globalization leads companies to discuss diversity, equity, and inclusion as a daily topic. This study concentrates on Colgate-
Palmolive and its diversity, equity, and inclusion reports. The aim of the study is to provide insight into how Colgate-Palmolive
constructs dimensions of diversity, equity, and inclusion and its comparison with the literature framework. Content analysis is
conducted on diversity, equity, and inclusion reports to create a deeper understanding. Findings reveal that “ethnicity, race,
gender, conscientiousness, agreeableness, extraversion, ability” are over-emphasized while “religion, age, educational
background, and parental status, income, appearance, personal-recreational habit, marital status, neuroticism, work
experience” are less or hardly mentioned for diversity dimension. “Pay parity, sexual orientation” are too often mentioned for
equity dimension as “pregnancy, maternity, civil partnerships, psychological safety” are relatively less seen dimensions in
reports. Also great importance is given to inclusion for integrating differences and creating a culture of belonging through many
inclusive practices. The insights generated from our study have the potential to contribute to the diversity management literature
with new dimensions and to assist practitioners to locate DEI dimensions in their companies.

Keywords: Diversity, Equity, Inclusion, Multinational Corporations
JEL Codes: M14, D63

1. Introduction

Most of the multinational companies (hereinafter MNCs) are publishing their diversity equity and
inclusion (hereinafter DEI) reports on their websites annually (Nordquist, 2014). They declare their
commitment to DEI through their websites and annual reports. Ciuk et al. (2022) mentions that this
commitment of MNC:s is seen as the building of diverse, inclusive, and fair workplaces in which anyone
is not discriminated against, and all employees can follow through with their potential irrespective of
their background and demographic characteristics. It is reported that DEI efforts were 1.8 times higher
in 2020 than in 2019 (Romansky et al. 2021). So, it can be understood that DEI reports of MNCs are
useful leaflets for reporting because they provide a vision of the company’s DEI performance throughout
the year. Also, these annual reports are useful resources for researchers as they help to see the general
DEI performance of the company and its improvements over the years. There are some prominent lists
like “Top20 Fortune 500 Companies on Diversity and Inclusion”, and “2022 Top50 Companies for
Diversity” which asses the DEI performance of MNCs by using certain measurements. In international
business MNCs

DEI is a subject that attracts many researchers in various fields. For instance, Fuentes et al. (2020) focus
on DEI in higher education to provide a guide for developing a syllabus with the integration of DEI.
Also, Spector et al. (2019) emphasize women in pediatrics by describing the 6-step DEI cycle in the
U.S. Foy (2021) focuses on the DEI practices and strategies in libraries in the U.S. In addition,
Manthorpe and Moriarty (2013) aim at identifying foreknowledge of day services in the UK by using
dimensions of equity by using electronic bibliographic databases. In an international business, DEI
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efforts maintain its importance. Garg and Sangman (2021) study a literature review on diversity and
inclusion in an international business environment in the workplace from 2010 to 2017. Umeh et al.
(2022) center on the banking sector in Nigeria and investigate employees' experiences with DEI policies.
Jora et al. (2022) investigate the role of Artificial Intelligence in promoting DEI by excluding any bias
during the hiring process. In an international business environment, DEI is becoming important
discussion topics for MNCs (DeLancey, 2013). For example, Point and Singh (2003) define and
dimensionalize diversity with the evidence from websites of MNCs in Europe. Ravazzaniv et al. (2021)
examine how inclusion and diversity are understood and act upon in two Italian MNCs based on
interviews and documentary analysis. Merilainen et al. (2009) offered a description of diversity
management in Finnish companies based on a study of corporate websites. Benschop and Meihuizen
(2002) analysed representations of gender in the financial annual reports of 30 MNCs.

When DEI literature is reviewed, it is seen that DEI has been subjected to various literature and
contextualized with different variables (Spector et al., 2019; Manthorpe & Moriarty, 2013; Fuentes et
al., 2020). Most of the studies about DEI focus on quantitative methods (Jora et al., 2022; Umeh et al.,
2022) and there are also many conceptual studies (Garg & Sangman, 2021; Nguyen et al., 2023).
However, only few studies (Point & Singh, 2004; Benschop & Meihuizen, 2002; Merilainen et al., 2009)
act together in a multinational context by using secondary data that help to gain deep insight into the
subject. Qualitative studies especially using secondary data are very scarce in DEI literature. It is known
that qualitative studies are important to gain a deep understanding of poorly researched areas (Rust et
al. 2017). In addition, it is hard to find studies that explores the dimensions of DEI holistically and their
comparisons between DEI reports or DEI webpages and DEI dimensions in literature. Therefore, studies
with a holistic point of view are needed.

MNCs employ people from various cultures, countries, and regions by the nature of their strategic
position. Empirical research linking DEI suggest that Human Resources (HR) professionals and job
seekers believe these initiatives make MNCs more successful. MNCs embrace DEI practices as adding
to organizational value in order to foster the appropriate appreciation for other cultures (DeLancey,
2013). For these reasons, this study specifically focuses on MNCs. In this sense, when it comes to the
importance of DEI practices, they increase institutional performances, employee productivity, retention,
and reputation and encourage creativity, innovation also provides better decision-making and ensure a
competitive advantage over others (Lumadi, 2008; Ciuk et al., 2022; Jora et al., 2022). When this is the
case, MNCs will continue to dedicate more attention and sources to advance DEI practices more than
ever (Romansky et al., 2021). For successful DEI practices, they must be linked to the company goals
(Thompson, 2017).

In this study, it is aimed to explore what is understood by DEI, how the discourse on DEI is constructed,
and which motives are decisive in this process. Therefore, DEI dimension models are compared with
the annual DEI reports of one of the most famous diverse MNCs by considering its development through
the years. It is open to discussion of how the concepts of DEI are defined, which dimensions are
perceived when DEI is mentioned, which dimensions are evaluated, which ones are excluded, and what
are the reasons behind this preference. This qualitative method allows us to understand DEI practices in
an MNC in detail to better understand how DEI dimensions are implemented.

As follows, it is considered the theoretical background of diversity, equity, and inclusion. Second, the
methodology of the study is explained. Thirdly, in data analysis and findings, statements are analyzed
for 2021 and 2022 DEI reports of C&P and examined C&P’s advancement of DEI efforts through the
years. Afterward, the dimensions of DEI are presented and compared from the literature with the report
findings. Finally, discussion and conclusion part is presented to discuss the outcomes, indicate
contributions, inform limitations of our study, and suggest further research.

2. Literature Review of DEI

Diversity is about representation, inclusion is about involvement, and equity is about justice (McCleary-
Gaddy, 2019). There are many models for DEI such as Gardenswartz and Rowe (2003) four layers of
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diversity dimensions, The Equality Act 2010 for equity dimensions with nine layers and Romansky et
al. (2021) identified seven key dimensions for inclusion. Below various DEI dimensions and empirical
studies are elaborated respectively.

2.1.  Dimensions of Diversity

Diversity regards the composition of teams (Fajerson, 2017) and involves respect, valuing differences,
and representation. It can be described as the richness of human differences (Ciuk, 2022; McCleary-
Gaddy, 2019; Rathore, 2018). It focuses on significant differences that distinguish one individual from
another (Kreitz, 2008; Thompson, 2017).

Researchers have categorized diversity dimensions in many ways. Gardenswartz and Rowe (2003)
improve Loden and Rosener (1991)’s model and obtain four layers of diversity dimensions which are
explained below:

- Personality is a core dimension that includes openness, extraversion, conscientiousness, neuroticism,
and agreeableness (Rothman & Coetzer, 2003). It shapes one’s early life and influences other dimensions
(Velasco et al., 2016).

- Internal dimensions formalize the core of many diversity efforts which include uncontrolled traits
between and among people (Velasco et al., 2016). These factors are sexual orientation, gender, physical
ability, ethnicity, race, and age (Maj, 2015).

- External dimensions are about controllable aspects of life that might change over time (Velasco et al.,
2016). These are religion, income, personal and recreational habits, appearance, work experience,
education, parental and marital status, and geographic location (Maj, 2015).

- Organizational dimensions include aspects of culture in a workplace. Development opportunities or
promotion are impacted by this dimension. These are management status, work location, work field,
unit or division, union affiliation, and seniority (Velasco et al., 2016; Maj, 2015).

Besides Gardenswartz and Rowe (2003)’s model there are many other diversity models. Shortly,
Rijamampianina and Carmichael (2005) state that diversity has three facets like an iceberg: visible, and
secondary tertiary dimensions. According to Kreitz (2008) diversity has four dimensions which are
internal characteristics, personality, external characteristics, and organizational characteristics. Lumadi
(2008) also mentions that dimensions of diversity consist of visible and non-visible differences. Also,
Milliken ad Martins (1996) reported that diversity as diversity in observable and underlying attributes.
Apart from different diversity models, there are also conceptual studies such as Capitman (2002), Mazur
(2010), Maj (2015), and Rathore (2018) that discuss and define diversity dimensions.

In literature, there are many empirical studies focusing on diversity dimensions. Point and Singh (2003)
examine the online texts of the 241 MNCs in eight countries across Europe and their construction of the
meaning of diversity through its dimensions. As a result, they reveal the definition of diversity and its
dimensions by comparing statements from 241 companies. Similarly, Singh and Point (2004) aim to
examine the web-based promotion of diversity by 241 MNCs in eight European countries. They identify
drivers for diversity management and six stages of diversity management. Velasco et al. (2016) focus
on diversity at Gulf College Oman by surveying sixty lecturers and personnel. They use Gardenswartz
and Rowe (2003)’s four diversity dimensions and conclude workforce diversity is highly evident.

2.2.  Dimensions of Equity

Equity means the absence of systematic disparities between groups (Ciuk, 2022). Even though equity
and equality are controversial terms, in most of the studies they are used interchangeably (Espinoza,
2007). Therefore equality is preferred to be used in this study.

The Equality Act 2010 is a model for the dimensions of equity. It protects people from discrimination
in the workplace (Fell & Dyban, 2017). It is the outcome of 14 years of campaigning by human rights
organizations and equality specialists. The act is not the end of the struggle for equality, but it is
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important for new beginnings (Hepple, 2010). It is regularly updated, and updates are published in open-
access resources (Fell & Dyban, 2017). Previous anti-discrimination laws united under this Act
(Manthorpe & Moriarty, 2013; Fell & Dyban, 2017). There are nine protected dimensions in the Act
(Ashtiany, 2011; Fell & Dyban, 2017; Hepple, 2010): age, gender reassignment, disability, marriage
and civil partnership, pregnancy and maternity, religion and belief, race, sexual orientation, and sex.

Equality has been studied in many aspects in many different fields. French (2005) investigates equality
from the perspective of strategic change. Progress reports of more than 1970 organizations in Australia
are used to define different approaches to equality management. According to the findings, decision
structures, justice perspective, and policy type affect the outcome during equity management. Likewise,
Ozbilgin et al. (2012) question the effectiveness of the diffusion of gender equality policies and practices
in two Muslim-majority countries. Manthorpe and Moriarty (2013) try to identify what is known about
day center provision for older people from different sexual orientations, disability, or religions in the
UK using equity dimensions. They search the electronic bibliographic databases which are 605 articles,
reports, and websites in total. In the end, they observe that day center activities are context-free, and the
aims of their interventions are multiple or unclear. Moreover, Ali (2015) discusses gender equality in
the workplace in terms of different theories. Alhejji et al. (2018) explore the forces that support and
block gender equality efforts by interviewing sixteen personnel in a British MNC operating in Saudi
Arabia. According to the findings, while formal institutions support gender equality, informal forces are
formidable. As conceptual studies, Hag and Ng (2010) deeply discuss employment equality and
workplace diversity in Canada. Similarly, Livingstone (2020) offers a five-step plan to promote racial
equality in the workplace.

2.3. Dimensions of Inclusion

Inclusion regards the engagement of the individual team members and the overall teams (Fajerson,
2017). It involves practices that assure the backgrounds of different groups or individuals are culturally
and socially accepted, equally treated, and welcomed (Thompson, 2017).

In literature, there are different categorizations for inclusion dimensions. Mor-Barak (1998, 2016)
classify five inclusion dimensions such as workgroup cooperation and team cohesion, involvement in
organizational social activities cognitive sharing with supervisors, belongingness to the organization,
and value by senior management. From another point of view, Shore et al. (2011)’s model is based on
Brewer’s optimal distinctiveness theory which has four dimensions such as assimilation, differentiation,
optimal inclusion, and exclusion. Romansky et al. (2021) develop Gartner Inclusion Index and identify
seven key dimensions of inclusion which are explained below:

- Fair treatment: Helping strategic objectives of the organization are rewarded and recognized fairly.
- Integrating differences: Opinions of all individuals are respected and valued.

- Decision making: Team members fairly consider others’ ideas and suggestions.

- Psychological safety: Expressing true feelings of oneself is welcomed at work.

- Trust: Communication is honest and open.

- Belonging: People care about each other’s needs.

- Diversity: Managers are as diverse as the broader workforce.

Inclusion in the workplace is a term that has many aspects to study. Tang et al. (2015) explore the
concept of inclusion by interviewing fifty-four respondents from twelve companies in China. They
identify seven inclusion management practices and three challenges for implementing inclusion
management. Similarly, Ohunakin et al. (2019) investigate the effects of inclusion and diversity
management on organizational outcomes by surveying 384 respondents in Lagos branch employees of
Shell Corporation. The findings show that successful inclusion and diversity management has a positive
effect on employees’ performance and job satisfaction. Ng et al. (2022) explore the relationship between
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self-efficacy and inclusion by surveying 210 workers in Australia. They find that some inclusion
dimensions are more important than others in promoting self-efficacy for skilled migrant workers.
Likewise, Jung and Welch (2022) explore the determinants of inclusion in the workplace by surveying
9,925 scientists of all ranks in 521 academic institutions in the US. They find that inclusion is explained
by the relationship between gender, race, and professional networks.

3. Methodology

3.1. Research Setting and Data Collection

This study aims to provide insight into practices in C&P and its construction of DEI dimensions and its
advancements in their communications to stakeholders through the annual DEI reports. Some prominent
lists help to choose one of the best diverse companies like “Top20 Fortune 500 Companies on Diversity
and Inclusion”, and “2022 Top50 Companies for Diversity” which asses the DEI performance of MNCs
by using certain measurements. It is chosen from the list of “Global Fortune 500” because it provides
an inside look into one of the best diverse companies and why employees enjoy working for them
(Fortune, 2022). C&P is a caring and innovative company that reimagines a healthier future for all
people. It is one of the largest MNCs with almost 34,000 employees and provides household and
personal care products mainly and the C&P brand is in more dwellings than any other brand in the world.
It is such a diverse MNC that serves all over the world (C&P DEI Report, 2022).

Qualitative research provides an in-depth understanding of meanings, processes, and contexts (Maxwell,
2012). Also, web-based materials have an advantage over surveys and interviews as without any bias
from respondents, accurate data can be obtained for samples related to the sensitive nature of the inquiry
(Point and Singh, 2004). Due to this study is based on a case study and focuses on DEI reports, a
qualitative method with a deductive approach is selected. The data is collected from the company’s
website which is publicly accessible. C&P’s corporate website is only provided the 2021 and 2022 DEI
reports. So, there are only biennial reports as the primary data source which are seventy-one pages in
total. It is important to indicate that only DEI reports of the company are considered, other information
on the company’s website is excluded.

A content analysis of DEI Reports is selected as the methodology for this study. Researchers can use
content analysis to document and identify the views, attitudes, and interests of individuals, small, large,
or diverse cultural groups also in evaluation work to compare communication content against previously
documented objectives (Drisko and Maschi, 2016). Point and Singh (2003) and Manthorpe and Moriarty
(2013) both used this approach when analyzing texts obtained from the company’s website, documents,
or reports.

In this study, themes, categories, and codes are identified through a content analysis of DEI reports.
MAXQDA software program is used to facilitate the coding and categorizing of data. One of the strategy
to ensure the trustworthiness of the research is to conduct member checking. It refers to the involvement
of participants in the data analysis process, providing opportunities for them to read, comment on and
contribute to the findings (Curtin and Fossey, 2007). In coding and categorizing process member
checking is applied to ensure trustworthiness. In addition, the DEI advancements of C&P between the
years 2021-2022 are examined. Lastly, Gardenswartz and Rowe (2003)’s diversity dimensions, equity
dimensions of Equality Act 2010, and Shore et al. (2011)’s inclusion dimensions are used to deduce the
differences and similarities between DEI reports and DEI dimensions from the literature.

4. Data Analysis

To understand the DEI image of C&P through its annual DEI reports, a deductive approach is used to
analyze the qualitative data to define themes in the reports that are related to the literature and research
objectives. Deductive research starts with an existing theoretical base (Woiceshyn and Daellenbach,
2018). It refers to data analyses that set out to test whether data are consistent with prior theories,
assumptions, or hypotheses constructed by a researcher (Thomas, 2006). So, DEI literature has been
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reviewed both separately and holistically then key concepts have been identified and refined. After
reviewing, the 2021-2022 DEI reports are transferred to the Maxqgda program.

Once the data files are put into a common format, the analysis is prefaced with an in-depth reading of
reports. After a deep review of DEI literature, general idea has started to shape about what to investigate
in DEI reports. Getting a sense of the overall contents and developing possible categories are needed.
Therefore, holistic coding is preferred in data analysis process. Holistic coding is an attempt to get basic
themes or issues in the data by absorbing them as a whole rather than by analyzing them line by line. It
is implementable when the researcher already has a general idea of what to search in the data, or as a
first step to see, chunk the text into broad topic areas (Saldana, 2013). From this point of view, rather
than line-by-line coding, the DEI activities, practices, and developments of the company are coded to
understand how the company perceive and implement DEI.

The DEI strategy of C&P is based on four pillars: people, community, supplier diversity, and
communication. Each pillar has its own goals and objectives (C&P DEI Report, 2022):

- People: Implementing policies, learning experiences, raising awareness, building empathy,
advocating, and creating opportunity.

- Community: Changing positively to be an ally.

- Supplier Diversity: Advancing the success of diverse business owners and supporting women-owned
and minority suppliers.

- Communication: Being transparent, building trust, and creating dialogues to advance DEI efforts.

2021 is the beginning of the DEI reports for C&P even though DEI has been a core priority throughout
C&P’s history. After in-depth reading, similar concepts are identified and grouped under categories.
Next, they are coded under four pillars of C&P. In Figure 1, a single case model for the 2021 report is
showed.
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Figure 1. Single Case Model of 2021 C&P DEI Report (Code Hierarchy)

-

At the end of the analysis, eleven categories under four main themes are obtained. Firstly, the theme of
“people” had four categories. The first category of “development” has nine different leadership
programs that emphasize career advancement in five different places. The second category of “equity”
is mainly about pay parity which is mentioned five times and there is one point touched on fairness in
hiring and advancement. C&P handles “inclusion” extensively. Raising awareness and building
empathy are mentioned five times. In four different places, measurements are explained to see the
company progress and awards in creating a more inclusive organization. Besides, seven training are
mentioned focusing on bias and allyship for an inclusive environment. Managers’ accountability is also
indicated three times which is profoundly important that they all feel accountable for creating inclusive
teams. The category of “diversity” is emphasized fourteen times in this section. C&P gives importance

290



Yasemin Tekinkaya Kacir, Hatice Ozutku Business, Economics and Management Research Journal
2023, 6(3), 285-303

to a diverse hiring slate and mention four times in the report and state two times about investing in
relationships. Also, three times diversity is explained by numbers.

Secondly, the theme “community” has only one category which is “active support for organizations”. 1t
is one of C&P’s priorities, all supportive activities are listed under this category. Eighty-seven
supportive activities are mentioned in the report and six times these supportive activities are underlined.
Specifically, there are two active supportive activities to allocate funds to pets and sustainability; six
volunteering, and organizing campaigns for LGBTQIA; ten partnerships, scholarships and creating
opportunities for disabilities and veterans; two partnerships for diverse business development centers;
six active supports to various organization for positive change; thirty-two scholarships, sponsorships
and active support for education and advancing civil rights which were mainly for people with different
ethnicity, following with women and children; twenty-nine donating, partnering helping and supporting
to organizations for health, oral care and handwashing in total.

Furthermore, “supplier diversity” has three categories. “Provide mentoring” to companies is for
suppliers which is mentioned only one time. “Expansion for diverse suppliers ” is another category under
this theme by stating opportunities for underrepresented business owners three times in the report. Also,
there are seven active supports for “advocating for diverse suppliers”. Lastly, under the
“communication” theme, there are three categories. In “transparent communication”, three different
methods are shared. “Communication strategy” is emphasized eleven times. There are four video links
for “DEI through brand marketing” in the report.

After finishing the 2021 DEI report, the 2022 DEI report is analyzed by using the same software
program. Once deep reading has been completed, similar categories has been grouped under related
themes. In Figure 2 the overall code hierarchy is showed.
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Figure 2. Single Case Model of 2022 C&P DEI Report (Code Hierarchy)

In the 2022 DEI report of C&P, fifteen categories are derived under four main themes which are the
same themes in the 2021 report. Primarily, the theme “people” have three categories. The first category
of “developing diversity” is indicated thirty-six times in the report. Diversity numbers and rates are
given seventeen times basically about ethnicity and gender. There are four different leadership
development programs. Eleven current practices and future goals are stated to improve the diverse
representation of the company. “Ensuring equity” is mainly about pay parity which is mentioned three
times. “Implementing inclusion” is emphasized forty-two times. Particularly, creating a culture of
belonging is stressed four times. It is also necessary to mention that there is a six-item inclusion checklist
for C&P people. There are trainings and the importance of trainings are stated about inclusion four times
in the report. Managers accountability practices are mentioned five times. ERG (Employee Resource
Group) is a voluntary employee-led community that fosters inclusivity (C&P DEI Report, 2022). C&P
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joins thirteen inclusive activities through ERG. The inclusion index and surveys are signified seven
times to measure the inclusion level of the company.

Moreover, five categories are obtained under the theme “community”. It is mentioned thirty-five times
in total and emphasize its importance seven times. “Celebrating communities” is about promoting
diversity and inclusion and creating a strong sense of belonging. Eight practices are saved to support
and promote underrepresented communities all over the world. “Creating educational pathways” for
underrepresented and underserved young people is considered greatly by C&P and explained in eight
different practices. “Advancing civil rights” is a category that state four supportive practices. Three
practices are mentioned under the category of “being an ally for change”. Lastly for the theme
“reimagining a healthier future for all” was another category that is in conjunction with the company
strategy and refer to five practices in the report.

Furthermore, the theme “supplier diversity” has three main categories. First category “advocating for
diverse suppliers” encourage collaboration among C&P partners and emphasize nine times to help this
effort. “Building a diverse supplier portfolio” is about increasing the number of diverse suppliers and
practices for suppliers are explained two times. “Diverse business development” assess the development
of supplier diversity and write about future goals two times. Finally, four main categories are obtained
under the theme of “communication”. The first category of “building awareness” is emphasized five
times in the report and one practice is explained. The second category “DEI thought leadership” is
mentioned four times which is about performance and identifying opportunities for improvement. Four
times the category of “transparent communication” is discussed and stated about the workshop series
they make. The last category “DEI through brand marketing” gives eighteen video links. In Table 1 the
final data structure is indicated outlining codes, categories, and themes by year.

Table 1. Final Data Structure
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Emphasizing pay parity and fairness in hiring and advancement of employees Equity
Supporting leaders and employees through leadership programs and career Development
advancement
N
’%
Giving diversity rates and numbers of the company in terms of ethnicity and gender, =
stating diverse hiring slate, and mentioning the importance of investing in a | Diversity 3
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Striving to be an ally for positive change Being an Ally for Change
Supporting organizations for advancing civil rights Advancing Civil Rights
Supporting education for underserved and underrepresented young people Creating Educational
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Supporting and raising awareness for underrepresented communities all over the . "
. . - Celebrating Communities
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Providing mentorship to the suppliers who promote the DEI goals of C&P. Provide Mentoring S
=
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m =
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Communication S
~
Buildi kehold d ing dial d DEI and A
Building trust among stakeholders and promoting dialogue aroun and | oo inication Strategy m
increasing visibility of programs to strengthen company culture. Y
e
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consumers of C&P. Marketing 8
=
Leveraging the potentlal_ of ea_ch person to the!r fullest ability by being open, honest, Building Awareness %
respectful and empathetic, curious, and receptive. z
O
s |3
Being a thought leader on DE_I lissues and striving to be an ally for change by DEI Thought Leadership S 5
evaluating performance and defining opportunities for advancement. o >
m
Discussing issues transparently and openly, organizing, and participating in | Transparent ﬁ
workshops, offices Communication 3
2
Giving eighteen video links of marketing campaigns to position brands and
P DEI through Brand
demonstrate the diversity, values, and purpose of the company and leverage cultural Marketi
insights. arketing

4.1. C&P’s Advancement of DEI between 2021 and 2022

DEI reports of an MNC provide readers with a glimpse into DEI practices in organizations. It supplies
a transparent record of advancement in DEI, including achievements and opportunities for improvement
(C&P DEI Report, 2022). In the 2021 report, Noel Wallace who is the Chairman, President, and CEO
of C&P writes a letter that he wants to make necessary changes real and lasting, and he is conscious
enough that kind of change cannot happen overnight. It takes time to listen, learn and act. 2021 is the
beginning of the DEI report for C&P despite C&P is not a freshman for DEI issues. It has so many
practices before reports. Even so, only 2021 and 2022 DEI reports are analyzed. In the 2022 report,
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Derek Gordon who is the Chief DEI Officer refers to this advancement by saying “we are better than
we’ve ever been. We will be better than we are.” Due to C&P has numerous DEI practices, a few
progresses have been listed between the reports 2021 and 2022. By the way, It is necessary to inform
that DEI reports has mostly been published at the end of the year or at the first quarter of the new year.
So, readers can take into consideration that DEI 2021 report communicates actions over the last year
while DEI 2022 report is based on actions over 2021. In the following a few DEI advancements are
looked through.

As a beginning, C&P is presented a program “Let’s Talk About Race” in 2021. It helps managers to
understand the different experiences of people in daily life and provides more empathetic perspectives.
C&P also joins “the MOVER coalition (filling 10,000 leadership positions with Black Brazilians.” They
focus on being diverse for senior positions. In addition, C&P adds new program called “DLCs (Diversity
Leadership Councils)” which is responsible for constituting inclusive leadership practices and talent
management at selected locations. “The Coaching Circle Program” is designed to build career
advancement and strengthen networks for African and Black American employees. Additively, all C&P
managers receive “Unconscious Bias Training” to elevate biases. “Allyship Trainings” are also provided
for C&P managers to be inclusive leaders.

Furthermore, another advancement is virtual discussions with an Australian team for “NAIDOC
(National Aboriginal and Islander Day of Celebration)”. These discussions provide a vision about
supportive activities for Indigenous communities. Likewise, C&P begin to recognize “Juneteenth
(commemoration of the freeing of enslaved African Americans in 1865)” as a company holiday since
2022. Additionally, in Mexico, the first anniversary of the DEI is celebrated. C&P always pays great
attention to gender equality. Another advancement from the report 2021 to 2022 is the “We S.T.A.N.D.
Together” strategy. Inspiring, courageous, and inclusive leadership in North America was one of its
goals. To accomplish this, an “Inclusive Leadership Series” in partnership with “CATALYST (a global
nonprofit organization to accelerate women into leadership)” is started in 2021. Also, they update the
language in job postings to be more inclusive and start to include more gender-neutral language.

Moreover, C&P participates in monthly interactive workshops of “Chief Human Resources Officer” and
“Chief Diversity Officer Workshop Series”, hosts by the CEO, to discuss DEI issues. Supplier diversity
is also another critical issue. So, it is also important to state that C&P hold its first virtual “Indirect
Procurement Diversity Fair” for suppliers in North America. It ensures a meaningful atmosphere for
suppliers and stakeholders to discuss the future of C&P and set a proper model for their operations by
connecting leaders directly. Besides “Functional Portfolio Reviews” are improved to create
opportunities for new diverse suppliers and develop the skills of existing ones. Additionally, C&P
internally hosts virtual supplier forums. It provides feedback from suppliers to improve themselves.

Besides, helping and supporting underserved communities is important for positive change and allyship.
For instance, C&P expands its partnership with “UNCF (United Negro College Fund)” to make higher
education more accessible and expose students to career pathways at C&P and provide them with a
scholarship Subsequently a career exposure program is introduced for high-potential university
graduates in South, East, and West Africa. In South Africa, C&P helps the children at an underserved
school, they raise funds and donate 235 pairs of school shoes. There is also the “Inspire Our Future”
program which is for Black African American students to follow their careers. The amount of the
scholarship is $10,000 and renewable for two years. Similarly, another program called “Keep India
Smiling” targets financial scholarships and mentorship opportunities for talented people and aims to
help women in poverty. Likewise, another program in India “Leave/Time-off Policy” is for the diverse
needs of a multi-generational workforce. Through this program, equal opportunity is given to parents
regardless of sexual orientation or gender.
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Lastly, C&P uses distinctive channels to promote its DEI efforts. For example, C&P has the Netflix film
“Sisters on Track” which illustrates the impact of C&P Women’s Games. Likewise, C&P gives video
links in every DEI report. In 2021 there are only four video links for DEI through Brand Marketing on
the report while eighteen video links are given in 2022. To visualize of difference between DEI reports
of 2021 and 2022, word clouds are obtained by using Maxqda Software Program (Figure 3).
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Figure 3. Word Clouds of 2021 and 2022 DEI Reports of C&P
5. Findings

In this section, DEI dimensions models and categories from the DEI reports are compared. Gardenswartz
and Rowe (2003)’s diversity dimensions, equity dimensions of the Equality Act, (2010), and Romansky
et al. (2021)’s inclusion dimensions are overlapped with the categories of the DEI reports which is
indicated in Table 1. Elements of DEI dimensions models are searched line by line from 2021 and 2022
DEI reports. Related words are also considered while searching. As a result of the data analysis, some
of the categories intersect with the DEI dimensions in literature as some of them do not (Figure 4). By
the way, some categories are congregated together from the 2021 and 2022 reports which seem to same
such as “implementing inclusion” and “inclusion”, “developing diversity” and “diversity” or “ensuring
equity” and “equity” when it is necessary.

Diversity Dimensions of
Gardenswartz and Rowe,

(2003)

2021-2022 DEI Reports of
Colgate

Equity Dimensions of The

Equality Act, (2010)

Inclusion Dimensions of

Romansky vd., (2021)

Figure 4. Venn Diagram for DEI Dimensions

Firstly, Gardenswartz and Rowe (2003)’s diversity dimensions consist of four main and twenty-seven
sub-dimensions which are “openness, extraversion, conscientiousness, neuroticism, agreeableness,
sexual orientation, gender, physical ability, ethnicity, race, age, religion, income, personal and
recreational habits, appearance, work experience, education, parental and marital status, and
geographic location, management status, work location, work field, unit or division, union affiliation
and seniority.” The categories obtained from two reports have twenty-six categories (Table 1). All
twenty-seven subdimensions of Gardenswartz and Rowe (2003) are included and overlapped with
twenty-six categories of our data. There are some differences and intersections.
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The findings show that nine categories of the reports are different from Gardenswartz and Rowe (2003)’s
diversity dimensions while nine dimensions of Gardenswartz & Rowe (2003) are different from both
DEI reports. However, six categories from the reports intersect with Gardenswartz and Rowe (2003)’s
dimensions of diversity. Specifically, the categories of “ensuring equity, implementing inclusion,
healthier future for all, creating educational pathways, active support for organizations, communication
strategy, DEI through brand marketing, and DEI thought leadership ” are different from Gardenswartz
and Rowe (2003)’s dimensions. These or related categories could not be attained in Gardenswartz and
Rowe (2003)’s diversity dimensions model. Likewise, dimensions of “income, appearance, personal-
recreational habit, marital status, neuroticism, work content field, union affiliation, work experience,
and management status” could not be found in both reports. On the other hand, there are some
intersections between “developing diversity, active support for organizations, being an ally for change,
celebrating communities, all categories for supplier diversity, transparent communication and building
awareness” and “gender, sexual orientation, ethnicity, age, race, religion, educational background,
parental status, openness, conscientiousness, agreeableness, extraversion unit or division, physical
ability, geographic location, and work location.” Intersections with referential quotations from both
reports is shown in Figure 5.

Secondly, the Equality Act, (2010) for equity dimensions is overlapped with the categories of DEI
reports. The Equality Act, (2010) has nine dimensions which are “age, disability, gender reassignment,
marriage and civil partnership, pregnancy and maternity, race, religion and belief, sex and sexual
orientation.” Twenty-six categories obtained from both reports which was shown in Table 1. All nine
dimensions of the Act are counted, and twenty-six categories of the reports are included then deep
reading has started again to search the dimensions of the Act. According to the findings, “ensuring
equity, implementing inclusion, active support for organizations, healthier future for all, being an ally
for change, advancing civil rights, creating educational pathways, celebrating communities, all
categories for supplier diversity, transparent communication, communication strategy, DEI through
brand marketing, building awareness, and DEI thought leadership” are different from the Act.
Likewise, “gender reassignment, pregnancy and maternity, marriage and civil partnership” are
different from both reports. No information about these dimensions is indicated.

Table 2. Referential DEI quotations from the reports

Referantial Quatations Categories of DEI Diversity Dimensions
Reports
Gender, Sexual Orientation,
“Women represent 50% of our salaried and clerical (non-manufacturing) Developing Ethnicity, Age, Race, Religion,
workforce” (DEI, 2021: P19). Diversity Educational Background,

Parental Status

“If we are to innovate and succeed in the marketplace, we have to work

together” (DEI, 2022: P37). Being an Ally for Openness, Conscientiousness,

Change Agreeableness, Unit or Division
“We must always be listening, learning and growing” (DEI, 2022: P37).
“Our success begins with our talent and our ability to leverage the potential
of each and every person to their fullest ability. To do that, we have to be open  Celebrating Openness. Extraversion
and honest, respectful and empathetic, curious and receptive” (DEI, 2022: ~ Communities P !

P37).

“Our focus is to expand our work with diverse suppliers to increase our spend
across all business units and engage leaders to provide mentoring to enable

their success. We want to encourage greater collaboration among our partners
to engage minority- and women-owned businesses and align with C&P’s DE&I
goals” (DEI, 2022: P35).

“To get even better, we will continue to hold ourselves accountable and be
transparent about our DE&I strategies” (DEI, 2021: P28).

“If we do these two things well, when we maintain diverse, open and honest
input from each other, our partners and customers, we succeed” (DEI, 2022:
P2).

All categories for
Supplier Diversity

Transparent
Communication

Building
Awareness

Geographic  Location, Work

Location

Openness, Conscientiousness

Openness, Extraversion,
Agreeableness, Physical Ability
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“We are institutionalizing processes that drive equality in hiring and
advancement opportunities and reviewing existing processes to ensure

Ensuring Equity

Referantial Quatations Categories of DEI Equality Dimensions
Reports
“We continue to hire women at a rate equal to or greater than the rate of men.”  Developing Age, Re"g"”.‘ and. Belief, Sex,
N Sexual Orientation, Race,
(DEI, 2022, 11). Diversity e
Disability
Referantial Quatations Categories of DEI Inclusion Dimensions
Reports
“C&P has always worked to foster a diverse and inclusive environment and — Developing Diversi
we are proud of the progress we 've made” (DEI, 2021, 19). Diversity v

Fair Treatment

equitable treatment for all C&P people” (DEI, 2022, 27).

“We aspire to create a company that represents the world around us, and for

everyone in our global community to feel like C&P-Palmolive is a place where :nmc%esrir;?]ntmg g‘;fgr:atiwg Differences  and
they belong” (2022: 10). ging
“We support US veterans for their service to the nation” (DEI, 2021: 25). Celebratin
Communit?es Integrating Differences
“We stand with LGBTQIA+ communities” (DEI, 2021: 24).
In order to be recognized as a trustworthy company dedicated to diversity, Transparent

equity and inclusion, it is essential that we transparently and openly discuss
where we are as an organization, and where we want to go” (DEI, 2022: 37).

Communication Decision Making, Trust

Building
Awareness

“Juneteenth is just one example of the many events, activities and symposiums

that the group offers to build understanding and inclusion” (DEI 2021: 17). Integrating Differences

However, there is an intersection between two groups. The category of “developing diversity” from the
reports intersect with the dimensions of “age, religion and belief, sex, sexual orientation, race and
disability.” Intersections with referential quotations is shown in Figure 5.

Finally, Romansky et al. (2021)’s inclusion dimensions overlap with the categories of the reports.
Romansky et al. (2021) have seven inclusion dimensions which are “fair treatment, integrating
differences, decision making, psychological safety, trust, belonging and diversity”. DEI reports have
twenty-six categories in total which was shown in Table 1. After overlapping some differences and
intersections are obtained. The findings indicate that DEI categories “active support for organizations,
healthier future for all, being an ally for change, advancing civil rights, creating educational pathways,
communication strategy, DEI through brand marketing, all categories for supplier diversity, and DEI
thought leadership”, are different from Romansky et al. (2021)’s inclusion dimensions. The dimension
of “psychological safety” do not match any of the categories of the reports. On the other hand, most of
categories of the reports intersect with inclusion dimensions. The categories “developing diversity,
ensuring equity, implementing inclusion, celebrating communities, transparent communication,
building awareness” intersect with “diversity, fair treatment, integrating differences, belonging,
decision making, and trust.” In parenthesis, Romansky et al. (2021) reconsider diversity inside the
dimensions of inclusion because organizations can achieve desired outcomes only by including diversity
in inclusion. For that reason, diversity is reconsidered in an inclusion dimension repeatedly.

6. Discussion and Conclusion

This study focuses on the dimensions of DEI to provide insight into how a company implement DEI
based on DEI reports. It is understood which dimensions of DEI are implemented, emphasized, or
overemphasized in an MNC by comparing it with the literature and its advancements in DEI efforts over
the years. According to our findings some dimensions overlap with the literature while some new
dimensions emerge which cannot be found in the literature. Our findings can be conceptually extended
and included in DEI dimensions and applied by other companies in practice.

297



Yasemin Tekinkaya Kacir, Hatice Ozutku Business, Economics and Management Research Journal
2023, 6(3), 285-303

Specifically, intersections support diversity dimensions in literature. “Openness, conscientiousness,
agreeableness, extraversion, and ability” are emphasized extensively. However, it can be said that in
both reports, “ethnicity, race, and gender” are over-emphasized as it can be easily seen from the rates,
graphs, and many practices and trainings. “Religion, age, educational background, and parental status”
are relatively less mentioned dimensions of diversity. It is said that that in most of the research, ethnicity,
race, and gender are over-emphasized and focus on limited diversity dimensions (Rathore, 2018). Also,
any information could not be found aboutthe dimensions of “income, appearance, personal-
recreational habit, marital status, neuroticism, and work experience.”

Furthermore, “pay parity” is emphasised consistently which is critically important for equity
dimensions. But it is not included in the Equality Act. Also, reports emphasize “sexual orientation” in
many pages on the other hand no information is found about “gender reassignment”. Likewise, there is
only one practice in India “Leave/Time-off Policy” for parents while no other information is found for
“pregnancy” and “maternity”. In addition, it canno be inferred any information about approaches to
“married people” or “civil partnerships”. In addition, it can esaily be realised that “psychological safety”
is ignored in reports. On the other hand, great importance is given to inclusion in both reports. There are
many trainings and practices for integrating differences and creating a culture of belonging. Also, there
are many other inclusive practices mentioned in both reports.

This study contributes to both literature and practice. Firstly, as it is evident by the literature above, DEI
is not new, it dates back to 1960’s Civil Right Movement in this sense DEI evolved over time (Beavers,
2018) and continue to attract many researchers to study on this topic. This study hopes to fill in many
gaps about dimensionalising DEI in the literature by analyzing the DEI report of an MNC. In addition,
creating educational pathways for underrepresented groups, active support for organizations, supplier
diversity, and brand marketing can be considered and examined as new dimensions of DEI. Moreover,
it is hoped that practical DEI dimensions in literature would assist practitioners to manage DEI and help
MNCs to become increasingly inclusive workplaces. Lastly, some gaps such as empirical definitions
and dimensions of diversity pointed out by Point and Singh (2003) and Singh and Point (2004) in their
work are hoped to fill by using DEI reports for DEI dimensions.

While this study provides a deeper understanding of annual DEI reports of MNCs, it has some
limitations. First of all, our study is based on a case study of C&P. Although a case study can deepen
our understanding of the dimensions and helps to see advancements of DEI in an MNC, our findings
might have limited generalizability to other MNCs in the world. Maj (2015) state that every company
can freely choose the dimensions of DEI interesting and important to them. Generally, it depends on the
location of the industry or organization. Therefore, reports do not necessarily have to include all the
dimensions and depending only on reports could be deceptive to understand DEI sense in the workplace.
In addition, C&P is an American-based company and cannot provide a worldview on companies. Only
2021 and 2022 DEI reports are analyzed, and all other information was excluded due to websites can
frequently be updated. However, focusing only on DEI reports may not convey the DEI sense of the
company. Other information on company’s website would be better to consider.

Also, another limitation that is necessary to mention is about reports. C&P start reporting in 2021 so
only analyze two years reports could be analyzed. For that reason, it is hard to get general idea of DEI
environment only by looking two years reports. So more studied are needed in following years. Lastly,
the DEI dimensions in literature, and a C&P do not account for contextual differences so different
dimensions can emerge in different MNCs and in different cultural contexts. To advance DEI
dimensions more studies are needed worldwide.

A list of suggestions has been compiled based on the data that is collected and analyzed. It is encouraged
for future research to do more multiple and comparative case studies. The findings have the potential to
add new dimensions to DEI issues. In addition to content analysis of DEI, future research should try to
provide insider knowledge through interviews or an in-depth ethnographic study. Later results of the
studies could be compared to see if there are any correlations between DEI reports and real workplaces.
Also, a longitudinal study of DEI reports could be conducted to analyze how DEI dimensions evolve
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and advance. Furthermore, companies which do not have DEI reports but are still diverse and which
have web pages special to DEI need to be evaluated. To sum up, future research is needed to illuminate
how corporations can better prepare and present themselves in an ever-growing diverse international
business world.
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ETiK VE BILIMSEL iLKELER SORUMLULUK BEYANI

Bu ¢alismanin tiim hazirlanma siireglerinde etik kurallara ve bilimsel atif gésterme ilkelerine riayet
edildigini yazar beyan eder. Bu ¢aligma etik kurul izni gerektiren ¢alisma grubunda yer almamaktadir.

ARASTIRMACILARIN MAKALEYE KATKI ORANI BEYANI
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Kurumsal kaynak planlama yazihmlarmm akilh kurumsal kaynak planlama yazihmlarma doniisiim
siireci: Robotik siire¢ otomasyonu ornegi

Hakan Asan'
Ozet

Isletmeler is siirelerinin neredeyse tiimiinii kurumsal kaynak planlama (KKP-ERP) yazilimlari ile organize etmektedirler.
Malzeme ihtiya¢ planlama sistemleri ile ortaya ¢ikan KKP yazilimlari, ihtiyaclar dogrultusunda isletme iginde ¢ok genis bir
alan1 kapsayan giiniimiizdeki haline ulagsmistir. KKP yazilimlar1 yeni teknolojilerin etkisiyle artik farkli bir boyut kazanmigtir.
Yapay zeka, makine 6grenmesi, akilli nesneler, artirilmis gergeklik ve sanal gergeklik gibi teknolojiler KKP igin farkl: bir bakis
acis1 ortaya ¢ikarmistir. Bu yeni yapiya KKP ya kazandirdig1 degerler nedeniyle a-KKP (akilli kurumsal kaynak planlama) ismi
verilmektedir. Yaygin olarak a-ERP (akilli ERP) olarak da isimlendirilmektedir.

Bu caligmada KKP’nin a-KKP’ya evrilme siirecine deginilmistir. Firmalarin énemli siireglerinden satis siirecine yonelik a-
KKP’nin boyutlarindan birisi olan robotik siire¢ otomasyonu (RSO) ile bir model dnerilmistir. Gelistirilen model ile siparis
sirasinda miisteri tarafindan verilen 6deme vadesi bilgisi ile yapilan 6deme vadesinin kontrolii ve diizenlenmesi
yapilabilmektedir. Sistem bir kullaniciya ihtiyag duymadan otomatik olarak hareket etmekte ve gesitli nedenlerden olusan
hatalarin 6niine gegmektedir.

Anahtar Kelimeler: Akilli Kurumsal Kaynak Planlama, Akilli ERP, A-KKP, Robotik Siire¢ Otomasyonu (RSO), Satig Siireci
JEL Kodlari: 033, M15, C60

The transformation process of enterprise resource planning software into intelligent enterprise resource
planning software: The case of robotic process automation

Abstract

Businesses almost entirely organize their processes with Enterprise Resource Planning (ERP) software. ERP software, which
emerged from Material Requirements Planning (MRP) systems, has evolved into a wide-ranging solution within organizations
to meet their needs. With the influence of new technologies, ERP software has taken on a different dimension. Technologies
such as artificial intelligence, machine learning, Internet of Things (IoT), augmented reality, and virtual reality have introduced
a new perspective to ERP, adding value to it. This new structure is referred to as i-ERP (intelligent Enterprise Resource
Planning) due to the values it brings to ERP.

This study delves into the transformation process of ERP into i-ERP. Specifically, it focuses on one aspect of i-ERP, which is
Robotic Process Automation (RPA), as it relates to the sales process, proposing a model. With the developed model, it becomes
possible to control and manage payment terms provided by the customer during the order process. The system operates
automatically without requiring user intervention, preventing errors that may arise from various reasons.

Keywords: Intelligent Enterprise Resource Planning, Intelligent ERP, I-ERP, Robotic Process Automation (RPA), Sales
Process

JEL Codes: 033, M15, C60

1. Giris

Isletmeler siireclerini dogru sekilde yonetebilmek icin ydnetim ve kontrol mekanizmalarmna ihtiyag
duymaktadirlar. Hammadde girisinden, personel giderlerine birgok siirecin diizenlenmesi, kontrol
edilmesi ve kayit altina alinmas1 gerekmektedir. Gelisen teknolojilerle beraber bu islemler bilgisayar
yazilimlarinin yardimiyla yapilmaktadir. Anlik siireglerin kontrolii ve yonetiminin yaninda kurumsal bir
hafiza olusturulmasi agisindan da bilgisayar ¢ok iyi bir aractir. Kurumsal kaynak planlama (KKP)
yazilimlar isletmelerin tiim siireglerini kayit altina alan, kontrol eden ve raporlayan sistemlerdir. Farkli
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stireclerin ayn1 anda caligabilmesi i¢in ortak bir veritabani etrafinda kurgulanmis bir yapiya sahiptir. Bu
sekilde farkli noktalardan gelen verilerin tekrarsiz ve hatasiz olmasi saglanmaktadir. Kurumsal kaynak
planlamasi yerine siklikla Ingilizce kisaltmasi olan ERP (Enterprise Resource Planning) de
kullanilmaktadir. KKP yazilimlarinin kiiresel anlamda 2027 yilina kadar kiiresel pazarda ki yerinin
86,30 milyar dolara ulagmas1 beklenmektedir (Research Allied Market, 2021). Ayrica KKP kullanan
isletmelerin %50'si KKP sistemlerini daha iyi bir versiyona ylikseltmeyi istemektedir (Biel, 2021).

KKP yazilimlar1 yeni teknolojilerin etkisiyle birlikte bir doniisiim siirecine girmistir. Ozellikle yapay
zekanin KKP iizerine etkisi onemli bir degisimin baglangici olmustur. Bilgi teknolojileri gelistiricilerden
%80’lik bir kesimi, yapay zeka ve makine &greniminin 6nemli miktarda KKP siireclerinde yerini
alacagim sdylemektedir (Biel, 2021). 2023 yilindan itibaren igletmelerin %65 i yapay zeka destekli ERP
uygulamalarina yatinm yapilacagi tahmin edilmektedir (Team YS, 2022). Ayrica artan analiz
ihtiyaglari, makine 6grenmesi algoritmalarinin da siireclerde kullanilmasina sebep olmustur. Kendi
kararlarini alabilen veya verinin yonetilmesi ve sunulmasini saglayan bu yeni olusuma a-KKP (akilli
kurumsal kaynak planlama) ismi verilmistir.

Isletmelerin is siireglerinde gerceklestirilen islerin cogu rutin islerden olusmaktadir. Uretim, satin alma,
satig, kalite kontrol vb. tiim siireclerde yapilan islemlerle adim bazinda degisiklik olsa da genel
cergevede belli bir algoritma iizerinden ilerlemektedir. insanlarm rutin islerde hata yapma olasiliklar1 da
artmaktadir. Robotik siire¢ otomasyonu (RSO) a-KKP’nin 6nemli boyutlarindan birisidir. Siire¢lerin
otomatik hale getirilmesi is giliclinden tasarruf saglarken hatanin da minimuma indirilmesini
saglamaktadir.

Isletmelerin 6nemli siireclerinden birisi satis siirecidir. Satis siirecinin ilk adimi siparis alinmasi ve
planlanmasidir. Bu galigmada satig siirecine yonelik bir RSO uygulama modeli gelistirilmistir. Miisteri
tarafindan taahhiit edilen siparis 6deme bilgilerinin zamaninda yapilmamas: fiyat konusunda sikintilar
olusturmaktadir. Miisteriye Odeme tarihine gore verilen avantajlar O6demenin zamaninda
gerceklesmemesi nedeniyle fiyat hesaplamalarinda sikintilar yasanmaktadir. Gelistirilen RSO modeli
ile siparis girisinde belirtilen bilgilerin 6deme gerceklestigi anda kontrolii ve tekrar hesaplanmasi
saglanmaktadir.

2. Kavramsal Cerceve

Kurumsal kaynak planlama yazilimlarinin literatiirde bir¢ok tanimi bulunmaktadir. KKP, firma
kaynaklarin1 planlamay1 ve yonetmeyi amaglayan entegre ve ¢ok modiillii bir uygulamadir. Kaynak
kullaniminda verimlilik saglamaktadir (Wang vd., 2005). KKP yazilimlar isletme siireclerindeki
performansi artirmak i¢in yaygin olarak kullanilmaktadir. Kiiglik ve orta 6lcekli isletmeler icin temel
bir planlama araci olarak kabul edilmektedir (Pramanto vd., 2021; Andersson, 2022).

KKP yazilimlari, siiregleri yonetmek ve otomatiklestirmek i¢in insan kaynagi ve teknolojiyi entegre bir
sekilde organize etmektedir (Albarakati, 2015). KKP yazilimlar1 bilgi aligverigini kolaylastirir. Ayrica
karar vermede etkilidir (Kulikov vd., 2020). KKP’nin dogru bir sekilde uygulanabilmesi i¢in personel
egitimi, bilgi paylasimi ve degisiklik yonetimi gibi faktorlerden 6nemli 6l¢iide etkilenir (Al-Mobaideen,
2014; Chen & Lin, 2008). Tiim bu bilgiler 1s181nda KKP genel olarak su sekilde tanimlanabilmektedir.
Organizasyonlarin birgok is siirecini, entegre sekilde yonetmek amaciyla ortak bir veritabani sayesinde
merkezi bir noktadan yonetmeyi saglayan, ayn1 zamanda is siire¢lerinin tasarimina, diizenlenmesine ve
yOnetilmesine olanak saglayan, yonetim kademelerinin karar siirecleri i¢in 6nemli raporlamalar sunan,
esnek ve uyarlamaya acik yazilimlardir.

Geleneksel KKP’den A-KKP’ye Doniisiim Siireci

KKP sistemleri, yeni teknolojiler ve isletmelerin degisen pazar kosullarima uyum saglama ihtiyaci
nedeniyle yillar icinde gelismistir. KKP uygulamalarinin ilk zamanlarinda, odak noktas1 oncelikle
operasyonel verimliligin iyilestirilmesi ve is siire¢lerinin gelistirilmesiydi. Bununla birlikte, igletmeler
KKP yazilimlarinin stratejik karar vermedeki onemini ve performans iyilestirmesine etkisini fark
etmesiyle, KKP yazilimlari icerisine tedarik zinciri yonetimi (TZY) ve miisteri iliskileri yonetimi (MIY)
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modiillerini ekleyerek genisletti. Bu modiillerle beraber, isletmelerin tedarik siirecinden satig siirecine
kadar tiim asamalarini tek bir sistemde entegre etmelerini sagladi. Bu da isletme agisindan daha iyi bir
koordinasyon ve is birligi sagladi (Hendricks vd., 2006).

Yapay zekanin kullanimini artmasi ve popiiler hale gelmesi ile beraber, KKP yazilimlarini i¢in de farkl
diislinceler ortaya c¢ikmistir. Fouad ve arkadaslar1 yapay zekanin KKP yazilimlarinda karar verme,
tahmine dayal1 analitik ve rutin gorevlerin otomatize edilmesi i¢in kullanilabilecegini belirtmistir (Fouad
vd., 2012). Diger taraftan bulut bilisim teknolojisi, KKP sistemleri i¢in yeni bir uygulama yaklagimi
ortaya ¢ikarmustir. Ozellikle sunucu ve fiziksel yeri gibi baslangig maliyetleri agisindan kiigiik ve orta
Olcekli firmalarin KKP gecis siireclerini kolaylastirmistir. Bulut teknolojisi ile organize edilen KKP
yazilimlar, nispeten diisiik maliyet, dlgeklenebilirlik ve internet baglantisi olan her yerden erisilebilirlik
sunmugtur (Lv vd., 2018). Tiim bu gelismeler (yapay zeka, bulut teknolojisi vb.) gelismeler geleneksel
KKP yazilimlariin akilli kurumsal kaynak planlama (a-KKP) yazilimlarma doniigmesini saglamistir.
A-KKP kavrami nispeten yeni bir kavram olmakla beraber ilk defa Morris ve arkadaslar tarafindan dile
getirilmistir (Morris vd., 2016).

Geleneksel KKP ile a-KKP arasindaki temel farkliliklar Tablo 1’deki gibi listelenmektedir.

Tablo 1. Geleneksel KKP ve Akilli KKP Karsilagtirtlmasi

Geleneksel KKP Akillh KKP

Reaktif — Verilen talimatlara gore hareket eder. | Proaktif- Kendi karar alabilir. Herhangi bir komut beklemez
Manuel veya yari otomatik Otomatik, kendi kendini geligen ve iyilesen

Periyodik veya toplu giincelleme Gergek zamanli Giincelleme

Verileri tarihsel olarak degerlendirme Durumsal istihbarat ve i¢goriiler

Dis verileri gdz dniine almaz. Icerden ve disardan verileri sentezler.

Kaynak: Rizza & Lava, 2021
a-KKP Uygulama Ornekleri

A-KKP’nin saglamis oldugu avantajlar1 nedeniyle Tablo 2’ de gosterildigi gibi a-KKP konusu ticari
olarak da deger kazanmig ve birgok uygulama gelistirilmistir.

Tablo 2. A-KKP Uygulamalari

Ornek Uygulama Aciklama

SAP Leonardo (Schmitz, | SAP firmasi tarafindan gelistirilmistir. Nesnelerin Interneti, makine 6grenimi, blok
2017) zinciri, analitik ve Biiyiik Veri gibi teknolojiler kullanmaktadir.

Oracle Cloud | Veri bilimi uzmani olmadan bazi uygulamalar1 gelistirmek i¢in gelistirilen

Infrastructure (OCI) Al | sistemdir. Dil islemleri, zaman serisi tahmini, anomali tespiti gibi bir uygulama
Services (Pavlik, 2021) sunmaktadir.

Infor Coleman Dogal dil isleme, makine 6grenmesi gibi teknolojiler kullanmaktadir. Otomatik
teklif olusturma gibi ¢esitli uygulamalar sunmaktadir.

Koha (Makori & Osebe, | Akilli KKP’ye ornek bir, KKP sistemidir. Koha, bilgi ydnetimi kuruluslar
2016) tarafindan genis ¢apta benimsenen licretsiz ve agik kaynakli bir KKP ¢oziimiidiir.
Kuruluslarin bilgileri etkili bir sekilde yonetmesine ve desteklemesine olanak
taniyan is zekast ve bulut bilgi islem ¢oziimleri saglar (Makori & Osebe, 2016).
Koha, kullanim1 ve kiiresel olarak artan biiytimesiyle lider bir bilgi KKP ¢6ziimii
olarak kabul edilmistir.

Onvision Al Belli bir uygulamaya yonelik gelistirilmistir. Kagit olarak gonderilen bir faturanin
goriintll isleme islemleri teknolojisi ile sisteme gegirilmesini saglamaktadir. SAP,
MS Dynamics gibi yazilimlarla entegre ¢aligsabilmektedir (Onvision, 2022).

A-KKP yazilimlarinin bir¢ok farkli boyutu vardir. Silva 2020 yilinda akilli kurumsal kaynak planlamasi
boyutlarini Sekil 1°deki gibi gdsterilmistir.
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Yapay Zeka
Temel
Modeli

Robotik Siireg
Karanlik Otomasyonu

aran
o (RSO)

Gelismis Kullanici
Analitik Deneyimi

_Makine
Ogrenmesi

Sekil 1. a-KKP Boyutlari
Kaynak: Silva, 2020

Sekil 1’deki gibi a-KKP’nin bir¢ok boyutu bulunmaktadir. En énemli boyutlarindan birisi RSO dur.
RSO, yazilim robotlarimi kullanarak is siireclerini otomatiklestirmeyi ve dijitallestirmeyi amaglayan
teknolojidir (Agostinelli vd., 2021). Diger bir tanimla RSO, daha Once insanlar tarafindan
gergeklestirilen tekrarlayan ve siradan gorevleri otomatiklestirmek veya dijitallestirmek igin yazilim
araclariin  kullamlmasmi igerir (Chugh vd., 2022). Isletmelerin kural odakli siirecleri
otomatiklestirmesini saglayarak ¢alisanlarin daha yogun bilgi gerektiren gorevlere odaklanmasini saglar
(Chugh vd., 2022). RSO yazilimlar1 endiistrilerin doniigiimiine yol agabilir ve igletmelerde dijital
yenilige katkida bulunabilir. RSO, bankacilik, sigortacilik ve telekomiinikasyon gibi ¢esitli sektorlerde
giderek daha fazla uygulanmaktadir (Sobczak, 2021). RSO’lar isletmelerin zamandan bagimsiz olarak
her an siireclerinin devam etmesine ve erigmesine olanak tanir (Agostinelli vd., 2019). RSO’nun
uygulanmasi kaynaklarin azalmasina ve optimize edilmis siireclere yol acarak verimliligin ve miisteri
memnuniyetinin artmasina yol agabilir (Corréa ve digerleri, 2021). RSO’nun, dijital doniisiimiin 6nemli
bir yonii olarak kabul edilir ve geleneksel endiistrilerin giiclerini en son internet teknolojileriyle
birlestirerek Endiistri 4.0'da ¢gok 6nemli bir rol oynamasi beklenir (Kaya vd., 2019).

RSO’nun saglamis oldugu en 6nemli fayda, daha 6nce otomatiklestirilmesi zor olan bilgisayarlarda
gergeklestirilen gorevleri otomatiklestirme yetenegidir (Itoh vd., 2022). RSO yetenekleri sayesinde
KKP’de verileri saglamak, kontrol etmek ve izlemek i¢in kullanilabilir (Gajra vd., 2020). Bu agidan
isletmelerin RSO’ye KKP’ye entegre edilmesi ¢cok dnemlidir (Katuu, 2020).

3. Uygulama

Uygulama gida sektdriinde uzun yillardir hizmet veren bir firmada gerceklestirilmistir. Firma farkli
subeleri ve bayileri araciligryla bir giin i¢inde ¢ok sayida siparis almaktadir. Siparigler (Business to
Business- Isletmeden isletmeye) B2B sistemi iizerinden girilmektedir. Firma satig siireci icin fiyat
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belirlemede kosul kodu uygulamas: kullanmaktadir. Kosul kodu uygulamasi satig islemleri yapilirken
farkli kodlar {izerinden her {iriin igin farkli fiyatlarin belirlenebilmesini saglamaktadir. Firmanin satig
fiyat1 belirlemede kullandig1 strateji secilen kosula gdre 6zel bir iskonto tanmimlanmaktadir. Siparis
girildigi zaman bir kosul belirtilmektedir ve bu kosula gore uygun bir vade tarihi de belirlenmektedir ve
belirlenen vadeye gore iskonto orani belirlenmektedir. Tablo 3’te belirlenen kosullar ve iskonto oranlari
gosterilmektedir.

Tablo 3. Kosula Gére Agiklama ve Iskonto Bilgileri

Kosul Kodu Aciklama Iskonto Oram
P Pesin veya On Odemeli Odeme %3

Vi 10 Giin Vadeli %2

V3 30 Giin Vadeli %1,5

Vo6 60 Giin Vadeli %]l

N 61-90 Giin Vadeli %0

Tablo 3’te de gosterildigi gibi farkli vade giinlerine gore iskonto yapilmaktadir. Bu siirecteki temel sorun
siparis girisindeki beyan edilen 6deme bilgisinin zamaninda ger¢eklesmemesidir.

Ornek Uygulama:

Iskontosuz hali 280 TL lira olan bir aligverisin Pesin kosulu ile girilmesi ile 280%97/100=271,6 TL
olmustur. Bu siparis {irlin irsaliyesinin kesilmesinden 17 giin sonra 6denmisse %3 olarak uygulanan
iskontoyu %1,5 olarak giincellenmesi ve 280%98,5/100=275,8 TL olmasi gerekmektedir. Ancak bunun
takibi ve hesaplanmasi insan yardimiyla oldukca zor olmaktadir. Hem 6deme olup olmadigini kontrolii
hem de yapilacak hesaplama karmasiklig1 nedeniyle hatalar olusabilmektedir. Bunun ¢6ziimii a-KKP
uygulamalarindan birisi olan RSO ile kurulacak bir sistem ile miimkiindiir.

Iki ayn siire¢ gelistirilmistir. Birinci siire¢ hatirlatma siirecidir (Sekil 1). Bu siirecin adimlari asagidaki
gibidir.

1) Pesin veya 6n 6demeli girilen irsaliyeye donligmemis siparislerin listesini ¢ekilmektedir. Bu
siparislerin girilen sevk tarihi bilgisinden 12 saat ve asagisinda kalanlarin 6demelerinin yapilip
yapilmadigi kontrol edilmektedir. Bu kontrol i¢in 6deme ve siparisin eslesmesi gerekmektedir.
Bunun i¢in 6deme yapilirken agiklama bilgisine siparis bilgisi girilmekte ve dekont ile siparis
eslesmektedir. Eger 6deme sirasinda bu bilgi girilmez ise yaslandirma yontemi ile ilk borg ilk
Odeme ile kapatilmaktadir.

2) Odemesi hala gerceklesmeyen siparis ve irsaliyelere ait iletisim bilgileri cari tablosundan
alinarak kisa mesaj gonderilmektedir.

3) Busiireg 1 saat arakli olarak tekrarlanmaktadir.
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Hatirlatma Akisi

Kosul Kodu

On Odemeli Olan
Teslimata 12 Saat Kalan
Siparisler

Cari Tablosu Telefon
Bilgisine

e TBLSIPAMAS

e TBLCASABIT

KOSUL KODU CARI_KODU
TARIH CARI_TEL
GENELTOPLAM

Sekil 2. Hatirlatma Akisi

Ikinci akis RSO’nun asil gerceklestigi siiregtir. Bu siirecte 6deme ve irsaliye eslestirilmesi ve tekrar
diizenlenmesi saglanmaktadir. Hesaplamanin yapildigi ve diizenleme yapilan siire¢ Sekil 3’ te
gosterilmistir.

Fiyat Diizeltme Akisi

GENELTOPLAM
Tekrar Hesapla
Kosul Koduna Gére
Dekont Kaydi Olmayan
Irsaliyeler Hayir

Tamami M1

Odenmis

A 4

Evet

TBLFATUIRS . TBLDEKOMAS

KOSUL KODU ?A\;{TEFKI
TARIH
GENELTOPLAM 1 Saat Bekle

GENELTOPLAM

Sekil 3. Fiyat Diizeltme Akist
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Sekil 3°teki siire¢ adimlar agagidaki gibi siralanabilir.

1) Netsis de bir arag ¢ikis yaptiginda siparis irsaliyeye donistiiriilmektedir. Siparis kapatilip, yeni
bir kayit olusturularak irsaliye olusturulmaktadir. Bir sorgu ile irsaliyeye doniismiis ve daha
once dekont ile eslestirilmemis irsaliyeler listelenmektedir. Bu irsaliyelerin 6demeleri gelip
gelmedigi kontrol edilmektedir. Bu eslestirme i¢in ek alanlar kullanilmaktadir.

2) Eger bir irsaliyenin 6demesi gelmis ise 6dememin miktarina bakilmaktadir.

3) Borcun tamamim kapatiyorsa Giiniin Tarihi- Sevk Tarihi giin olarak bulunmaktadir. Bugiin
sayist ile kosul uyuyorsa islem kapatilmakta ve ek alan 6denmis olarak glincellenmektedir. Eger
uymuyorsa irsaliye uygun kosula dondiiriilmekte ve fiyat tekrar hesaplanmaktadir.

4) Borcun bir kismu kapatilmakta ise hesaplama kapatilan kisim i¢in adim 3 gibi kalan kisim i¢in
%0 iskontolu olarak hesaplanmaktadir. Yani bir hesaplama islemi ile yeni bir iskonto oram
bulunmaktadir.

5) Buadim her 1 saatte bir tekrarlanmaktadir.

Ortaya konulan model ile hem miisteri agisindan 6demenin unutulmasi engellenmekte hem de 6deme
sOziine uyan ve uymayan miisteriler i¢in bir sistem gelistirilmektedir.

4. Sonuc¢

Isletmeler igin KKP yazilimlarmin énemi gok biiyiiktiir. Yiiksek rekabet ortamindaki organizasyonlar
icin fark yaratabilmek ancak giivenli, tutarl veri kaydedilmesi ve verilerin analizi ile miimkiindiir. KKP
yazilimlar1 organizasyonlar i¢in bu veri dongiisiiniin hem icerde hem de ¢evresinde giivence altina
alinmasini saglar. Bu nedenden KKP yazilimlarinin her gegen giin degeri artmaktadir. Diinyada yazilim
pazarinda 2019 yili verilerine gére KKP pazar1 %9 biiylimiistiir ve 39 Milyar Dolarlik bir degere
ulasmistir (Biel, 2021). KKP igletmeler agisindan kullaniminin artmasi ile beraber gelisime ihtiyag
duymaktadir. Ozellikle yapay zeka teknolojilerinin KKP siireclerinde kendine yer bulmas: beklenilen
bir durumdur. KKP’nin bu teknolojilerle zenginlesmesi ile ortaya ¢ikan yeni sistemlere a-KKP ismi
verilmigstir. A-KKP ‘nin en 6énemli boyutlarindan birisi RSO’lardir. RSO’lar siireglerin otomatik olarak
gerceklestirilerek kullanici hatalarinin minimuma indirmeye hedeflemektedir.

Bu ¢alismada KKP’den a-KKP gecis siireci ve RSO boyutu incelenmistir. RSO’nun gercek bir siireg
iizerinden modellenmesi gosterilmistir. Bu modelden yola ¢ikarak igletmelerin otomatize edilebilecek
diger siirecleri de degerlendirme altina aliabilir.

Gelistirilen sistem tiim iglemlerin otomatize olmasini saglamaktadir. Yani insan kontroliiniin neredeyse
hi¢ olmadig1 islemin tam otomatik sekilde yiiriimesi planlanmaktadir. Ozellikle baslangig agamasinda
farkl1 yapida, eksik girilmis bazi siparisler i¢in hatali hesaplamalar miimkiindiir. Belli bir zaman
araliginda hem otomatize sistem hem personel takibinin saglanmas1 gerekmektedir. Diger tiirlii gozden
kacan bazi siparigler firma agisindan zarara neden olabilir.

Otomatik caligan sistem, KKP’nin faaliyet gosterdigi sunucu da bir Windows servis araciligiyla islem
yapmaktadir. Bu servisin ¢esitli nedenlerle kapatilmasi1 veya kapanmasi siirecin yanlis islemesine ve
hata olugsmasina neden olabilmektedir. Bu nedenle sistemin her sabah mesai sonrasinda ¢alistigina dair
bir mail atmasi saglanmistir.

Sistem bir hata aldiginda (6rnegin; {irlintin kosul fiyatinin olmamasi1 vb.) bunu bir kisiye bildirmesi ve
diizenleme yapilmasi gerekmektedir. Bunun igin bir mail grubu olusturulup ayrintili bir mail atmasi
saglanmistir.

Tiim sistemin takip edilmesi agisindan bir dashboard (izleme ekrani) olusturulmus ve tiim yapilan
islemler takip edilebilir bir sekilde gosterilmektedir. Miisteriden gelen itirazlar buradan sunulan gesitli
raporlarla direk olarak cevaplandirilmaktadir.

Caligma ortaya konulan modelin gergek bir drnek olmasi nedeniyle degerlidir ve literatiire 6rnek bir
uygulama katkis1 sunmaktadir. KKP’nin a-KKP ye doniisiim siirecine, gelecekte gelistirilecek a-KKP
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uygulamalarina bir 6rnek olarak sunulmustur. Calismanin sinirhligi olarak isletme siireclerinin
birbirinden farkli olusu ve bu ¢alismanin sadece bir firma i¢in uygulanmasi gosterilebilir. Ancak satig
siireci igletimlerinin neredeyse hepsinde ayni olmaktadir ve KKP sistemleri de benzer siirecleri
isletmektedir. Bu acidan kiigiik degisikliklerle bu uygulamalar diger isletmeler icin de uygulanabilir.

Yonetimsel agidan a-KKP uygulamalarinin faydalarini ortaya koymasi agisindan gelistirilen model
degerlidir. A-KKP’nin bir¢ok boyutu bulunmaktadir. Bu ¢aligmada ele alinan RSO ve diger boyutlar
isletmelere yonetimsel agidan deger kazandiracaktir. Bu ¢aligma da buna bir 6rnek niteligindedir.
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ETIiK VE BILIMSEL iLKELER SORUMLULUK BEYANI

Bu caligmanin tiim hazirlanma siireclerinde etik kurallara ve bilimsel atif gosterme ilkelerine riayet
edildigini yazar beyan eder. Bu ¢alisma etik kurul izni gerektiren ¢alisma grubunda yer almamaktadir.

ARASTIRMACILARIN MAKALEYE KATKI ORANI BEYANI

1. yazar katki orani: %100
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