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RESEARCH ARTICLE / ARASTIRMA MAKALESI

The Influence of Green-Transformational Leadership Style on
Corporate Sustainability: A Systematic Literature Review and
Propositions for Future Studies

Burcu Ozgiil' ®, Cemal Zehir?

Abstract

The green transformational leadership (GTL) type adopting green values is an important internal resource and capability
of the corporations in terms of environmental sustainability. This situation rationalises why the GTL needs to be
deeply explored and comprehensively developed. Therefore, it is very important to analyse the studies on GTL and to
classify existing studies collecting as titles with an interpretive approach. In this study, it has been proposed that with
an integrative systematic literature review, both the situation of present knowledge about GTL will be described and
future research agenda is to be suggested. In direction of this aim, the subjects analysed are national context, method,
economic sector, research focus, mediator variable of research and the position of GTL in the analytical model. Results
show that most researchers conduct their research on developing countries, and usually prefer quantitative methods and
mostly discuss GTL style as drivers of employees’ green behavior at work. A future research agenda with six propositions
is made by evaluating basic theoretical gaps in the field.

Keywords
Green transformational leadership, Green behaviour at work, Green creativity, Green performance, Integrative literature
review
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Introduction

Industry, beyond all questions, has contributed to social welfare by providing high
quality products adapted to human needs. However, existing production models are
not environmentally sustainable (McWilliams et al., 2016). In this respect, society,
public sector and non-governmental organizations require the industry sector to make
economically, socially and environmentally sustainable productions (McWilliams
et al., 2016; Sarkis & Zhu, 2018). It has been seen that the production when It only
focuses on the products, results in unequal wealth distribution, poor work environments,
exhaustion of environmental stocks and excessive environment exploitation. Global
climate change representing one of the most important environmental problems forms
a big risk for human health and natural systems (Kovats & Akhtar 2008; Punyatoya,
2014). Data obtained by the Global Footprint Network as of 2019 also shows that the
natural resources produced by the planet in 12 months are consumed in 7 months and
during the rest of the year, we get indebted with natural resources of 2020 (Yesilist,
2019). The only goal to fight global climate change for human beings today is to decrease
global heat increase to below 2 degrees (Peskircioglu, 2016). To be able to reach this
critical goal, it is necessary to decrease the usage of fossil fuel, use renewable energy
resources, adopt energy fertility as a production philosophy, change consumption
habits and prevent wastage (Ozgul & Mengi, 2016). As i t is seen, the welfare bet of
the human being has undervalued real limits of the biosphere and provided for the
sustainability of our consumption and production systems (Bonilla et al. 2013).

According to Robbins (2001), companies are responsible for almost %50 of global
greenhouse gas because of their activities. As known, this greenhouse gas causes
global warming, acid rains, smoke and health problems for humans and other beings
in the world. For Nattrass & Altemore (2002) “If we keep our current way, we are
going to plant seeds of our own end”. From this point of view, to be able to make
the world fit to live in and to always use nature , it is quite clear that there should be
changes in production and consumption models. According to Senge et al., (1999)
“sustainable development cannot be realized without innovation, and innovation can
be obtained in a culture which embraces and feeds learning and changing in the best
way”. In this context, corporations of the era should make “being green” a philosophy,
even a lifestyle. Corporations with this awareness consciousness adopt environmental
management systems (such as EMAS or ISO 14001) which aim to perform green
processes and applications (Gotschol, De Giovanni & Esposito Vinzi, 2014). But
leaning on these systems is not seen as enough to deal with threats created by climate
changes (Robertson & Barling, 2013). In the world, i t is generally accepted that
global climate change is mainly formed as a result of human activities (Gbadegesin,
Olorunfemi & Raheem, 2011), and the achievement of corporations’ environmental
activities are mainly connected with the employees’ behaviours (Paillé, Boiral &
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Chen, 2013; Lewis, Walls & Dowell, 2014; Dubey, Gunasekaran & Ali, 2015; Del
Giudice & Della Peruta, 2016). According to Wehrmeyer (1996) “If a corporation is
to adopt an environmentally-aware approach to its activities, the employees are the
key to its success or failure” (Muster & Schrader 2011). Therefore, in order to fight
climate change, it could be said that employees should be directed to green behaviours
(Paillé & Boiral, 2013). Green behaviour is conceptualized as a large activity group
which is sensitive to the environment, like developing green processes and products,
developing and applying ideas for reducing the corporation’s environmental impact,
giving importance to recycling and reusing, and questioning practices that is harmful
to the environment (Graves, Sarkis & Zhu, 2013).

Literature on corporate sustainability shows that a leader is needed for the achievement
of environment management systems (Ramus & Steger, 2000; Egri & Herman, 2000;
Guest & Teplitzky, 2010; Robertson & Barling, 2017; Zhou et al., 2018; Robertson
& Barling, 2018). In particular, it is emphasized that environmental leaders are more
prone to GTL style (Egri & Herman, 2000). Researchers bring forward the fact that
GTL behaviour plays an important role to be able to direct the employees to green
behaviour (Graves, Sarkis & Zhu, 2013; Robertson & Barling, 2013; Kura, 2016;
Hadi & Rasoll, 2017; Graves & Sarkis, 2018). The concept of GTL is described as a
behaviour style that motivates its followers to reach environmental goals and inspires
them to perform beyond expected environmental performance levels (Bass 1998;
Gardner & Avolio, 1998; Chen & Chang, 2013; Mittal & Dhar, 2016).

Resource based theory puts emphasis on the importance of intangible assets and
capabilities of corporations (Barney, 1991). According to this theory, leadership
behaviour is accepted as being one of the corporations’ internal resources and capabilities
(Hart, 1995; Leroy et al., 2018; Singh et al., 2020). According to the resource-based view
GTL behaviour is one of the valuable resources and capabilities of a corporation. For
this reason, this study aims at discussing literature about GTL and making it systematic,
combining the information already developed and at the same time contributing to future
research agenda. Detailed literature review has been carried out with the aim of putting
forward the contribution of GTL in implementing the aims devoted to environmental
sustainability. Complementarily, certain research aims have been described: to code
and classify studies selected according to their features; to analyse the contribution of
each research, to summarize and organize; and to specify basic theoretical gaps about
the subject. In the direction of this aim, the subjects analysed are national context,
method, economic sector, research focus, key mechanisms to explain the focus of the
research and the position of GTL in the analytical model.
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Methodology

Research procedures, coding, and classification

An integrative systematic literature review is a specific investigation method which is
performed to provide a more comprehensive understanding about a certain phenomenon
and to summarize empirical and theoretical literature of the past (Broome, 1993). A
well performed integrative systematic literature review presents the present situation
of science and contributes to the development of the theory (Whittemor & Knafl,
2005). Although many researchers have successfully used an integrative systematic
literature review method (for example, Lages Junior & Godinho Filho, 2010; Jabbour,
2013; Pacheco & Liboni, 2017; Salim, Ab Rahman & Abd Wahab, 2019), this review
method has not yet been applied to the subject of GTL. The steps in Table 1 have been
followed in this study to systematically integrate present literature about GTL (Lages
Junior & Godinho Filho, 2010; Pacheco & Liboni, 2017).

Table 1

Integrative systematic literature - steps

Research Steps
Step 1 To make advanced research on present articles about GTL through academic
P databases.
Step 2. To recommend a classification and logic coding system for the selected articles.
Sten 3 To use the recommended classification system to enable the present information
P> about GTL to be understood as simplified.
To develop a summary from the recommended coding about the scientific production
Step 4. . . : .
and primary results of the articles identified and selected.
To analyse results obtained, to evaluate the existence of theoretical gaps and
Step 5. .. .
opportunities to carry out future studies.

In order to combine the conclusions of many independent researches made on GTL,
literature review has been conducted by searching the keywords “green transformational
leadership”, “environmental transformational leadership” and “environmentally
specific transformational leadership” on Web of Science, Science Direct, Scopus and
Google Scholar databases. The d ue date for researchers included in the study has
been determined as February 2020. In this study, 24 downloadable articles have been
selected and evaluated. In the second stage, a classification framework is proposed for
the classification and coding of selected and evaluated GTL studies. This classification
framework consists of 6 main themes numbered from 1 to 6, and each classification
number is coded using alphabetical letters. The classification and coding system of
GTL studies has been made as in Table 2.
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Table 2
Characterization framework synthesizing current research for GTL
Classification Detailing Codification

A — Developed country

1 B — Developing country
National Context C — Multiple countries

D — Does not apply

A — Quantitative

2 B — Qualitative

C — Literature Review

D — Case Study

E — Survey — primary data

F — Survey — secondary data

A — Manufacture
3 Economic Sector B — Services

Method

C — Does not apply

A — GTL as driver for green behaviour at
work

B — GTL as driver for green creativity
C — GTL as driver for green performance

4 Research Focus

A — Green climate

B — Green human resource management

C — Green self-efficacy- Green mindfulness
D — Internal (Autonomous) motivation
E —External motivation

F — Employees’ green passion
G — Proactive environmental strategy

H — Value congruence
I — Environmental concern

Key Mechanisms To

Explain The Focus Of - ; :
The Research J — Environmental orientation

K — Environmental belief
L — Green organizational identity

M — Employees’ harmonious habitation of
the environment

N — Does not apply
Position in Analytical | A — Dependent variable
6 Model B — Independent variable
C — Moderator variable

“A-D” codes in 1st group show development level (according to the classification
proposed by the United Nations) (Nielsen, 2011) and number of country in which the
research has been performed (Jabbour, 2013; Mariano, Sobreiro & Rebelatto, 2015);
“A - F” codes in 2nd group show method and scope of the research (Lages Junior &
Godinho Filho, 2012); “A - C” codes in 3rd group show the economic sectors in which
the research has been performed (Jabbour, 2013); “A - C” codes in 4th group show the
subject that the research focuses on (Jabbour, 2013); “A - N’ codes in 5th group show
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key mechanisms that explain the impact of GTL style on green behaviour at work, on
green creativity and on green performance; and “A - C” codes in 6th group show the
position of GTL in the analytical model (Jabbour, 2013). First classification framed
as GTL as driver for green behaviour at work with A code in 4th group classifies the
researches that discuss the role of GTL in encouraging the employees in workplaces
for green behaviour. The second classification with B code framed as GTL as a driver
for green creativity, brings researchers in the direction of understanding the role of
GTL in development of green creativity of employees, together. The third classification
with C code framed as GTL as driver for green performance, classifies the research that
discusses the role of GTL style in development of green performance of enterprises.
Table 3 presents a synthesis with the main contributions of 24 articles structured together
with descriptive analysis to produce the discussions and conclusions presented in the

next section. Thus, the scope and principal conclusions are clarified.

Table 3
Brief summary of the results of the analysed studies
Theory Keys Finding
Chen. & Resource GTL positively influences green crga}tivity apd green product
Chan:g based theory. development performance. The positive relationships between
(2013) Transformatlonal GTL and green product devel(_)pment performance—are
leadership theory | partially mediated by green creativity.
GTL has a strong, direct positive relationship with employees’
pro-environmental behaviour. GTL is positively related
Graves, S L to the employee’s autonomous and external motivation.
. elf-determination oo L . . .
Sarkis & theo Autonomous motivation is in positive connection with
Zhu (2013) y employees’ pro-environmental behaviour, it is seen that the
relationship between external motivation and employees’ pro-
environmental behaviour is moderated by GTL.
Transformational |Leaders’ environmental descriptive norms positively affect
Robertson leadprship theqry their GTL and leaders’pro-environment‘al behaviours. Bes.ides,
& Barling Social comparison | both the QTL and leaders’ pro-env1r0qmenta1 behav1qurs
(2013) theo_ry . create positive effects on employees’ env1_r0nmental passion,
Social learning and employees’ pro-environmental behaviours are positively
theory affected from this situation.
Chen, Chang Transfomational GTL positively affects green mindﬁ,llness, green self-efficacy
& LiI; leadership theoq and green performqnce. Gr‘een mmdfulnesg gnd green self—
(2014) Self-determination | efficacy act as partial mediators to the positive relationship
theory between GTL and green performance.
Kura (2016) Theory of planned | Environmental concern plays a mediating role between GTL
behaviour and green behaviour at work.
Green organizational identity is a partial mediator for the
Mittal & Organizational relationship between GTL and green creativity and when the
Dhar (2016) | identity theory corporations’ sourcing commitment is high, the positive effect
of green organizational identity on green creativity increases.
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Two studies have been conducted that compare construct
validity and incremental predictive validity of GTL to
general transformational leadership. The results of a

Robertson | Transformational | confirmatory factor analysis revealed that green and general
& Barling | leadership theory | transformational leadership were empirically different but
(2017) related. The results of the experimental study showed that
compared to general transformational leadership and a control
condition, participants exposed to GTL exhibited higher levels
of pro-environmental behaviours.
GTL style has a strong, direct positive relationship with
Social learning employees’ voluntary green behaviours. Employees’
Robertson theory perceptions of their co-workers’ pro-environmental climate
& Carleton | Theory of is a partial mediator for the relationship between GTL
(2017) normative conduct | and employees’ voluntary green behaviours. Internal
Personality theory |environmental locus of control moderates the indirect effects
of GTL style on employees’ voluntary green behaviours.
Self-determination Researchers have developed a conceptual frame that they
Hadi, & theo have pointed out that there would be a positive sided
Rasool y . meaningful relationship between GTL style and employee
Transformation - . . . . .
(2017) leadership theor pro-environmental behaviours and in this relationship,
P Y| autonomous motivation would take the mediator role.
Transformational | GTL positively affects green mindfulness, green self-efficacy
Zafaretal. |leadership theory |and green performance. Green mindfulness and green self-
(2017) Social cognitive efficacy act as partial mediators to the positive relationship
theory between GTL and green performance.
Wang, Transformational | Value congruence plays a mediator role in the relationship
Zhou & Liu |leadership theory |between GTL and green behaviour at work and this mediator
(2018) Identity theory could be managed according to green identity.
Four studies have been conducted to develop and validate a
Transformational | survey for the measurement of GTL. These studies demonstrate
leadership theory, |that GTL explains incremental variances in employees’
Robertson | Environmentally | pro-environmental behaviours above the concept of general
(2018) specific- transformational leadership. In addition, these studies have
transformational | displayed the importance of measuring GTL in the context of
leadership corporate responsibility. GTL and general transformational
leadership are conceptually different but related.
Human capital GTL style has a positive and significant effect on employee’s
Maziriri theory harmonious habitation of the environment. However, in this
&Saurombe | Natural resource- |study as different from the others, it is seen that the same
(2018) based theory positive and significant relationship is not maintained between
Green theory GTL and employee’s green behaviours.
Ability- GTL style develops green creativity by encouraging green
5 motivation- human resources management. There is a positive meaningful
ia et al. . . . X ¢
(2018) opportunity Fheory relationship between_ GTL and emp}oyees green passions
Transformational | Moreover, green passion acts as a mediator for the relationship
leadership theory | between GTL and green creativity.
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Graves

GTL has a positive effect on both internal and external
motivation of employees and on basic and advanced green
behaviours of employees. When employees’ environmental
values are weak, there is little association between GTL and
internal and external motivation. Employees’ environmental

. Self-determination | values create positive effects on internal motivation of

& Sarkis . .

(2018) theory employees, and ba.S}c and advanced green bf-:hav‘lours of
employees are positively affected from this situation. The
environmental values of employees have a weak and positive
relationship with external motivation of employees. The
relationship between external motivation of employees and
basic green behaviours of employees are not significant.
Both the GTL and individual green values create positive

Zhou, Transformational effects on green psycholog}cal cl'u'nate, and green produgt

Zhane. L leadership theo development performance is positively affected from this

g Lyu P TCOLY 1 situation. In addition to this, it has been proven that when GTL

& Zhang Person-supervisor . . s . .
style is matched with employee’s green values, It is possible to

(2018) fit theory : . .
create a green psychological climate, and hence increase green
product development performance.

GTL has a positive effect on both internal and external

. . environmental orientation. Internal and external environmental
Kim & Transformational . S

. orientation increase both the market and eco performance of

Stepchenova | leadership theory . . . .

(2018) the firm . Also, internal and external environmental orientation
act as a full mediator to the positive relationship between GTL
and firm performance.

GTL has a positive and significant relationship with eco-
Resource-based . - = . .

Bahzar theo innovation and green creativity. GTL, eco-innovation and

(2019) Yy green creativity have a significant impact on increasing energy
efficiency.

Saleem, Transformational GTL has a positive effect on ‘bo'th employees pro-

. environmental behaviour and intrinsic motivation. Also,

Mahmoo leadership theory |.” . ". — . . o

L intrinsic motivation acts as a partial mediator to the positive

& Ahmed Self-determination . . R .
relationship between GTL and employees’ pro-environmental

(2019) theory .
behaviour.

Employees’ environmental beliefs partially mediate the effect
of both GTL and environmental policies on organizational
Self-determination | citizenship behaviour towards the environment. On the other
theory hand, employees’ environmental belief fully mediates the
Kim et al. Transformational | positive relationship between environmental education and
(2019) leadership theory | organizational citizenship behaviour towards the environment.
Social exchange | Employees’ perception of organizational support has a
theory moderator effect on the relationship between employees’
environmental beliefs and organizational citizenship
behaviour towards the environment.
Immediate manager’s active GTL, contingent reward,
and active management by exception have a positive and
significant relationship with employees’ pro-environmental
. behaviour. Top management commitment has a moderator
Graves, Transformational . . . . R
. . effect on the relationship between immediate managers
Sarkis & leadership theory . s . -
Gold (2019) leadership and employees’ pro-environmental behaviour.

Both employees’ external motivation and managers’ passive
environmental leadership are negatively related to employees’
pro-environmental behaviour. Internal motivation is positively
associated with employees’ pro-environmental behaviour.
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ﬁlf;zource-based GTL positively influences employee’s green ability, green
Singh et al. ory motivation and green opportunity. Green human resource
Ability- . L
(2020) o practices play a mediating role between GTL and green
motivation- : .
. innovation.
opportunity theory
GTL positively affects environmental performance. Proactive
Natural resource- |environmental strategy and collective organizational
based theory citizenship behaviours toward the environment act as
Liu & Jie Social learning mediators to the positive relationship between GTL and green
(2020) theory performance. Environmental concern enhances the positive
Transformational | relationship between GTL and proactive environmental
leadership theory | strategy/collective organizational citizenship behaviours
toward the environment.
Self-determination GTL ppSlthGlX affects green  creativity. Green internal
. motivation mediates the positive relationship between GTL
Wenjing et | theory . .
. and green creativity. Moderator green external motivation
al.(2020) Componential : . . .
.. |negatively affects the relationship between green internal
theory of creativity L o
motivation and green creativity.

Conceptual foundations of GTL

This section presents a systematic conceptual framework on GTL. In the study,
researches related with GTL style have been gathered under three titles as “GTL
and green behaviour at work”, “GTL and green creativity” and “GTL and green
performance”.

GTL and green behaviour at work

The corporations’ being successful in the context of environmental sustainability
significantly depends on the behaviours of the employees in the workplace (Paillé,
Boiral & Chen, 2013). Behaviours of the employees are strongly affected by leadership
style (Bass, 1985). Empirical studies show that transformational leadership style has
effects on employees’ behaviours (Avolio & Bass, 1988; Bass & Avolio, 1994; Sosik,
Kahai & Avolio, 1998). There are findings in literature that leadership style provided by
close managers is important in encouraging the employees for green behaviour at work
(Ones & Dilchert, 2012; Norton et al., 2015) as an environment responsible activity
(Ramus & Steger, 2000; Anderson, Shivarajan & Blau, 2005; Robertson & Barling,
2013). Value based and inspiring quality of transformational leadership understanding
makes it suitable to encourage green behaviour at work (Shamir & House, 1993; Egri
& Herman, 2000).

Transformational leadership is formed with four dimensions as inspirational
motivation, idealized influence, individual consideration and intellectual stimulation
(Bass, 1990; Bass & Riggio, 2006). Transformational leader could be described
as a leader who gives inspiration to its followers towards going above their own
interests, by means of changing their ideals, interests, souls and values to reach high
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performance levels (Bass, 1985). Chen & Chang, referring to Bass (1998), Gardner &
Avolio (1998) in 2013, have extended the transformational leadership concept with an
environmental /green viewpoint. They have introduced the GTL concept as a style that
motivates its followers to reach environmental goals and inspire them to show higher
performances than expected . Similarly, Robertson & Barling (2013) have conceptualized
environmentally-specific transformational leadership by expanding the focus of target
specific transformational leadership to include environmental sustainability. They have
defined environmentally-specific transformational leadership as “a manifestation of
transformational leadership in which the content of the leadership behaviours is all
focused on encouraging pro-environmental initiatives ”. In line with these definitions,
environment-specific transformational leadership can be regarded as a synonym of GTL.

Intellectual stimulation of directors who have high GTL could encourage employees
to question assumptions about environmental problems and to consider new and different
ideas to solve these. GTL’s with individual consideration could increase employees’
competent feeling levels about environmental issues, by providing coaching and
consulting. They can also develop employees’ capacity to solve environment problems,
by means of evaluating development needs of every employee and providing proper
personal training opportunities (Graves, Sarkis & Zhu, 2013). Moreover, based on
their idealized influence, if they act proper to green behaviour at work, employees
could also act the same, and hence green behaviours at work could be adopted (Hadi
& Rasoll, 2017). Besides this, they could clearly state the importance of environmental
sustainability, build a vision based on a sustainable future and utter environmental
values by passionately and modestly speaking, with inspirational motivation. Therefore,
they could be an inspiration source for bringing green behaviour out at work (Egri &
Herman, 2000; Daily, Bishop & Govindarajulu, 2009; Graves, Sarkis & Zhu, 2013;
Robertson & Barling, 2013).

Studies confirm that there is a positive sided meaningful relationship between GTL
behaviour and employee’s green behaviour at work (Graves, Sarkis & Zhu, 2013;
Robertson & Barling, 2013; Kura, 2016; Robertson & Carleton, 2016; Robertson &
Barling, 2017; Graves & Sarkis, 2018; Wang, Zhou & Liu, 2018; Saleem, Mahmoo
& Ahmed, 2019; Graves, Sarkis & Gold, 2019; Kim et al., 2019; Liu & Jie, 2020).
However, there is also a call that a mechanism improving and interfering with the
relationship between employee’s behaviour at work and GTL behaviour should be
found (Avolio et al., 2004; Bass, 1999; Chen & Chang, 2013; Kura, 2016; Hadi &
Rasoll, 2017).

Graves, Sarkis & Zhu (2013), made a research to form a deeper understanding about
the determiners in the relationship between GTL and green behaviour at work, by using
self-determination theory (Ryan & Deci, 2000), focusing on autonomous motivation
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and the external motivation component of controlled motivation. According to self-
determination theory, the motivation type that the individuals possess is an important
behaviour determiner. This theory evaluates motivation types in two categories as
autonomous and controlled motivation. Autonomous motivation argues that individuals
have a consistent ego and maintain activities in accordance with the ego (Deci & Ryan,
2000; Gagné & Deci, 2005). According to this motivation type, individuals could in
real terms be motivated to perform an activity If i t matches with their own values and
goals and they find it interesting and pleasant (Gagné & Deci, 2005). In this context,
the individuals that give importance to environmental sustainability could head towards
green behaviour at work as they are internally motivated.

According to controlled motivation, though, individuals continue their activities as
they should, or they believe they should (Deci & Ryan, 2000; Gagné & Deci, 2005).
For example, the individuals that are externally motivated, could be trying to do what
the system requires, be rewarded and confirmed or avoid sanctions (Graves, Sarkis &
Zhu 2013). This kind of external motivation could be common among the employees
and could encourage green behaviour at work (Andersson, Shivarajan & Blau, 2005;
Ramus, 2002).

In conclusion of the study, as suggested by self-determination theory, while
autonomous motivation is in positive connection with green behaviour at work, it is
seen that the relationship between external motivation and green behaviour at work is
moderated by GTL. It is also observed when the GTL is high, the relationship between
external motivation and green behaviour at work is positive and when i t is low, the
relationship is negative. Studies confirm that there is a positive meaningful relationship
between employees’ perceptions of managers’ GTL and employees’ internal and
external motivation. Consequently, it is seen that the interaction of GTL, autonomous
and external motivation is important for impressing the green behaviour of employees
at work (Graves, Sarkis & Zhu, 2013; Graves & Sarkis, 2018).

GTL’s could enable their followers to internalize organizational values (Bono &
Judge 2003; Dvir et al. 2002). Such that, they could clearly point out environmental
goals with ideological explanations that emphasize environmental values. Hence,
they could make the environmental activities more meaningful for their followers
(Jung & Avolio, 2000; Bono & Judge, 2003). Besides, they could help their followers
to harmoniously experience green behaviours at work and hence enable autonomous
motivation to be realized (Graves, Sarkis & Zhu, 2013).

Transformational leaders, according to a widespread view, use internal rewards and
motivation (Bono & Judge, 2003). But t has also been proven that they use external
rewards and motivation together with the behaviours like determining the expectations
and managing rewards based on performance (Judge & Piccolo, 2004). In this context,

11



ISTANBUL MANAGEMENT JOURNAL

GTL’s could use external rewards as a motivation instrument in order to direct employees
to green behaviour at work. For example, they could provide external motivation by
increasing their followers’ competence through focusing on improving their capabilities
(Graves, Sarkis & Zhu, 2013; Graves & Sarkis, 2018).

Kura (2016) made a study thinking that the concept of environmental concern could
be a key mechanism in explaining the connection between GTL and green behaviour at
work. Basing his study on the theory of planned behaviour, he tried to explain that an
employee who is worried about the natural environment has a high possibility to head
towards green behaviour. The conclusion of the study shows, environmental concern
plays a mediating role between green transformational leadership and green behaviour
at work. Consequently, it is seen that employees inspired and intellectually encouraged
by their GTL’s, have higher possibilities to show apprehension about nature and this
situation positively affects green behaviour at work.

Robertson & Carleton (2017) conducted research to explain how and under what
conditions GTL style affects employees’ voluntary green behaviour. The results of the
research show that GTL style directly affects employees’ voluntary green behaviours,
and that employees’ perceptions of their co-worker’s pro-environmental climate
partially mediate this relationship. The results also show that internal environmental
focus of control moderates the indirect effects of GTL style on employees’ voluntary
green behaviour.

Hadi & Rasoll (2017) have developed a conceptual frame that displays the
importance of GTL in supporting employee pro-environmental behaviours, basing
on self-determination theory and transformational leadership theory, as a result of an
extensive literature review. They have pointed out that there would be a positive sided
meaningful relationship between GTL style and employee pro-environmental behaviours
and in this relationship, autonomous motivation would take the mediator role.

Wang, Zhou & Liu (2018) have studied the effect of GTL on green behaviour at work
in the light of value congruence perspective and moderating the role of employees’ green
identity, by using the theory of transformational leadership and identity. Conclusion of
the study shows that value congruence plays a mediator role in the relationship between
GTL and green behaviour at work and this mediation could be managed according to
green identity. Therefore, employees with a high green identity could interpret vision
and values provided by GTL’s more greenly and could experience a deep harmony
between leaders’ values and their own.

Magziriri & Saurombe (2018) as a result of the study they made basing on human
capital theory, natural resource-based theory and green theory, have concluded that
GTL style has a positive and significant impact on employee’s harmonious habitation
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of the environment. Besides, it has also been revealed that employee’s harmonious
habitation of the environment has a positive and significant impact on employee’s green
behaviour at work. However, in this study as different from the others, it is surprisingly
seen that the same positive and significant relationship could not be retained between
GTL and employee’s green behaviours. As a result, it is seen that in order to increase
the employees’ green behaviour at work, corporates should enhance their GTL.

GTL and green creativity

Creativity in business literature is generally described as creating new and useful
products, ideas and procedures for innovation (Shalley, Gilson & Blum, 2000). Creativity
is critically important for corporates to organizationally develop and to show high
performance (Amabile, 1988). Creativity is brought out as a determiner of new product
development performance (Chang, Tein & Lee, 2010). Conclusions of the studies
show there is a positivaely meaningful relationship between creativity of the product
development team and product development performance (Smith & Reinertsen, 1992;
Amabile et al., 1996).

Green creativity is to develop new ideas about green products, processes and services
or applications considered as new and useful (Chen & Chang, 2013). In the research
by Cheng & Chang (2013), it is seen that corporates with high green creativity have
high green product development performance. Directors of corporates are highly
worried about the way to encourage green creativity (Chen & Chang, 2013; Zhu,
Cordeiro & Sarkis, 2013). Studies on creativity show that one of the most important
factors to develop employees’ creativity is the “leadership behaviour” (Amabile et al.,
2004; Mumford & Hunter, 2005). The leadership behaviour that inspires its employees
with a certain vision, helps to clarify some concrete goals and enables the employees
to communicate well within their team (Moslehpour et al., 2019), is seen as one of
the main factors to be successful in all kinds of group activities (Dansereau, Graen
& Haga, 1975).

Academicians who do research about creativity by social learning theory principles,
state that thanks to charismatic behaviour and intellectual stimulation of the leader, the
followers could proactively think and develop new ideas (Gong, Huang & Farh, 2009;
Mittal & Dhar, 2015). Social learning theory could be described as indirect learning
based on the other’s behaviours and observing these behaviours. According to this
learning called observational learning, people, without need for trial and error, could
earn general and integrated learning molds (Bandura 2001). This kind of learning
process could help employees to form creative self-efficacy, then to determine difficult
goals and to be motivated to fearlessly continue when they face a negative situation
(Bandura, 1986). As seen, this theory is closely connected with specific components
of transformational leadership.
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Transformational leadership through intellectual stimulation could be an inspiration
source for employees to build problems, search for information, find solutions and
develop cognitive processes about creativity (Reiter-Palmon & Illies, 2004; Gong,
Huang & Farh, 2009). With inspirational motivation, the transformational leader who
puts a clear vision for its followers and shows way to realize this vision (Gong, Huang
& Farh, 2009; Mittal & Dhar 2015), gingers up by team soul vaccinating (Gao & Bai,
2011) and becomes an inspiration for followers to express their ideas, encourages the
creative thought.

Moreover, with individual consideration, it could support creativity by providing
coaching and consultancy to its followers (Gong, Huang & Farh, 2009). In conclusion,
with its idealized influence, namely charismatic power, it could help the followers
to produce inspiring ideas (Gao & Bai, 2011). Results of the studies also show the
importance and positive effects of transformational leadership behaviour on employees’
creativity (Avolio, Bass & Jung, 1999; Woodman, Sawyer & Griffin, 1993; Jung, 2001;
Elkins & Keller, 2003; Shin & Zhou, 2003; Gong, Huang & Farh, 2009; Gumusoglu
& Ilsev, 2009; Wang & Rode, 2010; Cheung & Wong, 2011; Zhang et al., 2011; Mittal
& Dhar, 2015).

Similarly, Chen & Chang (2013), Mittal & Dhar (2016), Jia et al., (2018), Bahzar
(2019) and Wenjing et al., (2020), reveal with their studies that GTL style has a positive
impact on green creativity. In a study, i t is seen that green organizational identity is a
partial mediator for the relationship between GTL and green creativity and when the
corporations’ sourcing commitment is high, the positive impact of green organizational
identity on green creativity increases (Mittal & Dhar, 2016).

Another study confirms that GTL style develops green creativity by encouraging
green human resources management (Jia et al., 2018). Besides, it is seen that there is
a positive sided meaningful relationship between GTL and employees’ green passions
(Robertson & Barling, 2013; Jia et al., 2018). Moreover, green passion acts as a mediator
for the relationship between GTL and green creativity (Jia e al., 2018). Consequently,
for leaders to provide green creativity, it could be said that they need to make necessary
sources ready and develop employees’ green organizational identity perceptions and
knowledge, awareness and capabilities about nature.

GTL and green performance

With the effect of environmental pollution and global warming increasing these
days, environmental preservation has become an important subject. Consumers who
have understood the negative effects of industrial production on the environment ,
have begun to pay more attention to green products (Chen, 2010; Chen & Chang,
2012). Therefore, corporations are in a position to both meet the environmental needs
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of the market and to adopt green innovation for various strategies (Chen, 2008; Sheu,
2014). Corporations who have reached this awareness level, head towards designing
and developing green products (Chen, 2011).

Leaders, thanks to their leadership, empathy and persuading abilities for employees
to reach the goals, could play a key role in the achievement of the product development
team (Edmondson & Nembhard, 2009). Studies show that transformational leadership
has positive effects on organizational innovation performance (Jung, Chow & Wu,
2003; Ross & Gray, 2006; Sarros, Cooper & Santora, 2008; Gumusoglu & IIsev, 2009;
Chen, Chang et al., 2014). Transformational leaders could create benefits for new ideas
in the innovation process to pervade. Moreover, they could play a supporting role by
motivating the followers to think about all problems in new techniques (Waldman &
Bass, 1991; Keller, 1992). As a result, transformational leaders could increase new
product development performance by building a new vision, putting high performance
expectations out, showing clear goals to its followers and personal support (Sarros,
Cooper & Santora, 2008).

Studies show that GTL style has a positive and important effect on green performance
(Chen & Chang, 2013; Chen, Chang & Lin, 2014; Zafar et al., 2017; Bahzar, 2019; Liu &
Jie, 2020). Green performance could be described as software and hardware performance
included in the innovation process that consists of modernizing in technologies related
with energy saving, waste reduction, recycling and corporate environment management,
for a corporate to produce green products and processes (Chen, Lai & Wen, 2000).
According to the results of a study made by Zhou et al., (2018) both the GTL and
individual green values create positive effects on green psychological climate, and
green product development performance is positively affected from this situation. In
addition to this, it has been proven that when GTL style is matched with employee’s
green values, it is possible to create a green psychological climate, and hence increase
green product development performance. So, according to person-supervisor fit theory,
as a result of the match of employees’ individual green values and GTL’s values, it
could be said that the green psychological climate level increases. Besides, it could
be also said that when the green development idea of GTL matches with employee’s
environmental beliefs, employees’ motivation and green product performance increase
(Zhou et al., 2018). Another research confirms that GTL develops green innovation
by encouraging green human resources practices. Besides, green human resources
practices act as mediators for the relationship between GTL and green innovation
(Singh et al., 2020).

Bahzar (2019) as a result of the study he made basing on resource-based theory
has concluded that GTL has a positive and significant impact on eco-innovation.
Furthermore, the results have confirmed that GTL, eco-innovation and green creativity

15



ISTANBUL MANAGEMENT JOURNAL

have a significant impact on energy efficiency.

Research shows that GTL positively affects green mindfulness, green self-efficacy
and green performance. Moreover, green mindfulness and green self-efficacy act as
partial mediator to positive relationship between GTL and green performance. When
the green transformational leader decides on applicable goals, clarifies standards,
develops a collaborative culture, makes positive feedback and takes a coaching role,
it could be said that the employees could increase their green self-efficacy (Chen,
Chang & Lin, 2014; Zafar et al., 2017). Besides this, as the GTL could encourage the
employees to develop new green ideas, carry out their knowledge and learn new green
technologies, they could both raise green awareness and activate green organization
processes (Vogus & Sutcliffe, 2012). As a result, it is seen that in order to increase the
green performance, corporates should enhance their GTL, green awareness and green
self-efficacy (Chen, Chang & Lin, 2014; Zafar et al., 2017).

Results of the literature analysis

In this section, as a second piece of the results, a descriptive analysis is made and
presented to discuss the advanced literature review. Process of the classification and
categorization of the selected 24 articles displayed on Table 4, has been performed
in the direction of classification and coding in Table 2. The subjects analysed in this
study are national context, method, sector, research focus, key mechanisms to explain
the focus of the research and the position of GTL in the analytical model.

Table 4
Categorization and classification of selected articles
. 1- 2- 3- | 4- 5 - Key 6-
Year | Authorship | Country Context | Method | Sector | Focus | Mechanisms | Position
2013 | Chen & pivan B A E A | B,C N B
Chang
2013 | Oraves, Sarkis | oo, B AE | AB| A D,E B,C
& Zhu
2013 | Robertson& | US., | )« | 4 p | ¢ A F A B
Barling Canada
2014 | Chen, Chang | B AE A C C B
& Lin
2016 Kura Nigeria B AE B A 1 B
2016 | Mittal & Dhar India B A,E B B L B
2017 | Robertson & |y o A AE | A A A B
Carleton
2017 | Hadi& D | BC | C | A B
Rasool -
2017 Zafar et al. Pakistan B AE C C
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2017 R"ggﬁfgg &1 US| ac [ADE BC| A N B
2018 Jia et al. China B AE A B B,F B
2018 Robertson U.S. A AE B, C A N B
Maziriri & South
2018 Saurombe Africa B AE € A M B
2018 | Wang Zhou oy B AE | A
& Liu
2018 | Zhouetal. _ AE A A
2018 Gg&;\;le(?s& US. A AE | A D,E B
Kim & South
2018 Stepchenova Korea AE C J
2019 Bahzar Indonesia B AE B,C N
Saleem,
2019 | Mahmoo & | Pakistan B AE B A D B
Ahmed
2019 Kim et al. Thailand B AE B A K
2019 | 9T SIS | pssia AE | AB| A N
United
2020 | Singhetal. Arab A A E A C B B
Emirates
2020 Liu & Jie China B AE A A, C G B
2020 | Wenjing et al. | China B A E A B D,E B

According to the 1st group classification on national context,it is seen that 15
researches have been performed in developing countries (B category), 5 researches
have been performed in developed countries (A category) and 2 researches have been
performed in developed countries beyond national context (A and C category). Besides,
it could be stated that 1 article represents a theoretical research and 1 article takes part
in D category as its national context is not clear. According to these findings (Graphic
1), It could be said that research on GTL has been performed in developing countries.
The r eason for the intensity of research in developing countries could be described
as the situation that depletion of natural resources, destruction of the environment and
increasing global carbon footprint for the sake of rapid urbanization and economic
development, create great anxiety in governments of developing countries (Kumar,

2013; Ogra, 2008).
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Graphic 1. Frequency of the results for national context

When the classification in the 2nd group about the method of research is examined,
it is seen that 22 articles take part in A and E categories, 1 article in A, D and E
categories and 1 article in B and C categories. According to these findings (Graphic
2), It could be said that in research , quantitative methods are generally preferred, and
primary data is used.
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Graphic 2. Frequency of the results for method of research

According to the 3rd group classification about the economic sector the research
has been performed on, it is seen that 11 articles take part in A category, 6 articles in
B category, 3 articles in C category, 2 articles in A and B categories and 2 articles in
B and C categories. According to these findings (Graphic 3), It could be said that the
current studies have been carried out both in the manufacturing industry and in the
service sector.
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Graphic 3. Frequency of the results for sector

When the 4th group classification which reports the focus of the research is
examined,it t is seen that 13 articles take part in A category (GTL as driver for green
behaviour at work), 3 articles in B category (GTL as driver for green creativity), 5
articles in C category (GTL as driver for green performance), 2 articles in B and C
categories and 1 article in A and C categories. According to these findings (Graphic
4), 1t could be said that the GTL style is mostly discussed as the driving forces of the
employees’ green behaviour at work.
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Graphic 4. Frequency of the results for research focus

When 5th group classification which reports the key mechanisms that explain the
impact of GTL style on green behaviour, green creativity and green performance,
is examined, It is seen that 5 articles take part in D and N categories, 3 articles in E
category, 2 articles in A, B, C and F categories and 1 article in G, H, I, J, K, Land M
categories. According to these findings (Graphic 5), It could be said that the GTL style
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is effective in increasing the internal motivation of the employees and this situation
positively affects the green behaviour at work.
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Graphic 5. Frequency of the results for key mechanisms to explain the focus of the research

According to the 6th group classification showing the position of GTL in the
analytical model, it is seen that 22 articles take part in B category, 1 article in A and B
categories and 1 article in B and C categories. According to these findings (Graphic
6), It could be said that GTL has usually been discussed as an independent variable.
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Graphic 6. Frequency of the results for position in the analytical model
Future research agenda

GTL style is a concept that has just begun being relatively discussed in literature,
and it is seen that i t has a positive and significant effect on green behaviour at work,
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green creativity and green performance. When the researches in literature are examined,
it is seen that according to results in the 1st group that shows development level and
number of countries in which the research has been performed, the researches on GTL
have been performed in developing countries. These results indicate that there is a
gap in the literature about the studies covering the reality of developed countries and
multiple countries. Therefore, the first research proposal: In order to understand the
different approaches of GTL, studies are conducted covering developed countries and
to investigate comparisons between companies in multiple countries.

According to the results of the 2nd group that cover methods of research, it is seen
that quantitative methods are generally preferred, and primary data is used. Quantitative
studies that use secondary data and qualitative studies that are based on case studies
have not been encountered in literature. There is a gap in this area to develop studies
that deepen analysis of studies on GTL with qualitative methods and case studies.
Besides, it could also be said that there is a gap to make research with quantitative
studies by using secondary data. Therefore, the second research proposal: In order to
deepen the analysis of GTL, it is to conduct qualitative studies based on case studies,
and quantitative studies using secondary data.

According to the 3rd group classification about which economic sector the research is
performed on, it is seen that the current studies were carried out both in the manufacturing
sector and in the service sector. However, these results show that there is a gap in the
literature regarding studies comparing manufacturing and service sectors. Therefore,
the third research proposal is to develop studies comparing manufacturing and service
sectors.

According to results of the 4th group classification that report the focus of the
research, it is seen that most of the researchers analyse GTL style as a driving force
for green behaviour at work. By that , it could be expressed that researchers in less
numbers deal with GTL as a driver for green performance. Research in least numbers,
though, analyse GTL as a driver for green creativity. Therefore, the fourth research
proposal is to develop research to better understand the effects of GTL style on green
creativity and green performance.

According to the Sth group classification results, which reported the key mechanisms
that explain the impact of GTL style on green behaviour, green creativity and green
performance, GTL style affects employees’ green behaviour and green performance
of corporations through multiple mechanisms. However, in order to better understand
the mechanisms by which GTL affects employees’ green behaviour at work and the
green performance of corporations, it can be said that longitudinal research involving
other potential mediators and using multiple data sources is needed. Therefore, the
fifth research proposal is to conduct longitudinal studies using multiple data sources
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and other potential mediators to better understand the mechanisms by which GTL
affects employees’ green behaviour at work and the green performance of corporations.

According to results of the 6th group classification showing the position of GTL
in the analytical model, it could be seen that GTL has usually been discussed as
an independent variable. Future research could examine the potential antecedents
of GTL. In addition to this, future research could analyse GTL’s moderating role.
For example, green absorptive capacity described in literature about environmental
sustainability as “obtaining environmental information, internalization, conversion and
usage capabilities”, is seen to have a positive and significant effect on green dynamic
capacities (Chen 2015). In this relationship, both the moderating role of GTL and
moderating role of this leadership in the relationship between green absorptive capacity
and green performance could be investigated. Therefore, the sixth research proposal is
to examine the potential antecedents of GTL and to analyse the moderate role of GTL.

Conclusions

Warming of the globe that we are living on, stares us in the face as one of the most
serious risks that threaten human beings’ together with plants and other living species’
future. It is seen that corporations, to be able to solve the problems of sustainability
like climate change, global warming and extinction threat of natural resources, apply
environment management systems with policies (Darnall et al., 2008; Gotschol et al.,
2014). In the achievement of environment management systems being mainly connected
with employee’s behaviours,it t is seen that there is a consensus in literature in direction
that leadership style is important in directing the employees (Ramus & Steger, 2000;
Andersson, Shivarajan & Blau, 2005; Robertson & Barling, 2013). GTL style has been
suggested by Chen & Chen (2013) and Robertson & Barling (2013) as being a product
of transformational leadership that specifically adopts green values. This leadership
could be described as a leadership style that adopts behaviours motivating followers
to reach environmental goals and encouraging them to show performances more than
the expected. On the grounds of resource-based theory, “GTL style” could be pointed
out as one of the important internal resources and capabilities of corporations to be
able to reach their environmental sustainability goals. Thereby, it is quite clear that
putting forward the contributions about this internal resource and capability that creates
advantages to corporates in sustainable competition, is important. From this point of
view, in this study, by performing integrative systematic literature review, it has been
aimed to examine research on GTL, to discuss present studies with an interpretive
approach, to gather them under titles and classify, and to propose a future research
agenda. For the purpose of this goal, it has been aimed to contribute to practice and
literature. For this reason, this study has developed an integrative systematic literature
review on GTL, where 24 articles have been selected through an advanced search in
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academic bases, classified and codified based on a proposed system. The subjects
analysed in the study are national context, method, economic sector, research focus,
key mechanisms to explain the focus of the research and the position of GTL in the
analytical model. Results of the analysis show that research on GTL has been performed
in developing countries and quantitative methods based on primary data are preferred
in research and current research has been carried out both in the manufacturing and
service sectors. In the conclusion of the study, researches related to GTL style have
been gathered under three titles as “GTL and green behaviour at work”, “GTL and
green creativity” and “GTL and green performance”. As a result, it is understood that
for the achievement of corporations in the context of environmental sustainability,
employees should perform green behaviours (environmentally responsible behaviours),
and the closest manager’s leadership style is important in fulfilling this (Ramus &
Steger, 2000; Andersson, Shivarajan & Blau, 2005; Robertson & Barling, 2013). It
has been proven with studies that GTL style is effective in encouraging the employees
to green behaviour at work (Graves, Sarkis & Zhu, 2013; Robertson & Barling, 2013;
Kura, 2016; Robertson & Carleton, 2016; Robertson & Barling, 2017; Graves &
Sarkis, 2018; Wang, Zhou & Liu, 2018; Saleem, Mahmoo & Ahmed, 2019; Graves,
Sarkis & Gold, 2019). Researchers have shown that the GTL style is also effective
in increasing the intrinsic motivation of the employees and this situation increases
the green behaviour at work. Besides, it is understood that green creativity concept is
important for corporations to increase their green innovation performance, and GTL
has positive and significant effect on green creativity (Chen & Chang, 2013; Mittal
& Dhar, 2016; Jia et al., 2018; Bahzar, 2019; Wenjing et al., 2020). Moreover, it has
been supported by empirical studies that GTL style is important for corporations to
improve green performances (Chen & Chang, 2013; Chen, Chang & Lin, 2014; Zafar
etal., 2017; Bahzar, 2019; Liu & Jie, 2020). At the same time, researchers have shown
that GTL style is effective for increasing green awareness and green self-efficacy of
the employees and hence increases green performance (Chen, Chang & Lin, 2014;
Zafar et al., 2017).
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Abstract

Scholars and practitioners are paying increased attention to the concept of organizational conscience as it leads to
positive outcomes in organizational life. Despite this increase, there is a gap measuring the perception of organizational
conscience. To fill this gap, this study aims to develop a scale which measures the perception of organizational conscience.
For this purpose, it uses a methodological approach with three steps which are item generation, scale purification and
scale development. A special focus on developing a scale to measure organizational conscience using both qualitative
and quantitative methods through data obtained from 239 service employees. As a consequence, a six-dimensional scale
containing twenty seven items developed distinctive dimensions of organizational conscience: humanistic work climate,
mindfulness, existential harmony, customer-oriented view, sensitive attitudes, ethical temperament. The results of this
study suggest that the organizational conscience scale is a valid and reliable measurement tool for further research on
management.
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Introduction

Organizations are considered essential parts of larger social and natural systems
that operate for integrative and sustainable purposes. Sustainable objectives describe
the tendency of an organization to create a corporate reputation perception, to increase
profitability and market share. On the other hand, integrative purposes include increased
value over human oriented values and cooperation. In this regard, while sustainable
objectives require competition and differentiation from the rivals; integrative views
entail the integration of certain social values such as moral, virtue and conscience to the
work life (Pandey and Gupta, 2008: 892-895). Indeed, it is observed that an increased
emphasis on ethics, virtue and conscience in the organizational context allows for
maintaining humanistic culture which causes employee motivation, positive attitudes
and stakeholder satisfaction in the long term. However, these values are considered
as the intangible assets of organizations (Ruiz Palomino and Martinez, 2011: 70).

A full spectrum of conscience is particularly regarded as necessary for the success
of an organization and also facilitates the creation of a climate of trust and provides
rapid management of complexities (Andersson and Nordenson, 2015: 1). Therefore,
due to the 21% century which is full of challenges and possibilities, the traditional
paradigm is not valid anymore and, there is a need to adopt the organic paradigm
which underlines that organizations as living mechanisms are mutually interconnected
with all of their functions. In other words, this new paradigm is called organizational
conscience approach which focuses on intangible assets rather than tangible assets.
This approach highlights the drivers of organization conscience, for example what
they value, how they fulfill their environmental and social responsibilities and what
the inside components are. Thus, it can be inferred that organizational conscience
is characterized by the indicators of culture, corporate social responsibility, values,
business ethics and stakeholders’ expectations (Ajmal and Lodhi, 2015: 202-203).

A conscious organization is where employees are rigidly committed to moral values and
take responsibility for their work roles. It also represents trusting and healthy relationships
among employees and the organization’s mission valued more than individuals’ goals
and desires (Renesch, 2012: 3). Further, organizational conscience is considered as a
distinctive mechanism which allows the achievement of goals and objectives of all
stakeholders. Besides, the perception of organizational conscience facilitates obtaining
the expected positive individual and organizational outcomes and ensures maintaining
attractive working conditions. In the last decades, thanks to these positive outcomes, the
concept of organizational conscience has been increasingly popular in the literature. The
recent studies reveal that, there is a gap in the literature about the definition, antecedents
and measurement of the concept of organizational conscience. This study aims to develop
a valid and reliable scale to measure the perception of organizational conscience and
render this scale suitable for use in the service industry.
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The Concept of Organizational Conscience

Conscience is generally considered as the cornerstone of ethics, affecting both
individual’s private and professional lives (Dahlqvist et al., 2007: 181). Conscience
is a real and important part of human psychology and moral point of view (Lyons,
2009: 478). Some scholars consider conscience as a source of moral knowledge and
moral actions, while others suggest that it is a feeling for the approval or disapproval
of the attitudes and behaviors as a result of psychological or social conditioning
(Eluke, 2014: 219). Thus, conscience refers to an inner voice which leads individuals
to recognize, understand and interpret their surroundings and also restricts their actions
(Gorbanzadeh et al., 2015: 8211). The theoretical roots of the concept of conscience are
based on Freud (1920), Piaget (1977) and Maslow (1970). However, some prominent
researchers in the field such as Kegan (1982; 1994); Kohlberg (1979) and Loevinger
(1976) explained the process whereby conscience develops and asserted that when
there is a high level of conscience, individuals are expected to cope with the complex
environment (Andersson and Nordenson, 2015: 1). Human conscience evolves in
sequential stages. For example, from the individual perspective, the stages of conscience
development reflect how individuals evaluate themselves and their environment.
Also, from the societal perspective, conscience stages indicate different values, needs,
ethics and societal structures (Andersson and Nordenson, 2015:1-2). On the other
hand, in the business world it is called job conscience and organizational conscience.
Job conscience refers to the sense of responsibility, commitment and fulfillment of
duties in the business life (Beheshtifar and Moghadam, 2016: 91). Therefore, it can
be suggested that the concept of conscience is defined from different perspectives,
resulting in social conscience; job conscience, corporate conscience and organizational
conscience (Kanten et al., 2019: 866).

Social conscience refers to the level of awareness as an individual organizes his/her
own attitudes and behaviors towards others in line with the ethical norms of the society
(Schlitz et al., 2010: 22). Working or job conscience is defined as the commitment of
an individual to fulfilling the given duties, his/her sense of responsibility and effort to
complete his/her job in a perfect way both quantitatively and qualitatively (Sheikhy et
al.,2016: 1366). Corporate conscience or organizational conscience is described as an
organization’s ability to perform their activities with honesty and integrity (Renesch,
2012: 2). Organizational conscience refers to the promotion of public interests through
corporate social responsibility activities. In other words, it focuses on organizational
wealth which seeks to provide a group of stakeholders such as customers, employees,
suppliers and public institutions interests and expectations in scope of the value creation
process (Madumere, 2015: 3).

A higher level of organizational conscience leads organizations to pay attention to
their environment, to provide a healthy and satisfying place for their employees and to
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establish good relationships with others and to promote greater success (Harrison, 1994:
4). Therefore, it can be said that organizational conscience plays an important role in
the development of structures, functions, positive behaviors and inferior performance
within an organization. Thus, it is expected that a higher organizational conscience
allows for qualitative products, ensures the survival and development of the organization
as well as facilitates attracting talented employees and customers (Beheshtifar and
Moghadam, 2016: 91). As summarized, based on the perception of organizational
conscience, positive outcomes are expected from both individual and organizational
perspectives such as increased organizational commitment, work performance, job and
customer satisfaction, institutionalization and maintaining corporate social responsibility
activities (Kanten et al., 2019: 867).

Framework of Organizational Conscience

Conscience organizations are highly aware of value chains and social responsibility
activities related to customers and culture which are essential parts of organizations.
Researchers in the literature seem to focus on the components of organizational
conscience. For example, it is suggested that employees have sensation skills, emotional
flexibility, thoughtful and collaborative attitudes. Besides, they have to learn from
their and others’ mistakes also to maintain an open-minded and problem-solving
perspective as to provide organizational conscience (Edgeman and Eskildsen, 2012:
4). However, Barrett (2002) claimed that organizational conscience can be maintained
on seven levels as survival, positive relationships, transformations, internal cohesion,
making a difference, service quality and employee performance. In detail; financial
stability, financial growth, employee health and safety practices, open communication
and conflict resolution, creating customer loyalty and employee satisfaction, decent
human resource practices, empowerment, continuous learning and focus on personal
growth, strong cohesive and forgiveness culture, mentoring and coaching activities,
focus on mission, vision, ethical attitudes, productivity and efficiency may develop
the perception of organizational conscience.

Organizational conscience reflects the ethical temperament of the organization.
According to Pandey and Gupta (2007) there are three levels of organizational
conscience which are market conscience, social conscience and spiritual conscience.
Market conscience is related to organizations profitability and efficiency. While social
conscience seeks for employee involvement and aims to maintain good relationships
with customers and suppliers, spiritual conscience is about creating an energized
workplace with creative and learning inspiration. However, conscious organizations
need to maintain their ethical culture which might shape employees’ attitudes and
behaviors based on moral values and ethical principles (Lukaszewski, 2016: 1). The
importance of ethical behaviors has been once again emphasized after the major
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corporate scandals such as Enron, Tyco and World.com (Welsh and Ordoéiiez, 2014:
723). These cognitive errors lead to ethical dilemmas which in turn may decrease
the ethical decision making process and emerge unethical behaviors. Therefore, it is
needed to identify situational factors that may reduce unethical attitudes (Rainone
et al., 2020: 2). For that reason, in response to recurring corporate scandals modern
organizations need to identify conditions, follow moral principles, values and to adopt
corporate conscience insights across the organization (Nelson, 2018: 1655). Previous
studies on organizational conscience indicate that great attention has been given to it
due to unethical attitudes in an organizational context, but empirical studies are mostly
limited with this concept. Although organizational conscience is an important concept
for the modern working era, it is notable that there has been no attempt to measure this
construct and its dimensions. Therefore, this study aims to fill this gap by developing
and validating a scale for measuring organizational conscience.

Methodology

The research objective of this paper is to develop and validate a scale to measure
organizational conscience. Because of the increase in recent corporate scandals and
immoral outcomes from both individual and organizational perspective, the concept
of organizational conscience has become prominent. In the literature, there is a lack
of definition on organizational conscience and a gap for its measurement. To that end,
this study aims to explain the concept of organizational conscience in detail and to
develop a scale for its measurement by identifying its dimensions; thus, it significantly
contributes to the literature. The present study adopted Churchill’s (1979) multi staged
development process to design the scale. In addition, measurement of validity and
reliability guidelines were adopted from the studies of DeVellis (2003), Cabrera-Nguyen
(2010), Boateng et al. (2018), Carpenter (2018). Accordingly, the scale is developed
under three steps: item generation, scale development and scale evaluation.

Item Generation and Content Validity Assessment

In the first step for item generation, an extensive literature review was conducted
and semi-structured interview forms were formed based on the literature review on
the concept of organizational conscience and on the knowledge of experts in this area.
Therefore, organizational conscience scale was generated by using both qualitative and
quantitative techniques. As an inductive method perspective, the scale development
process started from in-depth interviews and content analysis.

In-depth interviews
For the first stage of data collection as generating item pools, in-depth interviews
method used to collect information. The interview form consisted of 24 open-ended
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question related to the organizational conscience. Based on Strauss and Corbin’s (1990)
guidelines and using purposive sampling method, 27 employees from the service
industry from different stores were chosen. According to the purpose of research, the
employees were taken as a sample due to considering their status, positions and tenure.
Following these criteria, it is considered to planning interviews as a convenient time
and workplace locations of the participants. However, all interviews were conducted
face-to-face between the March-April 2018 and each interview lasted between 30 and
60 minutes. The participants were asked the meaning of organizational conscience
and how they perceived their organizations. Also they asked which conditions may
shaped organizational conscience or how they feel regarding the policies or practices of
their organizations. Moreover, it tries to obtain information that is needed to maintain
organizational conscience. Through various data sources, the convenience and purposive
sample of 27 interviews reached a point of theoretical saturation. After that, all interviews
were recorded digitally, transcribed verbatim, and transferred into the MAXQDA
software for data management. The profiles of the 27 interviewees are shown in Table 1.

Table 1
Demographic Data of Interview Participants
The .
Number of | Industry Title Gender Average | Educational | Average
Partici Age Level Tenure
articipants
Sales
5 Retailing | Representative and | Male (5) 31 Graduate 12
Store Manager
. Customer Male (5)
6 Banking Representative | Female (1) 36 Graduate 13,5
Customer High school
> Health Representative Female (5) 28 / Graduate 7
. Male (5)
8 Automotive Customer_ Female (3) 29,5 Graduate 8
Representative
Private Male (2)
3 Security | Division Manager | Female (1) 37 Graduate >
Content Analysis

To analyze the obtained data, inductive content analysis was used. According to
content analysis, the obtained data were analyzed using Strauss and Corbin’s (1990)
method. This method first requires creating open codes and applying axial codes
by generating main and sub-themes, then creating selective codes by reduction of
sub-themes based on main themes (Kanten et al., 2018: 945). A total of 10 themes
(human resource policies, organizational culture, interpersonal relationships, industrial
characteristics, organizational policies, customer orientation, positive behaviors, negative
behaviors, management style, and individual characteristics) and 52 sub-codes were
identified. Also, 140 items were generated under these main themes and sub-codes. The
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first step of the content validity on the identified items was performed based on expert
opinions. Content validity was tested by consulting experts specialized in questionnaire
development and in management and organization field and sector representatives.
Consequently, a total of 10 experts, who were academicians and industry practitioners,
were identified. The academicians with experience in management and organization field
and the practitioners with experience as a manager of five years or more were asked
to evaluate each of the 140 items either an “essential part”, ”a partly essential part”
of its domain or “redundant”. They were also asked whether they had any additional
open-ended comments as well as specific suggestions for revising any of the items.
Based on the results of the ratings and remarks of 10 experts, 71 items were removed
to ensure scale purification and the resulting 69 items were included. Based on the
views of the experts, the content validity value (CVR) of the total scale was found to
be 0.80. The next step of content analysis was a reliability test; to ensure the reliability
of the study, the other academician who is an expert in management and organization
field was asked to categorize the data. Therefore, the ratio of the coding agreement in
two evaluations is expected to demonstrate 80 percent similarity. In this study, there
is an agreement on 1400 codes and disagreement on 182 codes; so the reliability was
calculated as “0.88” according to the Miles and Huberman’s (1994) formula.

Scale Development Process

In the first phase of the scale development process, a pilot study was conducted.
After the pilot study, the questionnaire form was simplified and distributed to the
main sample.

Pilot Study

To generate a potential list of scale items, a pilot study was conducted. The obtained
data (n=30) were tested and a reliability analysis was performed to assess the scale
and to revise the items. Consequently, 15 items were removed and thus the final
questionnaire form of organizational conscience consists of 51 items.

First Data Collection and Measure Purification

The 51-item scale was presented in a 5-point Likert scale and administered to
the target sample of employees working in different organizations in the service
industry. Convenience sampling technique was used to collect the sample data, through
distribution of hard copy of the survey questionnaire. Around 350 employees were
contacted, 320 hard copy questionnaires were distributed and 250 questionnaires were
returned. After excluding the incomplete and inadequately filled-out questionnaires,
we obtained 232 valid questionnaires, yielding a response rate of 74%. Of the 232
respondents, 52% of them were female while 46% of them were male. However, 40% of
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respondents were aged between 18-25, 42% were aged between 26-33 and 18% of the
respondents were aged above 34. In terms of education levels, 45% of the employees
had a bachelor degree, 25% had a vocational school degree and 30% had a high school
degree. The job titles and occupations of the respondents were analyzed and it was
found that %62 of them work as a sales representative, 17% as a store manager, 10%
as service employees and 6% as an assistant manager. In addition, the majority of them
(75%) have been in employment for less than 3 years.

Item-total Correlations and Exploratory Factor Analysis

In the item-total correlation analysis, 51 items were analyzed and the corrected item-
to-total correlations of 5 items were lower than 0.5 and these items were removed. It
was found that the corrected item-to-total correlations of the remaining 46 items were
higher than 0.5 and all of these items were evidently related to their constructs. After
that, the items were tested through exploratory factor analysis by means of principal
component analysis and varimax rotation was then performed to purify the number of
items and 19 items were excluded. The EFA resulted in a 7-factor structure solution
with 32 items until no further items required removal. The Kaiser-Meyer-Olkin (KMO)
index was 0.87, and Bartlett’s test of sphericity was significant at the level of 0.01,
which justified the use of EFA. The combined factor loadings accounted for 62% of
the total variance, and all factors in this study were found to have good reliability (o >
0.7), indicating that these items had an acceptable internal consistency and each factor
was suitable for measuring. The remaining factors were labelled as “mindfulness”,

LRI 99 ¢,

“existential harmony”, “humanistic work climate”, “ethical temperament”, “sensitive

LRI

attitudes”, “customer-oriented view”,

Confirmatory Factor Analysis

After obtaining the seven factors from initial factor analysis, next to verify the
structure the confirmatory factor analysis performed using LISREL. To examine the
psychometric properties of the instrument, the maximum likelihood estimation method
and goodness-of-fit indexes were used. The results indicated that the model produced
a clear factor structure and fit the data reasonably well (x> =551.50, df =308, p<0.01,
standardized RMR = 0.072, RMSEA =0.058, CFI = 0.97; IFI=0.97). These values
indicate that the measurement model is acceptable (Schermelleh-Engel et al., 2003:
52). Figure 1 and Table 2 shows the 6-dimensions 27-items in CFA results.
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Figure 1. Measurement Model
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Table 2

Factor/ltem  Factor CR AVE Cronbach Alpha’s
Factor 1: Mindfulness Loading 0.900 0.564 0.870

OC1 Employees are promoted based on the performance
evaluation.

OC2 A fair performance evaluation system is implemented in
this organization.

OC3 Ethical principles are followed in the recruitment process.
OC4 This organization acts legally on certain issues such as
pay, leave and work hours.

OC6 This organization offers training opportunities for
employees who seek to develop themselves.

Factor 2: Existential harmony

OC7 Employees are occasionally humiliated in front of others.
OC8 Employees are occasionally alienated by others.

OC9 Employees easily go behind each other’s back.

OC10 Employees are sometimes underestimated by their
managers.

OC11 Malicious gossip is made by employees in this
organization.

Factor 3: Humanistic work climate

OC12 When a problem exists in this organization, senior
management gives priority to its solution.

OC13 This organization respects the private life of its
employees.

OC14 Decisions are implemented by senior management
without leading to discrimination among its employees.
OC15 When employees are subjected to injustice, they can
claim their rights.

Factor 4: Customer oriented view

OC16 The organization pays attention to customer satisfaction
during and after sales or service.

OC17 Ensuring customer satisfaction is as important as
generating profit.

OC18 Senior management acts solution-oriented to prevent
customers from suffering any harm.

OC19 Employees always behave honestly towards customers.
Factor 5: Ethical temperament

0OC20 Employees help each other on any issue.

OC21 Employees behave kindly towards customers.

0OC22 Employees feel guilty when they cannot perform their
duties.

OC23 Employees respect each other’s work .

Factor 6: Sensitive attitudes

0C24 Employees give accurate information to the customers.
OC25 Employees have no tendency to exhibit social loafing.
OC26 Employees have not tendency to sabotage progress.
OC27 Employees desire to come early for startup their job.

OCS5 Successful employees are appreciated in this organization.

0.750
0.758

0.716
0.580

0.703
0.646

0.759
0.771
0.682
0.686
0.695

0.566

0.750
0.721

0.699

0.636

0.705

0.606

0.522

0.594
0.612
0.730
0.677

0.668
0.756
0.785
0.683

0.882

0.889

0.857

0.861

0.881

0.600

0.668

0.600

0.557

0.652

0.834

0.834

0.787

0.801

0.818

Confirmatory Factor Analysis Results
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According to Table 2, all measured items had significant factor loadings ranging
from 0.52 to 0.78 (p < 0.001), suggesting that the 27 items adequately measure the 6
factors regarding the perception of organizational conscience. The Cronbach’s a values
of'the 27 items were between 0.81 and 0.87. The values of composite reliability varied
between 0.85 and 0.90, which is above the acceptable threshold of 0.7. AVE values
ranged between 0.55 and 0.68, again above 0.5. It can be thus suggested that based
on Cronbach’s Alpha, CR and AVE values, the scale has high convergent validity (Ali
etal., 2018).

Discriminant Validity

Discriminant validity is tested by comparing the average variance extracted (AVE)
with the corresponding inter-construct squared correlation estimates (Fornell & Larcker,
1981). As seen in Table 3, the square roots of the AVE values of all the real factors such

LRI LIS

as “human resource policies”, “interpersonal relationships”, “organizational culture”,
“customer orientation”, “work ethics and duty awareness” and “counterproductive
behaviors” are greater than the inter-construct correlations, contributes to the discriminant

validity of the constructs. Thus, the measurement model demonstrates discriminant

validity.
Table 3
Discriminant Validity Analysis
Mean S.S 1 2
Organizational Conscience 3.37 .39 1 493%*
Organizational Justice 3.62 76 A493%* 1

Criterion-Related Validity and Known-Group Validity

Criterion validity is the “degree to which there is a relationship between a given test
score and performance on another measure intended to be developed. Criterion validity
was tested under two dimensions as predictive and concurrent validity. Predictive validity
refers to the extent to which a measure predicts the answers to some other question
or which is related with other constructs (Boateng, 2018: 13). For criterion-related
validity, a 21-item organizational justice scale was used to examine the relationship
between organizational conscience and the related concept. To that end, to ensure
criterion validity, the concept of organizational justice was addressed as one of the
implications of organizational conscience. Therefore, Pearson’s correlation coefficient
analysis was performed to test the correlation between organizational conscience and
organizational justice; Table 4 demonstrates the results of this analysis.
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Table 4
Criterion Validity Analysis
. Existential Cus_tomer Humanistic Sensitive Ethical
Variables Oriented Work . .
Harmony . . Attitudes | Mindfulness | Temperament
View Climate
Existential
Harmony 0.775
Customer
Oriented View | -0.337 0.775
Humanistic
Work Climate -0.449 0.580 0.817
Sensitive
Attitudes 0.560 -0.289 -0.346 0.807
Mindfulness -0.356 0.418 0.640 -0.263 0.751
Ethical
Temperament -0.351 0.604 0.491 -0.393 0.389 0.746

The results indicate that the correlation coefficients between organizational conscience
and organizational justice were 0.49, which reveals significant statistical correlations
(p<0.01). This contributes to the criterion-related validity of the organizational
conscience scale. However, the known-group validity method was used to evaluate
different sample groups and to determine whether the organizational conscience
correlation levels between two groups were significant. The samples in this study were
categorized in two groups (Group 1, n=239 and Group 2, n=121). After data collection,
the Pearson product-moment correlation coefficients were measured. As seen in Table
5, there is a high correlation of 0.77 between the 1 and 2™ phase, which is above the
widely accepted correlation of 0.70. The results of the test and retest results indicate
that the scale does not change over time and shows high correlation values.

Table 5

Organizational Conscience Test-Retest Correlation Analysis Results

Organizational Conscience N R p
First phase 239 1 000
Second phase 121 773 )

Results and Discussion

The perception of organizational conscience is considered as one of the main
constituents of social well-being and it involves the reflection of individuals’ moral
attitudes and behaviors on organizational policies and practices. In other words,
organizational conscience is an indicator of the quality of work life that leads employees
to exhibit positive attitudes and behaviors both in their social and work life. A conscious
organization is expected to meet the demands of all stakeholders including customers,
suppliers and other institutions. Thus, being a conscious organization means obtaining
sustainable competitive advantage and increasing financial performance in an easier
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way. In modern work life, it is essential to implement organizational policies by
following moral and ethical principles and also to adopt humane practices to attract
qualified employees and to keep those in place. On the other hand, these organizations
need to offer superior service quality and to ensure customer satisfaction by taking
a customer-oriented view. Therefore, in today’s business area, it is prerequisite to
build a conscious organization culture which entails maximizing the interests of
customers, employees and economic environment and also attaching importance to
the sense of social responsibility. The unethical practices prevalent in organizational
life particularly due to globalization and increasing competition have enhanced the
importance attached to organizational conscience. In this regard, given the significance
given to this concept, this study seeks to develop a scale to measure the perception of
organizational conscience of the employees working in the service industry.

Limited studies exist on the definition, antecedents and consequences of the concept
of organizational conscience and the literature suffers from a lack of a valid measurement
tool on this concept. For that reason, this study fills the gap in the literature by offering a
valid and reliable scale. In this regard, this scale development study was performed using
both qualitative and quantitative methods and following the main scale development
steps. For the qualitative framework, the study first completed the item generation phase.
Based on the studies on this concept and the opinions of experts in management and
organization fields, the questionnaire forms were developed for interviews. Through
deep interview techniques with a total of 27 employees working in the service industry,
information was gathered on the concept of organizational conscience. The obtained
data were examined using a content analysis method; 10 main themes and 52 sub-
themes were identified regarding the concept of organizational conscience. Based
on these main and sub-themes, 140 items were generated to measure this concept.
Following the evaluations of the experts on management, 71 items were removed and
the purification process was conducted with 69 items.

After the item generation phase, the process continued with the scale development
phase. In this phase, a pilot study was conducted and 15 items were removed based
on the reliability and validity analysis; the purification process was conducted with 51
items. The resulting final form for the quantitative study consists of 50 items in a 5-point
Likert type. For reliability analyses, item-total correlations and the Cronbach’s alpha
coefficients, composite reliability and test-retest reliability were measured and all of the
values were within acceptable ranges. Then, for validation; content validity, construct
validity, discriminant validity, criterion-related validity and known-group validity
analyses were tested. The results of criterion-related validity analyses showed that there
was a significant correlation between organizational conscience and organizational
justice. Also, the results of known-group validity analysis indicated that there was a
high correlation between the first and second phases of the research. Following the
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reliability and validity analyses, the scale evaluation phases were followed. The finalized
organizational conscience scale consists of 27 items and 6 dimensions: humanistic
work climate, mindfulness, existential harmony, customer-oriented view, sensitive
attitudes, ethical temperament. That said, the 27-item and 6-dimension organizational
conscience scale is considered as reliable and validate measurement available for use
by other researchers.

Conclusion

Theoretical Implications

Organizational conscience is considered as one of the important components of
modern working life due to prevalent unethical conditions. There has been no extensive
study that discussed the measurement of organizational conscience. Therefore, it can
be expressed that the first contribution of this research is to support the theoretical and
instrumental developments on organizational conscience. In this context, this study
explores the organizational conscience perceptions of the employees from six different
perspectives generally associated with the organizational policies and cultures. The
items and scale proposed in this study represent its conceptual contribution. It secondly
offers both qualitative and quantitative methods used in the scale development process.
For example, the qualitative approach was adopted to explore the nature of the concept
of organizational conscience and to develop a reliable, valid, and multi-dimensional
organizational conscience scale.

Organizational conscience factors identified in this study, which are humanistic
work climate, mindfulness, existential harmony, customer-oriented view, sensitive
attitudes, ethical temperament are key factors of the motivation of employees and
performance of organizations. These factors also show the perception of employees
towards their managers and colleagues; they also indicate the work life quality and the
humane policies of the organization. In addition, they reveal how employees perceive
their organizations’ attitudes towards customers. That is, this study has made a second
contribution by testing these organizational conscience factors. Thirdly, this study
focused on the service industry, specifically, a group of sales employees; so, the content
of the proposed scale is extremely robust and applicable in this area.

Managerial Implications

Analysis on the perceived levels of employees’ organizational conscience yields a
considerable amount of useful information on organizational conditions. The results of
this study may serve as a reference for organizations on how to maintain an adequate, fair
and positive working environment and to effectively serve the interests of customers. For
service organizations, the proposed organizational conscience scale allows organizations
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to obtain information on the working conditions desired by employees. The dimension
of mindfulness policies shows the important components like pay, promotion and
performance evaluation from the perspectives of employees.

The proposed scale can enable service organizations to evaluate their human resource
practices and to create positive working conditions based on employee expectations.
Moreover, organizations can develop a supportive and positive organizational culture
which enhances the satisfaction and loyalty levels of employees. Secondly, the findings
of this study clearly demonstrate that organizational conscience is an essential component
for an ethical, fair and humane workplace. Organizations can foster the perception
of organizational conscience by reducing counterproductive behaviors both towards
employees and customers and also supporting interpersonal relationships. Therefore,
offering a conscious organizational culture may also enhance employee performance.
In other words, organizations of this scale can serve as a self-evaluation tool for
organizations to determine how working conditions are perceived by the members in
an organization. The scale can also be used to encourage organizations to maintain an
ethical manner towards both employees and colleagues.

Limitations and future research

Although the results of this study have helped us gain greater insights into the
perceived levels of employees’ organizational conscience, it should be noted that
there are some limitations in this study. First, only one of the cities in Turkey was
included in the sample due to time and resource constraints. For that reason, the
generalization of the findings is limited. Secondly, this study has a small sample size
and only focuses on employees in the service industry. Further research can study the
impact of organizational conscience of employees on their positive and negative work
behaviors or work performance. Also, future research can validate the reliability of this
organizational conscience scale by testing it in other sectors such as the production sector
and public institutions in different countries or regions. Despite all these limitations,
it is possible to argue that based on the empirical results, this scale can be used by
other academicians. Besides, as this scale has adequate items that are not wordy, it can
be claimed that it measures the perception of organizational conscience effectively.
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Abstract

When the American Civil War ended in 1865, industrial organizations proliferated at an unpredictable rate. With the
ascending number of industrial organizations, new problems emerged that the production process and management
problems in the U.S. The discussion platforms were created and set up by owners, managers, and consultants of U.S.
industry organizations to seek solutions to the joint problems. Management and production process problems had been
discussed on these platforms. This study highlights the significance of science, art, and philosophical concepts related
to the scientific management (S.M.) movement in the early period of U.S. industry organizations by focusing on these
concepts’ similarities and dissociations. The articles, books, and proceedings of the S.M. movement pioneers have
revealed the root causes of the different opinions about the S.M. movement. Science, art, and philosophical viewpoints
of scientific management have discussed S.M.’s pioneers and its period conditions. Different viewpoints indeed created
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Introduction

From the end of the American Civil War in 1865 to the U.S.’s entry into WWI on
April 6, 1917, many factories and production facilities swiftly opened in the U.S., and
industrial life rapidly evolved. In the U.S. after the Civil War, private sector railway
enterprises continued to develop, and all states in the country were connected by a
railway network from the Atlantic to the Pacific coasts in 1869 (Ambrose, 2012:
355-357). Despite the rapid development of industrial organizations in America,
conventional methods used to manage factories and production processes have brought
some problems along with industrialization.

Management and production process problems discussed in the sector-based regional
and national journals of the U.S. then continued to discuss international platforms, such
as the American Society of Mechanical Engineers (ASME) and the Society to Promote
for Science of Management (then Taylor Society). Discussions on the effectiveness and
efficiency of manufacturing in U.S. industrial life evolved into S.M.-related inquiries,
namely art, science, and philosophy. During the ASME meetings, that idea brought
forward that scientific management is an art and science. Then, the Taylor Society
and the honorary president, F.W. Taylor, also stated that scientific management has a
philosophical basis.

Aim and Scope of Research

Although management has existed since ancient times, the trend towards the
management of industrial organizations is relatively more recent. The general definition
of management is doing business for a particular purpose through or with others.
However, there are too many relative definitions of what management is. That variety
stems from conceptual relativity, which expresses different definitions for the concept
of management (Daft, 2012: 217).

However, what management means, in essence, has always been controversial
and relative because it concerns different sides and actors. Although managing is an
action performed by a person or a group, it can also have different trues and aspects
for each facet. Management of an industrial organization structures and practices that
operate an automobile manufacturing organization and industrial organization those
operating railways intrinsically would be different. Even if the methods utilized in
those industrial organizations are the same, their application and results may differ in
industrial organizations and their environment.

F.W. Taylor considered most significant that optimization to all levels and all
organization functions to carry out industry organizations most effectively and
efficiently; and added, if it is not possible, organizations should develop their functions
to be effective and efficient (Taylor, 1911: 35).
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F.W. Taylor also argued that the scientific management movement was not a hollow
approach to problems that only consist of theories. Then, he pulled apart that these
theories should be combined with the experience and practices gained over time (Berber,
2013: 138-139). Taylor’s view at the overhead sentence and the positivist understanding
of that time suggested that the theories and applications of the scientific management
movement could be applied to all organizations in U.S. industries.

The Closed System approach of that time is an approach that brings forward that
organizations have minor interactions with their environment, and general environmental
rules substantially shape those organizations. It expresses a situation that emphasizes
the harmonies and relationships of art and experience, knowledge, society, solidarity,
and science in which reinterpreted and applied the theoretical approaches. In this
regard, the fundamentals of scientific management were discussed at the platforms
in which representatives of organizations came together. Some believe that scientific
management rose on the shoulders of those who pioneered; others put forward the
idea that it brought about the conditions of that period, which caused the maturation of
U.S. industry (Lemak, 2004: 25). The researchers, who consider scientific management
within the spirit of the times, focused on the contributions of scientific management
to processes, employees, social benefits, and disadvantages.

This research analyzes the scientific management movement by comparing its facets
of science, art, and philosophy, which pioneers, and opponents put forward. Within this
scope, it focuses on how the expressions of science, art, and philosophy were related
to the concept of management in the early period of U.S. industrial organizations,
particularly between 1865 and 1917, which was the growth phase of industries in
the U.S. The views of pioneers in the platforms for solving managerial problems in
factories and production facilities were utilized in the research. The research focuses
on the period between the 1865 Civil War and April 2, 1917, that the U.S. entry into
WWI. At that period, the American Industry expanded unprecedentedly in scale before
the unseen .

Research Questions and the Methodology
Regarding the aim and scope of research, the research questions were determined
as below:

(1) What were these S.M.-related concepts that were subject to discussions in
scientific management platforms?”

“(2) What were similarities and separations among them, and how did they come
about?”
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It is reached to the official reports and publication bulletins of the ASME and the
Society to Promote the Science of Management, the articles, books of the scientific
management pioneers. In the 115 issues of the Bulletin of Taylor Society published by
the Society to Promote the Science of Management for 20 years, the books and papers
of ASME members were analyzed by document analysis method, one of the qualitative
research data collection methods. A process map of the concepts was revealed within
the framework of the research questions shown above (Table-1).

The idea of management is science; found a voice for the first time in Henry Towne’s
1886 manifesto (Towne, 1986). In 1894, Henry Metcalfe at an ASME conference bandy
about that management was an art and a science, referring to his book The Cost of
Manufactures and the Administration of Workshops, Public and Private. According to
Metcalfe, activities expressed as science and art should be carried out together for better
management practices and experiences (Metcalfe, 1894). Even though Henry Towne
and Henry Metcalfe’s views emphasized management as a science, A.H. Church and
L.P. Alford argued that management has not got the foundations and systematicity to
be a science (Church and Alford, 1912).

F.W. Taylor, in his The Principles of Scientific Management titled book, which he
prepared for ASME in 1911, tells us the relationship between the S.M. approach and
philosophy (Taylor, 2004). On the other hand, R.F. Hoxie and H.B. Durry criticized
the S.M. in their separate but related articles. While Hoxie treated employees as the
ever-rotating part of the wheel of U.S. industry, Durry focused on the deprivation of
employees’ legal rights and questioned why the S.M. approach that accepts them as
they were could not be developed (Hoxie, 1915).

It reviewed within the research framework that platforms that discussed U.S. industry
organizations’ management and production processes problems. On these platforms,
people who were engineers, managers, business owners, management experts, and
consultants, besides French, British, and other countries’ businesspersons, participated in
the discussions. These discussion platforms were by a majority below listed as American
Railway and Industry journals, American Society of Mechanical Engineers minutes,
bulletin, and reports of the Society to Promote the Science of Management (Table-2).

Although the pioneers in these platforms are in close relationships and relatives,
they have sometimes played active roles in more than one platform. For example,
Scientific management pioneers such as F.W. Taylor, Henry Gantt, Morris L. Cooke,
and Frank Gilbreth were ASME members. They have also played an active and leading
role in the Society to Promote the Science of Management and then Taylor Society.

In the change and development of those platforms, faced problems by organizations
became familiar and were significantly handled. For instance, discussed in the American
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Railway and Industry journals, the factory and engineering problems evolved and
began to be discussed more deeply as management and production process problems
in ASME. The Society to Promote the Science of Management, on the other hand, was
founded by the people who are mostly ASME members and focus on management
problems after ASME’s fundamental engineering problems (Kulli, 2019). In all these
platforms, the arguers focused on how industrial organizations would be more effective
and efficient. To achieve this, arguers put forward the theories, rules, formulas, and
products based on their experience and practice due to observation and research.
Scientific management paradigm, the dominant view has formed that man is a gear of
the machine. Ignoring the social interaction of the employees, the view that all human
beings are the same was standard in this period.

Transposition of Management Problems in U.S. Industries to Discussion Platforms

After the Civil War, the industrial organizations and railway networks that developed
together became the harbinger of industrial development in the country and the rapidly
increasing immigration (Nevins & Commager, 2005: 331-335). Despite the increasing
domestic demand and developing industry in America, doing business changed from
conventional methods to relatively modern methods. This change caused problems in
managerial processes as well as in production processes.

The fact that the manager and the owner of the business were the same people and
that only one managing business owner was dealing with all of the problems had
brought management problems in the factory and railway management on the vast
private enterprise railway network (Taylor Society, 1922: 209-246). Business owners
with an engineering background first addressed management problems in industrial
organizations. They sought to increase efficiency and productivity by discussing
the platforms created through railroad and industry journals (Jenks, 1960). In this
discussion platform, the business managers, most of whom are engineers, who seek
solutions for each other’s problems, founded the American Society for Mechanical
Engineering (ASME) in 1880 with the initiative of John E. Sweet to bring the problems
to a national level (Hutton, 1915).

The majority of ASME members were engineers. Some people direct their work
to optimize engineering practices and members who focus on managerial problems
in factories and production facilities (Brown, 1925). Henry R. Towne (1889-1890),
elected as the eighth president of ASME, was one of the ASME presidents dealing with
managerial problems in society. Henry Towne divided the ASME members into two.
He referred to them as managers and engineers in his manifesto entitled Engineer as an
Economist, which he presented at an ASME meeting in 1886. H. Towne emphasized
that the number of engineers who could demonstrate both executive and engineering
qualifications in ASME was minimal.

53



ISTANBUL MANAGEMENT JOURNAL

According to H. Towne, successful management could be mentioned in industrial
organizations only when members with both characteristics led them. He added that
when managerial problems in factories and production facilities were dealt with by
scientific methods, U.S. industry organizations would show success and development
(Towne, 1986). In his 1886 speech, Towne called that period the progressive era in
which the railways and industry developed rapidly in the U.S. In the progressive era,
enterprises that held the railway network of America operated by private and legal
entities started to increase their capital by borrowing from banks to increase their capital
in a short time. Despite their increasing capital, many railway organizations decided
to go bankrupt when their businesses started to have problems based on prices in the
railway network, an oligopoly. Later, in 1898, Bankruptcy Law was enacted by the
American government (Saros, 2011: 39-40). H. Towne’s emphasis on the necessity
of management to be scientific also comes to the fore here. He emphasized that rules
and formulas should be put forward based on scientific methods rather than practical
knowledge in industrial organizations. The basis of drawing attention to managers and
engineers in industrial organizations was to realize management practices and specify
the rules and formulas applied in management.

Following Towne’s work at ASME, Henry Metcalfe also carried out studies seeking
solutions to management problems. H. Metcalfe took H. Towne’s idea of the scientificity
of management one step further, and in a presentation he made at ASME in 1894, he
argued that management was a science and an art. According to H. Metcalfe, when
combining science and art concepts in management and adaptation to managerial
processes in factory and production problems, this can be expressed as management
science (Metcalfe, 1894).

Metcalfe’s treatment of management as an art and science reveals the conditions
of that period. In the process of restructuring the American industry, the searches of
industrial organizations to develop and their expectations of creating a system within
a particular set of rules and formulas confirm this. In The Cost of Manufactures and
the Administration of Workshops book, H. Metcalfe expresses the concept of art as
all the methods, knowledge, and rules involving certainty in action realization. The
concept of art was the realization of works in a particular order, with predefined and
generally accepted means. Management is an art definition of H. Metcalfe, which
focuses on identifying common problems in industrial organizations that developed
after the American Civil War and sought solutions (Kulli, 2019). He also emphasized
that management is a science that systematically develops cumulative knowledge while
analysing and revealing all individual experiences and practices, including those of
business owners, managers, and employees within the organizations. Thus, forming a
set of rules and formulas. It refers to it as what enables the development of industrial
organizations (Metcalfe, 1894).
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Science in the generally accepted as sense what is understanding the universe and
accessing correct information to develop an approach through a world view, to create a
method and to conduct research, and to present an inference, a product, a collection of
information as a result of this systematic effort (Arslan, 2017: 73-74). While pointing
to management science, Henry Metcalfe argues that it is parallel to the common
sense of science. It was the transformation of applications into information obtained
in a more common form by examining all processes in an industrial organization,
observing employees, and examining process-employee interaction harmony. In this
case, as Metcalfe states, the information obtained will cumulatively become a set of
rules and/ or formulas.

The definitions of art and science that were put forward by Henry Metcalfe related
to management were in parallel with the concepts defined above. Henry Metcalfe’s
definition of the art of management expresses all the rules, knowledge, and methods
that contain certainty. It integrated management science with standard rules and
specific research methods in establishing the framework of the early phase of American
industry. It was to transform the definition of management science, which expresses
the set of rules or formulas that can be applied by industrial organizations into practice
by combining it with the practices of the enterprise when necessary. As has been
examined, in the scientific management paradigm, Metcalfe’s contemporaries and
later have frequently pointed to two integrated concepts he put forward. Although
there were different perspectives, Metcalfe’s view reveals the management of early
American industrial organizations, at least in certain pointed aspects.

The Bankruptcy Act of 1898, enacted in Henry Towne and Henry Metcalfe’s ASME
period, enabled industrial organizations to consider their development problems.
Specifically, with the scientific management paradigm, productivity and efficiency have
become the two most essential concepts in all industry organizations (Hutton, 1915).

The search for solutions to managerial problems and production processes became
extremely important in U.S. industry organizations that focus on efficiency and
effectiveness with the developing industry. As a consequence of this endeavor, those
addressed the problems in a systematic approach, different from the previous ones.
All the steps that had an impact on the production process were disintegrated to the
smallest detail. The parts that did not create added value were eliminated through
movement and time studies.

The scientific management movement shaped around the managerial problems that
ASME’s tried to find solutions to and separated and developed as the 1910s initially
focused on the production and factory problems. The scientific management movement
is based on five main principles. The movement was an approach put forward in
industrial organizations where preferred science instead of practice and experience,
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harmony instead of conflict and incompatibility, solidarity instead of individualistic
approach, maximization of production instead of a specific limit of production capacity,
and the development of employees who were seen as a part of the center gear in the
industries (Taylor, 2004: 140-142).

Engineering activities in America started to gain momentum in the early 1900s. In
line with that mobility, ASME decided to focus on engineering rather than management
issues. Thereupon, the member of ASME who dealt with the management problems
founded the Society to Promote for Science of Management in 1911 (Brown, 1925: 134-
139). Under the leadership of F.W. Taylor, the association focused on management and
production processes and became a supporter of the scientific management movement
(Taylor, 1922: 209-246).

The works of F.W. Taylor in association supported the predictions of H. Metcalfe
and H. Towne, who were also ASME members. F.W. Taylor referred to both Metcalfe
and Towne in his book, The Principles of Scientific Management, which points out the
systems valid for all industrial organizations and pointed out scientific management as a
science that has universal validity with the analysis of practices (Taylor, 2004: 72-117).
Besides, he pointed out the measurements that should be taken in the implementation of
scientific management practices in each industrial organization. These were applications
such as F.W. Taylor’s time study, F. Gilbreth’s motion study, and H. Gantt’s workflow
chart. According to F.W. Taylor, efficiency and productivity in all industry organizations
could be increased within systematic rules. Attributed with F.W. Taylor’s name, the
scientific management movement became well-known for both the practices in the
U.S. and the studies of the Society to Promote for Science of Management in Europe.
The movement gained supporters from many industry organizations in a short time
(Brown, 1925). In a zeitgeist way, the scientific management movement motivated
the industrial organizations in the reshaping world to maximize their production and
promoted them to advance (Wren & Bedeian, 1994). F.W. Taylor believed that the
scientific management movement was a philosophy of continually improving processes
and continually improving part of the process, and stated this in his 1911 book, The
Principles of Scientific Management. When he died in 1915, the name of the Society
to Promote the Science of Management was changed into the Taylor Society (Taylor
Society, 1916: 1-20).

In the Taylor Society, the group named management experts by F.W. Taylor himself
tended to see the Scientific Management Movement, which they pioneered, as a
marketing tool that would bring themselves and their work to the fore rather than
contributing to the scientific management movement. In this view, Taylor Society, the
flag carrier of the scientific management movement, shaped its activities to serve its
members rather than promoting and developing a movement and creating funds for
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them. As a result, the Taylor Association continued its activities for about 21 years,
ended its activities in 1936, and joined the American Association of Industrial Engineers
(Kotnour & Farr, 2005).

Views Based on Three Concepts Associated with the Scientific Management Movement

H. Towne’s put forward the idea that management is a science in 1886, supported
by some members who came after him in ASME. After Towne’s speech in 1894, H.
Metcalfe took Towne’s view one step further and supported the view that management
was an art and a science. The view of Metcalfe pointed out that the management
contains facts based on experience that should be analyzed and used as a systematic
framework of rules.

In parallel to the views of H. Towne and H. Metcalfe, F.W. Taylor had stated
in his Scientific Management Principles book that management is both a science
and a philosophy. The scientific management movement found comprehensive
supporters worldwide, especially in America, Europe, and Asia. Although the scientific
management movement found a wide range of followers and supporters, some thought
that management was not a science yet. Furthermore, those cited that the scientific
management movement has adverse effects on society. A.H. Church and L.P. Alford, in
their book The Principles of Management, published in 1912, stated that management
was far from being a science yet (Church and Alford, 1912). Behind this view, the
management theories did not go beyond personal views and applications in a single field
(Church and Alford, 1912). Church and Alford, criticizing the scientific management
approach shaped by the thoughts of a group of practitioners in the Taylor Society,
emphasized the necessity of different ideas to support the theory for the development
of scientific management. Church and Alford proposed principles for management to
be a science. These were systematic use of experience, economical control of labor,
and the promotion of workers’ effectiveness. Systematic use of experience refers to the
observation, recording, and analysis of the experience and practices of employees in
industrial organizations and applying them as a systematic set of rules. The economic
control of labor emphasizes that managers should divide labor, coordinate, optimize
(protection), and fair wage distribution within a sure bureaucracy. The work areas
should be designed according to the usage areas and should have appropriate hygienic
conditions to ensure the workers’ activities, to control the personal effectiveness of
workers, The views put forward by Church and Alford were at variance with the
principles stated by Taylor in his 1911 book.

On the other hand, Church and Alford criticized the restriction of the scientificity
of the management movement to a particular group (Church and Alford, 1912). In
addition to the principle of prioritizing the owners of industry organizations supported
by Taylor and his referred management experts, Church and Alford also considered
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the conditions of workers and managers. According to their put forward, scientific
management would only be possible in environments where discussed the different
ideas and employee situations in the industrial organization have protected.

Some people suggested what necessary arrangements should be made for the
management to be scientific. Those people did not wholly oppose the scientific
management movement (Berber, 2013). R.F. Hoxie and H.B. Durry were some of
them. Hoxie argued that those who led the scientific management movement must
constantly challenge the assumptions of those who led the scientific management
movement. Also, according to Hoxie, scientific management was an extension of the
development of the industrial revolution in the era that they found. S.M. could only
take place when a particular infrastructure was provided.

According to Hoxie, industrial conditions must remain constant realized to scientific
management. On the other hand , there was an understanding of maximizing production
with the increasing worldwide demand in the early 1900s. That situation made it
extremely difficult to apply scientific management to organizations. According to Hoxie,
scientific management was an approach that was far from adapting to the conditions
of the age, pushing the limits of the workforce, and creating problems in social life
(Hoxie, 1915). H. B. Durry, on the other hand, confirmed Hoxie and pointed out that
S.M. emerged after the American Civil War with a zeitgeist approach and that the
S..M. was effective in increasing the production amount of industrial organizations
since production turned into mass production at that period. Moreover, the scientific
management was in a structure that conflicted with the labor unions during their
period. While the unions in the horizontal structure in America were skeptical about the
change, F.W. Taylor and Scientific Management supporters saw unions as an obstacle
to growth and a structure that haunted workers. Durry also focused on the worker’s and
manager’s scientific management practices to draw a genuinely scientific framework
by examining this contradictory situation (Durry, 1912). According to Durry, the most
critical link between employee and employer was the wage gap. However, workers
perform science and artistic jobs for low wages. In this regard, he emphasized that
it was essential for employers to develop different motivations to direct workers to
work. In this sense, Durry stated that a scientific approach developed in the interests
of a particular group rather than serving and developing humanity in a sense.

Conclusion

The U.S., which started to develop after the Civil War and increased rapidly with
immigration in the 1890s, turned into mass production in the developing industry.
The scientific management movement, which emerged with a zeitgeist approach,
was the highest limit of current developments. The most considerable criticism of the
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scientific management approach was that it continued its development as a system of
rules and practices handled by the same people for specific years, 1910-1936. Due to
the untestable scientificness and the handled by a specific group of people criticized
too many times.

Almost all circles accepted the view that management was art. Contrary to the
concept of art, which emphasizes beauty and aesthetics today, the concept of art in
American understudy expresses specific rules and practices. When considered in this
framework, practices and experience gain importance in examining every job in detail
and eliminating unnecessary movements. The concept of art refers to the use of these
practices and experiences as a set of rules. In this respect, the fact that management
was an art and science was not an expression that separates management but the main
concept that supports the complexity and progress of management.

Stating that management did not only consist of systematic rules and practices,
F.W. Taylor put forward the view that scientific management was philosophy with its
knowledge-based structure. To spread this belief, F.W. Taylor supported the accumulation
of knowledge and the development of theoretical infrastructure as a strong character in
the early years by discussing the scientificness of the management and the opinions of
different people in the Bulletin of Taylor Society. However, the people who came after
Taylor and whom he attributed as management experts, aside from presenting theoretical
and conceptual studies, aimed to market their practices to industry organizations in other
countries, especially in the U.S., under the umbrella of scientific management. With
this development, which damaged the basis of the scientific management movement
to be scientific and based on philosophical dogmas, understanding changed in the U.S.
and the world in a short period of about 20 years.

Nowadays, the scientific management approach is still one of the most discussed
approaches. This situation is quite normal for the scientific management movement
that matters at hand in the classical management thought paradigm. Basic analogies
can find the root of the problems and quests seen in industrial organizations and use
essential practices in today’s industrial organizations. However, the relations among the
organizations have changed, and complexity and diversity level has increased. Besides,
new paradigms and approaches have emerged in time. Due to that change, developments
in society have caused and created diverse descriptions for Scientific Management for
each period. The societies in that different period interpreted its approach related to their
applications and conditions, and in the future, those societies will continue to do so.
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Oz

Bir tlkenin kit kamu kaynaklarinin etkin ve verimli kullaniimasi igin hesap verebilirlik ve performans degerlendirmesine
ihtiyag duyulmaktadir. Bu calismada, bir kamu kurumu faaliyeti olarak Milli Emlak Genel Mudurliginin Hazine
tasinmazlarindaki tespit islemleri 6rnek olarak alinmis ve performansi Efficiency Measurement System programi
kullanilarak veri zarflama analizi ile degerlendirilmistir. Hazine tasinmazlarinin yoénetimine dayal faaliyetler, Ankara ilinin
16 merkez ilgesinde 2009-2013 yillari arasinda milli emlak tagra birimi faaliyetleri sonuglari ve tespiti yapilan Hazine
taginmazi verileri kullanilarak analiz edilmistir. izleyen yillarda da kurumun benzer performans sonuglarini sergiledigi,
ancak kurum bilgi sistem programindaki giincelleme ¢alismalari nedeniyle 2013 yili sonrasi verilere ulasilamadigi
belirtiimelidir. Calismanin sonuglarina gére 2013 yilinin en etkinsiz, 2010 yilinin en etkin dénem oldugu ve bunu da ¢ikt
miktari performansinin belirledigi saptanmistir. Sonug olarak, kaynaklarin etkin kullaniminin gikti miktarini etkileyerek
kurum performansini belirlediginden hareketle, ekonominin ihtiyaglarina uygun ve gelir gerceklesmelerini artiracak
Hazine tasinmazi yonetimi politikalarinin gelistirilmesi gerektigi dikkati cekmektedir.

Anahtar Sozciikler
Etkinlik, Veri zarflama analizi, Kamu yénetimi, Milli emlak, Performans yonetimi

Abstract

Accountability and performance evaluation are needed for effective and efficient use of a country’s scarce public
resources. In this study, detection procedures conducted in Treasury (or State) property of the General Directorate of
National Property were taken as an example of public institution activity, and its performance was evaluated with data
envelopment analysis using Efficiency Measurement System program. Activities based on the management of Treasury
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property were analyzed using the results of the activities of national property provincial unit in the 16 central
districts of Ankara province and the Treasury property data detected from 2009 to 2013. The institution has
shown similar performance results in the following years, but the data after 2013 could not be accessed due to
the update activities performed in the institution’s information system program. The study concluded that 2013
was the most inactive and 2010 was the most active period based on the result determined by the amount of
output performance. Consequently, management policies of Treasury property should be developed to suit
the needs of the economy and increase revenue realizations because the effective use of resources determines
the institution’s performance by affecting the amount of output.

Keywords
Efficiency, Data envelopment analysis, Public administration, State property, Performance management

Extended Summa

Purpose

This study evaluates MEGM’s performance based on the “detection” operations
performed by the unit personnel affiliated to the provincial organization of the Ministry
of Environment and Urbanization. The operations focus on realizing all kinds of legal
procedures such as obtaining, managing, and disposing of treasury properties, because
it reflects the concept of activity for evaluating mostly private or semipublic services
institutions’ performance. The study might provide a basis for other activity analysis
to be performed in public activities.

Literature Review

In the activity, which is a concept for objectives, the realization of the goals and
objectives is determined by associating them with the output of the process. Effectiveness
measurement shows how it can produce the best output from existing inputs. This
study used data envelopment analysis (DEA) to measure the relative performance of
businesses with the same goals and objectives. DEA is a nonparametric method used for
measuring the effectiveness of systems and the relative effectiveness of decision-making
units in multi-input and multi-output processes. Accordingly, DEA is a special form
of application of linear programming used to measure the effectiveness of institutions
such as hospitals, banks, courts, universities, and schools.

In the study, DEA to measure the effectiveness of institutions in Turkey, namely,
universities, banking and insurance sectors, state and private educational institutions
at different levels, airports serving transportations and civil aviation services, ports,
hospitals operating at different fields, efficiency values have been calculated among
themselves or as years, institutions that are active and ineffective or years were
determined and at last suggestions have been made for ineffective institutions. In studies
related to the treasury properties, it has been observed that activities such as the sale
of real estate assets, transfer of/free transfer to public institutions and organizations,
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and the allocation of real estate within the scope of education, health, tourism, and
investment incentives are analyzed through programs such as Statistical Package for
the Social Sciences. This study differs from others because it is the first to evaluate the
performance of a public institution, which is within the scope of general management,
based on an activity that is the basis for the management of treasury real estate.

Method
Scope of the work

National real estate business and operations within the administrative structure of the
province of Ankara are conducted by the Directorate of National Real Estate, affiliated
to the Provincial Directorate of Environment and Urbanization (Akyurt, Altindag,
Ayas, Bala, Cankaya, Cubuk, Elmadag, Etimesgut, Golbasi, Kalecik, Kahramankazan,
Kegioren, Mamak, Pursaklar, Sincan, and Yenimahalle). The results of the activities
related to the national real estate between 2009 and 2013 (determined by parcel size
(m?), expenses made for identification, income realizations) were examined. The
data were created using the information obtained from MEGM and Ankara Ledger
Annual Activity Reports, the National Real Estate Automation Project, records held
by Ankara Ledger units, number2000i accounting module, Google maps applications,
and interviews with relevant personnel.

In this study, the effectiveness analysis was performed using DEA, a linear
programming-based technique because there are multiple inputs and outputs with
different measurement units (m?, TL, years) in the determination processes constituting
treasury real estate management activities. Thus, the concept of efficacy and DEA
was used in the analysis. The results were then explained to provide a theoretical
basis. After explaining the position and duties of MEGM in the general administrative
structure and the concept of determination, the performance of MEGM in terms of
input and output was analyzed with the concept of effectiveness using the Efficiency
Measurement System program.

Findings and Conclusions

EEINT3

In the analysis in which the input variable of “total expenses,” “real estate area
detected,” and “income realizations” were taken as output variables in the central 16
districts of Ankara for each calendar year covering 20092013, a different activity score
was reached in the CCR and BCC models with input and output orientation. According
to the input- and output-oriented CCR model, the performance was effective in 2009
and 2010, while it was ineffective in 2011, 2012, and 2013. According to the BCC
model, the years 2009, 2010, and 2012 were found effective in both input-oriented

and output-oriented analysis. However 2013 was again determined to be the most
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inefficient period. Examining the CCR and BCC super-efficiency scores calculated
to determine which of the active periods are more effective, 2010 was identified as
the most active period.

Although there is a change in the relative variable increase in the input variables, the
conversion to output is low or the output amounts remain low. This raises the problem
of performance management. Considering that the study results will improve the
performance of public institutions and organizations or the organization’s ineffectiveness,
the real estate management system should be reviewed and the efficiency increased
by hiring services from private individuals and organizations in areas that are not seen
as effective.
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Veri Zarflama Analizi (VZA) ile Tiirkiye’de Kamu Yonetiminde Performans
Degerlendirmesi: Milli Emlak Genel Miidiirliigii Uygulamasi Ornegi

Giris

Kiiresellesme ile baglayan siiregte refah devletinin krizi ve yeni sag anlayisi,
teknolojik, sosyal ve kiiltiirel degisim ve doniisiimler, kamu yonetiminde performans
sorunu ve ortaya ¢ikan giiven agigi, orgiitlerin dogasindan kaynaklanan degisim
ihtiyaci, demokrasi ve insan haklart anlayisinin degismesi ve yerellesme cabalari,
uluslararas: orgiitlerden gelen baskilar ve {ilke deneyimleri, kamu yonetimlerinde
degisime zorlayan nedenler olarak 6n plana ¢ikmaktadir. Ayrica, bu siiregte kamunun
ekonomik faaliyetlerin azaltilmast, iiretim girdilerinin etkili, etkin ve verimli kullanilmasi
goriisli hakim olmaya baglamistir (Devrim ve Altay, 2000; Akyel ve Kose, 2010).
Kamu kesimi faaliyetlerinin etkinligi, genis tartigma ve arastirma alani bulmaktadir.
Kamu harcamalarinda optimal politika dnerisiyle baglayan kamusal etkinligi 6l¢meyi
amaglayan ¢aligmalar, kamu harcamalarinin verimliliginin artis1, ekonomik biiyiimede
belirli amaglarla yapilan harcamalar (yatirim, titketim ve sosyal amagl) ile kigi bagina
diigen gelir ve egitim seviyesinin etkisi, kurumsal yapida saglanan giiglenmenin
harcamalarmin etkinligini artirmadaki fonksiyonunu 6l¢en ¢aligmalarla devam etmistir
(Strateji ve Biitce Baskanligi, 2018).

Kamu tarafindan yapilan harcamalarin GSYH i¢inde 6nemli bir orani sahip olmasi
ve kaynak dagiliminda yarattig1 olumsuz etkilerden dolayi, ekonominin verimliligi
iizerinde etkisi de belirgin olmaktadir. Bu etkiden dolay1 vatandaslar, 6dedikleri
vergilerin nasil kullanildigini sorgulamaktalar ve yonetimlerin yaptiklari faaliyetler ve
harcamalar dolayisiyla hesap verilebilirliklerini sorgulanir duruma getirmislerdir. Ayni
zamanda kamu harcamalar1 ve faaliyetlerinin etkinligi, stirdiiriilebilir kamu maliyesi
agisindan da énemlidir.

Ozel sektoriin verimsiz ve etkin olmayan yonetim ve harcama politikasinda piyasa
mekanizmasi onleyici bir ara¢ olmaktadir. Ancak kamu kuruluslari agisindan durum
farklilik gostermektedir. Bu agidan performans yonetimi ve denetimi, kamu kesiminin
faaliyetlerindeki verimliligini, etkinligini ve tutumlu olma durumunu dlgen bir fonksiyon
iistlenmektedir. Diger taraftan kamu kurumlarinin gérevlerinin yerine getirilmesinde
maliyet-etkin olarak hareket edemiyorlarsa, bu gorevlerin kamu disindaki piyasa
araclar1 tarafindan yerine getirilebilecegi sorgulanmaya baglamistir. Kamunun yeniden
yapilandirilmasina yonelik yapilan reform ¢aligmalarinda da; idarenin performansinin
yiikseltilmesi ve faaliyet sonug¢larina yogunlagmasi, idarenin ve faaliyetleri yiiriitenlerin
hesap verme yiikiimliiligli alanlarinin genisletilmesi ve bunlarin kontrol edilmesi
ile yonetimde rekabet ve 6zel sektor tarafindan kullanilan piyasa mekanizmalarinin
kullanilmasi gibi mekanizmalar gelistirilmistir (Goren, 2000).
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Birgok iilkede 1970’lerden bu yana oncelikle ekonomide yeniden yapilandirma,
Ozellestirme ve kamu hizmetlerinin 6zel sektdr kurumlari tarafindan yiiriitiilmesine
yonelik calismalarin énem kazandigi goriilmektedir (Tokatlioglu ve Sen, 2019).
Tiirkiye’de ise Avrupa Birligine iiyelik ¢abalari, uluslararasi kuruluslarin (Uluslararasi
Para Fonu ve Diinya Bankas1 gibi) etkileri, kiiresellesme, rekabet ortam1 gibi dis
faktorler; kamunun mali yonetim alaninda kriz yasamasi, yonetim bi¢imlerinin etkin
olmamasi, yonetime katilma, hesap verebilirlik, seffaflik ve sivillesme konularinda
beklentilerin artmasi gibi i¢ etkenler, kamu yonetiminde yeniden yapilandirma ihtiyacini
dogurmugstur. Bunun yansimasi olarak, kamu yonetiminin etkinligini arttirmak amaciyla
cesitli diizeyde reformlar ve hukuki diizenlemeler yapilmistir. 1980 donemi sonrasi
kalkinma planlarinin da bu anlayis dogrultusunda diizenlendigi dikkati cekmektedir
(Kdse, 2003; Kurt ve Ugurlu, 2007; Canpolat ve Cangir, 2010).

Kamu yonetiminde goriilmeye baslayan degisim siireci ve yasanan ekonomik
krizler ile kaynak ihtiyact kamu taginmazlarinin yonetimi anlayisinin da degismesi
gerekliligini dogurmustur. Ayrica, kaynak gereksinimin kamu taginmazlarinin satigini
bir politika olarak giindeme getirmesi, kamu taginmazlarinin yonetimi ile sorumlu
kamu kurumunun performansini sorgulanir duruma getirmistir. Tiirkiye’de Hazine'
miilkiyetindeki tescilli tasinmazlar, 2019 yili sonu itibariyle lilke ytizélglimiiniin
%37,381ni? olusturmaktadir. Buna Devletin hiikiim ve tasarrufu altindaki yerler® olarak
kabul edilen ve yonetimi yine Milli Emlak Genel Midiirliigii’ne (MEGM) verilen
alanlarin eklenmesi ile bu oraninin %50’ leri agtig1 goriilmektedir. Tirkiye’de MEGM
haricindeki kamu kurum ve kuruluslariin (liniversiteler, diger 6zel biitceli kurumlar,
denetleyici ve diizenleyici kurumlar, sosyal giivenlik kurumlari, belediyeler ile kamu
iktisadi kurumlari gibi) miilkiyet ve yonetiminde bulunan taginmaz varliginin da dahil
edilmesiyle kamu miilkiyetindeki tasinmaz varlig1 daha da artmakta ve hatta 1990’
yillardan sonra bu miilkiyet yapisi itibariyle Tiirkiye’nin eski Dogu Bloku iilkeleri ile
ayni1 diizeyde oldugu elestirileriyle karsi karsiya kalmasina neden olmaktadir. Hazine
tasinmazlarinin yiizélgiimii olarak biiytik bir varlig1 temsil etmesinin yaninda ¢ok farkli
nitelikte (arazi, arsa, tarla, bag-bahge, su ve su iiriinleri alanlar1, maden ve ocak alanlart,
bina gibi) bulunmasindan dolay1 Tiirkiye’nin ekonomik gelisme siirecine 6nemli bir

1 Hazine kavrami Hazine Tagmmazlarimin Idaresi Hakkinda Yonetmelikte (HTIHY); “Genel biitce
kapsamindaki kamu idareleri agisindan Devlet tiizel kisiliginin ad1” olarak tanimlanmustir. Literatiirde kamu
tasinmazi (public real estate veya state property) kavrami yerine Tiirkiye’de kamu taginmazi kullanilmakla
birlikte gerek amilan Yonetmelik, gerekse 5018 sayili Kamu Mali Yonetimi ve Kontrol Kanunu’nda
tanimlanan “kamu kaynagi” kavraminin literatiirdeki kapsamui ile ortiismediginin vurgulanmasi gerekli
goriilmektedir (Tanrtvermis vd., 2017).

2 Hazine miilkiyetinde olan tescilli taginmazlar 292.925.146.669 m? (4.203.342 adet)’dir (MEGM 2019
Faaliyet Raporu, 2020).

3 HTIHY’nin 4/1-¢ bendinde, “Devletin hiikiim ve tasarrufu altindaki yer: Tiirk Medeni Kanunu ile diger
kanunlarda Devletin hiikiim ve tasarrufu altinda oldugu belirtilen yerler” seklinde tanimlanmistir. 4721
sayili Tirk Medeni Kanunu’nun 715’inci maddesine gore; “Sahipsiz yerler ile yarar1 kamuya ait mallar,
Devletin hiikiim ve tasarrufu altindadir. Aksi ispatlanmadikga, yarar: kamuya ait sular ile kayalar, tepeler,
daglar, buzullar gibi tarima elverisli olmayan yerler ve bunlardan ¢ikan kaynaklar, kimsenin miilkiyetinde
degildir ve higbir sekilde 6zel miilkiyete konu olamaz...”.
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iiretim ve sermaye unsuru olabilecek durumdadir. Bu agidan, Hazine taginmazlarinin
yonetiminden genel sorumlu kamu kurumu olan MEGM’in performansinin etkinlik
kavrami ¢ergevesinde degerlendirilmesi, genel ekonomi agisindan da 6nemli sonuglar
olabilecektir.

Performans, Performans Yonetimi ve Kamuda Performans Anlayisi

Performans, modern kamu ydnetiminin anahtar kavramlarindan biri olarak kabul
edilmekte ve reform girisimlerinde giindeme gelen bir kavram olarak dikkat ¢ekmektedir.
Falay (2000) performanst; “Bir isi yapan bireyin, grubun veya kurumun bununla amagladig
seyi ne kadar gergeklestirdiginin nicelik ve nitelik olarak ifadesidir.” seklinde tanimlarken,
P.F.Drucker’in “Gelecek I¢in Y6netim” adl1 kitabinda, bilgi ve hizmet alanlarinda ortaya
konulan is¢ilik 6n plana ¢ikartilmis ve bu alanlarda “performansin” merkezde olmasinin
Onemi vurgulanmistir (Apan, 2008). Bir baska agidan performans, faaliyetin amach ve
planli olmasi, bu faaliyetin sayisal veya sayisal olmayan ¢iktisinin tespiti ve belirlenen
hedeflere ulasma diizeyinin dl¢iilmesini ifade edecek sekilde tanimlanmistir (Anonim,
2000; Uludiiz, 2008; Akal, 2011). Kamu sektdrii agisindan performans ise, kamu tarafindan
yiiriitiilen hizmetlerin eksiksiz bir sekilde gerceklestirilmesidir. Ancak bu hizmetlerin en
diisiik maliyetle ger¢eklesmesi zorunludur. Performans kavrami agisindan, devletin isleyisi
iki sekilde nitelendirilmektedir. Buna gore performansin iiretim siiregleri zincirini igeren
bir tarafi bulunmakla birlikte, ayn1 zamanda performans ¢iktilarin yarattig1 sonuglar ve
etkilerin nedensel iligkiler agidir (Kurnaz, 2010).

Performans Yonetimi ve Denetimi

Performans yonetimi, bir taraftan girdi kaynaklarin etkin ve verimli kullanimin
saglayarak kaynak kullanim kapasitesi, hizmetlerin kalitesi ve etkinligini arttirmay1 hedef
alan bir yonetim anlayisini, diger taraftan bu anlayisin uygulamaya yansimasini saglayan
tekniklerin tamamini ifade etmektedir. Ingiltere’deki Sayistay Kurumu performans
yOnetiminin bes ana unsurunu belirlemistir. Bunlar; “(i) strateji, (ii) performans
Olgiilerinin belirlenmesi, (iii) somut hedeflerin seg¢ilmesi, (iv) bilgi saglanmasi, (v)
bilginin raporlanmasi ve iyilestirmeye doniik énlemler”dir. Performans yonetim
sisteminin kurulabilmesi i¢in biitiin kurumlarin genel olarak; stratejik planlama,
performansin 6l¢ililmesi ve performans bilgisinin kullanilmasi seklinde ii¢ temel
adim izledikleri goriilmektedir (Uludiiz, 2008). Performans 6l¢imii sonuglarinin,
kamu idaresi agisindan bir takim ¢iktilar1 beraberinde getirmesi dngoriilmektedir.
Performans sonuglarina gore, sunulan mal ve hizmetlerin kalitesinin arttirilmasinin
gerekli olup olmayacagina karar verilebilir. Ayrica, hesap verme sorunlulugu etkin bir
sekilde gercgeklestirilerek personelin performansi belirlenen hedef, amag ve misyonlara
uygunlugu agisindan dl¢iilebilir, performans sonuglarina gére degerlendirme yapilabilir
ve degerlendirmeye gore de 6diil ya da ceza mekanizmast isletilebilir (Kurnaz, 2010).
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Devletin fonksiyonlar1 artmasina ragmen kaynaklarin kit olmasi, mevcut kamu
kaynagimin planlandig: sekilde, miimkiin olan en az maliyetle ve etkin bir sekilde
kullanimi1 konusunda idareyi zorunlu kilmaktadir. Ayrica, kamu kaynagini kullanan
konumunda olan personelin, ger¢eklestirdikleri kullanimlar dolayisiyla hesap verme
sorumluluklarmin* daha giiglii hale getirilmesi, performans denetimini giindeme
getirmistir (Akyel ve Kose, 2010). Uluslararas1 Sayistaylar Birligi (INTOSAI)
performans denetimini, “kamu yonetiminin performans, tutumluluk, verimlilik ve
etkililigini incelemeye odaklanmis bir denetim sekli” olarak tarif etmektedir (Uludiiz,
2008; Akyel ve Kose, 2010). Diger taraftan performans degerlendirmesi ise, sistematik
bir siirecten olugmaktadir. Bu siireg; stratejik amag ve hedeflerin belirlenmesi, belirlenen
bu amac ve hedeflere ulasmada izlenen yollar1 ve kullanilan yontemleri, proje ve
faaliyetlerin yiriitiilmesi, tiim bunlar sonucunda ulasilan ¢iktilari, bu siirecteki giiclii
yonlerin ve basarisizliklarin ortak bir degerlendirmeye tabi tutulmasini igermektedir
(Kirmanoglu ve Cak, 2000; Helvaci, 2002; Uludiiz, 2008). Verimlilik, etkinlik ve
tutumluluk arasindaki iliski sekil 1°de gosterildigi gibi ifade edilmektedir (Falay, 2000).

Performans = Verimlilik * Etkinlik *  Tutumluluk

Cikt1 Degeri Fiziksel Cikti Ciktinin Degeri Fiziksel Girdi
= #* #

Girdi Maliyeti Fiziksel Girdi Fiziksel Ciktu Girdi Maliyeti

Sekil 1. Verimlilik, Etkinlik ve Tutumluluk Arasindaki iliski

Mark Friedman, performans dlgiileri olarak girdi, ¢ikti, miktar ve kalite kategorilerini
almaktadir. Bu kategorilere gore olusturulan tablo 1’°deki matriste, satir ve siitunlarin
eslesmesi ile olusturulan her bir kutucuk, belirli bir performansi ifade etmektedir.
Matriste girdi ile miktarin eslestirildigi 4 numarali kutucuk, hizmetin sunulmasinda
gosterilen ¢caba miktarmni; girdi ile kalitenin eslestirildigi 2 numarali kutucuk, hizmet
sunumunda miisterilere gosterilen davranigin kalitesi (iyi davranilma durumu),
hizmetin etkin (belirlenen zaman ve yerde, tutarli) bir sekilde sunulma durumunu
gostermektedir. Diger taraftan ¢ikti ile miktarin eslestirildigi 3 numarali kutucuk,
durumunda gelisme goriilen miisteri adedini; ¢ikti ile kalitenin eslestirildigi 1 numarali

4 Hesap verilebilirlik, kamu mali yonetiminde; “Belirlenmis hedefler dogrultusunda, belirli bir performansin
gerceklestirilmesine yonelik sorumlulugun tistlenilmesine ve bu sorumlulugun agiklanmasi gerekliligini esas
alan bir iligki” seklinde tanimlanmaktadir. INTOSALI tarafindan ise hesap verebilirlik, “kamu tesebbiisleri
ve sirketleri de dahil olmak iizere, kendilerine kamu kaynaklar1 emanet edilen kisi ve idarelerin mali, idari
ve program gorevlerinden otiirli agiklama yapma ve bu gorevleri kendilerine verenlere durumunu bildirme
mecburiyetleri” seklinde ifade edilmektedir (Kesik ve Kiral, 2004).
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kutucuk ise hizmet sonucunda olusan ¢iktinin kalite a¢isindan hizmetin diizeyinin ne
oldugunu gostermektedir. Matristeki kutucuklar 6nem derecesi agisindan siralandiginda
en dnemsizin 4, en 6nemlinin 1 numarali bolge oldugu belirtilmelidir. (Uludiiz, 2008).

Tablo 1
Performans Olgiileri: Performans Olgii Matrisi
MIKTAR KALITE
GIRDI Ne kadar hizmet sunuldu? (4) Ne kadar iyi hizmet sunuldu? (2)
CIKTI Ne kadar tiretim yapildi? (3) Uretim ne kadar iyi? (1)

Kaynak: Uludiiz (2008)

Kamuda, yonetimsel anlamda performans 6l¢iimii fikri anlamda temellerini
Amerika Birlesik Devletleri (ABD) nde 1913 sonrasi cadde temizleme, kanalizasyon
ve yollara iligkin kamusal faaliyetlerdeki yonetim anlayisindan almaktadir. Ayrica,
belediye tarafindan yiiriitiilen hizmetlerin 6l¢iilmesi gerekliligi anlayisi da 1943°te
kenti yonetenler arasinda 6n plana ¢ikmaya baglamistir (Falay, 2000). Kamudaki
reformlarla gerceklestirilmesi ongoriilen performans yonetimi, kamu tiizel kisiliklerinin
orgiitlenme diizeyine yogunlagmstir. Orgiit 5lceginde ise, (i) kurum tarafindan belirli
amag ve hedeflerin belirlenmesi, (ii) kurumun mevcut performansini 6lgen performans
gostergelerinin konulmasi, (iii) kurumun ¢alisanlari (i misteri) ile ara ve son tiiketicileri,
halk veya se¢gmenleri (dis miisteri) arasinda performansi esas alan sozlesmeler yapilmasi,
(iv) biitce ve muhasebe sistemlerinin performansi esas alacak sekilde olusturulmasi,
(v) performans izleme ve denetim basliklart altinda performans yonetimi dizayn
edilmektedir (Apan, 2008). P. Smith, kamudaki iki birimin performansi arasinda ayrim
goriilmesini; birimlerin amaglarindaki farklilik, amaglar1 ayni olsa bile kaynaklar ve
iretim faktorlerindeki farklilik, kaynaklarin yapisinda var olan bolgesel farkliliklar,
birimlerin maliyetlerindeki farklilik ve kaynaklar1 kullanmada idari yetkinliklerdeki
farklilik gibi bes nedene baglamaktadir (Kirmanoglu ve Cak, 2000).

Kamunun iirettigi mal ve hizmetlerde verimli, etkin ve tutumlu olup olmadiginin tespit
edilebilmesi i¢in, her faaliyetin digerlerine bagimli olmayan, anlamli bir son ¢iktisinin
olmasini ve ¢iktilarin Sl¢iilmesini gerektirmektedir. Her faaliyete 6zgii belirlenecek
kriterlere gore ¢iktilarin degerlendirmeye alinmasi ile 6lglimiin gergeklestirilebilmesi
miimkiin olacaktir. Bu kistaslara gore yapilan denetim, kaynaklarin tutumlu kullanilip
kullanilmadigimi ortaya koyacaktir (Apan, 2008). Kamudaki performans denetimi,
piyasa mekanizmasinin yerine kullanildigindan 6zel sektorden farklilik gostermesi
agisindan 6nemlidir (Coskun, 2000).

Tiirkiye’de performans yonetimi anlayiginin kamu mali yonetimine yansimasini, 1995
yilinda Diinya Bankasi Projesi olarak baslayan ve 2013 yilinda yiiriirliige giren 5018
say1l1 Kanun ile somut bi¢ime biiriinen siiregte performans biit¢elemesi uygulanmasina
baslanilmasi ile gérmek miimkiindiir (Apan, 2008). Performans esasli biitcelemeden
beklentiler; etkili kaynak dagilimi, hizmet kalitesinin artirilmasi, mali saydamligin
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saglanmasi, hesap verebilirlik, mali disiplin, performansa dayali iicretlendirme,
performans denetimi ve kamuoyu denetimi olarak siralanmaktadir (Samsun, 2003;
Kolgak, 20006).

Kamu ve Ozel Sektérde Performans Analizi

Kamu ve 6zel sektor arasinda yonetim anlayisi, kurulus amaglari, iirettikleri mal
ve hizmetlerin nitelikleri gibi birgok sebepten kaynaklanan performans farkliliklar:
bulunmaktadir. Her iki sektoriin performans karsilagtirmasinda; (i) Miilkiyet haklari
teorisi, (i1) X-Etkinlik / Etkinsizlik teorisi ve (iii) Kamu tercihi teorisi olmak tizere ii¢
teorik yaklagim gelistirilmistir.

Miilkiyet haklar1 teorisinin savundugu goriiglerin temelini, Adam Smith’in “Uluslarin
Zenginligi (1776)” adli kitabinda bulmak miimkiindiir. Smith, kamu memurlarinin
ticari gelirlerde dogrudan bir ¢ikar1 olmadigini, bu nedenle kamu idarelerinin ihmalci
ve israf¢1 oldugunu belirtmis ve 6rnek olarak kamu topraklarinin 6zel topraklara gore
ancak %25 inin verimli oldugunu ileri stirmiistiir (Hanke, 1985; Dura, 2006b; Dura,
2006¢). Armen Alchian, Harold Demsetz ve Ronald Coase tarafindan gelistirilen teori,
miilkiyet ve isletme arasinda performans, yani verimlilik iligkisinin olup olmadigin
belirlemeye caligmaktadir. Alchain, Demsetz ve Coase, ekonominin etkin bir bigimde
islemesinde 6zel miilkiyet haklarinin roliinii ortaya koymuslardir (Dura, 2006b; Dura,
2006¢). Miilkiyet durumunun taginmaz verimliligine etkisini, ABD ve Almanya’daki
orta mallar1 ve ormanlarin isletilmesi siireci sonuglarinda gérmek miimkiindiir. Birlesik
Devletler Orman Hizmetleri (US Forest Service) nin yonettigi ticari ormanlarin yilda 1
milyar dolar zarar ettigi, ancak 6zel kereste firmalarin genelde kar ettigi saptanmistir.
Benzer durum, “otlaklarin” isletilmesi sonuglarinda da goriilmiistiir. Almanya’daki
kamuya ve 6zel sektdre ait ormanlarin yonetimini alt1 aylik bir siire¢ icerisinde inceleyen
bagka bir aragtirmada, kamu ormanlarin zarar ettigi (hektar bagina 30 DM), buna karsilik
0zel ormanlardan kazang elde ettigi (hektar bagina 15 DM) sonucuna ulasilmistir. Bu
performans farklilig1, calistirilan personel sayisi agisindan da tespit edilmistir (Savas,
2003).

Kamu ve 6zel sektor arasindaki performans karsilastirmasini esas alan bir diger
yontem olan X-Etkinsizlik” kavraminin temelinde, veri bir girdi miktarinin en
yliksek diizeyde ¢iktinin alinmasina imkan verecek bir bigimde birlestirilememesi
ve isletilememesini ifade etmektedir. Leibenstein’e gore rekabetgi piyasalarda - 6zel
organizasyonlarda etkinlik; monopolcii piyasalarda - kamusal organizasyonlarda ise
etkinsizlik gecerlidir. X-Etkinsizlik durumun sebebi olarak, monopolcii bir piyasada
faaliyet gosteren yoneticinin, 6zel sektdr yoneticisinden farkli olarak, maliyet diistirmeye
yonelik bir baski ile karsilasmamasi olarak goriilmektedir. Ayrica, kamu kurum ve
kuruluslarinin rekabete agik olmamalar1 ve rekabet edecekleri bagka firmalarin
piyasaya dahil olmalarini engellemektedirler. Bu durum ise, kamu kurumlarinin
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isletme maliyetlerinin en diisiik seviyede kalmasina engel olusturmakta, bunun sonucu
olarak da X-Etkinsizlik olusmaktadir (Aktan ve Ozkivrak, 2006; ipek ve Sataf, 2013).

Kamu ekonomisinde karar alma siirecini analiz eden “kamu tercihi teorisi”nin
temellerinin 18. ylizyila kadar uzandig: belirtilmekle birlikte, modern anlamda Duncan
Black’in piyasa dig1 karar alma siirecine iliskin ¢alismasi (1948) ile sekillenmistir. Diger
taraftan teori, Kenneth Arrow’un kolektif karar alma siirecinde bireysel degerlerin bir
Oneminin olmadigini ispatlamaya ¢aligtig1 ¢caligmasi ile 6n plana ¢ikmaya baslamigtir
(Dura, 2006a; Kizilboga, 2012). James Buchanan ise kamu tercihi teorisinde,
ekonomi teorisinde gelistirilen ara¢ ve metotlari, siyasal karar alma siireci ve kamu
sektoriine uygulamistir. Buchanan kamu tercihini, siyasal karar alma siirecinde rol alan
se¢menler, politikacilar ve biirokratlarin davraniglarini gézlemlenebilen sonuglari ile
iliskilendirmistir. Siyasal karar alma siirecinde rant arama olgusunun varliginin séz
konusu oldugu, bunun da kamu sektorii tarafindan gerceklestirilen faaliyetlerin islem
maliyetlerinde etkili oldugu ifade edilmektedir. Kamu sektoriinde “rant yaratma olgusu”
bulunmakta, ¢ikar ve baski gruplari da “rant arama-kollama faaliyetleri” igindedirler.
Bu ise, kamu sektoriinde etkinsizlik durumuna sebep olabilmektedir (Dura, 2006a).

Miilkiyet Yapisi, Yonetim Yapisi ve Piyasa Yapisi: Bazi Etkinlik Analizleri

Organizasyonel performansi belirleyen baslica li¢ temel faktdr bulunmaktadir. Bunlar;
(i) miilkiyet yapis1, (ii) yonetim yapisi ve (iii) piyasa yapisidir (Aktan ve Ozkivrak,
20006). Harley ve Parker’in (1993) matrisi esas alinarak olusturulan organizasyonel
performans (etkinlik) ile miilkiyet yapis1 ve piyasa yapisinin birlikte degerlendirmeye
alindigi tablo 2°de, piyasada rekabetin mevcut oldugu I numarali alanda ifade edilen,
rekabetin oldugu 6zel miilkiyet diizeninde etkinlik en yiiksek diizeydedir. Ancak,
organizasyonel etkinlik 6zel ve kamu miilkiyeti i¢in, piyasa yapisi “tekel” konumda
oldugundan diisiik seviyededir. Ciinkii tekelci piyasalarda iireticinin iizerinde maliyetini
minimize etme baskis1 bulunmamaktadir. Sonug olarak II ve IV numarali alanlarda
etkinlik (maliyet, kaynak kullanimi ve hizmet etkinligi gibi) diisiik diizeydedir. Diger
taraftan, mevcut ortamda kamu kurum ve kuruluslarinin kendi aralarinda rekabetin
varlig1 son derece yetersiz oldugundan ve bunlar arasinda rekabeti yaratmak gercek
yasamda kolay olmadigindan, kamu miilkiyeti ve rekabetin var oldugu Il numarali
alanda, etkinlik diizeyi (?) ile gosterilmistir (Aktan ve Ozkivrak, 2006).
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Tablo 2
Organizasyonel Etkinlikte Maliyet ve Piyasa Yapisinin Rolii
REKABET *+—— PIYASA YAPISI —* TEKEL
= N ETKINLIK YUKSEK 1 II ETKINLIK DUSUK
0, O -
za ™
29
=
:D >‘ 5 . . .. ..
= = ? I IV ETKINLIK DUSUK
M h N

Kaynak: Aktan ve Ozkivrak (2006)

Miilkiyet sahibinin yonetimdeki rolii ve gorevi ile iki farkli miilkiyet yapisinin bir
arada ele alindig1 tablo 3’te ise en yiiksek etkinlik 6zel miilkiyet sahibinin yonetici
konumunda oldugu I numarali alandir. Tkinci olarak etkinligin en yiiksek oldugu alan,
miilkiyet sahibinin yonetici konumunda olmadigy, fakat isletmeyi bir “vekil” aracilifiyla
yonettigi durumdur. Etkinligin en diisiik oldugu alan ise IV numarali alandir. IIT numarali
alanda ise yonetici konumda kamu miilkiyeti s6z konusudur. Ancak bu alanda gercek
anlamda bir “sahip” s6z konusu olmadigindan etkinlik ile ilgili bir degerlendirme
yapilamamustir (Aktan ve Ozkivrak, 2006).

Tablo 3
Organizasyonel Etkinlikte “Sahibin” Yonetimdeki Gorevi ve Piyasa Yapisinin Rolii
Yonetici Sahibin Yonetimindeki Yonetici
Konumunda “—— Roliive Gorevi T~ Konumunda Degil
E = Q ETKINLIK YUKSEK I II ETKINLIK YUKSEK
o>
f § =
g 5 ? 111 IV ETKINLIK DUSUK

Kaynak: Aktan ve Ozkivrak (2006)

Tam 6zel miilkiyet ve fonksiyonel rekabetin mevcut oldugu durumda, etkinlik
en yiiksek diizeyde gergeklesmektedir. Buna kargin tam kamusal miilkiyet ve tekel
piyasasiin mevcut oldugu durumda, etkinlik en diisiik diizeydedir. Oligopol ve diiopol
piyasalarinda da etkinlik diizeyi, fonksiyonel rekabetin etkin oldugu duruma goére daha
diisiik olarak gergeklesmektedir (Sekil 2). “Ozel miilkiyet” ve “rekabet”, piyasa ve kamu
ekonomilerinin goreli olarak etkinlikte iistlinliigii belirleyen faktorler olarak 6n plana
cikmaktadir. Etkinlik, rekabetci kamu ekonomisinde tekelci ekonomiye; rekabetci piyasa
ekonomisinde tekelci piyasa ekonomisine gore daha yiiksek etkinlik diizeyine sahiptir
(Aktan ve Ozkivrak, 2006). Arazi yonetimi alaninda da arazi miilkiyeti ve kullanimi
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ile etkinlik arasinda baglarin oldugu bilinmektedir (Savas 2003, Demirci vd., 2008).
Ozellikle kamu mali olarak goriilen taginmazlarm kullanimi, yonetimi, fiyatlanmasi ve
piyasa hatasi iliskilerinin siklikla tartisma konusu oldugu bilinmektedir (Savas, 1997).

MULKIYET YAPISI
- *Karma Miilkiyet TAM KAMUSAL
TAMK??E{} *Korporatif Mulkiyet MULKIYET
MUL *Sendikalist Miilkiyet (Sosyalist Miilkiyet)

J J I

YUKSEE e ETKINLIK —* DUSUK

7 |

FONKSIYONEL OLIGOPOL DUOPOL MONCOPOL
REKABET

PIYASA YAPISI

Sekil 2. Etkinlik Yoniinden Piyasa ve Miilkiyet Yapis1 (Aktan ve Ozkivrak, 2006)
Etkinlik Kavrami ve Veri Zarflama Analizi Modeli

Etkinlik ve Etkinlikle ilgili Kavramlar

Etkinlik, M.S. Levitt ve M.A.S. Joyce (1989)’a gore verimliligi de icerecek sekilde,
ii¢ kriterle iliskili olarak ortaya ¢tkmaktadur. Ingiltere’de, merkezi yonetimi denetleyen
National Audit Office (Ulusal Denetim Ofisi) ve yerel yonetimleri denetleyen Audit
Commission (Denetim Komisyonu) tarafindan kullanilan bu kriterler; (i) teknik etkinlik,
(i1) kaynak dagilimsal etkinlik ve (iii) maliyet etkinliktir. Etkinlik; ya eldeki girdi
miktar1 sonucu alinabilecek en fazla ¢iktrya ulagiimasi, ya girdi maliyetinde herhangi
bir degisiklige neden olmayacak sekilde sabit bir ¢ikti miktarinin iiretime katilan
girdilerin bilesimlerinde degisiklikler yapilarak elde edilmesi ya da hedef bir ¢iktiya
minimum maliyet ile ulagilmasi halinde saglanabilecektir. Bu yapilirken de, tiiketicinin
maksimum faydasini saglayan bir {iriin bilesimi 6ngoriilmelidir (Kirmanoglu ve Cak,
2000).

J.L. Gibson, J.M. Ivancevich ve J.H. Donnelly (1991) etkinligi {i¢ ayr1 perspektifte
tanimlamaktadirlar. Onlara gore, etkinlikteki en temel seviye bireysel etkinliktir.
Bireysel etkinlikte, tek tek orgiit iyelerinin gorevlerindeki performanslari goz 6niinde
bulundurulur. Grup etkinligi ise, grubu olusturan iiyelerin tamaminin {iretime katkilarinin
toplami olarak ifade edilmektedir. Ugiincii perspektifi ise drgiitsel etkinliktir. Orgiitsel
etkinlik, birey ve grup etkinliklerini icermekte, ancak bunlarin toplamidan daha fazlasini
ifade etmektedir (Ekinci ve Y1lmaz, 2002). M.J. Farrell (1957), bir firma ya da isletme
acisindan etkinligi, (i) teknik etkinlik ve (ii) tahsis etkinligi seklinde siniflandirmaktadir.
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Bu etkinlikler, firma ya da isletmenin maliyet etkinliginin belirlenmesinde aktif rol
almaktadir. Teknik etkinlik, kavramsal karisikligin 6niine gegmek icin 6lgek etkinligi
ve saf teknik etkinlik olarak ikiye ayrilmistir (Caglar, 2003; Aktag, 2004).

Uretim imkanlar1 kiimesinde girdi ve ¢ikt1 bilesimleri verilen firmalar icin temel
sorunlardan birisi en uygun Slgek biiyiikliigiiniin ya da dl¢ek getirisinin belirlenmesidir.
Mevcut tiretim teknolojisine bagli olarak firmalarin 6lgekte degisiklik yapabilmesi igin,
mevcut iiretimin nasil bir dlgek getirisi oldugunu bilmesi gerekir. Olgek getirisi, tim
girdiler belirli oranlarda artirilip azaltildiginda ¢iktilarda meydana gelecek degisiklik
diizeyini belirlemektedir (Caglar, 2003). Tahsis etkinligi ise, cok sayida girdi kullanilarak
tiretimin gerceklestirildigi bir siirecte orgiitlere, girdi maliyetlerini referans alarak optimum
girdilerin bilesiminin performans gostergesi olarak kabul edilmektedir (Aktas, 2004).

Teknik ve iktisadi bakis a¢is1 diginda etkinlige farkli agilardan bakildiginda kamu
yonetimi i¢in dar anlamda mali etkinlik, mali kaynaklarla karsilanmasi gereken ihtiyaglarin
gerektirdigi giderler arasinda anlamli bir uyumu belirler. Bu kamu yonetiminde gelir
ve harcama iliskisi olarak ortaya ¢ikacaktir (Zengin, 1996). Kamu hizmeti ile ilgili
uygulamalarda degerlendirmeye alinan sosyal anlamda etkisizlik ise; (i) kaynak ihtiyag
iliskisi gercevesinde sosyal faydanin azamilestirilmesini esas alan sosyal maliyet - sosyal
fayda karsilastirmasi ve (ii) sosyal etkinlik yaklagimlarina dayanmaktadir. Toplum
yonetiminde kaynak-ihtiyag iligkilerinin organizasyonunda siyasal organlara 6nemli
gorevler diismektedir. Bu faaliyetlerin de etkinlik iginde yiiriitilmesi gerekmektedir.
Ornegin, kaynak-ihtiyag iliskisinin agirlikla hangi mekanizma iginde kararlastirilacagi
konusunda temel tercih, siyasi etkinlik konusudur (Zengin, 1996).

Veri Zarflama Analizi Modeli

Calismada, tespit islemlerinin etkinliginin analizinde 6l¢iim yontemi olarak veri
zarflama analizi modeli kullanilacagindan, bu boliimde model detayl bir sekilde
uygulama adimlariyla agiklanacaktir.

Veri Zarflama Analizinin Temelleri

Veri zarflama analizi, Farrell tarafindan 1957 yilinda yapilan ‘Uretken Verimliligin
Olgiimii (The Measurement of Productive Efficiency)’ adli galigmaya dayandirilmaktadir.
Daha sonra Farrell’in ¢aligmasini hareket noktasi alarak Charnes, Cooper ve Rhodes
tarafindan yapilan aragtirmada (1978), parametrik olmayan yaklasimla etkinligin
degerlendirilmesinde daha sonraki gelismelere kaynaklik etmistir (Behdioglu ve Ozcan,
2009). Bu yaklagim, girdi ve ¢iktilarin fiyatlarinin bilinmedigi durumlarda firmanin
etkinligini belirlemek i¢in de kullanilmaktadir (Ustasiileyman, 2007).

Veri zarflama yontemi ile yapilan analizde etkinlik, ¢iktilar ve girdiler birbirine
oranlanarak hesaplanir. Ancak bu iglemde, karar birimleri i¢in girdi ve ¢iktilarm agirlikli
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toplamlari dikkate alinir. Hesaba dahil edilen agirliklar ise karar birimi diizeyinde tespit
edilir. Yani, optimizasyon yardimu ile sorun giderilir. Karar birimleri i¢in kisit konulur.
Kisitta oranin bire esit ya da kiiclik olmasi durumuna gore ve bu oranlarin maksimum
olmasi saglayacak agirliklar tespit edilir. Bundan dolay1 da mutlak bir etkinlik bulunmaz.
Diger karar birimleri ile karsilastirma esasina dayanan nispi bir etkinlik oranina ulagilir.
Buna gore de, karsilastirma yapilan grup igerisindeki her bir karar birimi diizeyinde,
iistiin olan girdi ve ¢ikt1 oranlar1 ortaya konulur. Bu siirecin sonucunda potansiyelle,
mevcut girdi-¢ikti oranlarimi karsilastirma yapmak suretiyle, caligma yapilan karar birimi
diizeyinde etkinlik skoru bulunur. Boylelikle ¢oklu girdi ve ¢iktilar i¢in geleneksel
yontemlerle gerceklestirilemeyen biitiinsellik saglanmis olmaktadir (Kirmanoglu
ve Cak, 2000; Kutlar ve Babacan, 2008). Ayrica etkin olmayan karar birimleri i¢in
gelisme saglayabilecek potansiyel alanlar da bu yontemle tahmin edilebilmektedir
(Ustasiileyman, 2007). Bu yontem, karar verme durumunda olanlara ve idarecilere de,
yapilan analiz sonucuna gore etkin olmadig tespit edilen birimlerin daha etkin hale
getirmek icin yapilmasi gerekenler noktasinda, etkin karar birimlerinden hareketle
yol gosterici bir fonksiyona da sahiptir. Modelde, zamanin bir noktasinda elde edilen
verileri, bir diger deyisle ¢iktilar1 kullanmak suretiyle analizini ger¢eklestirdiginden,
dinamik bir analiz yapmamaktadir. Bundan dolay1, yontem karar birimlerinin siireg
igerisindeki etkinliginin degisimi tespit etmek i¢cin Malmquist Toplam Faktor Verimliligi
Indeksi ile birlikte kullanilmaktadir (Ozden, 2008).

Bu yontemin kamusal faaliyetlerin etkinligi analiz ¢aligmalarinda tercih edilmesinin
temel sebebi, ¢ok sayida girdi ve ¢iktiy1 analize dahil edebilmesinden gelmektedir. Bu
analizlerde, kalite, kamusal faaliyetlerin ¢iktilar1 (gelir ger¢eklesmeleri, bakilan hasta
sayisi, mezun olan 6grenci sayisi, 6gretim iiyelerinin yayin sayisi gibi) ve sonuglar
(basar1 durumu, iiniversiteyi kazanan 6grenci sayisi gibi) performans kriterleri bagimsiz
degisken olarak kullanilabilmektedir (Kirmanoglu ve Cak, 2000).

Veri Zarflama Analizi Uygulama Adimlari

Veri zarflama analizini gergeklestirebilmek i¢in birbirini takip eden ve birbiri ile
sik1 iligki halinde bulunan islem adimlarinin gergeklestirilmesi gerekmektedir. Bu
stirecte ilk olarak, karar birimleri se¢imi gerceklestirilir. Bu se¢im, etkinlik 6l¢iimiiniin
yapilabilmesini saglayacak karsilastirmanin gergeklestirilmesi igin gerekmektedir.
Ulasilan sonuglarin tutarli olabilmesi i¢in de segilen karar birimlerinin, iiretim ve
teknolojisi bakimindan farklilik gostermedigine dikkat edilmelidir. Ayrica, pratikte
karar birimi sayisinin, girdi ve ¢ikt1 sayisindan en az bir fazla oldugu hususu da 6n
planda tutulmalidir (Yolalan, 1993; Behdioglu ve Ozcan, 2009; Baysal, 2010).

Secilen girdi ve giktilardaki hassasiyet, yoneticilerce sonuglarin benimsenmesi ve
sonuglara iligkin etkili ¢ikarimlarda bulunulabilmesi agisindan 6nemlidir. Girdi ve
¢iktilarin miktarinda bir artis yapmak gerekiyorsa, buna paralel olarak karar birim
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miktarlarinda da artis gerceklestirilmelidir. Bunun yaninda miktarlarda bir azalisa
gidilecek ise, girdi ve ¢iktinin birbiri ile olan iliskisinin derecesine bakilmalidir.
Devaminda ise, verilerin toplanmasi agamasina gegilir. Analize dahil edilen birimlerin
verileri temin edilir. Veriler toplandiktan sonra, en uygun model kurulur. Analist
tarafindan model kurulurken, analize dahil edilen karar birimlerinin olusturdugu gézlem
kiimesinin i¢inde bulundugu ve faal olan tiretim ortami dikkate alinir. Ayrica analist,
dogrusal programlama modellerini ¢6zer. Boylelikle analizdeki tiim karar birimleri
i¢in ayr1 ayr1 ¢oziim kiimesi elde edilir (Yolalan, 1993; Behdioglu ve Ozcan, 2009;
Baysal, 2010).

Analiz metotlari ile elde edilen goreli etkinlik degerleri arasinda farkliliklar goriilebilir.
Icinde bulunulan sartlar dikkate alinarak analizde kullanilacak veri zarflama modeli
(CCR ya da BCC) belirlenir. Elde edilen hesaplama sonucuna gore, karar birimlerinin
tamami i¢in 0 ile 1 arasinda bir etkinlik degeri bulunur. 1 etkinlik degerine sahip karar
birimleri mevcut ise, bunlarin etkin oldugu kabul edilir ve bu maksimum diizey etkinlik
smiri olarak tespit edilir. Karar birimlerin etkinlik degerlerinin, etkinlik sinir1 olarak
kabul edilen 1°e olan uzakliklarina gore goreli etkisizlik diizeyleri belirlenir. Bunlarin
etkinsiz oldugu kabul edilir (Behdioglu ve Ozcan, 2009; Baysal, 2010).

Veri zarflama analizinin uygulanmasi siirecinin son adimi olarak, analiz sonucu
etkinlik skorlarina gore etkin ve etkin olmayan karar verme birimleri belirlenir. Ayrica,
goreceli etkinsiz olarak kabul edilen karar birimlerinin faaliyetleri kapsaminda fazla
kullandiklar1 kaynaklar ve girdi miktarlar1 ile tiretmeleri gereken ¢ikti miktarlar ve
referans kiimesini olusturan birimler belirlenerek degerlendirmeler yapilir. Etkinsiz
karar birimlerinin idarecilerine, ulasilan ¢6ziim kiimelerine gore, etkin karar birimi
referansindan hareketle, etkin hale getirilmesi i¢in alinacak tedbirler hususunda fikir
olusturulmaktadir (Behdioglu ve Ozcan, 2009; Baysal, 2010).

Temel Veri Zarflama Analizi Modelleri

Veri zarflama analizi modelleri, temel olarak iki ana baslikta inceleme konusu
yapilmaktadir: Bunlar; (i) girdiye yonelik VZA modelleri ve (ii) ¢iktiya yonelik
VZA modelleridir. Girdiye yonelik modellerde, en uygun girdi bilesimi iizerinde
yogunlasilmakta ve arastirmalarini bu girdi bilesimlerinin olmasi gereken bigimleri
iizerine yapmaktadir. Burada temel amag, belirli bir ¢ikt1 bilesimini en etkin sekilde
iretebilmektir. Ciktiya yonelik modellerde, belirli bir girdi bilesimi ile en fazla ne
kadar ¢ikt1 bilesimi elde edilebilecegini arastirmaktadir (Baysal, 2010).

Ilk olarak Charnes, Cooper ve Rhodes (CCR) tarafindan 1978 yilinda gelistirilen
model, 6l¢ege gbre sabit getiri varsayimi altinda karar birimlerinin toplam etkinlik
skorlarini hesaplamaktadir. Girdiye ve ¢iktiya yonelik CCR modellerinde, etkinsiz karar
birimleri i¢in sinir tizerindeki farkli iz diisiimleri alinmasina ragmen, her iki yontemde
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saglanan zarflama yiizeyi aynidir. Ancak toplam etkinlik hakkinda degerlendirme
yapmak gerektiginde, CCR modeli kullanilmaktadir. Ayni zamanda bu modelle kaynaklar
belirlenmekte ve yetersiz olanlar tespit edilmeye calisiimaktadir (Behdioglu ve Ozcan,
2009; Baysal, 2010). Kurulan model her bir karar birimi i¢in ¢6ziildiiglinde, karar
birimlerinin ayr1 ayr1 toplam etkinlik dlgiitleri elde edilmektedir. Etkinlik sonucu
100’e esit ise karar birimin etkin, 100’den kii¢iik ise karar biriminin etkinsiz oldugu
degerlendirilmektedir. Banker, Charnes ve Cooper tarafindan 1984 yilinda yapilan
caligma sonucunda BCC modeli gelistirilmistir. Teknik ve dl¢ek etkinlik sonuglarmin
bagimsiz dlgiilebilmesine imkan saglamak tizere gelistirilen model, CCR modeline
konvekslik kisit1 eklenmesi sonucu dlgege gore degisken getiri saglamaktadir. BCC
modeli, hem karar birimlerinden hangilerinin etkin sinir iizerinde yer aldigini, hem
de Olgege gore getirinin artan, azalan ya da sabit olup olmadigini belirlemektedir
(Behdioglu ve Ozcan, 2009; Baysal, 2010).

CCR modeli dlgek ekonomisinde toplam etkinligi, BCC modeli teknik etkinligin
Ol¢timiinii gergeklestirmektedir. Bu etkinlik 6l¢iimleri CCR modelinde sabit getiri, BCC
modelinde degisken getiri varsayim altinda gergeklestirilmektedir (Behdioglu ve Ozcan,
2009). Gelistirilen veri zarflama yontemi modelleri ile etkinlik sinirimi belirleyen karar
birimlerinin alt kiimesine karar vermektedir. Kurulacak model, girdiler ya da ¢iktilar
tizerindeki kontrol seviyesine gore belirlenmektedir. Cikt1 yonelimli modeller, girdiler
iizerindeki kontroliin; girdi yonelimli modeller ise ¢iktilar {izerinde kontroliin az (ya
da hi¢ olmama) durumuna gore kurulmasi gerekmektedir (Ozden, 2008).

Ik defa 1993 yilinda Andersen ve Petersen tarafindan gelistirilen “siiper etkinlik”
yonteminde, karar verme biriminin diger tiim birimlerin dogrusal birlesimleriyle
karsilastirilmast yapilmaktadir. Bu yontem, VZA tarafindan %100 etkin oldugu belirlenen
karar birimlerinin kendi i¢inde siralamasinin yapilmasi i¢in gelistirilmistir. Tiim karar
verme birimleri, siiper etkinlik skor degeri sonuglarina gore, en yiiksek degerdekinin
ilk sirada, en diisiik degerdekinin en son sirada yer alacak sekilde biiyiikten kiiciige
dogru siralamasi yapilmaktadir (Baysal, 2010).

Hazine Tasinmazlariin Tespit islemlerinin Etkinlik Kavram
Agisindan Degerlendirilmesi

MEGM’in Genel Idari Yap: icerisindeki Yeri ve Hazine Tasinmazlar1 Yoneti-
mindeki Fonksiyonu

Hazine miilkiyetindeki taginmazlarin yonetimi yetkisi, 5018 sayili Kanun’un 45,
46 ve 47°nci maddeleri geregince Cevre ve Sehircilik Bakanligi’na verilmistir. Hazine
taginmazlarimin yonetimi ise Cevre ve Sehircilik Bakanligi’nin ana hizmet birimlerinden
olan MEGM tarafindan gergeklestirilmektedir. MEGM’ce, Hazine tasinmazlarina
yonelik olarak edinim (satin alma, trampa, arsa/kat karsilig1 insaat gibi), elden ¢ikartma
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(satis, devir, terk gibi), ecrimisil ve yonetim (kira, tahsis, kullanma izni, irtifak hakki
tesisi) faaliyetleri yiiriitiilmektedir (Y1ildirim vd., 2020). MEGM’in tagra teskilati, Cevre
ve Sehircilik il Miidiirliigii biinyesinde diizenlenmistir. Buna gore tasra birimleri, daire
baskanliklar, miidiirliikler ve seflikler (ilgelerde) seklinde yapilandirilmistir  MEGM
Milli Emlak Tasra Birimleri Islem Yonergesi, 2018).

MEGM’e verilen gorevler dogrultusunda Hazine taginmazlarinin yonetimi hususunda
2018-2020 dénemi Orta Vadeli Program’da “2.4 Verimsiz Kullanilan veya Atil Kamu
Varliklarinin Degerlendirilmesi” baglikl alt boliimiinde; atil durumda bulunan Hazine
miilkiyetindeki tasinmazlarin tescil edilmesi ve kontrol altina alinmasinin saglanmasi
ile sonrasinda farkli yollarla 6zel sektdriin kullanimina sunulmasi (satis, kiralama,
yatirim tesviki gibi) hususlar1 ongoriilmiistiir (Kalkinma Bakanligi, 2017a). 2018 -
2020 dénemi Orta Vadeli Mali Plan’in 30 numarali maddesinde; “Kamu idarelerine
tahsisli olan Hazine taginmazlarimdan ilgili idarece tahsis amacinda kullamilmayanlarin
belirlenmesi, belirlenen bu tasinmazilara baska bir kamu idaresince kamu hizmetlerinin
yiiriitiilmesi i¢in ihtiya¢ duyulmasi halinde bu idarelere tahsisi, ihtiya¢ duyulmamasi
halinde ekonomiye kazandiriimasina yonelik ¢aliymalara devam edilecektir.”’; 31
numaralt maddesinde; “Yatirimlar: tegvik etmek amaciyla Hazine taginmazlarinin
yatirimcetlara uygun sartlarda dogrudan satilmast saglanacaktir. Hazineye ait tarim
arazilerinin kiracisina, kullanicisina ya da paydaslarina satilmasi islemlerine devam
edilecektir. Kamu tasinmazlarinin, basta tarim, hayvancilik, aga¢landirma, eneryi,
turizm, kentsel doniisiim ve konut stokunun yenilenmesi olmak iizere yatirimlari
tesvik amaciyla kullandirilmas: siirdiiriilecektir” ifadeleri yer almaktadir (Kalkinma
Bakanligi, 2017b).

Ayrica, 2019-2023 Dénemine Iliskin On Birinci Kalkinma Plani 2019 Yili
Programi’nda; “...yatirim tesvik uygulamalart kapsaminda yatirim tesvik belgesine
sahip yatirnmcilara arz edilecek Hazine taginmazi sayist artirilmast. ..” ongorilmustiir.
Faaliyetler olarak ise; ... Hazinenin mal edinimine iliskin islemlerin daha hizl, etkin
ve verimli bir sekilde yiiriitiilmesi, Hazine tasinmazlarimin farkli yonetimsel faaliyetler
sonucunda ekonomiye kazandwrilarak gelir artisi saglanmasi, Hazineye ait taginmazlarin
fiili durumlarimin tespitinin yapilarak iizerlerindeki isgallerin sonlandwrilmasi, kamu
kurumlart ile veri entegrasyonun saglanmasi ve kamu kurumlarin ihtiyaglarinin
giderilmesi...” belirlenmistir (Strateji ve Biitge Bagkanligi, 2019a). 2020-2022 donemine
iliskin Orta Vadeli Mali Plan’1n “Biitce Giderlerine iliskin Temel Politikalar” baslikl1
bolimiinde; ... kamu kaynaklarmmn kullaniminin etkinligini takip etmeyi kolaylastiracak,
seffafligt ve hesap verebilirligi artiracak program bazli performans esaslt biitceleme
hayata gegirilmesi, kamu harcamalarinin degerlendirilmesi, onceliklendirilmesi ve
kaynaklarin etkin kullaniminin gozetilmesi amaciyla harcama gozden gecirmeleri
yapilmasi, harcama programlarinin uygulama siire¢lerinde etkinlik artirtlmasi,
Hazineye ait tasinmazlarin onemli kamu projelerinin finansmaninda kullaniimak iizere
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uygulayict kuruluglara devredilmek suretiyle ekonomiye kazandwrilmasi, kamu kaynag
olarak nitelendirilen Hazine taginmazlarinmin tahsis amacinda kullanilmayan ve atil
olanlarin belirlenmesi, bu tasinmazlarin diger yontemlerle ekonomiye kazandirilmasina
iliskin ¢alismalara devam edilmesi, yatirimlarin desteklenmesi amaciyla Hazineye ait
tasimmazlarin tarim, hayvancilik, egitim, turizm ve diger amagh yatirimlarin tegviki
dogrultusunda kullandwrilmasina iliskin faaliyetlere hiz verilmesi...”, temel politikalar
olarak belirlenmistir (Strateji ve Biitce Bagkanligi, 2019b).

MEGM’e ¢esitli mevzuat ve idari kararlarla verilen ¢esitli gorevler kapsaminda
yiirtitiilen faaliyetler sonucu, performans gostergesi olarak biitce hedefleri konulmaktadir.
MEGM’in 2009-2019 dénemine iliskin belirlenen biitge hedefi ile tasinmaz satis ve
idari gelirlerinin (kiralama, irtifak hakki, ecrimisil gibi) karsilastirildiginda; 2010,
2014, 2016, 2017 ve 2018 yillarinda biit¢e hedefinin asildig1 goriilmektedir. Biitge
hedefini ger¢eklestirmekte, 2009, 2012 ve 2013 yillarinda genel ekonomik durumun
etkisi ile de basarisiz olundugu, sirasiyla %75,87, %60,25 ve %59,10 seviyesinde
kaldig1 anlagilmaktadir. Ayni sekilde, 2019 yilinda da %95,44°te kalmistir (Tablo 4).

Tablo 4
Milli Emlak Genel Miidiirliigii 2009-2019 Dénemi Gelirleri (1.000 TL)
Bir Onceki

Yillar Biitce Sz.m@ . id.are . Toplam Yila Gére Ger::{;:gtsme

Hedefi Gelirleri Gelirleri Artis Oram o

(%) Oram (%)

2009 1.349.801 214.991 809.152 | 1.024.143 8,51 75,87
2010 1.015.468 292.625 973.535 1.266.160 23,63 124,69
2011 1.568.250 354.150 1.145.003 | 1.499.153 18,40 95,59
2012 2.415.378 297.171 1.158.204 | 1.455.375 -2.93 60,25
2013 5.275.050 1.794.136 | 1.323.475 | 3.117.611 114,21 59,10
2014 3.257.083 1.797.390 | 1.463.290 | 3.260.680 4,58 100,11
2015 3.296.573 1.476.907 | 1.658.139 | 3.135.046 -3,85 95,10
2016 3.158.176 1.868.011 1.589.624 | 3.457.635 10,29 109,48
2017 4.003.770 2.348.730 | 2.167.029 | 4.515.759 30,60 112,79
2018 4.262.256 2.277.371 | 3.025.137 | 5.302.508 17,42 124,38
2019 5.974.060 2.581.858 | 3.113.341 | 5.702.135 7,53 95.44

Kaynak: MEGM Faaliyet Raporlar1 (2010-2020)

Tespit islemleri

Tespit kavrami: “bir seyi saglam bir bicimde yerlestirmek, yerinden oynamaz duruma
getirmek, saptamak, belirlemek” (Tirk Dil Kurumu, 2020) anlaminda kullanilmakla
birlikte MEGM tarafindan yiiriitiilen islemleri agisindan ise, “Hazine miilkiyetinde
yva da yonetiminde bulunan tasinmazlarin yerine gidilmek suretiyle, fiilen kullanilip
kullanilmadigi, kullanim seklinin belirlenmesi islemi” seklinde tanimlanmaktadir
(Uckun, 2008). Tespit islemlerinin kapsamina tapuda Hazine adina tescilli olup, kamu
kurumlarinin kullanimina birakilan ya da kullanilmayan taginmazlar ve tapuda tescilli
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olmayan Devletin hiikiim ve tasarrufu altindaki yerler ile Hazine miilkiyetinde olmayan,
ancak cesitli sebeplerle Hazine ile ilisikli olan (miilkiyeti davali olan, kiralanan,
irtifak hakk1 alian gibi sebeplerle 6zel miilkiyette olup da kamu kurumlari tarafindan
kullanilan ya da tasarrufunda bulunan) tasinmazlarda girmektedir.

Hazine tasinmazlarmin tespiti islemleri, ¢esitli mevzuat ya da idari olarak MEGM
tarafindan yerine getirilmesi gereken faaliyetler agisindan ilk islem olmasi agisindan
onemlidir. Boylelikle, isleme konu tasinmazin fiili durumu tespit tarihi itibariyle
belirlenmekte, idarece yapilacak islemlere hareket noktasi olmakta, yapilacak hukuki
islemlere i¢cin mevcut durumunun ortaya konulmasini saglamaktadir (Yildirim vd.,
2020). Hazine taginmazlarmin tespitlerine iliskin siire¢ ve izlenecek yol, HTIHY nin
84’iincii maddesi ve 336 sira sayil1 Milli Emlak Genel Tebliginde belirtilmistir.

MEGM’in tasra teskilati tarafindan, belirlenen program dahilinde teknik personeli
(kadastro teknisyeni veya kadastro teknikeri) bulunan teskilatlarda bunlarin
koordinasyonunda, bulunmayan yerlerde idari personeli tarafindan tespit islemleri
gerceklestirilmektedir. MEGM tasra teskilati tarafindan 2009-2019 yillarinda yapilan
tespit sayilarina bakildiginda; Hazine Tasinmazlarmin Idaresi Hakkinda Y énetmelik’in
84’lincli maddesi geregince tespitlerin en az bes yilda bir yapilmasi (yilda taginmazlarin
%20’s1) gerektigi hitkmiinden hareketle, performansin toplam tasinmaz sayilarinin
ortalama %7,43 gibi diisiik seviyelerde kaldig1 goriilmektedir. En iyi performans,
toplam taginmazlarin %10,40’min tespitinin yapildig1 2014 yilinda, en kot performans
ise %4,88 ile 2018 yilinda gergeklesmistir (Tablo 5).

Tablo 5

Milli Emlak Genel Miidiirliigii 2009-2019 Dénemi Tespit Sonuglart (adet)

Villar Tsaj;llllr:;llz Tespit Yapilan Tasinmaz Sayisi (Adet) Gt‘z‘rg:ekl_esme
(Adet) 1.Ceyrek | 2.Ceyrek | 3.Ceyrek | 4.Ceyrek | Toplam | Yiizdesi (%)

2009 | 3.277.792 - - - - 302.286 9,22

2010 | 3.607.499 - - - - 313.695 8,70

2011 3.857.817 31.056 76.290 76.689 65.946 |249.981 6,48

2012 | 3.913.259 44.895 104.965 79.247 69.493 |298.600 7,63
2013 | 3.969.072 35.898 89.773 76.287 82.169 |284.127 7,16
2014 | 3.942.924 59.452 146.261 123.805 80.544 |410.062 10,40

2015 | 3.986.674 41.479 79.603 82.113 90.136 |293.331 7,36
2016 | 4.048.612 62.945 113.910 67.845 66.235 |310.935 7,68
2017 | 4.111.803 29.592 71.079 69.937 87.681 |258.289 6,28
2018 | 4.187.454 48.901 67.283 42.385 45.959 ]204.528 4,88
2019 | 4.201.800 66.005 63.303 68.259 51.445 |249.012 5,93

Kaynak: MEGM Faaliyet Raporlari (2010-2020)
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Veri Zarflama Analizi Modeline Gére Tespit Islemlerinin Etkinliginin Analizi

Tespit islemlerinde, farkli 6l¢ii birimlerine sahip ¢ok sayida girdi (tespit maliyeti,
tespitte kullanilan personel sayisi, kullanilan teknik alet maliyeti gibi) ve ¢ikt1 (tespiti
yapilan taginmaz ylizolgtimii-sayisi, gelir ger¢eklesmeleri, tahsis edilen taginmaz sayisi
gibi) degiskenleri bulunmakta ve bunlar ortak bir dl¢iit temeline indirgenememektedir.
Bu nedenle karar verme birimlerinin goreceli etkinliklerinin degerlendirilmesine imkan
vermesi acisindan analizde Veri Zarflama Analizi Modeli kullanilmistir. Etkinlik
Olgiim Sistemi (Efficiency Measurement System-EMS) paket programi kullanilarak
yapilan analiz sonucunda; karar birimi olarak kabul edilen tespit isleminin gergeklestigi
donemlerde, her donem ig¢in ayri ayri etkinlik skorunun ne oldugu, etkin olmayan
yillardaki girdi ve ¢iktilarin birbirine olan oraninda yapilacak degisikliklerle etkinlik
durumlarmin nasil arttirilabilecegine iliskin senaryolarin ve referans alinacak noktalarin
neler olabilecegi bilgilerin teminini amaglanmaktadir.

Analizde; (i) karar birimlerinin se¢imi, (ii) girdi/¢ikt1 degiskenlerinin se¢imi, (iii)
veri zarflama modelinin se¢imi ve (iv) sonug¢larin yorumlanmasi, uygulama adimlart
izlenmistir. Ilk olarak, kullanilan girdiler ile iiretilen ¢iktilarin ayn1 olmasi ve benzer
kaynaklar seti olusturmasina imkan vermesi, tespit faaliyetinin gergeklestirildigi alanin
(merkez 16 ilgenin) ayni kalmasi agisindan, karar verme birimi olarak “dénemler”
belirlenmistir. 2009 - 2013 yillar1 arast i¢in her takvim y1l1 ayr1 bir karar verme birimi
olarak almmustir. ikinci asama olarak girdi - ¢ikt1 degiskenleri secilirken; karar birimleri
olarak belirlenen 2009-2013 yillar1 i¢in ortak faktorler olmasina, incelemeye alinan 16
ilgenin tespit performansi (tespiti yapilan tasinmaz yliz6l¢limi, tespit maliyeti, gelir
gerceklesmeleri) gibi faaliyet seviyelerinin tamamu ile performansa iligkin 6lgiitleri
icerecek sekilde, dl¢iime uygun, fiziksel yapida ve ekonomik nitelikte olmasina dikkat
edilmistir.

Veri zarflama modeli ile yapilacak analizlerde; boyutunun girdi ve ¢ikti sayilarinin
carpimi kadar olusacagi, bu nedenle de karar birimi kadar boyut sayis1 olusmasi
gerektiginde hareketle Ankara Milli Emlak Birimi gorev alanindaki merkez 16 ilge
orneginde ¢alisma yapildig1 ve bu alandaki performans verilerinin esas alindig1 hususlari
dikkate alindiginda, 1 tane girdi ve 2 tane ¢ikti ile 5 tane karar birimi belirlenmistir.
Ayrica, karar birimleri sabit iken, girdi ve ¢ikti sayisini arttirmanin analizin ayirt edicilik
0zelligini azaltacagindan, girdileri arttirmanin etkinlikte azalisa, ¢iktilar1 arttirmanin
artisa neden olacag: hususlar1 dikkate alinarak girdi ve ¢ikt1 sayis1 arasindaki oran
korunmustur.

Analizde girdi degiskeni olarak “tespit maliyeti”; ¢ikt1 degiskenleri olarak ise,
“tespiti yapilan taginmaz yiizol¢timii” ile “gelirler toplami1” dikkate alinmigtir (Tablo
6). Tespit maliyeti yillar itibariyle farkli oranlarda diizenli bir sekilde artig gostermis,
en yiiksek artis %13,33 ile 2012 yilinda ger¢eklesmistir. Ancak, ¢ikt1 olarak secilen
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tespiti yapilan taginmaz yiizolglimil ve gelirlerde ise yillar itibariyle, ters yonlerde ve
oranlarda artig ve azaliglar ger¢eklesmistir. 2010 ve 2013 yillarinda bir 6nceki yila gore
tespiti yapilan taginmaz yiizdl¢iimiinde azalig, 2011 ve 2012 yillarinda artig yaganmustir.
Bunun tam aksine 2010 ve 2013 yillarinda bir 6nceki yila gore gelirlerde artis, 2011
ve 2012 yillarinda azalis goriilmektedir.

Tablo 6
Etkinlik Analizi Degiskenleri (Girdi ve Cikti)
GiRDi DEGISKENIi CIKTI DEGISKENLERI

DONEMLER | _ Tespit | Degisim Tes%’;;::}g‘zla“ Degisim| .| Degisim

Maliyeti* Oram Yiizolgiimii Oram Toplami®(TL) Oram

(TL) (%) (m?) (%) (%)

2009 949.420,36 158.721.469,89 60.607.809,62
2010 1.009.545,74 | 6.33 | 110.283.479,63 | -30.52 | 125.425.624,36 | 106.95
2011 1.063.426,19 | 534 | 164.898.690,87 | 49.52 | 62.288.905,44 | -50.34
2012 1.205.164,00 | 13.33 | 222.340.652,53 | 34.83 | 54.515.824,53 | -12.48
2013 1.281.210,80 | 6.31 | 136.883.726,03 | -38.44 | 85.526.540,26 | 56.88

Kaynak: Yildirim (2016)

Calismada kapsaminda analizde karar noktalarinin etkinlik durumuyla ilgilenildigi
icin girdi ve ¢iktr odakli modeller ile teknik ve 6lgek etkinligi icermesi dolayisiyla
CCR modelleriyle bulunan gorece toplam etkinlikler kullanilmistir. Ayrica, toplam
etkin olmayan donemlerin etkinsizliginin neden kaynaklandigini (teknik ya da dlcek
etkinliginden) tespit edebilmek amaciyla girdi ve ¢ikt1 yonelimli BCC modelleri ile
teknik etkinlik degerleri bulunmustur. EMS paket programi kullanilan ¢alismada, bu
program araciligiyla elde edilen CCR ve BCC girdi-¢ikt1 yonelimli model sonuglar
verilmistir (Tablo 2, 3, 4 ve 5).

Girdi yonelimli CCR modeline gore, 2009 ve 2010 yillarinda mevcut ¢ikti diizeylerini
en az miktarda girdi kullanilarak, etkinlik skorlar1 %100 ¢ikt181 goriilmektedir. Devam
eden yillarda ise (2011, 2012 ve 2013) etkinlik skorlarinin sirasiyla %82,9, %86,5 ve
9%60,7 ¢ikmasi optimal ¢iktiy1, yani tespiti yapilan tasinmaz yiizolgiimii ile gelir diizeyini
elde etmek i¢in kullandig1 girdi unsuru olan tespit maliyetinin etkin olmamasina neden

5 Tespit maliyetinin girdilerini; tespite gorevlendirilen tasitlar i¢in yapilan giderler (bakim-onarim, yakit,
sigorta, isletme ruhsati, egzoz ve muayene ile amortisman), tespitte kullanilan teknik alet amortisman
giderleri, tespitte gorev alan personel (sofor, teknik personel, idari personelin gegici gérev yolluklarr ile
maaglari) i¢in yapilan giderleri ile genel yonetim i¢in yapilan giderler (1sinma, su, elektrik ile kirtasiye ve
biiro malzemeleri) olmak ilizere dort ana baslik altinda toplamak miimkiindiir. En biiyiik gider kalemini
personel i¢in yapilan giderler (6zellikle maas 6demeleri) olusturmaktadir. Bunu sirasiyla arag, genel yonetim
ve teknik aletler i¢in yapilan giderler takip etmektedir.

6 Milli emlak birimlerini faaliyetleri sonucunda; kira, ecrimisil, satig ve irtifak hakki tesisi islemleri faaliyetleri
sonucunda gelirler elde edilmektedir. Hazine miilkiyetindeki tagmmazlar, gelir getirici faaliyet konusu
olabilecekleri gibi kanunlarla kendilerine verilen gérevlerin, kamu hizmetlerinin yerine getirilmesi amaciyla
5018 sayili Kanun ekli cetvellerde belirtilen kamu kurum ve kurulusun kullanimina birakilmakta (tahsis
edilmekte), ilgili kanunlarinda belirtilen sartlarda ve islerde kullanilmak tizere bedelli ya da bedelsiz olarak
Toplu Konut Idaresi Baskanlhigi (TOKI), Ankara Biiyiiksehir Belediyesi ve Ilge Belediyelerine devirleri
yapilmaktadir.
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oldugu goriilmektedir (Tablo 7). 2009 yilinda, ¢ikti degiskeni olarak tespiti yapilan
tasimaz yiiz6l¢limil miktarinin biiytikliigii, 2010 yilinda gelir gergeklesme rakamindaki
artigtaki yliksekliginin, girdi degiskeninden ziyade daha belirleyici oldugu goriilmektedir.

Tablo 7

CCR Girdi Yonelimli Model Sonuglart

KVB Esﬂl:)'ﬁ'lk Gl {I}{V} | C1{O}V} | C2{O}{V} = ReferansArahi
F2009 100,0 1 0,77 0,23 3

F2010 100,0 1 0 1 1

F2011 82,9 I 1 0 1(1,03)
F2012 86,5 1 1 0 1(134)
F2013 60,7 1 0,45 0,55 1(0,58) 2 (0.41)

Kaynak: Yildirim (2016)

Cikt1 yénelimli CCR modelinde, girdi yonelimli CCR modelinde oldugu gibi 2009
ve 2010 yillarinda %100 etkinlik skoru ile etkin bulunmustur. 2009 ve 2010 yillarinda
mevcut girdi ile optimal ¢iktiy1 elde ettikleri goriilmektedir. Devam eden yillarda ise
(2011, 2012 ve 2013) etkinlik skorlar1 sirasiyla %120,6, %115,5 ve %164,7 ¢ikmasi,
bu yillarda optimal ¢iktiy1 elde edemediklerini ve etkin olmadiklar1 gostermektedir.
En etkinsiz karar verme birimi ise 2013 yilinda gergeklesmistir (Tablo 8). Bu yilda
etkin olmama nedeninin tespiti yapilan tasinmaz yiizélglimiinde goriilen daralma
oldugu goriilmektedir.

Tablo 8

CCR Cikti Yonelimli Model Sonuglar

KVB | Etkinlik Skoru | G1 {I}{V} | C1 {0}{V} | C2{0O}{V} Referans Arahg
F2009 100,0 1 0,77 0,23 3

F2010 100,0 1 0 1 1

F2011 120,6 1 1 0 1(1,25)
F2012 115,5 1 1 0 1(1,55)
F2013 164,7 1 0,45 0,55 1 (0,96) 2 (0,67)

Kaynak: Yildirim (2016)

Girdi yonelimli BCC modelinde, CCR modeli sonuglarina ek olarak, 2009 ve 2010
yillarimin yaninda 2012 yili da etkin olunan karar birimi olarak ortaya ¢ikmaktadir
(Tablo 9). Bu yillardaki tespiti yapilan tasinmaz yiizol¢iimii ve gelirlerine en etkin
bi¢imde ulasabilmek i¢in kullanilmasi gereken en uygun girdi bilesimi gergeklestirmistir.
Ancak, 2013 yil1 bu modelde de en etkinsiz bulunan dénem olarak tespit edilmistir.
2012 yilinin, CCR modellerinden farkli olarak girdi yonelimli BCC modelinde etkin
olmasinda, tespit maliyetindeki artis oranindan daha biiylik bir oranda tespiti yapilan
taginmaz yiizol¢limii miktarinda artigin yasanmasi belirleyici olmaktadir.
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Tablo 9

BCC Girdi Yonelimli Model Sonuclart

KVB Esﬂlg)'i'lk Gl {I}{V} | C1{O}{V} | C2{O}V} Referans Arahifn
2000 100,0 1 1 0 2

F2010 100,0 1 0 1 2

F2011 86,3 1 0.64 036 1(0,84) 2 (0,04) 4 (0,13)
F2012 100,0 1 1 0 1

F2013 61,2 I 0 1 1(0,62) 2 (0.38)

Kaynak: Yildirim (2016)

Cikt1 yonelimli BCC modelinde de 2009, 2010 ve 2012 yillar1 etkin bulunmustur.
2011 ve 2013 yillar etkinsiz bulunan dénemler olarak saptanmigtir (Tablo 10). Etkin
olunan yillarda, ¢iktilardaki oransal artis, girdilerdeki oransal artistan daha biiytik
gerceklestigi gorlilmektedir.

Tablo 10

BCC Cikti1 Yonelimli Model Sonuglart

KVB ik G1mvy | c1io3vy | C2 {0}V Referans Aralifi
F2009 100,0 1 0,99 0,01 1

F2010 100,0 1 0 1 2

F2011 105,9 1 0,64 0,36 1(0,42) 2 (0,17) 4 (0,41)
F2012 100,0 1 1 0 2

F2013 109,5 1 0,43 0,57 1(0,62) 4 (0,38)

Kaynak: Yildirim (2016)

Etkin donemlerden hangisinin daha etkin oldugunu belirleyebilmek i¢in “siiper
etkinlik skorlar1” bulunmustur (Tablo 11 ve 12). CCR ve BCC siiper etkinlik skorlarina
bakildiginda, 2010 y1l1 tiim analizlerde en etkin donem olarak goriilmektedir. CCR girdi
ve ¢iktl, BCC ¢ikt1 yonelimli siiper etkinlik skoru sonuglaria gore etkinlik siralamasi
2010, 2009, 2012, 2011 ve 2013 seklinde; BCC girdi yonelimli siiper etkinlik skoru
sonuglarina gore etkinlik siralamasi ise 2010, 2012, 2009, 2011 ve 2013 seklinde
gergeklesmektedir. Siiper etkinlik skoru sonuglarina gore etkinlik tespitinde de, girdi
miktarlarindaki oranlar degisimlerden ziyade ¢ikt1 degiskenindeki (gelir gerceklesme
rakami) belirleyici durumdadir.
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Tablo 11

CCR Siiper Etkinlik Sonuglar

KVB CCR Girdi Yonelimli Siiper Etkinlik CCR Cikt1 Yonelimli Siiper
Skoru Etkinlik Skoru

F2009 121,1 82,6

F2010 139,1 71,9

F2011 82,9 120,6

F2012 86,5 115,5

F2013 60,7 164,7

Kaynak: Yildirim (2016)

Tablo 12
BCC Stiper Etkinlik Sonuglar

KVB BCC Girdi Yonelimli Siiper Etkinlik BCC Cikt1 Yonelimli Siiper
Skoru Etkinlik Skoru

F2009 123,4 69,2

F2010 152,3 66,2

F2011 86,3 105,9

F2012 145,2 76,9

F2013 61,2 109,5

Kaynak: Yildirim (2016)

Sonuc ve Oneriler

Diinyada yasanan degisim riizgarinin etkisi ile Tiirkiye’de yeni liberal bakis acisiyla
gergeklestirilen yeniden yapilandirma ¢alismalari, 2000°1i yillarda kamu yonetimine
bakis agisindaki degisim ve mali yonetim alanindaki tartigmalarla devam etmistir.
Uluslararasi ve ulusal diizenlemelerde mevcut yapilanmanin yetersizligi ve reform
yapilmasi, kamu kaynaklar1 ve Hazine tasinmazlariin etkin ve verimli yonetilmesi,
performans takibinin yapilmasi gerekliligi belirtilmis ve ¢6ziim 6nerileri sunulmustur.
Yeniden yapilandirma calismalar1 kapsaminda kamu hizmetlerinde etkinligi artirmak
icin kamu kurum ve kuruluglarinca yiiriitiilen bazi hizmetlerin 6zel sektor tarafindan
yapilmasit imkani saglanmistir. Dogasi geregi 6zel sektorce yapilamayan hizmetlerde
ise kamunun hizmet gérme yontemlerinde 6zel sektor tekniklerinin kullanimina dogru
bir yonelme s6z konusu olmustur. Yasanan bu degisim siireci ve kaynak ihtiyaci, kamu
tasinmazlarinin yonetimi anlayisinin da degismesi gerekliligini dogurmus, kamu
taginmazlarinin yonetiminden genel sorumlu kurum olan MEGM’in performansini
onemli hale getirmistir.

Kamu sektorii tarafindan yiiriitiilen hizmetlerin eksiksiz ve en diisiik maliyetle
gerceklestirilmesini ifade eden performans, devletin isleyisini liretim siiregleri zinciri ile
¢iktilarm yarattig1 sonuglar ve etkilerin nedensel iligkiler ag1 olarak nitelendirilmektedir.
Performans 6l¢iim sonuglari ile hem yiiriitiilen hizmetlerin kalitesi, hem hizmeti yiiriiten
personelin hesap verme sorumlulugunun ortaya konulmasi, hem de kurumun hedef,
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amag¢ ve misyonlara uygunlugu agisindan olgiilebilirligi saglanabilmektedir. Ancak,
kamu kesiminde performans degerlendirmesi bazi giicliikleri icinde barindirmaktadir.
Kamu sektorii performans gostergeleri, 6zel sektor gostergelerinden farkli olarak
¢ok yonlii, izlemesi miimkiin ve belirli degildir. Ayrica, bu gostergelerin tespiti ve
6l¢limiiniin gerceklestirilmesi politik bir karar alma stirecini i¢erdiginden, uygulama
siirecinde politik tercih ve deger sistemlerine gore sonuglarda farkliliklara neden
olabilmektedir. Ayni1 zamanda performans degerlendirmesi, biiyiik boyutlarda emek,
zaman ve kaynak kullanimina ihtiya¢ duyabilmektedir.

Hazine miilkiyetinde bulunan tasinmazlarin yonetimi faaliyetlerindeki performansi,
ozel sektdre gore daha diisiik seviye gergeklesmektedir. Ornegin, Savas (2003) tarafindan
yapilan ¢alismada vurgulandigi iizere, ABD’de devlet ormanlarinin 6zel ormanlardan
daha az verimli ¢alismasi; devlet miilkiyeti kararlarin etkilenmesi yolunda masrafl kulis
caligmalarma yol agmasi, ne kadar profesyonel, ne kadar kamu ruhuna bagli olurlarsa
olsunlar devlet biinyesindeki biirokratlarin kararlari, piyasa hakkindaki bilgilerden
yoksun olmalari nedeniyle, yeterince iyi olamamakta ve daha ¢ok devlet kontroliindeki
kaynaklarin etkisinde kalmakta, 6zel firmalar eger miilkiyetleriyle ilgili yanls ekonomik
kararlar verirlerse, zarar gorebilecekler iken, devlet memurlar1 genellikle bu tiir bir
diizeltici kuvvetten korunmaktadir. Bu bakimdan birgogu dogal kaynak niteliginde
olan kamu tasinmazlarinin yonetimi ve piyasa mekanizmasina entegrasyonuna iliskin
tartigmalarin yapildigi goriilmektedir (Savas, 1997; Demirci vd., 2008).

Tiirkiye’de Hazine taginmazlarmin iilke yiizolgtimiindeki agirligi dikkate alindiginda,
ekonomik kalkinmanin itici giicii olma potansiyeli 6n plana ¢ikmaktadir. Bu agidan,
Hazine taginmazlarinin idare altina alinmasi ve devaminda ihtiyaca uygun ve miimkiin
olan en kisa siirede ekonomiye kazandirilmasini saglayacak mekanizmalarinin isletilmesi
gerekliligi dogmaktadir. Siireci baglatacak temel mekanizma ise taginmazlarin mahallinde
yapilacak olan “tespit islemi” olmaktadir. Boylelikle hem taginmaz sayist ve fiili
durumunun kayit altina alinmasi, hem de bu taginmazlar {izerinde tasarrufta bulunabilme
imkan1 saglanmis olacaktir. Islemi gerceklestirilmesinde kaynaklarin kit oldugundan
hareketle, dogru yerde ve zamanda, ihtiyaca cevap verecek sekilde kullanildigina
dikkat edilmesi de gerekmektedir.

Calismada, Ankara ilinin merkez 16 ilgesinde, 2009 - 2013 donemi i¢in her takvim
yil1 ayr1 bir karar verme birimi alinarak “giderler toplami”nin girdi degiskeni, “tespiti
yapilan taginmaz yiizol¢imii” ile “gelir ger¢eklesmeleri”nin ¢ikti degiskeni olarak
alindig1 analizde, girdi ve ¢ikt1 yonelimli CCR ve BCC modellerinde farkli etkinlik
skoruna ulagilmistir. Girdi ve ¢ikt1 yonelimli CCR modeline gore, 2009 ve 2010
yillarinin etkin; 2011, 2012 ve 2013 yillarinin ise etkin olmadig1 sonuca ulagilmistir.
2013 yilmin her iki modelde de en etkinsiz donem oldugu goriilmiistiir. Girdi yonelimli
CCR modeline gore, etkin donemlerde mevcut ¢ikt1 diizeylerini en az miktarda girdi
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kullanilarak, etkinlik skorlart %100 ¢ikmustir. Etkin olmayan yillarda ise, optimal ¢iktry1
elde etmek icin kullanilan girdi unsuru olan tespit maliyetinin etkin olmamasina neden
oldugu goriilmektedir. Cikt1 yonelimli CCR modeline gore elde edilen skorlara gore,
2009 ve 2010 yillarinda mevcut girdi ile optimal ¢iktiy1 elde ettikleri saptanmugtir. Diger
yillarda ise optimal ¢iktiy1 elde edemedikleri ve etkin olmadiklari tespit edilmistir.
BCC modeline gore hem girdi yonelimli, hem de ¢ikt1 yonelimli analizde 2009, 2010
ve 2012 yillar etkin bulunmustur. Yine 2013 yili en etkinsiz donem olmustur. Girdi
yonelimli BCC modelinde, CCR modeli sonuglarina ek olarak, 2012 yil1 da etkin
olunan karar birimi olarak ortaya ¢ikmaktadir. Bu yillardaki tespiti yapilan tasinmaz
yiizolglimii ve gelirleri en etkin bi¢imde elde edebilmek amaciyla kullanilacak en uygun
girdi bilesimini ger¢eklestirmistir. Ancak, 2013 y1l1 bu modelde de en etkinsiz bulunan
donem olarak tespit edilmistir. Etkin donemlerden hangisinin daha etkin oldugunu
belirleyebilmek i¢in hesaplanan CCR ve BCC siiper etkinlik skorlarina bakildiginda
ise, 2010 yilinin tiim analizlerde en etkin donem oldugu goriilmektedir.

Arastirma sonuglarina gore, girdi degiskenlerinde goreceli olarak diizenli bir artis
yoniinde bir degisim goriilmesine karsin, ¢iktiya doniisiimiiniin diisiik olmasi ya da g1kt
miktarlarinin diisiik kalmasi durumu ile karsilagilmaktadir. Bu durum ise performans
yonetimi problemini ortaya ¢ikarmaktadir. Herhangi bir karar alma biriminin etkinligini,
diger karar alma birimlerine gére nispi olarak bulan bu modelle karar birimlerinin goreli
performansini 6l¢gmeyi amaglandigindan hareketle, MEGM agisindan etkin donemlerle
etkin olmayan donemler arasinda performans karsilastirmasi yapilarak, etkin olmayan
dénemlerin (yillar itibariyle) etkin duruma doniistiiriilebilmesi i¢in alinmas1 gereken
onlemlere iliskin yol gosterici olabilecektir. Performanst iyilestirmesi ya da etkinsizligin
organizasyondan kaynaklanma durumuna gore, yapilmasi gerekenler konusunda fikir
verecegi dikkate alinarak MEGM nin tespit, envanter, elde bulundurma ve elden
¢ikartma fonksiyonlarini igeren taginmaz yonetimi sisteminin yeniden gdzden gegirilmesi
ve etkin goriilmeyen alanlarda 6zel kisi ve kuruluslardan hizmet alimi yapilarak
etkinligin yiikseltilmesi gerekli goriilmektedir. Belirtilen caligmalarin programli bigimde
yiriitiilebilmesi i¢in idare biinyesinde teknoloji ve insan sermayesinin gii¢clendirilmesi
ve Ozellikle Cografi Bilgi Sistemlerine dayali bilgi sistemlerine yatirim yapilmasi ve
performans dl¢limiiniin bir kurum kiiltiirli olarak stratejik planda agikca belirtilmesi
ve buna gore calisma yapilmasi saglanmalidir. ilgili kamu kurumlarinda tasimmazlarin
tespiti, yonetim kararlar1 ve performans analizlerinin siirekli olarak yapilabilmesi igin
tiniversitelerin gayrimenkul gelistirme ve yonetimi boliimlerinden mezun olanlarin
kariyer uzmani olarak istihdam edilmelerinin zorunlu oldugu vurgulanmalidir. idarenin
nitelikli insan kaynagi ve teknolojik altyapiin gelistirilmesi, otomasyon, seffaflik
ve hesap verebilirlik yonlerinden de gelismenin saglanmasi ile belirtilen hedeflere
ulasilmasi kolaylasacaktir.
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Genglerin Kariyer Gelisiminde E-Mentorluk Siirecinin Etkisi

Effect of the E-Mentoring Process on Youth’s Career Development

Cigdem Vatansever' @, Fatma Ceylan®

Oz

E-mentorluk, uygulamali elektronik olarak veya kidemli ve daha az deneyimli bireyler arasinda bir iliski kurmak igin
kisisel, faydali, spesifik, senkronize, bitlinsel, erisilebilir ve uzun sireli mentorluk destegi saglayan bir yaklasim olarak
tanimlanabilir. E-mentorluk ile ilgili galismalar nispeten yeni ve az olmasina ragmen, arastirmalar bunun etkili bir
mentorluk yontemi oldugunu gostermektedir. Calismanin amaci, bu siirecin e-mentorluk programlarina katilan tniversite
ogrencilerinin meslek secimi ve kariyer gelisimlerine etkisini ortaya koymaktir. Arastirma 6rneklemi, bir sivil toplum
kurulusu tarafindan kurulan bir e-mentorluk platformu araciligiyla destek alan genglerden (14-30 yas arasi) olusmaktadir.
Bulgular, e-mentorlugun bu siirece katilan genglerin kariyer gelisimini destekledigini gostermektedir. Mentorlar, yakin ve
samimi iletisim tarzlari ve deneyimleri ile “6gretmen” rollerinde etkilidirler. Mentorlar, katiimcilara kariyer segimlerinde
yol gosterici bir tavir sergiler ve genglerin kafasindaki sorulari yanitlamaya c¢alisarak belirsizligin giderilmesine yardimci
olur.

Anahtar Sozciikler
Mentorluk, E-mentorluk, Kariyer, Kariyer gelisimi

Abstract

E-mentoring can be defined as an approach that is applied electronically or via the internet to provide personal, useful,
specific, synchronized, holistic, accessible, and long-lasting mentoring support to establish a relationship between senior
and less experienced individuals. Although studies on e-mentoring are relatively new and few, studies show that it is an
effective method of mentorship. The aim of our study is to reveal the effect of this process on the choice of profession and
the career development of university students who participate in e-mentoring programs. The research sample consists of
young people (age ranges between 14-30) who receive support through an e-mentoring platform established by a non-
governmental organization. The findings show that e-mentoring supports the career development of young people who
participate in this process. The mentors are effective in their role as “teachers” with close and sincere communication
styles and experiences. The mentors show a guiding attitude to the participants in their career choices and help to
eliminate uncertainty by trying to answer the questions in youth’s minds.
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Extended Summa

Research Problem

The main objective of the study is determining whether e-mentoring, which takes place
only on the internet without face-to-face communication, has a positive effect on mentees’
career development.

Research Questions

The main research questions are: How does e-mentoring have a positive effect on young
people’s career choices and thus their career development? What are the other gains related
to e-mentoring? What characteristics of the mentors do these gains depend on?

Literature Review

E-mentoring is the most comprehensive approach applied electronically or via the
internet to provide personalized, useful, specific, synchronous, holistic, accessible, and
long-lasting mentoring support to establish mentoring relationships between senior and
less experienced individuals (Chong et al., 2020). Although studies on e-mentoring are
relatively new and few, research shows that it is an effective mentorship method (Ongoz,
2018; Tanis & Barker, 2017). Face-to-face (FtF) communication tools that allow face-to-
face interaction create an environment for more intimate communication than does email.
This is because FtF tools can support online and simultaneous dialogue. In other words,
body language, gestures, and facial expressions add to the sharing of feelings and ideas
between the mentor and the mentee. This makes communication much more comfortable
and allows for a kind of friendship (Tanis & Barker, 2017). Career development includes
the steps that individuals take to evaluate their positions and reach their intended careers.
It requires reflection about the future, detailed evaluation, and conscious actions toward
the determined goals. In summary, career development is the link between thought and
action (Jyoti & Sharma, 2015). The experience of receiving mentoring enables individuals
to rise faster, earn higher wages, and feel more career satisfaction (Murphy, 2011). Mentors
in the mentoring process can play the role of career counselor. Career counseling includes
activities that support clients’ choices in order to learn about themselves, their prospective
professions, and the business world. The career counselor informs clients about the jobs they
can choose and shows them how to obtain this information (Unsal, 2014 p: 4). Mentoring
activities for young people are generally carried out within the scope of volunteering.
For example, one of the most common applications in the related literature is the AT&T
sponsorship of the e-mentoring platform MentorNet for a program conducted to increase
the number of female students studying engineering (Rowland, 2012). In Turkey, many
different organizations, almost all of which include volunteer work, carry out mentoring
practices for university students.
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Methodology

In mentoring research, the qualitative approach is preferred for recording both the small
sample size and the insights about the experience (Kram, 1983; Kram & Isabella, 1985;
Ongoz, 2018; Shrestha et al., 2009). Our research sample consisted of young people who
received e-mentoring through a mentoring platform established by a non-governmental
organization. This platform was chosen for study because it is not limited to a single
university or association, and the main purpose of the mentoring practice is to support
career development. Video interviews were conducted over the internet with 19 students
who gave their consent to participate in our study. The “Interview Guide” created in line
with the research purpose included the following questions. (a) How would you evaluate
your mentoring process? (b) How would you describe your relationship with your mentor?
(c) How did the mentoring process affect your career choices? (d) How has your mentor
contributed to your career development? (¢) What are the issues that you think contributed
the most and least to you in the mentoring process? (f) How has the mentoring process
supported your development? During the interviews, a voice recording was made with the
consent of each participant. Interview records were analyzed and transcribed in Microsoft
Word, and data were evaluated using the MAXQDA qualitative analysis program. The
content analysis method was used in data analysis.

Results and Conclusions

The 19 participants included nine men and ten women. By career level, the study included
four graduates and employees, 12 undergraduate students, and three graduate students. Through
internet-based software, young people ages 14-30 evaluated the mentors’ profiles (which
contained their names, professions, and short CVs) and conducted interviews with their preferred
mentors through the platform. A mentee could choose more than one volunteer as their mentor.
Both the mentor and the mentee were at their computers at a pre-determined time, and the
mentoring meeting took place through online correspondence. The close relationship between
the characteristics of the mentor, the contribution of the mentoring process, and the mentee’s
career choice was important. When the characteristics of the mentor were evaluated through
a single case study, the relationship between the mentor and the mentee was defined by the
themes of friendship and teaching. The most emphasized characteristics of the mentor were:
“experienced,” “guiding,” “helpful,” and “sincere.” Perceiving a similarity between the mentee
and mentor was viewed positively by the mentee. When career-related gains were evaluated, the
participants particularly drew attention to “pointing out alternatives.” By sending the message
that there is more than one option and by evaluating different options, the mentor assumed the
role of “guiding” the way the mentee should follow. Another gain of the mentorship process
was the development of personal competencies such as awareness, different perspectives, and
self-confidence. Among the findings regarding the evaluation of the online aspect of e-mentoring,
while the ease of access on the internet was seen as an advantage, most of the participants
defined the lack of video or FtF communication as a deficiency.

93



ISTANBUL MANAGEMENT JOURNAL

Genclerin Kariyer Gelisiminde E-Mentorluk Siirecinin Etkisi

Odysseia destaninin kahramani olan Mentor’dan bu yana, tarih boyunca iki birey
arasindaki koruma, himaye etme iligkisi bireylerin gelisimini saglayan en giiglii araglardan
biri olmustur (Harvey vd. 2009). Socrates ve Plato, Freud ve Jung, Medici ve Michelangelo
arasindaki yakin entelektiiel, duygusal ve sosyal iligki, mentorlugun etkisini gdsteren ¢ok
simgesel 6rneklerdir. Tiirkiye’den Yasar Kemal ile Ziilfii Livaneli arasindaki agabey-kardes
iliskisini hatirlatan yakinlik, Sezen Aksu’nun yetistirdigi miizisyenlerle dolu olan ¢evresi ve
Yilmaz Erdogan’in “cirak” yetistirmeye yonelik ¢aligmalari mentorluga tilkemizden 6rnek
olarak gosterilebilir. Is diinyasma bakildiginda Richard Branson’un mentoru Sir Freddie
Laker’1n Virgin Havayollari’nin kurulusunda kendisine verdigi destek, Tiirkiye’den Sakip
Sabanci’nin kendi yerine Giiler Sabanci’y1 yetistirmesi kendiliginden gelisen mentorluk
deneyimlerinin ¢arpict érnekleridir. Bu olumlu sonuglarin farkina varan organizasyonlar,
mentorluk iligkisinin kendiliginden olugsma 6zelligini (enformal mentorluk) degistirip,
daha yapilandirilmis programlara doniistiirerek 6grenme ve gelisim amaciyla kullanmaya
baslamislardir (Rowland, 2012; Murphy, 2012).

Geleneksel olarak mentorluk; belli bir alan ya da disiplinin deneyimli olan iiyesi ile o
alanin yeni veya geng iiyesi arasinda, destek vermek ve geng olani cesaretlendirmek igin
goniillii ya da profesyonel olarak ayrilan zaman i¢inde gelisen ve yargisiz, bire bir iligki olarak
tanimlanmaktadir (Akin ve Hilbern, 2007; Ozkalp, Kirel, Sungur ve Cengiz, 2006). Rowland
(2012), mentor ve mentorluk arasindaki iligkiyi bir bilgi aktarimi olarak tanimlar, igbirligine
dayal1 6grenmenin de hesaba katilmasi gerektigini vurgular. Mentorluk iliskisinde deneyimli
taraf i¢in Tirk¢e’de yaygin olarak kabul goérmiis olan “mentor” sézciigii benimsenirken,
bu siirecin hedef yararlanicisi igin farkli isimler kullanilmaktadir. Bunlardan “menti”
sozciigii, Ingilizce “mentee” kelimesinin okundugu sekliyle Tiirk¢e’de kullanilmasidir.
Mentorluk iliskisindeki taraflar icin 6nerilen hami vb sozciikler de uygulamacilar ve
kuramcilar arasinda pek kabul gérmemistir (Ozkalp vd., 2006). Bu makalede, aragtirma
konusu olan kariyer danigmanligi kavramu ile tutarli olarak, mentorluk alan taraf “danisan”
olarak adlandirilmisgtir.

Mentorluk siireci, gen¢ ve deneyimsiz olanin daha deneyimli olanin “diinyasina
girebilmesi”ne olanak saglar (Adams ve Crews, 2004). Bireylerin potansiyelini ortaya
cikarma ve deneyimlerin giinliik hayata aktarimini saglamada 6nemli yaklagimlardan
biri olan mentorluk, farkli baglamlarda da mesleki gelisimi desteklemekte dnemli bir
rol oynamaktadir (Kuzu, A.; Kahraman, M. and Odabasi, 2012). Mentorluk iliskisi, is
tatmininde ve ticretlerde artig, daha hizli terfi alma ve kariyer gelisimiyle iliskilidir. Ayni
zamanda mentorluk alanlarim ileride birer mentor olma olasilig1 artmaktadir (Wright &
Wright, 1987).

Mentorluk siirecinde; mentorluk alanin becerileri, bilgisi ve 6zgilivenini artirarak basarilt
olmasi asil amag olarak belirlenirken, ayni zamanda mentorun gelisimi de desteklenir (Single
& Muller, 2001). Universite 6grencileriyle yiiriitiilen bir mentorluk siirecini degerlendiren
mentorlar, kendi iletisim becerilerinin gelistigini, sosyallesme firsat1 ve performanslari ile
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is tatminleri lizerinde diisiinmelerine olanak bulduklarini belirtmislerdir (Shrestha, May,
Edirisingha, Burke, & Linsey, 2009). ilgili yazindaki ¢alismalar, mentorluk iligkisinin yer
alan herkese, yani mentorlara, mentorluk alanlara ve i¢inde bulunulan organizasyona deger
kattigini gostermektedir (Jyoti & Sharma, 2015).

Caligma yasamini etkileyen hizli demografik ve teknolojik degisimlerin yanisira
mentorluk programlarinin somut kazanimlarinin da zaman i¢inde daha iyi goriilmesi;
6grenme ve gelisim amactyla yararlanilan mentorlugun farkli bigimler almasina yolagmustir.
Akran mentorlugu (peer mentoring), tersine mentorluk (reversed mentoring) gibi farkl
isimler alan, mentorluk programlarinin dijital platforma tasinan bigimine elektronik
mentorluk, yaygin kullanimiyla e-mentorluk denmektedir (Allen, Eby, O’Brien, & Lentz,
2008; Chong et al., 2020).

Tiirkiye’de de son yillarda mentorluk siire¢ ve uygulamalart arastirmacilarin ilgisini
cekmektedir (Ozkalp, Kirel, Sungur ve Cengiz, 2006; Erdem & Aytemur, 2008; Kabdulova
& Oztiirk, 2017) . E- mentorluk konusundaki ¢alismalar gérece daha yeni ve daha az olmakla
birlikte, yapilan arastirmalar etkili bir yontem oldugunu gdstermektedir (Ongoz, 2018;
Tanis & Barker, 2017). Calismamizin amaci, e-mentorluk alan {iniversite 6grencilerinin,
meslek secimi ve dolayistyla kariyer gelisimlerinde aldiklart mentorlugun nasil bir etkisi
oldugunu arastirmaktir. Bu amagla, dncelikle e-mentorlugun nasil uygulandigi, sonrasinda
da mentorluk ve kariyer gelisimine iliskin yazin arastirmasi sonuglart paylasilacaktir.
Genglere yonelik mentorluk uygulamalarina iliskin 6rnekler sunulduktan sonra sirasiyla,
arastirmanin yontemi, bulgular ve bulgularin tartisilmasina yer verilecektir.

E- mentorluk

E- mentorluk gorece en yeni mentorluk bigimlerinden birisidir ve ¢evrimi¢i mentorluk
(online mentoring), uzaktan mentorluk (telementoring), sanal mentorluk (virtual mentoring),
internet tizerinden mentorluk (internet mentoring) ve bilgisayar araciligiyla mentorluk
(computer-mediated mentoring) gibi isimler almaktadir (Rowland, 2012; Neely, Cotton,
& Neely, 2017). Biitiin bu adlandirmalar mentorluk siirecinde, internet ortaminda ¢esitli
elektronik ya da dijital araglarin kullanimina dayali siiregleri icermektedir. E-mentorluk en
kapsamli bicimde “Kidemli olan ile daha az deneyimli olan bireyler arasinda mentorluk
iliskileri kurmak igin kisiye ozgii, yararl, spesifik, eszamanli (senkronize), biitiinciil,
erisilebilir ve uzun siiren bir mentorluk destegi saglamak i¢in internet veya elektronik
araciligiyla uygulanan yaklasim” olarak tanimlanabilir (Chong et al., 2020). Rowland
(2012) e- mentorlugun, “mentor ve mentorluk alanin forumlar, sohbet odalari, bloglar ve
web- konferanslar ile birbirleriyle iletisim kurabilecekleri bilgisayar tabanli bir iletigim
yolu” oldugunu aktarmaktadir. Bu bilgisayar tabanli iletisim yoluyla elektronik iletisimden
yararlanilarak, mekan veya zamandan bagimsiz olarak mentorluk iliskisi gelistirilir ve
stirdiiriiliir (Akin & Hilbun, 2017).

E-mentorlugun, mekandan bagimsiz ve zaman agisindan esneklik saglayabilmesi
sayesinde, list yonetim mentorluk goriigmelerine aninda, deyim yerindeyse parmaklarinin
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ucuyla erigebilir; ve boylelikle birebir toplant1 odalarinda yapilan gériismelere yetisme
zorunlulugu ortadan kalkmaktadir. E-mentorlugun getirdigi bu kolaylik sonucunda geleneksel
mentorluga gore, e-mentorluk uygulamalarina katilan mentor sayisinda artis olmustur (Neely
et al., 2017; Rowland, 2012). E-mentorluk daha ¢ok kisiye erisim avantaji yaninda, daha
diisiik maliyetli bir uygulama olarak goriilmektedir (Neely et al., 2017). Diger yandan tam
kars1t bir goriis, e-mentorlugun geleneksel ve yiiz ylize mentorluga bir alternatif olarak
goriilmemesi gerektigini; ¢linkii yiiz ylize mentorluk siirecinde olan yonetim, hazirlik,
eslestirme, degerlendirme ile ilgili masraflarin yanisira, yazilim gelistirme gibi teknolojik
altyap1 yatirnmlari gerektirdigini one stirmektedir (Kuzu, Kahraman, and Odabasi, 2012)

Cevrimigi goriintiilii goriismelerin (Skype O, ZoomO, MSTeamsO vb.), hi¢ olmadig:
ya da az oldugu e-mentorluk programlarinda; yas ve statii gibi kisisel dzelliklerin daha
az 6nem kazandigi, bir anlamda mentor ve danisanin esitlendigi goézlenmektedir (Ongoz,
2018). Bu baglamda e-mentorluk, 6nyargilarin daha az oldugu, daha tarafsiz bir etkilesim
platformu olarak 6ne ¢ikmaktadir (Akin ve Hilbun, 2007). Bir gdriintiilii goriisme arac1
kullanilmaz ise cinsiyet, dig goriiniim ya da etnik koken gibi dnyargi olusturacak gorsel
ipuglar1 tamamen ortadan kalkmis olur (Neely et al., 2017). Ayrica, goriintiilii olsa dahi,
genellikle kidemli yoneticinin makam odasindaki statii simgeleri gibi bir tarafi digerinden
iistlin kilan gostergeler olmayacagindan daha esit bir iligki ve iletisim zemini saglanmig olur
(Ensher, Heun, & Blanchard, 2003). Ayrica elektronik ortamlarda, kadinlarin mesleki iliski
kurma girisimlerinin yanlig yorumlanma olasili§inin azaldig1, boylelikle erkek mentorlara
daha rahat erisim saglandig1 goriilmektedir (Bierema & Merriam, 2002; Headlam-Wells,
Gosland, & Craig, 2006). Tiirkiye gibi kadin ve erkekler arasindaki etkilesimlerin kiiltiirel
olarak sinirlarla tanimlandig1 toplumlarda, bu durum e-mentorlugun daha cok kisiye
ulagmasini da saglayabilir.

E-mentorluk Siirecinde fletisim

Uygulamada, e-mentorluk iligkisinde birden fazla yontem ve aracin birlikte kullanildig1
goriilmektedir. E-posta, e-mentorluk siirecinde kullanilan ilk iletigsim aracidir ve sonrasinda
farkli iletisim olanaklar1 gelismesine karsin, hemen her yerden ulasilabilmesiyle e-posta
yaygin kullanimini1 hala korumaktadir. E-posta, mentorlarin danisanlarin yanitlarini izleyip
gozden gegirebilmesi i¢in zaman esnekligi sunarak, goriisiilenlerle ilgili diisiinebilmesi
i¢in firsat yaratmaktadir (Tanis & Barker, 2017). Bu 6zelligiyle aninda mesajlasmadan
ayrilarak, her iki tarafin da yeni bir yanit géndermeden dnce metni okumasi ve lizerinde
diistinmesi i¢in gerekli zamani saglar (Shpigelman, Tamar Weiss, & Reiter, 2009). Ayrica
mentorluk siirecindeki etkilesimlerin yaziya dokiiliip kayda gecebilmesine imkan tanir
(Ensher et al., 2003).

E-mentorluk uygulamalar1 kullanim amaci ya da yararlanilan iletisim araglarina gore
birbirinden farklilagsa da, en 6nemli ayrimlardan biri kurulan iletisimin senkronize (¢evrimigi)
olup olmadigidir. Bazi e-mentorluk uygulamalarinda etkilesim icin yalnizca e-posta
kullanilirken; sadece goriintiilii gériigme ya da sadece ¢evrimigi sohbet gibi teknolojilerden
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yararlanilan uygulamalar da bulunmaktadir. Bazi mentorluk programlarinda ise, Ongoz’un
(2018) ¢alismasinda oldugu gibi, e-posta, gortintiilii gériisme ve telefonun birlikte kullanimi
gibi birden fazla elektronik araca yer verildigi goriilmektedir.

Yiiz ylize etkilesime imkan veren goriintiilii goriisme araglari, e-postadan daha samimi bir
iletisim i¢in ortam yaratmaktadir. Bunun nedeni, gortintiilii goriisme araglarinin, gevrimigi
ve eszamanli diyalogu destekleyebilmesidir. Yani, mentor ve danisan arasindaki duygu
ve fikir paylasimina, beden dili, jestler ve mimikler eklenmektedir. Bu durum, iletisimi
¢ok daha rahat hale getirir ve bir ¢esit arkadaslik iliskisine olanak saglar (Tanis & Barker,
2017). E-mentorluk siirecinde etkilesim saglamak i¢in e-posta ve goriintiilii gériismelerin
yanisira; sosyal aglar, telefon goriismeleri, anlik mesajlasma uygulamalar1 (whatsappO,
messengerQ vb), ¢evrimigi depolama (dropboxO, driveO vb), ¢evrimigi belgeler, blog ve
LMS' kullanimina rastlanmaktadir (Rowland, 2012).

Tablo 1
E-Mentorluk Programi Siirecinde BIT? (ICT) Araglarinin Kullamim Amaglart
BiT Araal Kullanim ihtiyac1
Ik iletigim
E-posta Dokiiman iletme
Tlk iletisim
Bilgi verme
Sosyal aglar Koordinasyon

Dokiiman iletme
Dokiiman paylasimi

o . Anlik iletigim

Telefon gorlismeleri g ..
Internet olmadiginda erisim

SMS Anlik iletisim ] N
Internet olmadiginda erisim
Bilgi verme
Koordinasyon

Anlik iletisim uygulamalar1 Anlik iletigim
Tartisma
Dokiiman iletme

Cevrimigi depolama Dosyalar belli bir gruba iletme

Blog ilk iletigim

Mentorluk yazilimi / platformu (LMS) Ilk iletisim

Cevrimici goriisme Ilk iletisim

Kaynak: Ongoz, S. (2018) The Use Of Ict Tools In E-Mentoring: A Case Study p: 8’den adapte edilmistir.

Universite dgrencileriyle bir yazilim projesinin gelistirilmesine dayali calismasinda
Ongoz (2018), giinliik yasamlarinda da alisik olduklar1 i¢in mentor ve danisanlarin en
etkin olarak anlik mesajlasma ve sosyal aglar1 kullandigini saptamistir. Bu ¢alismada,
e-mentorluk siirecinde yararlanilan elektronik iletisim araglar1 ve bu araglarin hangi
amagcla kullanildigi Tablo 1°de gosterilmistir. Bu tabloya gore, sosyal ag ve anlik mobil

1 Ingilizce “Ogrenme Bilgi Sistemi (Learning Management System)” kisaltmast
2 Bilgi ve iletisim Teknolojileri (Information and Communication Technologies) kisaltmas1
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mesajlasma, e-mentorluk programi boyunca birbirinden farkli amaglarla kullanilmistir.
Mentorlar, sosyal ag platformlarini; duyuru yapmak, danisanlar1 bilgilendirmek, ekibi
koordine etmek, dosya gondermek, dosyalari incelemek ve geri bildirim vermek i¢in
kullanmiglardir. Daniganlar ise, sosyal aglart kullanarak yaptiklar: ¢alismalar hakkinda
mentorlarint bilgilendirip tizerinde ¢alistiklar1 konularin ¢iktilarini paylasmislardir. Hem
mentorlar, hem de danisanlar, begendikleri internet baglantilarini sosyal aglarda paylasarak
fikir alisverisinde bulunulan bir tartisma ortan yaratmuslardir. internet erisimi olmadiginda
ya da istenildigi anda kars1 tarafa ulasabilmek icin ise, hem mentorlar hem de danisanlar
telefon goriismeleri ve kisa mesajdan yararlanmislardir. E-mentorluk uygulamalarinda
mentorlar ve danisanlar tarafindan iyi bilinen teknolojilerin kullanilmasiin, etkilesim
stirecini olumlu yonde etkiledigi goriilmektedir (Ongoz, 2018).

E-mentorluk siirecinde yararlanilan iletisim araglari, teknolojk 6zelliklerine gore; zengin
medya igerigi, eszamanlilik ile sosyal baglam ve siiregler olmak {izere ii¢ ayri grupta ele
alinmaktadir. Icerik agisindan “en zengin” yani goriintiilii araclarla; aninda geri bildirim
ozelligi sayesinde dig goriiniim, ses tonu, viicut dili gibi bireysel 6zelliklerin kars: tarafa
aktarilmas1 miimkiin olmaktadir. Eszamanlilik 6zelligi, goriintiilii gériismeler ya da anlik
mesajlagma uygulamalarinda oldugu gibi, iletisimin ayni hizda ve ayn1 anda gergeklesmesidir.
Ucgiincii grup olan, iletisimin gerceklestigi baglamin anlasilmasi ve sosyal etkilesimin
gergeklesmesi ise en iyi sekilde sosyal medya platformlarinda olabilmektedir. igerik acisindan
daha zengin olan goriintiilii gdriisme araglarinin 6zellikle e-mentorluk siirecinin baglarinda
yararli olabilecegi disiiniilmektedir. Goriintiilii goériigme yazilimlari, igerik zenginligine,
eszamanlilik 6zelligine ve yiiksek diizeyde sosyal baglam olusturma potansiyeline sahiptir.
Goriintiilil goriisme, katilimcilarin aninda geri bildirim alabilmeleri, sozli iletisim i¢in
gerekli viicut dili, ses tonu gibi ¢oklu ipuglarmin olmasi gibi 6zellikleriyle mentorluk
stirecindeki taraflarin yiiz yiize iletisimin tim avantajlarindan yararlanmalarina olanak
saglamaktadir. Bir e-mentorluk iligkisinde etkilesim icin degisik araclar kullanildiginda;
yiiksek medya zenginligi, eszamanlilik ve sosyal arkaplani da olan bir iletisim kurulabilmis
olur. (Neely et al., 2017).

Yukarida deginilen Ongoz’un (2018) arastirmasinin sonuglari, katilimeilarin 6nceden
bildikleri ve kullandiklar1 teknolojileri tercih ettiklerini ortaya koymustur. Herhangi bir
teknolojiye yonelik 6z-yeterlilik algisi, yani bireyin kendisini o araci kullanmada yeterli
ve becerili gérmesi, aracin kullanim sikligini ve yararliligina olan inancini artirmaktadir.
Panopoulos ve Sarri (2013), bilgisayar 6z yeterliliginin e-mentorlugun benimsenmesiyle
pozitif yonde iligkili oldugunu saptamislardir.

Bierma ve Merriam’a (2002) gore, teknolojiye erisim giicliigli e-mentorluk siirecinin
basarisini engellemektedir. Neely vd. (2017); ABD’de, her ii¢ kisiden birinin evinde genis
bant internet erisiminin olmadigini, daha diisiik gelirli evlerde ise internete erisimin ¢ok
sinirh oldugunu aktarmaktadir. Tiirkiye icin de benzer bir durum sézkonudur; kiiresel
salgin doneminde internet {izerinden egitime erisim oranlarinin diisiikliigii dikkat ¢ekicidir
(OECD, 2020). Ongoz’un (2018) arastirmasinda, danisanlarin bazilar1 yetersiz teknik altyapi

98



Vatansever, Ceylan / Genglerin Kariyer Gelisiminde E-Mentorluk Surecinin Etkisi

nedeniyle sorunlar yasadiklarini raporlamiglardir. Diger yandan, kiiresel salgin yalnizca
egitimi ve is yasamini degil sosyal yasami da internet ortamina tasimistir. Salginin basinda,
yalmzca ZoomO goriintiilii toplant1 platformunu giinliik olarak kullanan kisilerin sayisi
300 milyona ulagmistir (BBC, 2020).

Karma Mentorluk

Mentorlarin gogu, yiiz yiize ve ¢evrimigi iletisimin, danisanlartyla gliven ve etkili iliskiler
gelistirmek igin 6nemli oldugunu diisiinmektedir. Tanis ve Barker’in (2017) ¢aligmasindaki
katilimeilarin hepsi, gortintiilii gériisme ile yapilan toplantilarin basarili ve faydali oldugunu
belirtmektedir. Yazarlara gére bu olumlu degerlendirmelerin nedeni, kullanilan gériintilii
goriisme aracinin zengin bir gorsel ortam sunarak mentorluk iligkisindeki kritik noktalari
tartisabilme olanag1 yaratabilmesidir.

Mentorlar ve danisanlar arasinda fiziksel ger¢eklikte bir yiiz yiize etkilesim olamamast,
e-mentorluk siirecinin 6nemli bir eksikligi olarak degerlendirilmektedir (Shpigelman vd.,
2009). Purcell’e (2004) gore, e- mentorluk iliskisinin etkinligini artirmak icin e-posta,
telefon ve goriintiili goriisme entegre edilmelidir. Karma (blended / hybrid) mentorluk olarak
adlandirilan bu uygulamada, mentorlar ve danisanlar yiiz yiize etkilesim ile elektronik iletisim
araclarini birarada kullanmaktadir (Murphy, 2011). Ensher vd. (2003), e-mentorluk siirecinde
mentor ile danigan arasindaki teknoloji kullanimini ii¢ ayr1 diizeyde tanimlamistir: e-posta,
web siteleri, sohbet odalari ve anlik mesajlasma gibi yalnizca teknolojik araglarin kullanimi
(a); etkilesimin yarisindan fazlasinin ¢evrimici araglar yoluyla, etkilesimin kalaninin yiiz
yiize goriismeleriyle gerceklesmesi (b); ve teknolojiden yararlanma olarak tanimlanabilecek,
agirlikli olarak yiiz yiize goriigmeler olmasi ve e-posta, anlik mesajlagsma, sohbet odalari,
web sitelerinin zaman zaman gerekli oldukc¢a kullanimi (¢). Bu simiflandirmada b ve ¢’dekine
benzer uygulamalar karma mentorluk uygulamalarina drnek olmaktadir.

Karma mentorluk uygulamalarinda, ¢evrimigi etkilesime gegmeden Once yiiz yiize
mentorluk goriismesinin yapilmasi, mentorla danisan arasindaki iligskinin temelini olugturacagi
ve boylelikle bagm kurulmasini kolaylastiracagi igin dnerilmektedir (Rowland, 2012).
E-mentorluk siirecinde, ilk goriismede eszamanli bir arag¢ kullanilsa dahi mentorluk iliskisinin
gelismesi geleneksel mentorluga nazaran daha fazla zaman gerektirebilir (Ensher et al., 2003).

E-mentorluk Siirecinin Asamalari

Mentorluk siireci temelde hazirlik, eslestirme, etkilesim ve sonlandirma asamalarindan
olusmaktadir. E-mentorluk siirecinin etkinliginin artmasi i¢in hazirlik ve eslestirme
asamalarinda mentorluk egitimi verilmesi 6nerilmektedir. Egitimlerde; danisanlarla olan
iletisimin siirekliliginin, izlem amaciyla gergek¢i ve zamana dayali hedeflerin belirlenmesinin
ve stirece iliskin taraflarin sorumlulugunun vurgulanmasi énemlidir (Stoeger, Duan,
Schirner, Greindl, & Ziegler, 2013). Etkili bir egitim programiin ardindan uygulamaya
gegen e-mentorluk programlarinda, danisanlar mentorlariyla daha sik iletisim kurmakta
ve siirece katilimlart artmaktadir (Kasprisin, Single, Single, & Muller, 2003).
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Mentorluk siirecinin kazanimlart hakkinda mentorlarin ve danisanlarin bilgilendirilmeleri
amacityla, bir el kitab1 ile birlikte video gibi gorsel agidan zengin bir bagvuru kaynagi
hazirlanabilir (Tanis & Barker, 2017). Egitimin ardindan, mentorluk siireci baglamadan
once her iki tarafin da beklentileri ve ihtiyaclari tartisilmalidir. Mentor ve danisan siirecin
sonunda bagarinin nasil 6l¢iilecegi ve cevrimigi toplantilar1 kimin planlayacagi gibi konulart
en basta belirlemelidir. Uygulama siirecininin iyi bir sekilde yapilandirilmasi, mentor ve
danisanin karsilikli beklentilerini ve rollerini belirlemelerine yardimct olacaktir (Tanis &
Barker, 2017).

Eslestirme siirecinde, daniganlarin mentorlarint kendilerinin segmesi durumunda,
mentorluk iligkisine olan bagliliklart artmaktadir (Neely et al., 2017). Mentorlar ve danisanlar
arasinda algilanan benzerligin, mentorluk iligkisinin kalitesini ve bu iliskiden duyulan
memnuniyeti artirdigi farkli ¢alismalarda dogrulanmistir. Burada kastedilen benzerlik
demografik benzerlik degil; kisisel hedefler, tutumlar ve inanglarda benzer olmay1 i¢eren
bir algidir (de Janasz, Ensher, & Heun, 2008).

Mentorluk siirecinde, egitsel aktivitelerin planlanmast, ihtiyaca uygun ¢evrimigi iletisim
araglarinin se¢imi gibi yonetsel bir rolii daha ¢ok mentor tistlenmektedir (Dorner, 2012).
Ancak arastirma bulgulari, bir mentorluk iligkisi ne 6l¢iide yapilandirilirsa yapilandirilsin,
iliskideki rol dengesinin mentorlar ve danisanlar tarafindan birlikte olusturuldugunu
gostermektedir. Mentorlardan, lider ve yonlendirici pozisyonuna sahip olduklari igin
mentorluk iligkisinin tamamini yonetmeleri ve kontrol etmeleri beklense de, bu durum
daniganin hedeflerine ne 6l¢lide ulasmak istedigiyle ilintili olmaktadir (Tanis & Barker, 2017).
Yukarida da deginildigi gibi, e-mentorluk iligkisinin sanal dogasi, geleneksel mentorlukta
varolan hiyerarsik sosyal gostergeleri azaltabilir. Boylelikle daniganlar, iletisim i¢in birincil
sorumlulugu daha giiclii figiirden beklemek yerine diisiincelerini ve goriiglerini daha ¢ok
paylasabilirler (Cothran vd., 2009).

Kisiye 6zgili 6grenme kavraminin ortaya ¢ikmasiyla birlikte e-mentorluk, formal egitim
ve 6grenim programlarinin yanisira, yeni firsat ve ¢esitli kaynaklar sunabilen bir yasam boyu
o6grenme yaklasimi olarak goriilmektedir (Kuzu, Kahraman, and Odabasi, 2012). Yasam
boyu 6grenme, insan kaynagmin niteliginin yiikseltilmesi, ekonomiye kazandirilmasi ve
istihdam edilebilirligi i¢in, kiiresellesmenin yarattig1 rekabet ortaminda iilkeler, kurumlar
ve bireyler i¢in dnemli bir arag olarak ortaya ¢ikmistir. Herkesin yeni beceriler edinmesi,
o0grenme ve 6gretmede yenilik, 6gretmenin bilgi iletisim teknolojileriyle ev ya da eve
yakin bir noktada ulasilabilir hale getirilmesi, yasam boyu 6grenme kavraminin temel
unsurlaridir (Aksoy, 2012).

Kariyer Gelisimi ve E-mentorluk

Kariyer gelisimi, bireyin bulundugu konumu degerlendirip, gelecek igin planladig:
konuma ulagmak i¢in atacagi adimlart igerir. Gelecekle ilgili derin diisiinmeyi, ayrintilt
degerlendirme yapmay1 ve belirlenen hedeflere yonelik bilingli aksiyonlar1 gerektirir.
Ozetle, kariyer gelisimi diisiince ile eylem arasinda bir baglant: anlamina gelmektedir
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(Jyoti & Sharma, 2015). Mentorluk alma deneyimi, bireylerin daha hizli yiikselmesini,
daha yiiksek iicretler almalarini ve ayni1 zamanda daha ¢ok kariyer tatmini duymalarini
saglamaktadir (Murphy, 2011).

Kram’in 1983 yilinda yayinlanan 6ncii ¢aligmasi, mentorluk siirecinde elde edilen
kazanimlarin, bu iliskinin dogasindaki kariyer ve psikososyal islevlerle miimkiin oldugunu
gostermektedir. Kariyer iglevi, sonradan eklenen rol alma (Weinberg, 2019) ile birlikte
yedi alt boyuttan olugsmaktadir ve bunlarin neler oldugu Tablo 2’de agiklanmaktadir.
Mentorluk iligkisinin ikinci islevi psikososyal siireclerdir; kabullenme ve onay, danismanlik
ve arkadaslik boyutlarindan olusmakta ve daha ¢ok iliskinin niteligine yogunlagmaktadir.
Mentorluk siirecinde psikososyal islevin ¢ok temel bir rolii olmasina karsin, ¢alismamizin
odag1 dogrultusunda yalnizca kariyer fonksiyonu Tablo 2°de detayli bir sekilde agiklanmustir.

Tablo 2

Mentorlugun Kariyer Islevi

Destekleme (sponsorship): Bireye aktif bir bicimde yardimci olma, is tecriibesi kazandirma ve
yiikselme olanaklart

Gosterme ve goriiniir kilma (exposure and visibility): Onemli kisilerle tanistirma ve bu sekilde
ilerlemesine yardimci olma; kariyer firsatlart hakkindaki bilgilerini gelistirmesine yardimei olan
baglantilar gelisgtirme

Bilgilendirme (coaching): Kariyer ve is performansina iligkin yonlendirme; danisanin karar
verme becerilerini gelistirerek ve bunun karsiliginda kariyer gelisimine yardimer olan yetkinlik
diizeyini artirmak amaciyla 6neri ve geri bildirim saglama

Becerileri gelistirecek gorevler verme (challenging assignments): Bireye kariyer siirecinde yeni
yetenekler ve beceriler kazanmasini saglayacak gérevler verme

Koruma (protection): Potansiyel tehlikelerden haberdar etme, himaye altina alma

Ornek olma (role modelling) Mentorun tutum, deger ve davranislariyla danisanin basarili bir
kariyeri model almasina olanak saglamasi ve boylelikle kariyer gelisiminin desteklenmesi
Damisman (counselling) Mentorun daniganlarin is ve yasam dengesiyle ilgili konularimi dinleyerek
bu sorunlara yardimct olmasi ve cesitli kariyer firsatlar1 ve bunlara ulagsmanin yollart hakkinda
tavsiyelerde bulunmasi.

Kaynak: Jyoti ve Sharma (2015), Weinberg (2019) ve Ozkalp vd., (2006) dan yararlanilarak tablolastirilmistir.

Mentorluk siirecinde yer alan mentorlar, bir anlamda kariyer danismani rolii oynamaktadir.
Kariyer danismanligi; danisan bireyin kendini, is diinyasint ve meslekleri tanimasi igin
se¢imlerini desteklemek amaciyla yapilan bir dizi faaliyeti igerir. Kariyer danigmani,
daniganina segebilecegi isler ile ilgili bilgi verir ve bu bilgileri nasil edinecegini gosterir
(Unsal, 2014 s:4). Mentorluk ve kariyer gelisimi iliskisini arastiran ¢alismalar; mentorluk
alanlarin almayanlara gore, daha yiiksek ticret kazandigini, daha hizli terfi ettigini ve kariyer
gelisimlerinden daha memnun olduklarint gostermektedir (Allen, Poteet, Eby, Lentz, &
Lima, 2004). Bir baska ¢alismada e-mentorluk siirecinde yararlanilan iletisim araglarinin,
kariyer gelisimini ne sekilde etkiledigini arastirilmistir. Bu arastirma sonucunda, telefon
goriismelerinin danisanlar tarafindan mesleki bir destek olarak algilandigi; diger yandan
yiiz yiize goriismelerin ise dogrudan kariyer planlamalariyla ilgili oldugu saptanmustir (de
Janasz et al., 2008).
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Jyoti ve Sharma’nin (2015) yaptigi ¢alismanin bulgulari, Tablo 2°de yeralan mentorluk
fonksiyonlariin tiimiiniin, kariyer gelisimini dogrudan ve olumlu olarak etkiledigini
gostermektedir. Bir 6nceki kisimda agiklanan mentor ile danisanin arasindaki benzerlik
algisinin, hem mesleki destek hem de psikososyal destek alip-verme ile ilgili oldugu
saptanmistir. Danisanlarin mentorlarindan mesleki destek aldiklarini hissetmeleri; kariyer
planlamalarini, mentorlarina yonelik memnuniyetlerini ve mentor- danisan iliskisini
stirdiirme kararlarini olumlu yonde etkilemektedir (de Janasz et al., 2008). Bir mentorluk
iligkisinde yeralmak, kariyer tatminini, kariyerde ilerlemeyi, mesleki gelisimi ve alinan
terfi oranlarini olumlu yonde etkilemektedir (Scandura & Viator, 1994)

Genglere Yonelik Mentorluk

Mentorluk; kendilerinden daha az deneyimli birinin gelisimini desteklemekten
memnuniyet duyabilenler i¢in, kendi bilgi ve deneyimlerini genglere aktararak yasamlarimi
daha anlamli kilabilir. Diger yandan, mentorluk siireglerine iliskin aragtirmalar, mentorlari
tarafindan desteklenen 6grencilerin, daha iyi akademik performans gosterdiklerini ve
daha ¢ok is firsatryla karsilastiklarini ve kendi kariyerleriyle ilgili daha olumlu goriisleri
oldugunu gostermektedir (de Janasz et al., 2008).

E-mentorluk, dncelikle kullanim ve erisim kolaylig: diisiintildiigiinde {iniversite
ogrencilerinin kariyer ve yonetim gelisimleri i¢in oldukga degerli bir aragtir. E-mentorluktan
yararlanan geng bireylerin, kariyer hedeflerini daha net tanimlayabildikleri ve boylelikle
kariyerlerini gelistirme firsatin1 daha ¢ok elde ettikleri goriilmektedir (Headlam-Wells,
Gosland, & Craig, 2005). Mentorluk iligkisi ayn1 zamanda, 6grencilerin farkindaliklarini
artirabilecekleri, kendilerini gelistiren baglantilar kurabilecekleri ve bu iliskileri siirdiirmek
icin gerekli becerileri gelistirmeye baslayabilecekleri bir ortam saglamaktadir. Diizenlenen
bir e-mentorluk programina katilan genglerde; gelisimlerini destekleyen yeni iliskiler
baslatma egilimlerinin arttig1 goriilmiistiir. Boylelikle kariyer gelisimine iiniversite yillarinda
baslanip, sonrasinda da basartyla siirdiirtiliir (Murphy, 2011).

Genglere yonelik mentorluk calismalari genellikle goniilliiliik kapsaminda yiiriitiilmektedir.
So6zgelimi, ilgili yazinda en ¢ok rastlanan uygulamalardan biri olarak; AT&T firmasi
e-mentorluk platformu MentorNet’e, miithendislik egitimi alan kiz 6grencilerin sayisinin
artmast i¢in yiiriitiilen bir ¢alisma i¢in sponsor olmustur (Rowland, 2012). Tiirkiye’de de
hemen hepsi goniillii ¢alismay1 igeren birgok farkli olusum, tiniversite 6grencileri igin
mentorluk uygulamast yiiriitmektedir. Ornek olarak, 2012 yilindan bu yana Cagdas Yasami
Destekleme Dernegi (CYDD) goniilliiliileri araciligiyla burslu 6grencilerine mentorluk
destegi saglamaktadir. Istanbul ODTU Mezunlar1 Dernegi (ODTUMIST) 2015 yilindan
bu yana, Bogazi¢i Mezunlar1 Dernegi (BUMED) ise 2003 yilindan bu yana mezunlarin
deneyimlerinden yararlanarak, mentorluk siireglerini hayata gegirmistir. Yine Istanbul Teknik
Universitesi de mezunlar dernegi ITUMD araciligiyla mentorluk programi diizenlemektedir.
Bu olusumlarin ortak noktasi, kariyerlerinin basinda olan ve mentorluga ihtiya¢ duyan
genglere kendi mezunlari olan goniilliiler araciligiyla ulagmaktir.
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Giris boliimiinde de deginildigi gibi, e-mentorluk siirecine iligkin Tiirkiye’de yiiriitiilmiis
arastirmalar sinirhidir. Calismamizda hedeflenen, e-mentorluk siirecinin genglerin meslek
secimi ve kariyer tercihlerini nasil etkiledigi ve bu siirecin kariyer gelisimleriyle ilgili olas1
diger sonuglarini belirlemektir.

Yontem

Mentorluk siirecine katilan danisanlarin, kariyer gelisimi siire¢lerine iligkin deneyim
ve distincelerini degerlendirmek amaciyla nitel yaklasim yontemi benimsenmistir.
Nitel yaklagim gerek drneklemlerin kiiciikliigii, gerekse bu deneyime iliskin i¢gdriilerin
kaydedilmesi amaciyla mentorluk arastirmalarinda tercih edilmektedir (Kram, 1983; Kram
& Isabella, 1985; Ongoz, 2018; Shrestha et al., 2009). Nitel arastirma; gozlem, gériisme ve
dokiiman analizi gibi nitel veri toplama yontemlerinin kullanildigi, algilarin ve bu olaylarin
dogal ortamda gercekgei ve biitlinciil bir bigimde ortaya konmasina yonelik nitel bir siirecin
izlendigi arastirma yaklagimidir (Yildirim ve Simsek, 2018: 41).

Prosediir

Aragtirma 6rneklemini, bir sivil toplum kurulusu tarafindan kurulmus mentorluk
platformu iizerinden e-mentorluk alan gengler, calismamizda gectigi sekliyle “danigsan”lar
olusturmaktadir. Arastirma igin bu platformun segilmesinin nedeni, tek bir tiniversite ya
da dernegin tiyelerine yonelik olmamasi ve mentorluk siirecinin temel amacinin kariyer
gelisimini desteklemesidir.

Arastirma i¢in platform yetkilileri ile iletisime gegilerek, onaylari alinmis ve arastirmaya
katilimlari i¢in platforma tiye 6grencilere bir bilgilendirme ve cagri metni gonderilmistir.
Arastirmamiza katilma onayini veren, 19 6grenci internet araciligiyla goriintiilii goriisme
gergeklestirilmigtir. Arastirma amaci dogrultusunda olusturulan “Goériisme Rehberi” su
sorular1 igermektedir: Mentorluk siirecinizi nasil degerlendirirsiniz? (a) Mentorunuzla
aranizdaki iligkiyi nasil tanimlarsiniz? (b) Mentorluk siireci kariyer tercihlerinizi nasil
etkiledi? (c¢) Mentorunuz, kariyer gelisiminize iligskin size nasil bir katk: sagladi? (d)
Mentorluk siirecinde size en ¢cok ve en az katki sagladigini diistindiigiiniiz konular nelerdir?
(e) Mentorluk stireci gelisiminizi nasil destekledi? (f). En kisa goriisme siiresi 12, en uzun
goriisme ise 23 dakika stirmiistiir; gériisme siiresi ortalamasi 13 dakikadir.

Veri Analizi

Gorilismeler sirasinda her katilimcinin onay1 alinarak ses kaydi yapilmistir. Goriisme
kayitlar1 ¢oziimlenerek MS Word programinda yaziya gecirilmis ve veri, MAXQDA nitel
analiz programui ile degerlendirilmistir. Veri analizinde igerik analizi yontemi kullanilmastir.

Icerik analizinin ilk asamasi olan verilerin kodlanmasinda arastirmac, elde ettigi veriyi
inceleyerek, anlamli boliimlere ayirmaya ve her boliimiin kavramsal olarak ne anlam ifade
ettigini bulmaya g¢alisir. Toplanan verinin farkli béliimlerinde benzer anlamlara sahip
olan veri de, ayn1 kodlarla isimlendirilir; bu sekilde, farkli boliimlerde yer alan ve anlam
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bakimindan iliskili olan verinin bir araya getirilmesi ve iliskilendirilmesi miimkiin olur.
Icerik analizinde temel amag, toplanan verileri agiklayabilecek kavramlara ve iliskilere
ulagmaktir. Veriler arastirma sorularinin ortaya koydugu temalara gore diizenlenebilecegi
gibi, goriisme ve gozlem siireglerinde kullanilan sorular ya da boyutlar dikkate alinarak
da sunulabilir. Betimsel analizde, goriisiilen ya da gézlenen bireylerin goriislerinin ¢arpici
bir bigimde yansitmak amaci ile dogrudan alintilara yer verilir. Bu tiir analizde amag, elde
edilen bulgular diizenlenmis ve yorumlanmig bir bigimde okuyucuya sunmaktir (Yildirim,
Simgek, 2018:239-242).

Analizde veriyi olusturan metin igindeki ifadeler, her bir aragtirma sorusunu temsil eden
boyutlar (siireg, iliski, mentorun 6zellikleri, kariyer tercihi, gelisime katki) dogrultusunda,
icerdikleri tema ve kavramlara gore kodlanmis, ayrica olgulari ¢ok iyi tanimladig: diistiniilen
ifadeler “in-vivo (canli)” kodlarla tanimlanmistir. Boylelikle, agik kodlama asamasinda veri
daha kiiciik birimlere, kodlara ayrilmistir. Kodlamalar, iki ayr1 degerlendirici tarafindan
yapilmis ve farkli degerlendirilen ifadeler yeniden gozden gegirilerek kodlamalar son
seklini almistr.

Bulgular

Demografik bulgular

Katilimcilarin onu erkek dokuzu kadindir; dordii mezun ve calisan, 12°si lisans, tli¢ii
ise yiiksek lisans dgrencisidir. Ogrenci olan katilimcilarin 15°i devlet, dordii de vakif
iiniversitesinde 6grenim gormektedir. 19 katilimcidan altis1 yonetim bilimlerinde okumakta
ya da mezundur, bu da yaklasik olarak katilimcilarin iigte birine denk gelmektedir. Bundan
hareketle iktisadi ve idari bilimler 6grencilerinin kariyer danigmanligina daha ¢cok yonelme
egiliminde oldugu sdylenebilir.

Tablo 3

Katilimc1 Profili

g;‘“l““c‘ Cinsiyet Egitim Durumu Universite Tiirii Biliim

1 Erkek Lisans mezunu Vakif Miihendislik

2 Kadin Lisans Ogrencisi Devlet Temel Bilimler
3 Erkek Lisans Ogrencisi Devlet Miihendislik

4 Kadin Lisans Ogrencisi Devlet Sosyal Bilimler
5 Kadin Lisans Ogrencisi Devlet Yonetim Bilimleri
6 Erkek Lisans Ogrencisi Devlet Yonetim Bilimleri
7 Erkek Lisans 6grencisi Vakif Miihendislik

8 Kadin Lisans mezunu Devlet Sosyal Bilimler
9 Kadin Lisans Ogrencisi Devlet Yonetim Bilimleri
10 Kadin Yiiksek lisans 6grencisi Devlet Miihendislik

11 Kadin Lisans Ogrencisi Vakaf Sosyal Bilimler
12 Kadin Lisans Ogrencisi Devlet Yonetim Bilimleri
13 Kadin Yiiksek lisans 6grencisi Devlet Sosyal Bilimler
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14 Erkek Lisans Ogrencisi Devlet Y onetim Bilimleri
15 Erkek Lisans Ogrencisi Devlet Sosyal Bilimler
16 Erkek Yiiksek lisans 6grencisi Devlet Yonetim Bilimleri
17 Erkek Lisans Ogrencisi Devlet Sanat

18 Erkek Lisans mezunu Devlet Sosyal Bilimler
19 Erkek Lisans mezunu Vakaf Sosyal Bilimler
Siire¢

Platforma hem mentorlar hem de mentorluk almak isteyen 6grenciler goniilliiliik esasiyla

bagvuru yapmaktadir. Internet tabanlt bir yazilim araciligiyla; 14-30 yas araligindaki

gengler isimleri, meslekleri ve kisa 6zge¢mis bilgileri yazili olan mentorlarm profillerini

degerlendirerek, tercih ettikleri mentor ile platform aracilifiyla goriismeler yapmaktadir.

Bir danisan birden fazla goniilliiyli mentoru olarak segebilmektedir. Hem mentor hem

de danisan 6nceden belirlenen saatte bilgisayarlarinin basinda olur ve ¢evrimigi yazisma

yoluyla mentorluk goriismesi gergeklesir.

|
1P
(AERI )

Sekil 1. Mentorluk siireci

G

25-60 dk
oturum

Katilimcilar, e-mentorluk goriismelerinin en az 25 dakika, en fazla ise 60 dakika

stirdiiglinti belirtmislerdir. Bu noktada bazi gériismelerin, platformun standart olarak

belirledigi 60 dakikalik siirenin altinda kaldig1 goriilmektedir. En ¢ok mentorluk goriigmesine

katilan kisi alt1, en az katilan ise sadece bir goriisme yapmustir. Sikligina gore etkilesim en

¢ok e-posta, sohbet (chat) ve kisa mesaj yolu ile gergeklesmistir.
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.

Mentorluk Iliskisi

Mentorluk goriismelerinin hangi tema ve kavramlarla iliskili oldugunu gérebilmek

icin tek-vaka analizi yapilmistir (Sekil 2).
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Tek vaka analizinde, gériisme metinleri i¢inde kodlanan ana temalar en iyi agikladigt
diistintilen ifadelerle drneklendirmektedir. Sekil 2’ye gore mentorun 6zellikleri, mentorluk
stirecinin katkist ve kariyer tercihleri arasindaki yakin iliski géze ¢arpmaktadir. Tek vaka
analizi lizerinden mentorun &zellikleri degerlendirildiginde, mentor ve danigan arasindaki
iligkinin, arkadaslhik ve ogretme temalar1 lizerinden tanimlandigi goriilmektedir:

Tablo 4

Mentorluk Iligkisi

Tema Ornek kodlama birimi

Arkadas gibi “Arkadas gibi iletisim kurduk, sizli bizli yazismamiza ragmen arkadas gibiydik.”
Samimi “Aramizdaki iliski daha ¢ok 6gretmen gibi degil ama kog gibiydi. Hem kendi
sekilde yerini belirten tavrt ama bir yandan da samimi sekilde 6gretici olmasi. Tam
ogretici ogretmen gibi degil, tam abla gibi degil, daha (¢ok) kog¢ gibi diyebilirim”

Bu iki 6rnekte de goriildiigii gibi, goriintii ve ses olmadan kurulan mentorluk iliskisinde,
arkadaslik ve igtenligin danisan tarafindan algilanabiliyor olmasi e-mentorlugun psikososyal
islevleri agisindan oldukca 6nemlidir. Ayrica, samimiyetin dgretici kimliginin Oniine
geecmedigi, tam tersine dgreticiligin niteligini tanimladig1 goriilmektedir.

Katilimcilarin, mentorlara iliskin tanimlamalar1 analiz edilerek olusturulan “mentor
ozellikleri” Tablo 4’de yeralmaktadir. Mentorun en ¢ok vurgulanan 6zellikleri “deneyimli”,

“yonlendirici”, “yardimsever” ve “igten” olmasidir. Daniganin mentoruyla arasinda bir
benzerlik oldugunu algilamasi da olumlu gordigii 6zelliklerden biridir.

Tablo 5 )

Mentorlarin Ozellikleri

Tema Ornek kodlama birimi

Benzerlik “Ayni boliimden mezun kisilik olarak da birbirimize yakin oldugumuzu diisiindiim.”

Deneyim “Cok tecriibeli olmast benim i¢in faydali oldu ¢iinkii ben yolun bagindayim ve
yolun bayagt bir kismini yiiriimiis biri ile goriistiim.”

i¢tenlik “Gayet samimi bir tavri vard: kendisinden bahsetti.”

Yardimsever “Sorulara ¢ok agik bir sekilde cevap verdi. Hem de yardimct olmaya ¢alisan tavr
benim i¢in gayet iyiydi.”
Yonlendirici “Cok giiclii fikirleri gayet net ve acik olan, herkesi yonlendirebilecek biriydi.”

Orneklemin ait oldugu olusumun temel hedefinin, genglerin kariyer gelisimlerini
desteklemek ve aragtirmamizin temel amaglarindan birinin mentorluk siirecinin kariyer
gelisimi tizerindeki etkisini tanimlamak olmasi nedeniyle meslek se¢imi ve kariyer gelisimi
ile ilgili analiz yapilmistir. Mentorluk stirecinin kariyer tercihlerini nasil etkiledigi ve
mentorun kariyer gelisimine olan katkisina iligkin yanitlar birlikte analiz edilmis ve
kodlamalar sonucunda olusan temalar Tablo 6’da gosterilmistir.
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Tablo 6
Meslek Se¢imi ve Kariyer Gelisimine Olan Katki

“.. Bana sadece sivil toplum kuruluslar: degil ézel sektorde de
béyle bir alan var demis oldu.”

“ Cesitli kurslar onerdiler, ofis programlart (yazilhim), yabanci
dilimi gelistirmem konusunda, ben denetim danigmanliik
konusunda bir seyler yapmak istiyorum, onunla ilgili
programlarda egitimlerde bulunmam gerektigi séyledi.”

Alternatif yaratma

Oneride bulunma

“... 'boliimiinde ¢alismak istiyor muyum?’ sorusunun cevabini
almis oldum. (O bolimdekiler) nasi/ c¢alistyor, ne gibi
Sorulara yanit bulma ozelliklere sahip olmak lazim noktasinda beni aydinlatmisti
kendisi. Mentorum bu pozisyonda c¢alistyordu ve bu
pozisyonun tam gerekliliklerini agiklyyordu...”

>

Yol gosterme “Yiiksek lisans i¢in nasil yol izlemem gerektigini soyliiyordu.’

Kariyere iliskin kazanimlar incelendiginde, katilimeilarin 6zellikle dikkat ¢ektigi
nokta “alternatif gésterme ”dir. Sadece tek bir segenek olmadigi, farkli segeneklerin de
degerlendirilmesi gerektigi mesajini vererek mentor, danisanin izleyecegi yolda “yol
gosterici” roliinii tistlenmektedir. Bir katilimer bu rolii “el feneri gibiydi” ifadesiyle
tanimlamigtir. Danisanlar da, farkli meslekler ya da kariyer yollart hakkinda mentorlara
sorular sorarak bu konularda bilgi edinmektedir.

Mentorluk siirecinin gelisime iligskin diger katkilarinin neler oldugu Tablo 7°de
gosterilmektedir:

Tablo 7
Gelisime Iliskin Diger Kazammlar

. “Dolaylr yoldan ¢evresini agmast ile ¢cok
Baglantilar kurmaya yardim faydalydy benim icin”
“Cok dar bir alandan bakiyordum o daha
farkly bir alami gosterme firsati sagladi bana”
“Zayif yonlerimi aslinda niye ileriye
Farlandalik gidemedigimi kesfetmis oldum.”

Farkl bakis acis1 kazanma

“Kariyerimde daha spesifik kararlar vermemi

Karar verme . "
sagladi.

- “Herkese karsi onun sayesinde dimdik
Ozgiiven e p

durabiliyordum.
“Cok keyifli ve giizeldi onlarin deneyimlerini
dinlemek, sordugum sorulara cevap alabilmek,
en ufak bir kitap dnerisi bile almak yani benim
igin ¢ok degistirici oluyor.”

Ufkunu genisletme

Farkindalik, farkli bakis agilar1 kazanma ve 6zgiiven gibi kisisel yetkinliklerin gelisimi
de mentorluk siirecinin diger kazanimlaridir. Mentorluk siirecinin nasil bir islevi oldugunu
en iyi anlatan tanim ise “Oriimcek (¢ocuk yiiriiteci)” benzetmesidir. Bir katilime1 bu algising;
“Yani bir bebek diigiintin dogduktan sonra yiiriimesine yardimci olan ériimcek var ya benim
mentorum da oriimcek gibiydi” sdzleriyle ifade etmistir. Siirecin yararma ve mentorlarini
kendilerine nasil 6rnek olarak aldiklariyla, ilgili olark “Ilerde eger béyle bir konumum
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olursa, donemin genglerine yardimci olmak isterim” anlamlidir. Mentorluk siirecinin
yararliligina iligkin katilimcilarin diger tutumlari Tablo 8’de gdsterilmistir:

Tablo 8

Mentorluk Siirecine Iligkin Tutumlar

“Eger lise zamaninda boyle bir mentorluk destegi almis olsaydim.
Belki tekrar hazirlanmama gerek olmadan daha ilk basta TM yi
(Tiirk¢e-Matematik) seger sonrasinda bir sene bosa kaybetmig
olmazdim.”
“Suan staj yaptigim yerde insan iliskilerini gérdiikten sonra aslinda
... Is hayatindakilerin bir mentoru olmasi gerektigini diisiiniiyorum”
“Bizim gibi yeni is hayatina alina gengler icin mentorluk yapilirsa
Giniilliiliik kesinlikle katilmak isterim.”
“Mentorlugu onemsiyorum, béyle hayatimin her doneminde
ozellikle olsun istiyorum”

Yasam Boyu Mentorluk

Katilimeilar hem mentorluk siirecinin yasam boyu gelisim i¢in vazgegilmez bir destek
oldugunu, hem de bir firsat olustugunda yeni bir mentorluk iliskisinde yeralmak istediklerini
belirtmislerdir. E-mentorluk siirecinin en temel 6zelligi olan internet tabanli iletisimle
ilgili gortisleri ise net bir sekilde olumlu ve olumsuz olarak iki ayr1 grupta toplanmuistir.

Tablo 9
Cevrimici Iliski — Iletisime Iliskin
“Sadece yazisma yaparak goriistiik ve bunun eksik kaldigin
diistiniiyorum”
Eksiklik “Yiiz yiize olmasi her zaman daha iyi olur ve (Mentorluk siirecinde)
ben hep bunu irdeliyordum yapilacaksa goriintiilii goriisme de
yapilabilirdi.”

Kolaylik “Online blr ;ek{’lde olmasi sebebiyle kolay bir sekilde
bulugsulabiliyor

Tablo 9°da yeralan yazili iletisim etkinligine iliskin goriisler biiylik oranda olumsuz
kutupta toplanmakta, katilimcilar sadece yazili iletisim kurmalarini, goriintiilii goériisme
olmamasini 6nemli bir eksiklik olarak tanimlamaktadirlar.

Sonu¢ ve Tartisma

Bulgular bir biitiin olarak degerlendirildiginde e-mentorlugun, bu siirece katilan genglerin
kariyer gelisimine dnemli bir destek sagladigi goriilmektedir. Bunda, mentorlarin yakin,
icten ve deneyimleriyle dgreten iletisim tarzlarmin etkili oldugu goériilmektedir. Mentorlar,
katilimcilara kariyer tercihlerinde yol gosterici bir tavir sergilemisler; zihinlerindeki
sorularin1 yanitlamaya ¢alisarak, soru isaretlerini gidermeye yardimci olmuslardir. Is
hayatinda gerekli gordiikleri 6zellikleri kazanmalari i¢in katilimcilara 6nerilerde bulunup
(kitap, yabanci dil, yiiksek lisans vb.), yonlendirme yapmislar ve daha donanimli bireyler
olmalarina katki saglamislardir. Dolayisiyla “cocuk yiiriiteci”, mentorun destekleyici ve

109



ISTANBUL MANAGEMENT JOURNAL

yardimct tavrint sembolize eden gii¢lii bir metafordur. Kariyerini inga etme donemindeki
geng bireyler icin mentorluk ¢ok 6nemli bir destek olmaktadir: “Daha geng ve deneyimsiz
olan”, mentorluk siireci araciligryla daha deneyimli olanin diinyasina girip, onun gozleriyle
olgular1 gérmeyi deneyimler (Adams ve Crews, 2004).

“Samimi ve arkadas gibi” ifadeleriyle, sadece yazisarak da olsa esit ve yakin bir iletigim
kurulabildigini ve boylelikle e- mentorlugun psikososyal islevlerinden arkadashigin da
(Ozkalp vd., 2006) kurulabildigi goriilmektedir. Tanis ve Barker’a (2017) gére, 6zellikle
gorintlili goriisme araclari, eszamanl bir iletisim saglayip beden dili, mimikler vb
araciligryla iletisimi ¢ok daha rahat hale getirir ve bir gesit arkadaslik iligskisine olanak
saglar. Ayrica e-mentorluk siirecinde, 6zellikle iletisimde e-posta kullanildiginda, bir tarafin
deneyimi ve konumunu vurgulayan statii simgelerinin olmamasi sayesinde daha esit bir
iliski zemini saglanmaktadir.

Yine mentorlarin 6zellikleri arasinda “benzer olma” yeralmaktadir. Benzerlik algisini
artiran faktorlerden biri mentorlarini kendi segmeleriyle aciklanabilir. Giris kisminda da
belirtildigi gibi; mentorlar ve danisanlar arasindaki benzerlik algis: mentorluk iligkisinden
duyulan memnuniyeti artirmaktadir. Benzerlik algisi, yalnizca ayni okuldan mezun olma
gibi sosyo-demografik benzerlikleri degil; kisisel hedefler, tutumlar ve inanglarda benzer
olmayi1 da igeren bir algidir (de Janasz et al., 2008). Benzerlik kurma, 6zellikle kisa siireli
mentorluk iliskileri i¢in ¢ok 6nemlidir (de Janasz, S. C,, Ensher, E. A., & Heun, C. 2008).
Benzerlik algisinin, mentorlugun “rol modeli olusturma ya da 6rnek alma” ile “kabullenilme
ve benimsenme” (Ozkalp vd., 2006) psikososyal islevlerinin varolmasinda etkili olacag
disiiniilmektedir. Kendi deneyimlerimize benzer deneyimleri olan kisileri daha olumlu
degerlendirme egilimlerimizin varlig1 sosyal psikolojnin 6nemli ¢ikarimlarindan biridir
(Kagiteibast & Cemalcilar, 2012). Mentorluk siirecinin kapsadigi kariyer ve psiko-sosyal
igslevlerin niceligi ve niteligi arttik¢a, mentor ile danisan arasindaki iligski de o dlgiide
gelismektedir (Kram, 1985).

Mentorluk siirecine iliskin tutumlar, “yasam boyu mentorluk™ ve “gdniilliiliik” temast
basliginda degerlendirilmistir. Yasam boyu 6grenme, hemen herkesin yeni beceriler
edinebilecegin ve yeni teknolojiler nedeniyle neredeyse bunun zorunluluk oldugu gliniimiizde
ortaya ¢ikmis bir kavramdir ve mentorluk siireci de sundugu deneyim zenginligiyle, bir
yasam boyu 6grenme yaklasimi olarak gériilmektedir (Kuzu, Kahraman, and Odabasi, 2012).
Gondillilik temasinda, kendilerinin de gelecekte birer mentor olmaya isteklilikleri, daha
onceki arastirma bulgularin1 desteklemektedir: Mentorluk alanlarin ileride birer mentor
olma olasilig1 artmaktadir (Wright & Wright, 1987). Boylelikle, simdi mentorluk alanlar
ileride yasam boyu mentorluk siirecine katki saglayabileceklerdir.

E-mentorluk, teknolojiye yatkinliklar1 ve erisim kolaylig1 diistiniildiiglinde lise ve
iniversite 6grencilerinin kariyer gelisimlerinin desteklenmesi i¢in g¢ok elverigli bir arag
olarak ortaya ¢ikmaktadir. E-mentorlugun ¢evrimici yoniiniin degerlendirilmesi ile ilgili
bulgular arasinda, internet iizerinden erisim kolaylig1 bir avantaj olarak goriiliirken,
katilimeilarin biiyiik bir kismi goriintiilii ya da yiizyiize iletisim olmamasin1 bir eksiklik
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olarak tanimlamaktadir. E-posta, e-mentorluk siirecinde ilk kullanilan iletisim aract
olmasina karsin; yiiz ylize etkilesime imkan veren goriintiilii goriisme araglar icerik
zenginlikleri sayesinde taraflar arasinda bir sosyal baglam olusturmay1 miimkiin kilmaktadir.
Bu nedenle, goriintiilii gériisme araglarimin 6zellikle e-mentorluk siirecinin baslarinda
yararli olacagi 6ne siirilmektedir (Neely et al., 2017). E- mentorluk siirecinin basinda
geleneksel ylizylize goriismelerin yapilmasi, iligki ve etkilesimi olumlu yonde etkileyecegi
icin onerilmektedir (Rowland, 2012). Ayrica e-mentorluk siirecinin, birlikte yenen 6gle
yemekleri, grup calismalari, gesitli egitimler gibi yilizyiize etkilesimi iceren karma bir model
olarak uygulanabilecegi de ¢esitli aragtirmacilarca ortaya konmustur (Neely et al., 2017).

Calismamiz e-mentorlukta sadece yazili iletisimle dahi, bir mentorluk iliskisi
kurulabildigini ve danisan konumundaki genclerin kariyer gelisimlerine olan katkisini
ortaya koymustur. Bu katkinin mentorun hangi 6zelliklerine bagli oldugunun ve kariyer
gelisiminin neleri i¢cerdiginin anlasilmasi 6zellikle uygulamaya yonelik olarak deger
tasimaktadir. Diger yandan, kariyer gelisimine olan katki siirecin sonunda katilimcilarin
6znel ifadelerine dayali olarak degerlendirilmistir, bu yoniiyle nitel ¢alismanin da bir sonucu
olarak eksik ve kisisel beyana dayali olmasi ¢alismanin kisitlari arasinda sayilabilir. Diger bir
kisit da, verinin sadece bir mentorluk programi katilimeilari arasindan toplanmis olmasidir.

Uygulamaya Yonelik Katki ve Oneriler

Kariyerinin baginda olan genglerin, ¢alisma yasamina daha saglikli bir sekilde
baslayabilmeleri i¢in mentorluk 6nemli bir aragtir. Ne istedigini ve yeteneklerini bilen
genglerin is hayatindaki se¢imlerini daha bilingli yapmalarina, i arama siirecinin daha
verimli gegmesine ve istihdam edilebilirliklerinin artmasini saglar. Bu yoniiyle geng
igsizligini azaltmada pratik katkist olabilecegi diisiintilmektedir. Mezun dernekleri ya
da bazi sivil toplum kuruluglar tarafindan yiiriitiilen goniillii mentorluk ¢alismalarinin
yayginlastirilmasina ihtiya¢c duyulmaktadir. Bu anlamda, yayginlastirma icin daha fazla
goniilliye ulagmak gerekmektedir. E-mentorluk programlarinin daha fazla gontlliyt
¢ekebilmesi i¢in, mentorluk deneyimlerinin olumlu olmas: énemlidir (Murphy, 2011).
Ayrica eslestirme siirecinde danisanlar, mentorlarini kendileri segtiklerinde, mentorluk
iliskisini daha olumlu degerlendirmektedirler (Neely et al., 2017). Bu nedenle, diizenlenecek
programlarin olabildigince goniilliiliik esastyla, ve mentor ile danigani kendilerinin segecegi
sekilde diizenlenmesi onerilmektedir.

Arastirmalar, kendiliginden olusan ve sik etkilesimde bulunulan mentorluk iligkilerinin;
diizenlenen (formal) iliskilerden daha etkili oldugunu gostermektedir. Diger yandan, hig
mentorun olmamast durumuyla karsilastirildiginda; 6rnegin bir dernek tarafindan diizenlenen
bir mentorluk iliskisinde yeralmanin daha yararli oldugu belirtilmektedir (Ensher et al.,
2003). Kariyer gelisimlerinin degisen dogasi sonucunda, artik tek bir mentora sahip
olmak da yeterli goriilmemektedir. Sonug olarak e-mentorluk iizerine yapilan arastirmalar,
stirecin bire bir iligkilere odaklanmaktan ziyade birden ¢cok mentora, yani bir “gelisim ag1”
yaklagimina dogru kaydigini géstermektedir (Murphy, 2011). Mentorluk iligkisine katilan
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bireyler, sonrasinda kendi gelisimlerine yonelik daha ¢ok girisimde bulunmaktadirlar (de
Janasz et al., 2008).

E-mentorlugun kariyer gelisimine yonelik bir diger artis1 da giris boliimiinde de
deginildigi gibi cinsiyetler arasi engellerin kalkmasidir (Hamilton & Scandura, 2003).
Boylelikle, kendiliginden olusan gelisimsel is iligkileri disinda birakilabilecek kadin ve
azinliklar1 (Tirkiye i¢in Suriyeliler gibi) mentorlarla eslestirerek sosyal esitligi tesvik
edebilir (de Janasz et al., 2008).

Teknolojinin gelisimi, biiylik sehirlerde yasam dengesi kurulmasi zorlugu, kiiresel yeni
kusaklarin teknoloji yatkinlig1 gibi faktorler birarada disiiniildiigiinde, e-mentorlugun
bir gelisim ve kariyer danigmanlig1 araci olarak kullaniminin artacagi disiinilmektedir.
Aragtirma verileri Covid-19 kiiresel salgini 6ncesinde toplanmistir; Yazin aragtirmasi
kisminda da deginildigi gibi, kiiresel salginla birlikte is ve sosyal iletisim biiyiik 6l¢tide
¢evrimigine taginmistir. Bu biiyiik doniisiimiin sonucunda, bundan sonraki donemde
e-mentorlugun daha da yayginlasacagi varsayilabilir.
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AMAC KAPSAM

Istanbul Management Journal, Istanbul Universitesi Isletme Fakiiltesi Isletme Iktisadi
Enstitiisii’niin uluslararasi resmi akademik dergisidir. Secilen ¢alismalar Tiirk¢e ve Ingilizce olarak
1975’ten bu yana basili olarak ve 2010’dan bu yana ise elektronik ortamda yaymlanmaktadir.
Subat 2018 tarihinden itibaren Istanbul Universitesi Isletme Fakiiltesi isletme Iktisadi Enstitiisii
Yonetim Dergisi’nin ad1 “Istanbul Management Journal” olarak degistirilmistir. Dergimiz isletme,
ekonomi ve ilgili alanlarda karsilagilan sorunlara iliskin teorik ve pratik olarak yapilan disiplinler
arast ¢aligmalarin tesvik edilmesini amaglamaktadir. Dergimiz, yonetim ve strateji, orgiitsel teori,
insan kaynaklari, orgiitsel davranig, isletme ve yonetim tarihi, tiretim yonetimi, finans, muhasebe,
pazarlama ve ekonomi gibi alanlarda yapilmis ¢aligmalar1 kabul eder. Dergimiz, her yil iki say1
(Aralik ve Haziran) seklinde yayimlanir.

EDITORYAL POLITiKALAR VE HAKEM SURECI

Yayin Politikasi

Dergiye yaymnlanmak iizere gonderilen makalelerin igerigi derginin amag¢ ve kapsami ile
uyumlu olmalidir. Dergi, orijinal arastirma niteligindeki yazilar1 yayinlamaya oncelik vermektedir.
Genel llkeler Daha 6nce yaymlanmamis ya da yaymlanmak iizere baska bir dergide halen
degerlendirmede olmayan ve her bir yazar tarafindan onaylanan makaleler degerlendirilmek tizere
kabul edilir. On degerlendirmeyi gecen yazilar iThenticate intihal tarama programindan gegirilir.
Intihal incelemesinden sonra, uygun makaleler Editor tarafindan orijinaliteleri, metodolojileri,
makalede ele aliman konunun 6nemi ve derginin kapsamina uygunlugu agisindan degerlendirilir.
Bilimsel toplantilarda sunulan 6zet bildiriler, makalede belirtilmesi kosulu ile kaynak olarak kabul
edilir. Editor, gonderilen makale bigcimsel esaslara uygun ise, gelen yaziy1 yurticinden ve /veya
yurtdisindan en az iki hakemin degerlendirmesine sunar, hakemler gerek gordiigi takdirde yazida
istenen degisiklikler yazarlar tarafindan yapildiktan sonra yayinlanmasina onay verir. Makale
yaymlanmak iizere Dergiye gonderildikten sonra yazarlardan higbirinin ismi, tiim yazarlarin yazili
izni olmadan yazar listesinden silinemez ve yeni bir isim yazar olarak eklenemez ve yazar sirasi
degistirilemez. Yayina kabul edilmeyen makale, resim ve fotograflar yazarlara geri gonderilmez.
Yayinlanan yazi ve resimlerin tiim haklar1 Dergiye aittir.

Telif Hakkinda

Yazarlar Istanbul Management Journal dergisinde yayinlanan g¢alismalarinin telif hakkina
sahiptirler ve ¢aligmalari Creative Commons Atif-GayriTicari 4.0 Uluslararas: (CC BY-NC 4.0)
olarak lisanslidir. Creative Commons Atif-GayriTicari 4.0 Uluslararas1 (CC BY-NC 4.0) lisansi,
eserin ticari kullanim disinda her boyut ve formatta paylagilmasina, kopyalanmasina, ¢ogaltilmasina
ve orijinal esere uygun sekilde atifta bulunmak kaydiyla yeniden diizenleme, doniistiirme ve eserin
iizerine insa etme dahil adapte edilmesine izin verir.

Acik Erisim flkesi

Istanbul Management Journal, tiim igerigi okura ya da okurun dahil oldugu kuruma tcretsiz
olarak sunulur. Okurlar, ticari amag¢ haricinde, yaymeci ya da yazardan izin almadan dergi
makalelerinin tam metnini okuyabilir, indirebilir, kopyalayabilir, arayabilir ve link saglayabilir.
Istanbul Management Journal makaleleri agik erigsimlidir ve Creative Commons Atif-GayriTicari
4.0 Uluslararast (CC BY-NC 4.0) (https://creativecommons.org/licenses/by-nc/4.0/deed.tr) olarak
lisanslidur.
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islemleme Ucreti

Derginin tiim giderleri Istanbul Universitesi tarafindan karsilanmaktadir. Dergide makale
yayii ve makale siireclerinin yiiriitiilmesi ticrete tabi degildir. Dergiye gonderilen ya da yayin i¢in
kabul edilen makaleler i¢in islemleme {icreti ya da gonderim iicreti alinmaz.

Hakem Siireci

Daha o6nce yaymlanmamis ya da yaymlanmak {izere bagka bir dergide halen degerlendirmede
olmayan ve her bir yazar tarafindan onaylanan makaleler degerlendirilmek {izere kabul edilir.
Gonderilen ve 6n kontrolii gecen makaleler iThenticate yazilimi kullanilarak intihal i¢in taranir.
Intihal kontroliinden sonra, uygun olan makaleler bas editor tarafindan orijinallik, metodoloji,
islenen konunun 6nemi ve dergi kapsami ile uyumlulugu acisindan degerlendirilir. Bas editor,
makaleleri, yazarlarin etnik kokeninden, cinsiyetinden, cinsel yoneliminden, uyrugundan, dini
inancindan ve siyasi felsefesinden bagimsiz olarak degerlendirir. Yayina gonderilen makalelerin
adil bir sekilde ¢ift tarafli kor hakem degerlendirmesinden gegmelerini saglar.

Secilen makaleler en az iki ulusal/uluslararasi hakeme degerlendirmeye gonderilir; yayin karari,
hakemlerin talepleri dogrultusunda yazarlarin gergeklestirdigi diizenlemelerin ve hakem siirecinin
sonrasinda bas editor tarafindan verilir.

Hakemlerin degerlendirmeleri objektif olmalidir. Hakem siireci sirasinda hakemlerin asagidaki
hususlar1 dikkate alarak degerlendirmelerini yapmalar1 beklenir.

- Makale yeni ve 6nemli bir bilgi igeriyor mu?

- Oz, makalenin igerigini net ve diizgiin bir sekilde tanimliyor mu?

- Yontem biitlinliikli ve anlagilir sekilde tanimlanmig mi1?

- Yapilan yorum ve varilan sonuglar bulgularla kanitlantyor mu?

- Alandaki diger ¢aligmalara yeterli referans verilmis mi?

- Dil kalitesi yeterli mi?

Hakemler, gonderilen makalelere iligkin tiim bilginin, makale yaymlanana kadar gizli
kalmasini saglamali ve yazar tarafinda herhangi bir telif hakk ihlali ve intihal fark ederlerse editore
raporlamalidirlar. Hakem, makale konusu hakkinda kendini vasifli hissetmiyor ya da zamaninda
geri donilig saglamas1 miimkiin goriinmiiyorsa, editére bu durumu bildirmeli ve hakem siirecine
kendisini dahil etmemesini istemelidir.

Degerlendirme siirecinde editor hakemlere gozden gecirme i¢in gonderilen makalelerin,
yazarlarin 6zel miilkii oldugunu ve bunun imtiyazli bir iletisim oldugunu agikc¢a belirtir. Hakemler
ve yaymn kurulu iyeleri baska kisilerle makaleleri tartisamazlar. Hakemlerin kimliginin gizli
kalmasina 6zen gosterilmelidir.

YAYIN ETiGi VE iLKELER

Istanbul Management Journal, yayin etiginde en yiiksek standartlara baglidir ve Committee on
Publication Ethics (COPE), Directory of Open Access Journals (DOAJ), Open Access Scholarly
Publishers Association (OASPA) ve World Association of Medical Editors (WAME) tarafindan
yaymlanan etik yayimncilik ilkelerini benimser; Principles of Transparency and Best Practice
in Scholarly Publishing bashigi altinda ifade edilen ilkeler igin adres: https://publicationethics.
org/resources/guidelines-new/principles-transparency-andbest-practice-scholarly-publishing
Gonderilen tiim makaleler orijinal, yaymlanmamis ve baska bir dergide degerlendirme
siirecinde olmamalidir. Her bir makale editorlerden biri ve en az iki hakem tarafindan ¢ift kor
degerlendirmeden gegirilir. Intihal, duplikasyon, sahte yazarhik/inkar edilen yazarlik, arastrma/
veri fabrikasyonu, makale dilimleme, dilimleyerek yayn, telif haklar ihlali ve ¢ikar ¢atigmasinin
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gizlenmesi, etik dis1 davranislar olarak kabul edilir. Kabul edilen etik standartlara uygun olmayan
tiim makaleler yayindan ¢ikarilir. Buna yayindan sonra tespit edilen olasi kuraldisi, uygunsuzluklar
iceren makaleler de dahildir.
Arastirma Etigi

Dergi arastirma etiginde en yiiksek standartlart gézetir ve asagida tanimlanan uluslararasi
arastirma  etigi ilkelerini benimser. Makalelerin etik kurallara uygunlugu yazarlarin
sorumlulugundadir. - Arastirmanin tasarlanmasi, tasarimmn gozden gegirilmesi ve arastirmanin
yiriitiilmesinde, biitinliik, kalite ve seffaflik ilkeleri saglanmalidir.

- Arastirma ekibi ve katilimcilar, arastirmanin amaci, yontemleri ve Ongoriilen olast
kullanimlari; arastirmaya katilimin gerektirdikleri ve varsa riskleri hakkinda tam olarak
bilgilendirilmelidir.

- Arastirma katilimcilarinin sagladigi bilgilerin  gizliligi ve yanit verenlerin gizliligi
saglanmalidir. Arastirma katilimcilarin 6zerkligini ve sayginligini koruyacak sekilde
tasarlanmalidir.

- Arastirma katilimeilart goniillii olarak arastirmada yer almali, herhangi bir zorlama altinda
olmamalidirlar. - Katilimcilarin zarar gérmesinden kaginilmalidir. Arastirma, katilimeilar
riske sokmayacak sekilde planlanmalidir.

- Arastirma bagimsizligiyla ilgili agik ve net olunmali; ¢ikar ¢atismasi varsa belirtilmelidir.

- Deneysel calismalarda, aragtirmaya katilmaya karar veren katilimcilarin yazili
bilgilendirilmis onay1 alinmalidir. Cocuklarin ve vesayet altindakilerin veya tasdiklenmis
akil hastalig1 bulunanlarin yasal vasisinin onay1 alinmalidir.

- Calisma herhangi bir kurum ya da kurulusta gerceklestirilecekse bu kurum ya da kurulustan
caligma yapilacagina dair onay alinmalidir.

- Insan 6gesi bulunan ¢alismalarda, “yéntem” boliimiinde katilimcilardan “bilgilendirilmis
onam” alindiginin ve ¢alismanin yapildigi kurumdan etik kurul onay1 alindig1 belirtilmesi
gerekir.

Yazarlarin Sorumlulugu

Makalelerin bilimsel ve etik kurallara uygunlugu yazarlarin sorumlulugundadir. Yazar
makalenin orijinal oldugu, daha 6nce baska bir yerde yaymlanmadig ve baska bir yerde, baska bir
dilde yaymlanmak tizere degerlendirmede olmadigi konusunda teminat saglamalidir. Uygulamadaki
telif kanunlart ve anlagmalari gozetilmelidir. Telife bagli materyaller (6rnegin tablolar, sekiller veya
biiytik alintilar) gerekli izin ve tesekkiirle kullanilmalidir. Bagka yazarlarin, katkida bulunanlarin
caligmalari ya da yararlanilan kaynaklar uygun bigimde kullanilmali ve referanslarda belirtilmelidir.
Gonderilen makalede tiim yazarlarin akademik ve bilimsel olarak dogrudan katkist olmalidir, bu
baglamda “yazar” yayinlanan bir arastirmanin kavramsallastirilmasina ve dizaynina, verilerin elde
edilmesine, analizine ya da yorumlanmasina belirgin katki yapan, yazinin yazilmasi ya da bunun
icerik acisindan elestirel bicimde gbzden gegirilmesinde gorev yapan birisi olarak goriiliir. Yazar
olabilmenin diger kosullar ise, makaledeki ¢alismay1 planlamak veya icra etmek ve / veya revize
etmektir. Fon saglanmasi, veri toplanmast ya da arastirma grubunun genel siipervizyonu tek basina
yazarlik hakki kazandirmaz. Yazar olarak gosterilen tiim bireyler sayilan tiim 6lgiitleri karsilamalidir
ve yukaridaki dlgiitleri karsilayan her birey yazar olarak gosterilebilir. Yazarlarin isim siralamasi
ortak verilen bir karar olmalidir. Tiim yazarlar yazar siralamasini Telif Hakki Anlagsmasi Formu’nda

imzali olarak belirtmek zorundadirlar. Yazarlik i¢in yeterli 6l¢iitleri karsilamayan ancak ¢alismaya
katkist olan tiim bireyler “tesekkiir / bilgiler” kisminda siralanmalidir. Bunlara 6rnek olarak ise
sadece teknik destek saglayan, yazima yardimci olan ya da sadece genel bir destek saglayan,
finansal ve materyal destegi sunan kisiler verilebilir. Biitiin yazarlar, aragtirmanin sonuglarimni ya
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da bilimsel degerlendirmeyi etkileyebilme potansiyeli olan finansal iliskiler, ¢ikar catigmasi ve
cikar rekabetini beyan etmelidirler. Bir yazar kendi yaymlanmis yazisinda belirgin bir hata ya da
yanlislik tespit ederse, bu yanlisliklara iliskin diizeltme ya da geri ¢ekme i¢in editor ile hemen
temasa gecme ve isbirligi yapma sorumlulugunu tasir.

Editor ve Hakem Sorumluluklar:

Bas editor, makaleleri, yazarlarin etnik kokeninden, cinsiyetinden, cinsel ydneliminden,
uyrugundan, dini inancindan ve siyasi felsefesinden bagimsiz olarak degerlendirir. Yayina
gonderilen makalelerin adil bir sekilde ¢ift tarafli kor hakem degerlendirmesinden geg¢melerini
saglar. Gonderilen makalelere iliskin tim bilginin, makale yayimlanana kadar gizli kalacagini
garanti eder. Bas editor icerik ve yaymin toplam kalitesinden sorumludur. Gereginde hata sayfasi
yayinlamali ya da diizeltme yapmalidir. Bas editor; yazarlar, editorler ve hakemler arasinda gikar
catigmasina izin vermez. Hakem atama konusunda tam yetkiye sahiptir ve Dergide yaymlanacak
makalelerle ilgili nihai karar1 vermekle yiikiimliidiir.

Hakemlerin arastirmayla ilgili, yazarlarla ve/veya arastirmanin finansal destekgileriyle ¢ikar
catigmalart olmamalidir. Degerlendirmelerinin sonucunda tarafsiz bir yargiya varmalidirlar.
Gonderilmis yazilara iliskin tim bilginin gizli tutulmasimi saglamali ve yazar tarafinda
herhangi bir telif hakki ihlali ve intihal fark ederlerse editdre raporlamalidirlar. Hakem, makale
konusu hakkinda kendini vasifli hissetmiyor ya da zamaninda geri doniis saglamasi miimkiin
goriinmiiyorsa, editére bu durumu bildirmeli ve hakem siirecine kendisini dahil etmemesini
istemelidir. Degerlendirme siirecinde editdr hakemlere gozden gegirme icin gonderilen
makalelerin, yazarlarin 6zel miilkii oldugunu ve bunun imtiyazli bir iletisim oldugunu agikca
belirtir. Hakemler ve yaym kurulu tiyeleri baska kisilerle makaleleri tartisamazlar. Hakemlerin
kimliginin gizli kalmasina 6zen gosterilmelidir. Bazi durumlarda editoriin karariyla, ilgili
hakemlerin makaleye ait yorumlart ayni makaleyi yorumlayan diger hakemlere gonderilerek
hakemlerin bu siiregte aydinlatilmasi saglanabilir.

YAZILARIN HAZIRLANMASI

Dil

Dergide Tiirkce ve Ingilizce dilinde makaleler yaymlamr. Tiirkce makalelerde Ingilizce 6z,
anahtar kelimeler ve genisletilmis 6zet olmalidir. Ancak Ingilizce yazilmis makalelerde genis 6zet
istenmez.

Yazilarin Hazirlanmasi ve Yazim Kurallar

Aksi belirtilmedik¢e gonderilen yazilarla ilgili tiim yazigmalar ilk yazarla yapilacaktir. Makale
gonderimi online olarak ve http://imj.istanbul.edu.tr iizerinden yapilmalidir. Gonderilen yazilar,
yazinin yaymlanmak iizere gonderildigini ifade eden, makale tiirlinii belirten ve makaleyle ilgili
detaylar1 igeren (bkz: Son Kontrol Listesi) bir mektup; yazinin elektronik formunu igeren Microsoft
Word 2003 ve iizerindeki versiyonlart ile yazilmis elektronik dosya ve tiim yazarlarin imzaladig:
Telif Hakki Anlagmasi Formu eklenerek génderilmelidir.

1. Calismalar, A4 boyutundaki kagidin bir yiiziine, {ist, alt, sag ve sol taraftan 2,5 cm. bosluk
birakilarak, 10 punto Times New Roman harf karakterleriyle ve 1,5 satir aralik dl¢iisii ile
ve iki yana yasli olarak hazirlanmalidir. Paragraf baglarinda tab tusu kullanilmalidir. Metin
icinde yer alan tablo ve semalarda ise tek satir araligi kullanilmalidir.

2. Metnin bashg kiigiik harf, koyu renk, Times New Roman yazi tipi, 12 punto olarak sayfanin
ortasinda yer almalidir.
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3. Metin yazarina ait bilgiler basliktan sonra bir satir atlanarak, Times New Roman yazi tipi,
10 punto ve tek satir araligi kullanilarak sayfanin soluna yazilacaktir. Yazarin adi kiigiik
harfle, soyad: biiyiik harfle belirtildikten sonra bir alt satira unvani, ¢alistigr kurum ve
e-posta adresi yazilacaktir.

4. Giris bolimiinden 6nce 150-200 kelimelik caligmanin kapsamini, amacini, ulasilan
sonuglar1 ve kullanilan yontemi kaydeden makale dilinde ve ingilizce 6z ile 600-800
kelimelik Ingilizce genisletilmis 6zet yer almalhdir. Calismanin Ingilizce bashig: ingilizce
6ziin iizerinde yer almalidir. Ingilizce ve makale dilinde 6zlerin altinda ¢alismanin igerigini
temsil eden, makale dilinde 5-8 adet, Ingilizce adet anahtar kelime yer almahdir. Makale
Ingilizce ise Ingilizce genisletilmis 6zet istenmez.

5. Calismalarin baslica su unsurlari icermesi gerekmektedir: Makale dilinde baslik, 6z ve
anahtar kelimeler; Ingilizce baslik 6z ve anahtar kelimeler; Ingilizce genisletilmis 6zet
(makale Ingilizce ise Ingilizce genisletilmis 6zet istenmez), ana metin bdliimleri, son notlar
ve kaynaklar.

6. Calismalarda tablo, grafik ve sekil gibi gostergeler ancak ¢aligmanin takip edilebilmesi
acisindan gereklilik arz ettigi durumlarda, numaralandirilarak, tanimlayici bir baslik ile
birlikte verilmelidir. Demografik 6zellikler gibi metin i¢inde verilebilecek veriler, ayrica
tablolar ile ifade edilmemelidir.

7. Yaymlanmak {izere gonderilen makale ile birlikte yazar bilgilerini igeren kapak sayfasi
gonderilmelidir. Kapak sayfasinda, makalenin basligi, yazar veya yazarlarin bagl
bulunduklarit kurum ve unvanlari, kendilerine ulasilabilecek adresler, cep, is ve faks
numaralari, ORCID ve e-posta adresleri yer almalidir (bkz. Son Kontrol Listesi).

8. Kurallar dahilinde dergimize yayinlanmak {izere gonderilen c¢alismalarin her tirlii
sorumlulugu yazar/yazarlarina aittir.

9. Yaym kurulu ve hakem raporlari dogrultusunda yazarlardan, metin iizerinde bazi
diizeltmeler yapmalari istenebilir.

10. Dergiye gonderilen calismalar yayinlansin veya yaymlanmasin geri gonderilmez.

KAYNAKLAR

Derleme yazilari okuyucular i¢in bir konudaki kaynaklara ulagmay: kolaylastiran bir arag
olsa da, her zaman orijinal ¢alismay1 dogru olarak yansitmaz. Bu yiizden miimkiin oldugunca
yazarlar orijinal caligmalar1 kaynak gostermelidir. Ote yandan, bir konuda ¢ok fazla sayida orijinal
caligmanin kaynak gosterilmesi yer israfina neden olabilir. Birkag anahtar orijinal caligmanin
kaynak gosterilmesi genelde uzun listelerle ayni isi goriir. Ayrica gliniimiizde kaynaklar elektronik
versiyonlara eklenebilmekte ve okuyucular elektronik literatiir taramalariyla yayinlara kolaylikla
ulagabilmektedir.

Kabul edilmis ancak heniiz saytya dahil edilmemis makaleler Early View olarak yayinlanir ve
bu makalelere atiflar “advance online publication” seklinde verilmelidir. Genel bir kaynaktan elde
edilemeyecek temel bir konu olmadikg¢a “kisisel iletisimlere” atifta bulunulmamalidir. Eger atifta
bulunulursa parantez i¢inde iletisim kurulan kisinin adi ve iletisimin tarihi belirtilmelidir. Bilimsel
makaleler i¢in yazarlar bu kaynaktan yazili izin ve iletisimin dogrulugunu gésterir belge almalidir.
Kaynaklarin dogrulugundan yazar(lar) sorumludur. Tiim kaynaklar metinde belirtilmelidir.
Kaynaklar alfabetik olarak siralanmalidir.
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Referans Stili ve Formati

Istanbul Management Journal, metin i¢i alintilama ve kaynak gosterme igcin APA (American
Psychological Association) kaynak sitilinin 6. edisyonunu benimser. APA 6. Edisyon hakkinda bilgi igin:

- American Psychological Association. (2010). Publication manual of the American

Psychological Association (6™ ed.). Washington, DC: APA.

- http://www.apastyle.org/

Kaynaklarin dogrulugundan yazar(lar) sorumludur. Tiim kaynaklar metinde belirtilmelidir.
Kaynaklar asagidaki 6rneklerdeki gibi gosterilmelidir.

Metin icinde Kaynak Gosterme

Kaynaklar metinde parantez i¢inde yazarlarin soyadi ve yayin tarihi yazilarak belirtilmelidir.
Birden fazla kaynak gosterilecekse kaynaklar arasinda (;) isareti kullanilmalidir. Kaynaklar
alfabetik olarak siralanmalidir.

Ornekler:

Birden fazla kaynak;

(Esin ve ark., 2002; Karasar 1995)

Tek yazarli kaynak;

(Akyolcu, 2007)

Iki yazarl kaynak;

(Saymer ve Demirci, 2007, s. 72)

Uc, dort ve bes yazarlh kaynak;

Metin iginde ilk kullanimda: (Ailen, Ciambrune ve Welch 2000, s. 12—13) Metin i¢inde tekrarlayan
kullanimlarda: (Ailen ve ark., 2000)

Alti ve daha ¢ok yazarh kaynak;

(Cavdar ve ark., 2003)

Kaynaklar Boliimiinde Kaynak Gosterme
Kullanilan tiim kaynaklar metnin sonunda ayrt bir bélim halinde yazar soyadlarma goére
alfabetik olarak numaralandirilmadan verilmelidir.

Kaynak yazimu ile ilgili 6rnekler asagida verilmistir.
Kitap

a) Tiirk¢e Kitap

Karasar, N. (1995). Arastirmalarda rapor hazirlama (8.bs). Ankara: 3A Egitim Danismanlik Ltd.

b) Tiirkg¢eye Cevrilmis Kitap

Mucchielli, A. (1991). Zihniyetler (A. Kotil, Cev.). Istanbul: Tletisim Yaymlar1.

¢) Editorlii Kitap

Oren, T., Uney, T. ve Colkesen, R. (Ed.). (2006). Tiirkiye bilisim ansiklopedisi. istanbul: Papatya
Yayincilik.

d) Cok Yazarl Tiirkge Kitap
Tonta, Y., Bitirim, Y. ve Sever, H. (2002). Tiirk¢ce arama motorlarinda performans degerlendirme.
Ankara: Total Bilisim.
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e) Ingilizce Kitap

Kamien R., & Kamien A. (2014). Music: An appreciation. New York, NY: McGraw-Hill Education.

) Ingilizce Kitap Icerisinde Biliim

Bassett, C. (2006). Cultural studies and new media. In G. Hall & C. Birchall (Eds.), New cultural
studies: Adventures in theory (pp. 220-237). Edinburgh, UK: Edinburgh University Press.

) Tiirkge Kitap Icerisinde Béliim

Erkmen, T. (2012). Orgiit kiiltiirii: Fonksiyonlar1, 6geleri, isletme yonetimi ve liderlikteki 6nemi.
M. Zencirkiran (Ed.), Orgiit sosyolojisi kitab: iginde (s. 233-263). Bursa: Dora Basim Yayin.

h) Yayimcinin ve Yazarin Kurum Oldugu Yayin

Tiirk Standartlan Enstitiisti. (1974). Adlandirma ilkeleri. Ankara: Yazar.

Makale

a) Tiirk¢e Makale

Mutlu, B. ve Savager, S. (2007). Cocugu ameliyat sonrasi yogun bakimda olan ebeveynlerde
stres nedenleri ve azaltma girisimleri. Istanbul Universitesi Florence Nightingale Hemsgirelik
Dergisi, 15(60), 179-182.

b) Ingilizce Makale

de Cillia, R., Reisigl, M., & Wodak, R. (1999). The discursive construction of national identity.
Discourse and Society, 10(2), 149-173. http://dx.doi.org/10.1177/0957926599010002002

¢) Yediden Fazla Yazarli Makale

Lal, H., Cunningham, A. L., Godeaux, O., Chlibek, R., Diez-Domingo, J., Hwang, S.-J. ... Heineman,
T. C. (2015). Efficacy of an adjuvanted herpes zoster subunit vaccine in older adults. New
England Journal of Medicine, 372, 2087-2096. http://dx.doi.org/10.1056/NEJMoal501184

d) DOI’si Olmayan Online Edinilmis Makale

Al, U. ve Dogan, G. (2012). Hacettepe Universitesi Bilgi ve Belge Yénetimi Béliimii tezlerinin atif
analizi. Tirk Kiitiiphaneciligi, 26, 349-369. Erisim adresi: http://www.tk.org.tr/

e) DOI'’si Olan Makale

Turner, S. J. (2010). Website statistics 2.0: Using Google Analytics to measure library website
effectiveness. Technical Services Quarterly, 27, 261-278. http://dx.doi.org/10.1080/
07317131003765910

f) Advance Online Olarak Yayumlanmis Makale

Smith, J. A. (2010). Citing advance online publication: A review. Journal of Psychology. Advance
online publication. http://dx.doi.org/10.1037/a45d7867

g) Popiiler Dergi Makalesi

Semercioglu, C. (2015, Haziran). Siradanlhigin rayihasi. Sabit Fikir, 52, 38-39.

Tez, Sunum, Bildiri

a) Tiirkge Tezler

Sar1, E. (2008). Kiiltiir kimlik ve politika: Mardin’de kiiltiirlerarasilik. (Yaymlanmamis Doktora
Tezi). Ankara Universitesi Sosyal Bilimler Enstitiisii, Ankara.

b)Ticari Veritabaninda Yer Alan Yiiksek Lisans Ya da Doktora Tezi

Van Brunt, D. (1997). Networked consumer health information systems (Doctoral dissertation).
Available from ProQuest Dissertations and Theses. (UMI No. 9943436)
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¢) Kurumsal Veritabaninda Yer Alan Ingilizce Yiiksek Lisans/Doktora Tezi

Yaylali-Yildiz, B. (2014). University campuses as places of potential publicness: Exploring the
politicals, social and cultural practices in Ege University (Doctoral dissertation). Retrieved
from: Retrieved from http:/library.iyte.edu.tr/tr/hizli-erisim/iyte-tez-portali

d) Web’de Yer Alan Ingilizce Yiiksek Lisans/Doktora Tezi

Tonta, Y. A. (1992). An analysis of search failures in online library catalogs (Doctoral dissertation,
University of California, Berkeley). Retrieved from http://yunus.hacettepe.edu.tr/~tonta/
yayinlar/phd/ickapak.html

e) Dissertations Abstracts International’da Yer Alan Yiiksek Lisans/Doktora Tezi

Appelbaum, L. G. (2005). Three studies of human information processing: Texture amplification,
motion representation, and figure-ground segregation. Dissertation Abstracts International:
Section B. Sciences and Engineering, 65(10), 5428.

f) Sempozyum Katkist

Krinsky-McHale, S. J., Zigman, W. B., & Silverman, W. (2012, August). Are neuropsychiatric
symptoms markers of prodromal Alzheimer’s disease in adults with Down syndrome? In W.
B. Zigman (Chair), Predictors of mild cognitive impairment, dementia, and mortality in adults
with Down syndrome. Symposium conducted at American Psychological Association meeting,
Orlando, FL.

g) Online Olarak Erisilen Konferans Bildiri Ozeti

Cmar, M., Dogan, D. ve Seferoglu, S. S. (2015, Subat). Egitimde dijital araclar: Google sinif
uygulamasi iizerine bir degerlendirme [Oz]. Akademik Bilisim Konferansinda sunulan
bildiri, Anadolu Universitesi, Eskischir. Erisim adresi: http://ab2015.anadolu.edu.tr /index.
php?menu=5&submenu=27

h) Diizenli Olarak Online Yayimlanan Bildiriler

Herculano-Houzel, S., Collins, C. E., Wong, P., Kaas, J. H., & Lent, R. (2008). The basic
nonuniformity of the cerebral cortex. Proceedings of the National Academy of Sciences, 1035,
12593-12598. http://dx.doi.org/10.1073/pnas.0805417105

i) Kitap Seklinde Yayimlanan Bildiriler

Schneider, R. (2013). Research data literacy. S. Kurbanoglu ve ark. (Ed.), Communications in
Computer and Information Science: Vol. 397. Worldwide Communalities and Challenges in
Information Literacy Research and Practice iginde (s. 134-140). Cham, Isvigre: Springer.
http://dx.doi.org/10.1007/978-3-319-03919-0

J) Kongre Bildirisi

Cepni, S., Bacanak A. ve Ozsevgec T. (2001, Haziran). Fen bilgisi égretmen adaylarimin fen
branglarina karsi tutumlart ile fen branglarindaki basarilarmn iliskisi. X. Ulusal Egitim
Bilimleri Kongresi’nde sunulan bildiri, Abant izzet Baysal Universitesi, Bolu.

Diger Kaynaklar

a) Gazete Yazist

Toker, C. (2015, 26 Haziran). ‘Unutma’ notlart. Cumhuriyet, s. 13.

b) Online Gazete Yazist

Tamer, M. (2015, 26 Haziran). E-ticaret hamle yapmak icin tiiketiciyi bekliyor. Milliyet. Erisim
adresi: http://www.milliyet.com.tr

¢) Web Page/Blog Post

Bordwell, D. (2013, June 18). David Koepp: Making the world movie-sized [Web log post].
Retrieved from http://www.davidbordwell.net/blog/page/27/
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d) Online Ansiklopedi/Sozliik

Bilgi mimarisi. (2014, 20 Aralik). Vikipedi i¢inde. Erisim adresi: http://tr.wikipedia.org/wiki/Bilgi
mimarisi

Marcoux, A. (2008). Business ethics. In E. N. Zalta (Ed.), The Stanford encyclopedia of philosophy.
Retrieved from http://plato.stanford.edu/entries/ethics-business/

e) Podcast

Radyo ODTU (Yapimc1). (2015, 13 Nisan). Modern sabahlar [Podcast]. Erisim adresi: http:/www.
radyoodtu.com.tr/

P Bir Televizyon Dizisinden Tek Bir Boliim

Shore, D. (Senarist), Jackson, M. (Senarist) ve Bookstaver, S. (Yonetmen). (2012). Runaways
[Televizyon dizisi boliimii]. D. Shore (Bas yapimc1), House M.D. i¢inde. New York, NY: Fox
Broadcasting.

8) Miizik Kayd:

Say, F. (2009). Galata Kulesi. Istanbul senfonisi [CD] i¢inde. Istanbul: Ak Miizik.

SON KONTROL LiSTESi

Asagidaki listede eksik olmadigindan emin olun:
e Editore mektup

v’ Makalenin tiirii
Bagka bir dergiye gonderilmemis oldugu bilgisi
Sponsor veya ticari bir firma ile iligkisi (varsa belirtiniz)
Istatistik kontroliiniin yapildig1 (arastirma makaleleri igin)
Ingilizce yoniinden kontroliiniin yapildig:
Yazarlara Bilgide detayli olarak anlatilan dergi politikalarmin gdzden gegirildigi
Kaynaklarin APA6’ya gore belirtildigi
Telif Hakki Anlasmas1 Formu
Daha 6nce basilmis ve telife bagli materyal (yazi-resim-tablo) kullanilmis ise izin belgesi
Kapak sayfasi
v Makalenin tiirii
v' Makalenin Tiirkce ve Ingilizce bashg1
v Yazarlarin ismi soyadi, unvanlari ve bagh olduklari kurumlar (iiniversite ve fakiilte

SN NENENEN

bilgisinden sonra sehir ve tilke bilgisi de yer almalidir), e-posta adresleri
v Sorumlu yazarin e-posta adresi, agik yazigma adresi, is telefonu, GSM, faks nosu
v Tiim yazarlarin ORCID’leri
e Makale ana metni
Makalenin Tiirk¢e ve Ingilizce baslig
Ozetler: 150-200 kelime Tiirkce ve 150-200 kelime ingilizce
Anahtar Kelimeler: 5-8 adet Tiirkce ve 5-8 adet Ingilizce
Makale Tiirkge ise, 600-800 kelime Ingilizce genisletilmis 6zet (Extended Summary)
Makale ana metin béliimleri
Finansal destek (varsa belirtiniz)
Cikar ¢atigmasi (varsa belirtiniz)
Tesekkiir (varsa belirtiniz)
Kaynaklar
Tablolar-Resimler, Sekiller (baslik, tanim ve alt yazilariyla)
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behavior, business&management history, production management, finance, accounting, marketing
and economics.

EDITORIAL POLICIES AND PEER REVIEW PROCESS

Publication Policy

The subjects covered in the manuscripts submitted to the Journal for publication must be in
accordance with the aim and scope of the journal. The journal gives priority to original research
papers submitted for publication.

General Principles

Only those manuscripts approved by its every individual author and that were not published
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Submitted manuscripts that pass preliminary control are scanned for plagiarism using
iThenticate software. After plagiarism check, the eligible ones are evaluated by editor-in-chief
for their originality, methodology, the importance of the subject covered and compliance with the
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publishing.
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It is authors’ responsibility to ensure that the article is in accordance with scientific and ethical
standards and rules. And authors must ensure that submitted work is original. They must certify that
the manuscript has not previously been published elsewhere or is not currently being considered
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followed. Copyright material (e.g. tables, figures or extensive quotations) must be reproduced
only with appropriate permission and acknowledgement. Any work or words of other authors,
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All correspondence will be sent to the first-named author unless otherwise specified. Manuscpript
is to be submitted online via http://imj.istanbul.edu.tr/en/ and it must be accompanied by a cover
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