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Femine Values in Management: A Research on BIST 100 Companies in

Turkey

Orgiit Yonetimlerinde Kadinsi Degerler: Tiirkiye’deki BIST 100 Sirketleri Uzerine Bir

Arastirma

Nurcan AKBAS' Bahar TANER?

Abstract

Feminine values in management are investigated in this article. The main purpose of article is to define a
management framework through examining the expectations and views of leading Turkish business executives
about ideal management. The similarities and connection of this management framework with feminine values is
searched in order to gain an important perspective to the practice of management. In the research, the
phenomenology as a qualitative research method and the document and interview method as the data collection
technique were used. After the review of literature on management and leadership, the leadership behaviors and
values adopted by executives of the leading companies were investigated on the basis of the data obtained from
the interviews. Content analyses were carried out on the vision, mission and values statements of the companies
in their websites. The results show that feminine values are predominant in effective management, feminine
leadership behaviors are preferred, effective management values change over time, and preferences for success
and happiness exhibit a concentration in feminine values. The findings of the study also revealed the importance
of feminine values in all management practices in order to gain efficiency in management such as strategy
determination, training, merit rating in performance evaluation and coordination. In this context, some
recommendations are made.

Key words: Management, Feminine values, Masculine values, Leadership behaviors.

Paper Type: Research
Oz

Bu makalede orgiit yonetiminde kadinsi degerler arastirilmigtir. Makalenin temel amaci, 6nde gelen Tiirk sirket
yoneticilerinin ideal yonetime iligkin beklenti ve goriislerini incelemek, bu noktadan hareketle bir yonetim
cercevesi tanimlamak, bu tanimin kadinsi degerlerle olan benzerlik ve iligkilerini yorumlamak ve boylelikle
yonetime dnemli bir bakis a¢is1 kazandirmaktir. Arastirmada nitel arastirma yontemi olarak olgu bilim ve veri
toplama teknigi olarak belge ve goriisme yontemi kullanilmistir. Oncelikle yonetim ve liderlikle ilgili literatiirdeki
deger ve davranig bicimleri incelenmis ve Tiirkiye'nin 6nde gelen sirket yoneticilerinin hangi liderlik davraniglarin
ve degerlerini benimsedikleri arastirilmistir. Bu kapsamda Tiirkiye IMKB'de en yiiksek performansa sahip ilk 100
sirket analiz alani olarak secilerek isletmelerin web sitelerinde vizyon, misyon ve deger tanimlar1 ve yoneticilerden
elde edilen veriler iizerinden igerik analizi yapilmistir. Sonuglar, etkili yonetimde kadinsi degerlerin agirlikta
oldugunu, kadinst liderlik davramislarinin tercih edildigini, etkili yonetim degerlerinin zamanla degistigini ve
basar1 ve mutluluk tercihlerinde kadinsi degerlere yogunlasildigini gostermektedir. Calismanin bulgulari,
orgiitlerin yonetiminde strateji belirleme, egitim, performans degerlendirmede liyakati one c¢ikarma ve
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koordinasyon dahil tiim yonetim uygulamalarinda kadins1 degerlerin 6nemini ortaya koymustur. Bu baglamda,
kadina yonelik pozitif ayrimciligin bir organizasyon ve devlet politikasi olarak uygulanmasi ve bu uygulamalarin

hukuken giivence altina alinmasi, personel istihdami, egitim ve kariyer gelisiminde kadinst degerleri 6n plana
¢ikaran diizenlemeler yapilmasi 6nerilmektedir.

Anahtar Kelimeler: Yonetim, Kadinsi1 Degerler, Erkeksi Degerler, Liderlik Davraniglari.

Makale Tiirii: Arastirma

Introduction

As a discipline, management is an organized accumulation of knowledge, culture and values.
Management is not independent from culture and values, whereas managers shape culture and society.
Management as a system of cultures, values and beliefs makes the values and beliefs of the society
fertile; it is the bridge between a rapidly developing civilization around the world and a culture
expressing different traditions, values, beliefs and heritage. Management should be a tool of cultural
diversity that serves the common purposes of humanity; since it is not within the boundaries of a single
national culture, law or sovereignty, it is multinational. In fact, management is becoming an institution
of the world economy (Drucker, 1986, s. 5).

Values influence the actions of the workforce and play a major role in daily decision making,
norms and relationships and how people interact with each other in an organization (Rokeach, 1973).
According to Henderson and Thomson (2003), values are the DNA of an organization's culture and
embedded codes that reflect what happened and why. Values help bring out the best we can and
contribute to creating high performance and high satisfaction in business and in life (Izzo and Withers,
2007). Therefore, values are seen as unique human resource capabilities that can create competitive
advantage (Paine & Organ, 2000).

Qualities such as empathy, cooperation, conscience, reliability, patience and honesty, which are
generally specific to women and highlight feminine values in leadership and organizational management
create the expectation that feminine values will shape diithe future. Studies reveal that the behaviors of
female leaders are more important and feminine values shape future management in performance and
sustainability, which are important criteria in organizational management (Rosener, 1995; McKinsey,
2008; Gerzema & D'Antonio, 2013).

Purpose of the Study

The study is based on the assumption and belief that feminine values will shape future
management and happier and more successful management is possible and it can be achieved through
feminine values, as proposed by some researchers. The main purpose of the research is to determine the
values in an effective management from the perspective of the managers and to search the similarity of
these values with feminine values. The ultimate goal is to determine the relationship of effective
management with feminine values, to reveal the place of feminine values in the management of the
future, regardless of the gender of the management. In the article the existence and importance of
feminine values in organizational management is investigated through following research questions:

1) What are the prominent management values in an effective organization?

2) Are the values that are embedded in an effective management feminine or masculine?
3) How is the approach of a successful leader towards his/her subordinates?

4) Which values are an obstacle to success?

5) What are the consequences of lack or absence of values?

Another goal of the research is to reveal the important codes of the effective management model
and to make suggestions for effective organizational management. The research, which focuses on
explaining the management understanding and management practices stated in the vision, mission and
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values of businesses, has the potential to give important messages to practitioners in terms of ideal
management approaches.

Limitations of the Study

The research is limited to data obtained from the managers of leading companies (BIST 100
companies) in Turkey and also to the time and focusing that participants devoted to questions. The
distance from the participants is another limitation.

1. Literature and Conceptual Framework
1.1. A Brief History of Management

An important study on management and organizations was Machiavelli (1469-1527)'s work
"Prince" in 16th century which has an important place in the management literature. The understanding
of sovereignty and nation-oriented modern state and the political power of human societies were
explained by Machiavelli, who is considered the founder of modern politics. Machiavelli, a political
theorist, writer and states man, has been a guide on how to obtain and use power (Machiavelli, 2008).

Without an institution or a business enterprise, there would be no management. Before industrial
revolution, there was hardly any managerial practice in the form of planning, organizing, coordination,
controlling and rewarding duties except somekind of institutions such as church, military and agricultural
enterprises based on slave labor. The first examples of management activity were presented by Adam Smith
(1723-1790), David Ricardo (1772-1823), Karl Marx (1818-1883) and John Stuart Mill (1806-1873) in
the form of increasing productivity through division of labor. According to them there was an objective
economy instead of management. An objective economy means that economics deals with the behavior
of commodities rather than with the behavior of men and men can only adapt. Man can at best, optimize
what the economy makes possible; at worst, he impedes the forces of the economy and wastes resources.

The British classical economist Alfred Marshall (1842-1924) added management to the factors
of production, land, labor and capital. J. B. Say (1767-1832) proposed the approach that puts the
manager at the center of the economy. Say defined entrepreneurs who direct resources from less
productive to more productive investments and thus create wealth. He was followed by French socialists
Francois Fourier (1772-1837) and Comte de Saint-Simon (1760-1825). At that time there were no large
organizations and no managers, but both Fourier and Saint-Simon anticipated developments and
discovered management before it actually came into being. In Saint-Simon's definitions, the importance
of the organization, the ability of organizations to make resources productive and to build social
structures, and managerial duties are included.

Management is a disclipline that is composed of managerial duties and people. All management
activities leading to effective performance are the achievement of managers and all management failures
are the failure of managers. The vision, dedication, and integrity of managers determine whether there
is perfect management or missed management (Drucker, 1986, s. 6).

The term of management was in wide use in early 1900 and Smith’s ideas came into light by
Frederick Winslow Taylor, Frank and Lillian Gilbreth, Herbert R. Townes, and Henry L. Gantt. They
developed theories that emphasized efficiency, lack of variation, consistency of production, and
predictability. The goal was to optimize the outputs that could be generated from a specific set of inputs.
Management as a discipline developed in the United States with Frank Gilbreth (1868-1924), Lillian
Gilbreth (1878-1972) and Henry Gantt (1861-1919). In England, Ian Hamilton (1853-1947), evaluating
his experiences as a military leader during World War I, realized the need to balance the official structure
and the policies that gave the organization "spirit"(McGrath, 2014, s. 3).

Later on, two American scientists Mary Parker Follett (1868-1933) and Chester Barnard (1886-
1961) examined the decision-making process in organizations, the relationships between public and
private organizations, and the role and function of the executive. Follett defines management as the art
of getting people to do business and states that it is an organization that includes universal principles
beyond competition and profit making (Follett, 1941: xvi-xxu). Cyril Burt (1883-1972) in England
and an Australian Elton Mayo (1880-1949) working at Harvard developed psychology and human
relations approaches in the field of industry, respectively, and applied them to businesses and
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management activities. The first scientific courses on management were given at Harvard Business
School for production management and at Massachusetts Institute of Technology for advanced
management work (Drucker, 1986, s. 23).

American James McKinsey (1889-1937) and English Lyndall F. Urwick (1891-1983) moved
management beyond technical issues to management consulting and dealt with key management issues
such as business policy and management organization. Urwick has classified and codified studies on the
structure of management and the function of executives. Austrian Peter Ferdinand Drucker (1909-2005)
was the leader in the development of management education. He invented the concept known
as management by goals objectives and self-control, and he was known as "the founder of modern
management” (McGrath, 2014, s. 4).

Briefly, the evolution of management trends in organizations has undergone a change from the
concepts of growth and productivity in the 1800's to management in principles in the 1990's and to the
management of meanings in the 2000's (Henderson & Thomson, 2003). Justice and business ethics in
the 1990's, animal rights, sustainability and inheritance concerns for future generations in the 2000's
reflect these changes. Thus, there have been changes in managerial values such as the balance of work
and family instead of strict work ethics; happiness instead of loyality, empowering staff rather than
authority; flexibility instead of hierarchy, creativity instead of imitating; lifelong learning instead of
learning to win. Today people look for structures and values that they can identify with, become a part
of, make them feel better and make them happy (Elkington, 1997, s. 317-320).

1.2 Expectations from Today's Management

Today's business people act with low awareness of the purpose and effect of the business,
incurring costs that cause harmful and undesirable consequences. Enterprises whose purpose is to make
profit and which see the system as profit maximization in the short and long term, "use" the system and
all its stakeholders for this purpose. Although this approach seems successful in creating material
welfare in the short term, it seems impossible to bear and meet the social costs that occur in the long
term (Mackey & Sisodia, 2013, s. 55).

Today, business managers often do not care about the harmfull effects they cause on the nature,
other creatures in the universe, wildlife and animals, which is vital for the system around them. They
continue to follow their own interests, regardless of the negative effects of their actions on the physical
and mental health of the team members and customers in the form of stressful and unsatisfactory
working conditions, unhealthy products offered to the market and other unethical business practices. In
the meantime, businesses associate these negative effects with the external factors beyond themselves.
All these indicate that the erosion of the reputation of nation-states and businesses continue to be come
increasingly greedy, selfish, exploitative, and unreliable (Mackey & Sisodia, 2013, s. 37). At the root of
these lie the ambition to achieve success, wealth, high welfare through increasingly brutal competition
at the national and international level. Businesses naturally aim to be successful, earn profits, survive,
and be prosperous; however, by following the effective management values and principles in this
process, negative effects on the environment can be prevented.

Society members see that the business and organizational structures shaped by capitalism
damage the social fabric instead of creating benefit, and create emotionless and unhappy people.
Individuals in societies want to get rid of this complex structure and to make a collective transition to a
world where happiness, love, justice, peace, prosperity, money and meaning prevail (Mackey & Sisodia,
2013, s. 263. In this context, determining the values that can abolish the negativities caused by
businesses will be meaningful in terms of messages to be given to business managements.

1.3 Effective Management

In economic conditions efficiency in management means doing better what is already being
done and focusing on costs. But the optimizing should focus on effectiveness that focuses on
opportunities to produce revenue, to create markets, and to change the economic characteristics of
existing products and markets. Effectiveness is the foundation of success and doing the right things;
efficiency, on the other hand, is a minimum condition for survival after success has been achieved and
doing things right (Drucker, 1986, s. 36).
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Parsons has defined effective systems in four universal contexts as integration with the
environment, setting and achieving goals, coordination of activities and integration of activities.
Furthermore, general values ranked very high as functioning of the system in the “internal environment”
such as capacity to influence others through expressive communication may be a highly strategic factor
(Parsons, 2014, s. 410-412). According to Simon (1997, s. 359-360), performance effectiveness depends
on the effectiveness of the game and the effectiveness of game tools; the effectiveness of the
administrative process will vary according to the effectiveness of the organization and the effectiveness
of its members playing their roles.

Managerial effectiveness depends on the relative evaluation of different criteria categories
(Freeman 1984), creating added value in a holistic sense or preventing the decline of values in the
economic, social and ecosystem (Riihli & Sauter-Sachs, 1993, s. 309). Based on these definitions,
effective management can be defined as the process of achieving organizational goals without harming
all stakeholders and the ecosystem.

1.4 Values in Organizational Management

We use terms such as integrity, freedom, security and private sphere in daily life; friendship,
trust, loyalty, affection, sharing etc in social and cultural environment; efficiency, productivity, fairness,
flexibility, success, loyalty, order etc in the business environment. These terms represent our values in
simplest form. Every individual and every organization has a system of values. Values are the sum of
our preferences and priorities. Preferences are what we want to have in our lives whereas priorities are
how important each choice is compared to the other (Henderson & Thomson, 2003).

Rokeach (1973) defines a value as a permanent belief that is personally or socially-preferred.
Therefore, it can be stated that values exist at the individual, organizational or social level. At the
individual or organizational level, values are guiding standardized behaviors. Values have a judgmental
aspect that expresses what is right, good or desirable as ways of thinking and behaving. This nature of
values leads to the argument that what is right for one person or group may not be right for another. The
values or preferences and priorities may change over time for different reasons. Managers can teach and
convey information about values to employees to ensure efficiency and competence.

There exists a tremendous body of research concerning the place of values in management.
These are given below:

- Leadership and management activities are shaped on the basis of values (Clonninger, 2009;
Kouzes & Posner, 2007),

- Organizational identity is linked to the development of personal moral value (Hailey, 2000;
Urde, 2001; Klenke, 2005),

- Values lead the way (Fichter, 2006, s. 175); They characterize people and events, determine
and legitimize their beliefs and behavior patterns (Schwartz, 1992, s. 1),

- Values are necessary for the interpretation of communication and messages in management
(Montgomery, 2004, s. 351).

There is a distinct transformation process between the individual and organizational values.
When individual values are successfully applied by a few people in an organization, these values turn
into common beliefs that should be present in the organization (Schein, 1992, s. 19). This transformation
is shaped by social experiences that groups constantly test, approve or abandon.

Values of persons and organizations are generalized by ideological justifications for appropriate
behaviors and activities as functions of the system (Chatman, 1989); suitability for individual roles
(Brudney et al., 2000); principles contributing to workplace culture (Schein, 1992); organizational
qualities that provide organizational purpose and intangible characteristics (Bolman & Deal, 2008);
Values have been expressed in various ways, such as the set of basic principles supporting the
organization's vision (Senge, 1990).

Kanter et al. (2015) explains the values that integrate with corporate goals and principles and
manage change in today's contemporary organizations as follows:
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1) Intuitive decision-making power;
2) The motivational power that activates positive feelings;

3) An organizational control power based on entrepreneurial self-organization, self-
management and equal value arrangements;

4) An organizational identity that encourages a longer-term perspective and broadens the
coverage of the firm;

5) Creating an ecosystem.
1.5 Values in Society

Social order emerges with the formation of communication and common expectations, people
learn how to act through socialization and roles (Slattery, 2003, s. 335). In every social order, there are
socio-cultural values that distinguish men and women from each other and define, direct, shape and
control their roles, and individuals are expected to act in accordance with these values. The values
stereotyped by the social order for men are called masculine, and the values stereotyped for women are
called feminine (Oakley, 2016). Geert Hofstede (1980) described the feminine and masculine values in
gender roles in his research through IBM company from different parts of the world and on the
employees of more than 70 countries between 1960-1970.

According to Hofstede et. al. (2010, s. 137-138), biological constraints of men and women
determine their social roles in a society. The behavior patterns deemed appropriate for women and men
differ from one society to another, whether they are masculine or feminine. A man can behave in a
"feminine" way and a woman in a "masculine" way; this situation is outside of stereotyped social
expectations.

In today's world, oppression, control, competition, aggression, discrimination, limitation of
freedoms oftenly leads to wars, income inequality, taking wrong risks and scandals. A world dominated
by masculine thoughts and behaviors at the universal level seems to have disappointed not only men and
women but also all people in general. Humanity needs a new structuring; If the driving force of invention
and discovery is needs, today humanity needs new management values. In a global study by Gerzema
& D'Antonio (2013), this truth emerges from the stories of people struggling with economic distress,
rapidly changing technology and social problems all over the world.

1.6 Feminine and MasculineValues at Social, Organizational and Individual Levels

Feminine and masculine values are established norms at the individual, organizational and social
levels. Feminine social cultures are open to creating equality between gender roles, men and women
share duties in every setting, have the same responsibilities in working and earning money for the family,
and can show the similar feelings. Showing weakness is not perceived as unfavorableness and quality
of life is the most important value at the social level. On the other hand, a different value system prevails
in the masculine social cultures. Gender roles, ideals, and male and female relations are separated in
masculine social cultures. Men are the breadwinners and decision makers of the family, they have to
present strong, dominant and tough images, they are not allowed to show emotions by crying; women
are expected to serve the household, raise children and obey their husbands (Hofstede et al., 2010, s.
155).

According to Hofstede, male societies differ in the relationships, gender roles and expectations
for men and women; men who provide all the material conditions for the family must present a strong,
dominant, and sometimes harsh image; men make decisions but are not allowed to cry and show their
feelings. Of course, what is expected from a woman is exactly the opposite; like taking good care of the
household, raising children and, of course, obeying her husband.

In contrast, feminine societies are more open to creating equality between gender roles: men
and women share all the tasks around the house, have the same responsibilities for the family and
earning, they can show the same emotions, showing weakness is natural in social context and is not
condemned, and quality of life is the most important. At the organizational level feminine values at the
organizational level express strong relationships between subordinates and superiors, cooperation-
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oriented work, comfortable living space, work safety and continuity whereas masculine values express
earning and high income, fame, appreciation, promotion, satisfaction with motivating and ambition. So,
characteristics of feminine values seem to represent high stability and characteristics of masculine values
seem to represent ambition to gain at the organizational level (Hofstede et al., 2010, s. 139-155).

The feminine and masculine value dimensions summarized by Hofstede's research at IBM are
known as cultural values that organize social structures. Although the research was conducted between
1960 and 1970 and was limited to IBM employees, it bears similarities with the feminine and masculine
values revealed by today's research. Hofstede's masculine and feminine categories seem to be in line
with the source that Gerzema and D'Antonio describe as the virtues of the goddess Athena and that
feminine values are on the rise at a global level (Komar, 2016, s. 181).

Gerzema and D'Antonio argue that although today's social structures seem like a male-
dominated world, they actually show signs of female domination. The authors' research findings on the
current situation point to a strong change for future, revealing that both women and men will have
predominantly feminine values in public space or power settings. This worldwide study, which
characterizes individual behaviors as feminine and masculine, has described what it means to be
feminine or masculine as stated below (Gerzema & D’ Antonio 2013, s. 9-10):

eFeminine values: free, attractive, reliable, reasonable, determined, creative, flexible, intuitive,
social, honest, teamplayer, collaborative, supportive, gentle, emotional, creative, open, loyal, devoted,
patient, encouraging, etc.

o Masculine values: dominant, strong, arrogant, proud, ambitious, determined, logical,
aggressive, competitive, stubborn, direct, selfish, restrained, competent, etc.

People seem tired of living in a world dominated by thoughts and behaviors that represent
traditionally masculine values; that codes of control, competition, aggression and discriminatory and
contributing to problems. They think that wars, income inequality, injustice, reckless risk taking and
scandals threaten the continuity of life (Gerzema & D’ Antonio, 2013, s. vii).

1.7 Mary Parker Follett and Invisible Leadership

Michael E. Porter & Claas van der Linde (1995, s. 133) suggest that top management executives
should spend less time on resisting new environmental legislation, and more rethinking on the nature
and future of their businesses to ensure they are well prepared for sustainability. Management has to
perform to manage productivity of work, achievement of worker and social impacts and social
responsibilities (Drucker, 1986, s. 547). This indicates that management is a challenging work that
necessitates leadership and leadership in turn is the lifting of a man’s vision to higher sights, higher
performance, higher standard, and building personality beyond its normal limitations. Through
leadership, human strengths are made effective, a drastic shift from personnel management to the
leadership of people by sharing responsibilities, power, motivation, participation, satisfaction,
incentives, rewards, status, and function. In exerting leadership, the managers of the various institutions
undertake social responsibility, think through values, beliefs, the commitments of their society, and
assume leadership responsibility beyond the discharge of the specific and limited mission of their
institutions. According to Elkington (1997, s. 155) organizational values are essential to wealth creation
and must be central to sustainability. While many values are shared in cultures around the world, the
sustainable development community must learn to recognize and work with diversity in values. These
are the views that have been perfectly expressed by Mary Parker Follett nearly a hundred years ago.

One hundred years ago, Mary Parker Follett (1868-1933) focused on concepts such as
participatory management, democracy, expertise and power. Today's stakeholder theory, corporate
social responsibility, empowerment of staff, participatory and sharing management philosophy which
all are associated with Follett's works lays the foundation of the participatory and sharing management
philosophies (Newman & Guy, 1998). The dominance of the male-dominated structure in the world of
science as well as in every field caused Follet to be ignored. Yet Follett is almost today's social scientist
and management theorist; she is an important science woman focused on the integration of the individual
and the organization with an idealistic and philosophical approach (Morse, 2006).
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The importance of Follett's contributions to management science has recently been understood,
and some comments on the subject are given below:

e Follett has seen and explained that the basic function of the job is to allow individual
development and that this is possible with structures that organize human relations that contribute to
material and spiritual values. (Graham, 1995; Sapru, 2006).

e When Follett asserted in 1918 that motivation was essential for true professional management,
she saw that work encompasses corporate responsibility beyond just a producing business (Graham,
1995).

e Follett was an advocate of humanity in the field of organizational relations and corporate
social responsibility, and her ideas shed light on the current stakeholder theory. For Follett, the
integrative process is at the heart of the conflict resolution process, and negotiations provide the method
of problem solving. She defends both the creative and integrative power of pluralism and diversity, and
the concept of “power together” based on participation and sharing also reflects the feminist perspective
(Whipps, 2014).

It should be said that Mary Parker Follet's views on leadership break newground in modern
leadership theories, because she has given to leaders the responsibility of intuition and foresight in the
practice of division of labor as associating them with the situation law. Thus, the leader should
understand the general situation, develop common goals, and be able to predict the next situation. Due
to the mobility of time and the uncertainty of the situation, the next situation contains uncertainties, and
each situation requires re-evaluation with its own characteristics. Both leaders and followers should act
in line with a common goal (Monin & Bathurst, 2008, s. 447-448).

A good leader must make followers realize the strength they have, how to apply it and how to
develop it. The leaders ensure that the followers take part in the leadership activity, for this they should
ensure that the followers use their power and integration capacity effectively together, participate in
coordination with confidence and belief, and take on the responsibilities required by the situation. The
essence of Follett's idea of leadership is that the leader creates a vision that the audience will follow, and
she defines it as the “invisible leader” (Follett, 1949; Follett, 1941, s. 288) which also parallels with the
liberal leader.

1.8 Feminine and Masculine Leadership Models in Management

Leaders behave within the constraints of gender roles and socially shared expectations that apply
to certain social categories (Biddle, 1979; Sarbin and Allen, 1968). Gender roles are the generalized
qualities of women and men in the society and, consequently, feminine and masculine values. Thus,
gender roles affect leader behaviors and women and men in the same leadership positions display
different behaviors that comply with the expectations of gender (Gutek & Morasch, 1982; Gutek, 2001;
Kanter, 2008). Gender roles generalized in organizations shape the latent identity of the organization in
the background, with these different leadership behaviors of women and men (Ridgeway, 2001, s. 644).

A meta-analysis, which is based on the leadership definitions of researchers such as Eagly et al.,
(2003), Lewin (1947), Likert (1961), Tannenbaum & Schmidt (1973), Vroom & Yetton (1973), Blake
& Mouton (1978), Fiedler (1978), Hersey et al. (2008) compared the leadership styles of women and
man and explained values of leadership related to gender. Meta-analysis results show that feminine
leadership styles are democratic, relationship-oriented and transformational; masculine leadership styles
are authoritarian, task-oriented, and transaction-oriented.

Similar results have been found in other studies on leadership styles related to gender. The
research results of Daft (2005, s. 438) show that women are more willing to establish relationships, to
be inclusive, to be participatory and affectionate, to share power and knowledge, to encourage employee
development, and to make efforts to develop individuals' sense of self-worth. Sherman's (2000, s. 138)
study, which examines the leadership experiences of female administrators in rural schools, also shows
feminine values such as mother, motherhood, giving peace, affectionate and empathy in parallel with
Daft's research results; explains nurturing, collaborative, connecting, and relationship-oriented
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leadership styles. The studies of Bennett (1997) and Ramsay (2000) also revealed similar results
confirming that women are more democratic and participatory than men.

All of the afore mentioned studies indicate that feminine leadership styles and feminine values
are on the rise in societies and organizations, and that a silent management revolution is taking place
that builds the management model of the future. Indeed, there is a great need for feminine efforts to
increase social welfare, improve economy and technology, reduce poverty, improve education, health
and immigrant problems, and consequently create sustainable production, consumption, environmental
climate and a greener world in our time (OECD, 2008, s. 3). It is the transformational and community-
oriented leadership characteristics that will open the doors to a better world, and these characteristics
are abundantly present in female leaders (Bagilhole & White, 2008; Berkery et al., 2013).

1.9 Leadership and Feminine Values in Organizational Management

Management is the leading, directing and decision-making body in social organizations,
especially in businesses; it is a general function in every nation and society with the same basic tasks.
Therefore, it is out of question to see leadership as independent from management. More and more
leadership is sought in the top management of the organizations for the quality of social life. Today, the
leadership power, knowledge, visions and responsibilities determine the development of societies, the
wealth of aristocrats, big land owners, and even capitalists. So tasks, responsibilites and practices of
managers is the central field of study as a need, as an essential contribution, and as a subject of study
and knowledge in an organizations’ top management (Drucker, 1986, s. 13).

There are various studies indicating that feminine values are on the rise in the top management
of organizations (Loden, 1985; Helgesen, 1990; Rosener, 1995). Leadership behaviors of the 21st
century stand out as:

 Transparent, democratic, participative, teamwork oriented (West, 2012; Arnold & Loughlin
2013; Peterson, 2018),

e Collaborative, client and relationship-oriented mentoring (Eagly & Carli, 2007; Gaucher et
al., 2011; Loughlin et al., 2012; Madsen, 2012; Gerzema & D'Antonio, 2013; Katila & Eriksson, 2013;
Varje et al., 2013; O'Connor & Goransson, 2015) and away from masculine and autocratic values.

Although masculine values such as dominant, strong, arrogant, proud, ambitious, determined,
logical, aggressive, competitive, stubborn, direct, selfish, restrained, competent are important in terms
of contingency, other values defined as contemporary are sought in the managers of our age.
Contemporary management values are defined by the feminine qualities as advisee, relationship-
oriented, friendly, patient, democratic, being far from hierarchy, participation in decision making and
supportive behavior (Eagly & Carli, 2007; Gaucher et al., 2011; Loughlin et al., 2012; Madsen, 2012;
Arnold & Loughlin 2013; Gerzema & D'Antonio, 2013; Katila & Eriksson, 2013; Varje et al., 2013;
O'Connor & Goransson, 2015; Peterson, 2018). Today, organizational structures dominated by
traditional vertical relations are far from offering interaction, discussion, compromise and collective
solutions to the problems encountered (Porter-O'Grady, 2003).

1.10 Leadership and Thinking Like a Woman

Today, although the styles of female leaders are more compatible with contemporary
characteristics, the majority of leaders are male and this situation is caused by gender beliefs and
prejudices shaped by the perception that men are suitable to be leader (Eagly & Carli, 2007, s. 102).
With a similar point of view, Powell (2012, s. 134) confirms the perception that good managers are men,
however, he states that the cliches formed by this perception are in a change and the degree of describing
good managers mainly in terms of masculine values is in the process of decline.

Leaders whose origins lie in the depths of the past, in times that feminine qualities reign are still
the best leaders who are not extinct. The essence of contemporary leadership has evolved to represent
feminine qualities, and people now want leaders who internalize the qualities attributed to women, such
as extroversion, sharing, affectionate, resilience, and empathy. These extraordinary leaders can be both
men and women, and these innovative leaders break away from traditional, masculine structures and
lead a world that embraces society, is interconnected and transparent (Gerzema, 2013a). In this context,
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feminine values are more suitable for contemporary management and modern businesses than masculine
values (Rozycka, 2018, s. 34).

Thinking like a woman has no resemblance to the aggression and self-centered leadership styles
displayed by men; rather, it is to be democratic, participatory, collaborative, encouraging, promoting
and problem solver (Eagly & Carli, 2007, s. 74). Traits such as determination and resilience exhibited
by men are valuable, but feminine qualities that represent flexibility and cooperation associated with
emotional intelligence appear to be critical for building consensus and eliminating problems. It is
essential that leaders of the future to work horizontally away from hierarchy and together with the
workforce for power, produce results that benefit everyone, create solutions that strengthen the economy
without sacrificing families and communities, see differences as a power, and possess characteristics
that transform peace, justice and human rights in an effort to build everyone's future (Tar-Whelan, 2009,
s. 78).

Emphasizing the importance of transformative leadership style, Tar-Whelan (2009, s. 73-75)
describes today's female leaders with the following characteristics:

* Building the future on long-term plans instead of managing crises with daily solutions;

* To create a life that integrates work, society, family and friendships in common goals and
values;

* Creating shared value and consensus for all stakeholders;

* Focus on egalitarian and horizontal relationships that foster innovation; sustainability and self-
sufficiency.

There is an increasing trend for patient, utilitarian and long-term thinkers who have the capacity
to divert and transform the experiences of the past into great bargains and good deeds today. Leaders
who recognize and implement this orientation are those who build better businesses, institutions and
communities that achieve strong performance and goals, and these leaders see and adopt feminine values
as an evolving innovative method and strategic advantage that provides integrity (Thar-Whelan, 2009,
s. xvi). Because the change of strategies, product portfolios, structures, processes and business models
do not cause problems for today's modern businesses that have managed to integrate employees with
their organization and corporate identity, they can maintain their business direction, provide innovation,
have access to new resources and new partnerships, sustainability and self-sufficiency (Kanter et al.,
2015, s. 18).

The Athena doctrine explains that feminine values are preferred in leadership, ethics, success
and happiness in societies and that the future is woman. This global research includes sixty-fourthousand
people choices that defines feminine leadership as a smart and silent power, and this power has the
following characteristics (Gerzema & D'Antonio, 2013, s. 21-22):

e Being connected: the ability to create and maintain networking relationships,
o Humility: A lifestyle that allows listening, learning from others and sharing,
e Sincerity: Being willing to speak openly and honestly,

e Patience: Accepting that some solutions emerge slowly and over time,

o Empathy: Sensitivity to understand others,

e Reliability: Character strength that increases trust,

e Openness: Being open to all people and concepts,

e Flexibility: The ability to change and adapt when circumstances require,

eBeing vulnerable: The courage to admit that human beings can make mistakes due to their
nature,

e Balance: To have a versatile sense of purpose.
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These features both arouse admiration as today's virtues and reflect a noble character power.
Frankness, flexibility, humility and balance require integration and trust; being both vulnerable and in
connection with others requires courage (Gerzema & D’ Antonio, 2013, s. 22).

Today's prominent leaders see vulnerability as a strength rather than a weakness, knowing that
failure in the history of every successful business story impacts success as a driving force. For these
leaders, vulnerability and consequential failure are as natural as success. Leaders who unwaveringly put
forth weak conditions are more likely to trigger the idea of a breakthrough while saving time and money.
In the struggle to overcome weak conditions, leaders will encourage their followers to share information,
knowing and confronting vulnerabilities and weaknesses, will be able to identify the obstacles they face,
discover faster and more efficient solutions to overcome these obstacles, and gain social benefits from
success. Accepting vulnerability and weaknesses will help to find solutions to problems with a
participatory and sharing approach, to discover new ways, to reach top benefits with effective and
efficient solutions, and to save time and money (Gerzema, 2013a). Leaders who learn from failures and
adopt a participatory approach seem to be more likely to internalize feminine values more.

Thinking like a woman means acting in a more democratic and participatory manner than male
leaders. Women tend to be more democratic and relationship-oriented because of their social nature,
such as worrying about others, being generous, sensitive, understanding and affectionate (Cuadrado et
al., 2012, s. 3086).

Thinking like a woman is also being more sensitive and active than male leaders in revealing
problems that benefit society (Bear et al., 2010; Boulouta, 2013; Larkin et al., 2013; Post et al., 2011).
And thinking like a woman is to be more sensitive to corporate social responsibility (Bear et al., 2010;
Post et al., 2011). It is possible to reach new markets or opportunities, to create and expand the social
resource base, to create a new corporate responsibility and collaborative infrastructure, with an open,
honest and collaborative leadership approach that is aware of strengths and limits, and modest without
arrogance (Kanter et al., 2015, s. 18).  And such a ladership approach can be expected to have
internalized the feminine values more.

1.11 Evolution to Feminine Society

In today's world, oppression, control, competition, aggression, discrimination and limitation of
freedoms oftenly lead to wars, income inequality, taking wrong risks and scandals we face. Since a
world dominated by masculine thoughts and behaviors at the universal level seems to have disappointed
generally all people, humanity needs a new structuring; the driving force of invention and discovery
being the needs, today humanity needs new management values. In a global study by Gerzema and
D'Antonio (2013), this truth emerges from the stories of people struggling with economic distress,
rapidly changing technology and social problems all over the world.

American corporate executives make their decisions about managing, developing, prioritizing,
and determining the future of the companies give precedence to earning profitable returns for the
shareholders. It is noteworthy that at least 33% of those who manage wealth of Fortune 500 companies
are women managers. In the absence of female contributions such as diversity of ideas, solution
methods, leadership and business approaches, it is predicted that alternative ways of doing business
would not be considered and outdated methods would prevent the possibility of opening up to different
alternatives (Tarr-Whelan, 2009, s. 4-11).

The search for effectiveness in the control of strategic and operational activities onboards of
directors of companies increases the interest in female managers whereas women managers create
awareness and become successful with their ability to reduce conflicts and bring efficiency to board
activities. Rising feminine values in organizations and social life carry management research to a new
level (Nielson & Huse, 2010). Both in company management and in social life, women struggle to create
a common future in solidarity with men, by using their feminine abilities rather than reaching equal
conditions with men. This struggle carries out a more feminine world that benefits everyone, a revolution
in which feminine values are on the rise (Bolen, 2013). Thus, these developments unfold an evolution
from a patriarchal management to a management dominated by feminine values (Gerzema & D’ Antonio
2013, s. 21). And it can be stated that at the first stage of this evolution, intellectual movements such as
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feminism, human rights, equality, pluralist understanding and sexual preferences first paved the way for
gender equality and then laid the groundwork for change in the social order.

2. Methodology
2.1 Participants and Method of the Research

The research has qualitative design and data are gathered by documents and interviews. In the
document analysis, vision, mission and values definitions were retrieved from the BIST 100 companies®
websites and values that companies attach importance to have been evaluated by content analysis.
Afterwards, data from managers were collected through the interview forms. The collected data express
gender values and leadership characteristics adopted and applied by managers. Descriptive statistics and

Masculine Values Feminine Values

Dominant, Aggressive, Strong, Hard, Authoritarian, Loving-affectionate, Balanced, Creative, Open to new
Direct, Understandable, Reckless, Brave, Daring, Fearless, ideas, Good listener, Flexible, Team player, Community
Charismatic, Strong, Powerful, Consensual, Natural leader, ~Oriented, Friendly, Supportive, Inclusive, Encouraging,

Provocative, Ambitious, Decisive, Competitive, Patient, Passive, Dependent-connected, Renunciant,
Disciplined, Logical, Analytical, Competent, Objective, Understanding, Trustworthy, Dedicated-self sacrificing,
Rational, Independent, Confident, Assertive, Progressive, Benevolent, Social, Heartfelt, Sincere, Conscientious,
Distinctive, Innovative, Dynamic, Tough, Result-based, Merciful, Imaginative, Humble, Honest, Nurturing,
Determiner, Career Focused, Cool, Durable, Consistent, Sensitive, Emotional, Impressive, Clear-easily
Persistent, Resisting, Sedulous, Challenging understandable, Empathetic, Socially responsible
Masculine Leadership Styles Feminine Leadership Styles

Authoritarian Democratic

Task oriented Relationship oriented

Transaction oriented Transformational

content analysis were performed on the data. Table 1 below shows the gender values and leadership
styles detected in the research.

Table 1. Gender Values and Leadership Styles
Source: Peterson, (2018); Eagly et al., (2003); Daft, (2005).

Gender values definitions in Table 1 are retrieved from Peterson (2018) analysis whereas
Peterson' work on the feminine and masculine values are based on the research of Collinson & Hearn
(1994), Allan et al., (2006), Gaucher et al., (2011), Loughlin et al. (2012), Gerzema & D’Antonio,
(2013), Katila & Eriksson, (2013), Varje et al. (2013).

The masculine and feminine leadership styles in the table, are based on studies of Eagly et al.,
(2003). Also the research findings of Daft (2005) provides an important contribution in terms of
confirming the content of feminine values in leadership.

The first part of the interview form included questions to collect data on the behavior of the
leader towards her/his subordinates. Questions were prepared in relation with the research of Eagly et.
al., (2003) and the managers were asked to select the behavior styles they defined for themselves. At the
second part of the interview form, managers were asked to select the values that should be in an effective
business management. In addition, managers were determined by the tasks and culturally conditioned
and subjected to the values, the traditions, the habits of a given society asked in which time period the
values they adopted as effective management values emerged. In the last part of the interview, in the
open-ended questions managers were asked to describe their experiences in management.

The reasons for choosing the BIST 100 index companies for the research have three folds;
Firstly, they are institutionalized structures and secondly, these corporate structures posses common
values about management being an objective function, determined by the tasks and culturally
conditioned and subjected to the values, traditions and habits of a given society that are universally
shared. BIST 100 index companies’ perspective on keeping up with the world economic system and
making it sustainable is the third reason. These features can bring businesses in the BIST 100 index to
a position that create profound impact on the society and country's economy in terms of investment,
business volume and employment.
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3BIST 100: Are the top companies in the istanbul stock exchange in terms of shares trading volume

The official websites of all BIST 100 businesses were accessed at www.kap.gov.tr, and the
vision, mission and values of 100 enterprises were searched. These statements are available for 81
businesses and not for others, so 81 businesses were found eligible to provide data. The data obtained
from the specified number of BIST enterprises constituted the secondary data of the research.

The data obtained from the interview forms consisting of the responses from 38 managers of 20
BIST 100 companies -two of which are central managers and 18 branch and regional managers
constituted the primary data of the study. 27 of the 38 interviews were conducted face-to-face and 11 of
them were conducted via the internet method. Primary data collection was completed on January 25,
2020. The interviews were conducted with 15 female managers and 23 male managers.

3. Results
3.1 Content Analysis of the Secondary Data

In May 2019, the vision, mission and values definitions of 81 businesses were obtained from
the official websites of the companies and these were first entered into the MS Word file. All recorded
data, which we can be called as the database of content analysis, consists of a total of 53 pages and 13
thousand 498 words. The word frequency is given in Table 2 by counting how many times BIST 100
businesses repeat each of the feminine (n = 33) and masculine (n = 44) values in the vision, mission and
values definitions.

Table 2. Content Analysis of the Web Data

Feminine Values Word Count Masculine Values Word Count
Creative 109 Strong 80
Trustworthy 83 Innovative 61
Community oriented 54 Result based 30
Understanding 35 Competitive 18
Sensitive 31 Determiner 13
Honest 30 Authoritarian 9
Clear, easily understandable 25 Progressive 6
Dependent, Connected 23 Dynamic 6
Social 21 Consistent 6
Supportive 18 Disciplined 5
Team player 15 Powerful 4
Friendly 11 Decisive 4
Impressive 10 Career focused 3
Inclusive 10 Understandable 2
Balanced 10 Objective 2
Socially responsible 9 Tough 2
Flexible 6 Sedilous 1
Benevolent 6 Assertive 1
Sincere 5 Independent 1
Loving, affectionate 3 Rational 1
Open to new ideas 2 Analytical 1
Good listener 2 Ambitious 1
Encouraging 2
Renunciant 2
Dedicated, Self-sacrificing 1
Humble 1
TOTAL 524 TOTAL 257

As seen in Table 2, the frequency of repetition of feminine values was found as n = 524 and the
frequency of repetition of masculine values as n =257. In feminine values, the word Creative 109 times,
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the word Trustworthy 83 times were repeated and in masculine values the word Strong 80 times, and
the word Innovative 61 times were repeated.

Feminine values not mentioned are Patient, Passive, Merciful, Imaginative, Nurturing,
Emotional, Empathetic; and masculine values not mentioned are Dominant, Aggressive, Tough,
Authoritarian, Direct, Reckless, Brave, Daring, Fearless, Charismatic, Powerful, Natural leader,
Consensual, Provocative, Logical, Confident, Distinctive, Cool, Durable, Persistent, Resisting and
Challenging. It is observed that BIST 100 companies adopt and prioritize feminine values more than
masculine values in their vision, mission and values definitions.

3.2 Content Analysis of the Primary Data

For the leadership behavior analysis chosen by the participants, firstly the definitions in the
literature are grouped according to their content. The grouping sex plain masculine leadership behaviors
and feminine leadership behaviors and Mary Parker Follett's liberal and invisible leadership behaviors

given by Table 3.
MASCULINE Women Men TOTAL FEMININE LEADERSHIP Women Men TOTAL
LEADERSHIP BEHAVIOR
BEHAVIOR
é Keeping 1 1 o Ensuring employees participate in 14 23 37
- employees E decisions
% out of )
Z _decisions Q
; Keeping E Sharing information with others 10 20 30
%  information =
= . a
»  monopolized
Z
; Applying 1 1 Harmonious and good 14 23 37
@ stress and E relationships
g pressure in % E
z tasks She=!
% Leaders set 3 1 4 E % Employees generally participate 15 22 37
—~  goals and g @ in processes
g manage E
performance
o= Focuson 1 1 = Ensuring interests are aligned 9 12 21
7z E business E with organizational interests
% % practices z
; % The rewards 10 21 31 ©  Supporting employees 15 21 36
O = changes E
5 according to >
Z  the situation =
Correction 1 1 2 % Providing opportunities for 14 23 37
of mistakes g employees to improve
is aimed
TOTAL 15 25 40 TOTAL 91 144 235
FOLLETT
LIBERAL LEADERSHIP Stayingback, standing out if necessary 7 18 25
INVISIBLE LEADERSHIP Freeing subordinates in decision making, 3 7 10
implementation and control, only to be consulted
TOTAL 10 25 35

Table 3. Masculine and Feminine Leadership Behaviors

Results of the analysis are as follows:

e Frequency of masculine and feminine leader behaviors adopted by men and women managers
is shown separately in Table 3. Masculine leadership behaviors were preferred 40 times whereas
feminine leadership behaviors were preferred 235 times and leadership behaviors of Follett were
preferred 35 times. More specifically, masculine leadership behaviors were preferred 15 times by
women and 25 times by men. It is seen that female leadership behaviors were preferred 91 times by
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women participants and 144 times by men participants. Findings in this part of the interview reveal that
men and women participants adopt female leadership behaviors. Participants preferred Follett's liberal
leadership behaviors 25 times and invisible leadership behaviors 10 times.

e The effective management values preferred by the participants are divided into feminine and
masculine groups at the analysis stage and indicated as traits in the Table 4 below.

Table 4. Feminine and MasculineTraits Defining Effective Management Traits

FEMININE TRAITS No  MASCULINE TRAITS No
Open to new ideas 36 Confident 34
Encouraging 35 Sedulous 30
Trustworthy 35 Innovative 30
Team player 35 Powerful 29
Creative 34 Dynamic 29
Supportive 34 Result based 29
Balanced 33 Consensual 28
Honest 33 Disciplined 28
Empathetic 33 Objective 27
Goodlistener 32 Competitive 27
Patient 30 Brave 26
Social 30 Understandable 25
Heartfelt 30 Durable 25
Understanding 27 Strong 24
Renunciant 26 Decisive 24
Clear, easily understandable 25 Competent 23
Socially responsible 25 Assertive 23
Sensitive 23 Cool 23
Impressive 22 Analytical 22
Conscientious, merciful 22 Logical 21
Community Oriented 21 Natural Leader 19
Humble 21 Consistent 19
Imaginative 20 Determiner 18
Loving, affectionate 20 Progressive 18
Flexible 19 Charismatic 17
Inclusive 18 Ambitious 17
Benevolent 18 Career focused 17
Nurturing 15 Strong 14
Friendly 15 Rational 14
Dedicated, self-sacrificing 12 Distinctive 14
Emotional 11 Dominant 11
Dependent, connected 3 Direct 11
Passive 1 Fearless 10
Independent 10
Resisting 10
Persistent 9
Authoritarian 8
Challenging 7
Daring 4
Tough 2
Hard 1
Aggressive
Reckless
Provocative
TOTAL 794 TOTAL 777

The frequency of preferred feminine traits is n = 794, masculine traits is n = 777 in the table. In
feminine traits Openness to New Ideas 36 times, Encouraging 35 times, Reassuring 35 times, Honest
and Empathetic 33 times were preferred and participants made choices in all feminine traits. The least
preferred traits were Passive 1 time, Dependent 3 times and Emotional 11 times. In masculine traits
Confident 34 times, Sedulous 30 times, Innovative 30 times, Result based 29 times, Dynamic 29 times,
Powerful 29 times were preferred and Aggressive, Reckless, Provocative were not preferred at all. The

Management and Political Sciences Review, 2021; 3(2), Sayfa: 107-133
121



Akbas ve Taner, Feminine Values in Management: A Research On Bist 100 Companies in Turkey

least preferred traits were Hard 1 time, Tough 2 times, Daring 4 times, Challenging 7 times and
Persistent 9 times.

The findings in this part of the analysis indicate that men and women participants adopt feminine
values, but the difference in the preference frequency of feminine and masculine values was lower
compared to the previous sections of the analysis. For example, high-ranking feminine values such as
Creative, Trustworthy and Community Oriented in the secondary data of the websites defined as vision,
mission and values by BIST 100 companies are two to three times the primary data values. This indicates
that BIST 100 companies adopt feminine values with a large numerical difference in their vision,
mission and values; BIST 100 company managers prefer feminine leader behaviors with a large
difference in their leadership behaviors in practice, and they prefer feminine traits, although their
effective management features are lower than those stated on the companies' websites.

Comparison of the findings obtained from the primary and secondary data of feminine and
masculine values will be meaningful in terms of revealing at what level the preferences in the vision,
mission and values of BIST 100 companies are internalized by the managers in practice.

e Frequency analyses were made on the data obtained from the answers given to the question
about the time frame for values. The results are given by Table 5.

Table 5. Values Time Frame

TIME PERIOD OF VALUES n %

Since establishment 9 23,7
Inthe last decade 16 421
In the last five years 9 23,7
In the last year 4 10,5
TOTAL 38 100

According to the participants; n = 16 (42.1%) stated that values emerged in the last ten years, n
=9 (23.7%) stated that values emerged since the establishment, n =9 (23.7%) stated that values emerged
in the last five years and n = 4 (10.5%) stated that values emerged in the last year.

Table 6. Change of Effective Management Values

CHANGE OF EFFECTIVE MANAGEMENT VALUES n %
Changed 31 81,6
Not changed 7 18,4
TOTAL 38 100

In the question about the change in effective management values, n = 31 (81.6%) participants
stated that effective management values changed and n = 7 (18.4%) participants stated that effective
management values did not change as indicated by Table 6.

Table 7. Comparison of Changes in Effective Management Values by Gender

SCALE CHANGE OF EFFECTIVE GENDER TOTAL
VALUE MANAGEMENT VALUES Women Men
n % n % n %
1 Changed 12 31,6 19 50 31 81,6
Not changed 3 7,9 4 10,5 7 18,4
TOTAL 15 39,5 23 60,5 38 100

According to Table 7, n= 12 (31.6%) women managers and n = 19 (50%) men managers stated
that effective management values changed whereas n = 3 (7.9%) women managers and n = 4 (10.5%)
men managers stated that effective management values did not change.

As a result, the majority of the participants' opinions in the research show that effective
management values have emerged in the last ten years; values have undergone a change and the majority
of men and women managers confirm this change.
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e In the answers given by the participants to open-ended questions, the word numbers of
feminine and masculine values are given below.

1. In the values you adopt as effective management values
a. Has there been a change?
b. If there has been a change, in what direction has it changed?

c. If there has been no change, should there be? Why is that?

Table 8.
Feminine Values 7
Masculine Values 7

Participants repeated both feminine and masculine values n = 7 times for their explanations about change

as seen Table 8. Participants emphasized feminine values such as Emotional, Understanding, Teamplayer, Flexible
and Impressive, and masculine values such as Result-based, Innovative, Dominant, Disciplined, Decisive, Brave
and Analytical in their explanations.

Seven participants answered “no” and 31 participants answered “yes”to the question 1(a). Participants
who answered "no" did not answer the 1c, except for one person, and one participant replied "It can be, people
develop, they can add to their values by their experiences ". On the other hand, 31 participants who answered "yes"
answered the questions with feminine and masculine values and various themes. Participants repeated both
feminine and masculine values 7 times for their explanations about change as seen Table 8. In their explanations
about the direction and necessity of change, the participants emphasized feminine values such as Emotional,
Understanding, Team player, Flexible and Impressive, and masculine values such as Result-oriented, Innovative,
Dominant, Disciplined, Determined, Brave and Analytical.

2. Does your business have effective management values in practice? Why is that?

Table 9.
Feminine Values 7
Masculine Values 6

All of the participants confirmed that their businesses have effective management values. As can be seen
from the Table 9, in the responses of the participants, feminine values n =7 times and masculine values n = 6 times
were mentioned.

Participants emphasized feminine values such as Understanding, Renunciant, Benevolent, Passive,
Friendly, Teamplayer and Trustworthy and masculine values such as Innovative, Competent and Competitive in
their explanations. Participants put forward the reasons for their companies to have effective management values
as the institutional structure of their companies, being contemporary, giving importance to values, being open to
change and being liberal.

3. What values do you think will come to the fore in future business management? Why is that?

Table 10.
Feminine Values 19
Masculine Values 23

As can be seen from Table 10, participants expressed their views on values in future business management
and their reasons. In their views about the future, they emphasized masculine values such as increasing and
destructive Competitive, Ambitious, Result-based, Innovative, Confident, Assertive, Independent, Consensual,
Consistent, Analytical, Authoritarian and Independent at a higher level as n = 23 times. Participants emphasized
feminine values such as Social, Empathetic, Creative, Balanced, Patient, Team player, Honest, Community-
oriented, Inclusive (Integrative), Emotional, Flexible and Socially responsible in their views on the future business
management as n = 19 times.

4. What are the values that ensure employee happiness? Explain the reasons.

Table 11.

Management and Political Sciences Review, 2021; 3(2), Sayfa: 107-133
123



Akbas ve Taner, Feminine Values in Management: A Research On Bist 100 Companies in Turkey

Feminine Values 40

Masculine Values 11

Table 11 indicates that the participants expressed the values that ensure employee happiness mainly in
terms of feminine values. The main feminine values used by the participants in their answers are Social,
Supportive, Benevolent, Empathetic, Humble, Goodlistener, Trustworthy, Teamplayer, Emotional, Nurturing,
Loving, Impressive, Encouraging and Friendly; masculine values are Career-based, Consensual, Disciplined,
Understandable, Confident, Competitive and Dynamic. In explaining the reasons for the values that ensure
employee happiness, they expressed a motivational, participatory and sharing understanding which makes the
employees happy.

5. a. What do you think about the personal values that prevent success in business life?

Tablo 12.
Feminine Values 4
Masculine Values 14

Table 12 shows the personal values of the participants that prevent success in business. Participants
repeated feminine values n = 4 times such as Passivity, High emotionality and Dependent and masculine values n
= 14 times such as Cool, Dominant, Hard, Authoritarian, Provocative, Overly Ambitious and Provocative in their
explanations. It is seen that predominantly masculine values were expressed as hindering success. Participants
perceived high Emotionality (n = 2) and excessive Ambition (n = 6) as obstacles to success. So it is accepted that
participants confirmed average levels of emotionality and ambition as essential for personal success. Selfishness,
Ego and Arrogance, which participants perceive as personal values that hinder success, are masculine values that
contain negativity in the literature. So these values are not included in research in order to maintain the objectivity
of the research and stay within the limits of the predetermined conceptual framework.

b. What values should a person have for personal success?

Tablo 13.
FeminineValues 59
MasculineValues 62

Table 13 shows the values that should be possessed for personal success. In total participants reported the
feminine values for personal success n = 59 times and the masculine values n = 62 times in their answers. Most
repeated feminine values are Patient, Empathetic, Team Player, Honest, Humble, Open to new ideas, Social, Good
listener, Trustworthy, Emotional and most repeated masculine values are Ambitious, Sedulous, Innovative,
Disciplined, Decisive, Confident, Analytical, Career Focused.

6. a. Which values are lacking in organizational management pose an obstacle to achieving
organizational success?

Tablo 14.
Feminine Values 66
Masculine Values 43

As seen in Table 14, participants mentioned the absence of feminine values more than masculine values
as the obstacle to achieving organizational success. Following definitions are the obstacles to success according
to the participants:

Abandoning all approaches that value people, overly repressive management, too frequent orientation,
the problem of authority and the related lack of responsibility, disloyalty, selfishness and not being person and
relationship orientedness, the management's willingness to make decisions alone, working individually, restricting
individual preferences, or not giving initiative to the employee, arrogance, pride, selfishness, cuambersome, overly
bureaucratic and one-man management, procedures focusing only on business interests, not considering the
employee and the customer, unfair distribution of income.

b. Write down the reasons.

Participants explained the reasons for the obstacles to achieving organizational success as
follows:
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The abandonment of approaches that value people will reflect negativity for all stakeholders in the long
run; it will prevent business and environment integration; there will be no organizational commitment; it will
prevent organizing and seeing the big picture; it will create incompatibility for justice and for business to work; It
will awaken the idea that employees can not get a reward for their good performance, it will lead to an organization
that does not go after the same goal, stay away from changing trends and it will prevent the focusing for success.

Participants totally expressed feminine values are n = 202 times and masculine values are n =
166 times in their responses to open-ended questions given by Table 8, Table 9, Table 10, Table 11,
Table 12, Table 13.

Discussion

In discussion for the results, considering the number of emphasis on the basis of the answers
given;

-The number of emphasis on masculine values compared to feminine values is slightly higher
in terms of the future expectations of the participants,

- As far as the values that ensure employee happiness are concerned, the number of emphasizing
feminine values compared to masculine values in is quite high,

- In questions about success, masculine values were emphasized more for personal success and
feminine values were emphasized more for organizational success.

The review of the open-ended questions indicates that feminine values were emphasized more
than masculine values in total. Feminine values in terms of organizational success and employee
happiness; masculine values for future expectations and personal success come to the forefront.

When the results of the analysis are evaluated in general, it is observed that in the management
values of BIST 100 companies;

- Feminine values are stated more than masculine values,
- Managers adopt female leadership behaviors more than masculine leadership behaviors,

- Feminine values are preferred more than masculine values for effective management
characteristics,

- Effective management values emerged in the 5-10 years period,

- Feminine values are expressed more in organizational success and happiness expectations
whereas masculine values are expressed more in personal success and future expectations.

In summary, the analysis results reveal that an effective management carries feminine values to
a large extent, feminine leadership behaviors are preferred, effective management values change over
time, and preferences for organizational success and happiness are concentrated on feminine values
from the perspective of BIST 100 managers.

Conclusion and Recommendations

The results of the qualitative research conducted on BIST 100 companies in Turkey to examine
the place of the feminine values in organizational management are given below:

1. The values defined as creative, open to new ideas, social and relationship-oriented etc. which
are"feminine" and shaped by the active relations between the two hemispheres of the human brain, come
to the fore in BIST 100 companies. Results are concordant with the works of Rosener (1995), McKinsey
(2008), Gerzema & D'Antonio (2013) and Peterson (2018) and proved that feminine values are
prominent in organizational management.

2. Participants mainly exhibited feminine leadership behaviors, Follett’s invisible leadership
style and transformational leadership behaviors. This result is consistent with the literature and the
expectations that the future is woman (Eagly & Carli, 2007; Gaucher et al., 2011; Loughlin et al., 2012;
Madsen, 2012; Arnold & Loughlin 2013; Gerzema & D'Antonio, 2013; Katila & Eriksson, 2013; Varje
et al., 2013; O'Connor & Goransson, 2015; Peterson, 2018).
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3. In the answers given to open-ended questions about success, feminine values are emphasized
more often than masculine values. This result indicates that feminine values are more preferred as a
success criterion in the management of BIST 100 companies.

4. In the open-ended question about the successful leader's behavior style the happiness variable
was examined, because it was revealed by a meta-analysis study that individuals with higher happiness
levels were more successful. Meta-analysis shows that happiness is not only achieved as a result of
success, but is also associated with successful results and even precedes them; evidence supports that
the individual's well-being provides happiness and this may be the reason for success (Lyubomirsky et
al., 2005, s. 803). From this point of view, it is thought that associating the question of "What are the
values that ensure employee happiness?' will make the values that ensure success more understandable.
Participants emphasized feminine values almost four times the masculine values in their answer to the
question of happiness.

5. When the questions of success and happiness are evaluated together, it is found that feminine
values are emphasized more than masculine values. The results reveal that feminine values come to the
fore in the approach of the successful leader towards her/his subordinates. In other words, the
participants of the research give precedence to feminine leadership behaviors. The findings show that
feminine values are preferred in terms of success, leadership approach and happiness. This result
supports the research findings of Daft (2005).

To sum up, the existence of values in management ensures integration and continuity, whereas
the absence of values causes problems and failure by disrupting management activities. These findings
revealed the importance of values in management and the feminine values are the preferred ones in
organizational management.

Contribution of the Research Findings to Practice
Following are the contribution of the research findings to the practice of management:

e The most important contribution of the research in terms of management practice is that it
explains the values in business management structures and the reflections of these values in management
practice. The second important aspect of the research is that the company executives, while presenting
their personal opinions, described the ideal management which can carry the world of the 21st century
to a better, more progressive platform in terms of feminine values. Thus, clues about the values that
make management successful through the values put forward by the managers who adopt sustainability
and efficiency as a principle and try to reach this structure have been reached in the research. These
results are in agreement with the studies that reveal the behaviors of female leaders are important and
feminine values are expected to shape the future management in performance and sustainability, which
both are important criteria in effective organizational management (Rosener, 1995; Mc Kinsey, 2008;
Gerzema & D'Antonio, 2013). The feminine leadership behaviors and feminine values as mentioned in
this research are expected to be a guide for practitioners. In this way, it might be possible to contribute
to the formation of a more humane and happy business life through adopting the management style and
values that ensure success.

e The management views and practices stated in the vision, mission and values of the companies
provide important data for the practitioners. The research findings explain the values and principles
envisaged, applied and longed for in business management; draws attention to the codes of an effective
management model; thus, it is evaluated that some convincing messages to business management and
society might be conveyed.

e The research is thought to be important in terms of showing that the perceptions of men and
masculine behavior are not at the center of the world and the management, and that women and feminine
values also exist in the world and in the management. Whatever the game is played on the management
today, this consciousness is as certain and clear as Copernicus' discovery that the world is not the center
of the universe (Lerner, 1986, s. 13). This precise and clear consciousness can decisively achieve the
desired and expected transformation in management.
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e Throughout the history up until our time, there have been women who did not obey the unequal
and unfair practices of the male-dominated patriarchal system, by first overcoming the barriers of the
glassceiling and surviving the glasscliff through making patriarchal bargains with the system. These
women demonstrated their talents and showed that feminine values are effective and strong in
management, creating the expectation that the future is woman. It has been stated that women exhibit
feminine values more often than men, they can be much more effective as change agents that challenge
dominant codes imposed and generally encourage the spread of the effective leadership (McKinsey,
2008, s. 15). It seems possible that a world full of peace, prosperity, happiness, justice, love and affection
might come into existence sooner with managers who have more feminine values at the head of
businesses, governments and other institutions. It is expected that the leadership model built upon
feminine values might enable the world to survive better than greedy, selfish, exploitative and unreliable
strategies.

e Feminine leadership in management should not be perceived as a shift of power and control
from men to women; It is simply about achieving a balance between strengths and weaknesses,
opportunities and threats through unconditional love, creativity, dedication, supportivity, sensitivity and
freedom for humanity. Through such a balance, it might be possible to open the doors to a better world.

Contribution of the Research Findings to Literature

The basic contribution of the research findings to literature is to propose an effective
organizational management model built upon feminine values. In this respect, following can be stated:

¢ Findings primarily established the relationship between values in effective management and
feminine values from the perspectives of business managers.

¢ Findings examined the role of feminine values in management of today and the future,
regardless of the gender.

e Suggestions for woman leadership. Research findings are expected to open the way for woman
leadership by highlighting feminine values in management. All over the world, business and
administrative management is under the autonomy of men. In organizations, the policy of "recruiting
suitable man" is believed to be neutrality and it is accepted that the business world is the world of "men".
On the other hand, some men oppossing power and violence, try to develop closer emotional relations
with children and women, despite the privileges that the patriarchal structure gives them, and make
equality efforts by thinking that the privileges they hold unfairly are unethical (Sancar, 2009, s. 273-
275). It is extremely important that these efforts become widespread in both public and private spheres.
The types of afore mentioned messages for male-dominated societies and organizations to pave the way
for female leaders and highlight feminine values are:

e Supporting feminism, feminine future and working for gender equality is for the benefit of
men. While male supremacy provides power and status, there are burdens and costs paid, so men's self-
interest might be better served by supporting feminism and female leadership.

e Men should give priority to the development of anti-patriarchal ideas that eliminate the
problems of opposing emancipatory interests and encouraging masculine domination. Men who are
against sexist discrimination should see the real face of the patriarchal structures and invite others to see
it.

In today's business world, we can see women displaying masculine values in order to have a say
in management and protect their positions, and at the same time trying to protect their female identity.
In other words female managers tend to be more masculine in appearance and style as they compete
with their male counterparts in business life; they emphasize their feminine values in their expectations,
they exhibit their reactions to social and environmental issues. It is observed that female managers adopt
styles of seemingly authoritarian masculine structure in their leadership which they combine masculine
and feminine values whereas they exhibit feminine values in communication and social relations (Staub,
2017, s. 217). This ambivalent behavior may be a form of bargaining with the patriarchal system
surrounding women. However, organizations can take some measures that open the way for women
leaders to bring feminine values to the forefront in practice.
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o According to Kanter (2008, s. 442) the number of women in organizations being equal to men
eliminates the disadvantageous position for women. In Finland, women are employed in superior
numbers in the government cabinet and they promise stability and confidence (www.skdturkiye.org).
Considering these issues and rising feminine values in management, it should be ensured that women
have higher numbers of posts in the upper, middle and lower management positions of all organizations.
Thus, the harmful effects of the patriarchal system might decrease and an equitable and free governance
structure of feminine values might emerge. In this context, positive discrimination for women should be
implemented as an organization policy, and the states should legally guarantee the implementation of
this policy. It is also important to ensure that feminine values are emphasized in the recruitment,
placement, training and career advancement of the personnel in organizations.

Academic Recommendations

It is expected that the research can be a guide for future academic studies. In this regard, some
suggestions have been developed as given below.

The existence and level of adoption of feminine values in organizational management can be
investigated in the context of national and global activities of multinational companies. Thus, the
existence and level of adoption of feminine values in the parent and subsidiary companies can provide
important clues in terms of the effect of the organizational culture on business policies.

A study can be conducted to reveal the differences between the sectors in terms of the adoption
of the feminine values in business life; such a study can have important contributions to gaining insight
into the perspective of managers in different sectors.

The results of the research raise the following question: "If feminine leadership behaviors and
feminine values were dominant in handling past problems in the economic, social and political
environments, whether and how different would be the recent economic, social and political outlook in
today's world? The results of such a query can be expected to contribute to the solutions of managerial
dilemma in our time.
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Kentsel Topluluklarda Siirdiiriilebilir Gida Tematik Ag1 ve Basarih
Uygulama Ornekleri *

Sustainable Food in Urban Communities Thematic Network and Samples of
Successful Practices

Zuhal ONEZ CETIN'
Oz

Son yillarda gida sistemlerinin kentsel alanlarda iyilestirilmesi ihtiyaci uluslararasi 6lgekte dnemli bir konu
haline gelmistir. Bu kapsamda URBACT programi kentlerin sosyal, ¢evresel ve ekonomik konulari bir araya
getirebilen kentsel ¢coziimler tiretmelerine destek olmaktadir. URBACT Tematik Ag1 ‘Kentsel Topluluklarda
Siirdiiriilebilir Gida’ 2012-2015 yillar1 arasinda uygulanan 10 Avrupa iilkesinin dahil oldugu 6nemli bir
projedir. lgili projenin gida konusunda odaklandig1 temalar; yetistirme, teslim etme ve keyif alma seklinde
yer almistir. Caligmanin amaci, URBACT Projesi’nin gida konusundaki énemini ortaya koymak ve Proje
kapsaminda yer alan ii¢ kentin gida konusundaki basarili uygulama orneklerini incelemektir. Caligma
kapsaminda 6ncelikle URBACT Kentsel Topluluklarda Siirdiiriilebilir Gida Tematik Ag1’nin kapsami ve gida
konusuna iligkin ¢alismalar1 ayrintili olarak agiklanmigtir. Calismada ikinci olarak Proje’de yer olan
iilkelerden Belgika Briiksel kenti, Hollanda Amersfoort kenti ve Isve¢ Géteborg kenti URBACT tematik ag
kapsamindaki uygulamalar1 yetistirme, teslim etme ve keyif alma konular1 {izerinden incelenmistir. Caligmada
son olarak, ilgili projenin, siirdiiriilebilir gida konusuna yonelik katkilart agiklanmig ve kentsel alanlarda
stirdiiriilebilir gida ve gida sistemlerinin iyilestirilmesine yonelik oneriler ortaya konulmustur.

Anahtar Kelimeler: Gida sistemi, urbact, briiksel, amersfoort, géteborg

Makale Tiirii: Arastirma

Abstract

In recent years the necessity to improve food systems in urban areas has become an important issue on the
international scale. In this context the URBACT program supports cities to produce urban solutions that can
bring together social, environmental and economic issues. URBACT Thematic Network ‘Sustainable Food in
Urban Communities’ is an important project implemented between 2012 and 2015 involving 10 European
countries. The themes that the relevant thematic project focuses on food are growing, delivering and enjoying.
The aim of the study is to reveal the importance of the URBACT Project on food and to examine the successful
implementations of the three cities within the scope of the Project. Within the context of the study firstly the
scope of URBACT Sustainable Food in Urban Communities Thematic Network and its studies on food were
explained in detail. Secondly, in the study the applications within the scope of the URBACT thematic network
in the city of Brussels, Belgium, the city of Amersfoort, the Netherlands and the city of Gothenburg, Sweden,
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from the countries included in project, were examined through the issues of growing, delivering and enjoying.
Finally in the study the contributions of the related project to the sustainable food issue were explained and
suggestions for the improvement of sustainable food and food systems in urban areas were presented.

Keywords: Food system, urbact, brussels, amersfoort, gothenburg

Paper Type: Research

Giris

Gida sistemi; tiretim, isleme, tasima ve tiiketimi kapsamakta olan karmasik bir faaliyetler
ag1 seklinde tamimlanmakta ve gida sistemi ile ilgili konular da gida iiretiminin yonetimi ve
ekonomisi, siirdiirtilebilirligi, gida iiretiminin dogal ¢evreye nasil etkide bulundugu ve gidanin
toplum ve birey sagligi lizerindeki etkisi ve gidayr ne kadar israf ettigimiz seklinde
siralanmaktadir (University of Oxford, 2021). Ayrica, gida sistemleri ormancilik, tarim ya da
balik¢iliktan kaynakli gida tiriinlerinin iiretilmesi, toplanmasi, iglenmesi, dagitimi, tiiketimi ve
bertarafi siiregleriyle ilgili olan tiim aktorleri kapsamakla birlikte, bu aktorlerin yer aldiklar1 daha
genis dogal, toplumsal ve ekonomik béliimleri ve birbirleriyle ilgili katma deger faaliyetleri
icermektedir (FAO, 2018: 1). Gida sistemi ¢ok katmanli ve karmagik bir yapida bulunmakta ve
gida iiretimi, dagitimi, isleme, pazarlama, tiikketim ve atik ile destekleyici altyapry1 kapsamaktadir
(FAO, 2014: 2).

Bu ¢ercevede, kent ve kent ¢evresinde hakim {i¢ gida sistemi mevcut bulunmaktadir ve
bu gida sistemleri a) geleneksel gida sistemi, b) hizla gelisen modern ve kiiresellesmis bir gida
sistemi, c¢) ¢ogunlukla diisiik gelirli kentli bireylere hizmet sunan gayri resmi bir gida sistemi
seklinde siralanmaktadir. Her ii¢ gida sistemi de ¢ogu kentte farkl derecelerde bulunmaktadir ve
bu gida sistemleri belirli islevleri paylasmakta ve ortiismektedir. Tiiketici gida talebinin farkli
yonlerine yanit imkani1 sunmakta olan gida sistemleri; organizasyon, aktorler ve isleyis agisindan
heterojen ozelliktedir (Teft, Jonasova, Adjoa ve Morgan, 2017: 24). Bu gida sistemlerinin yani
sira, stirdiiriilebilir bir gida sistemi tiim bireyler i¢in gida giivenligi ve beslenmeyi miimkiin kilan
bir gida sistemini belirtmektedir. Stirdiiriilebilir gida sistemi gelecek nesiller igin gida giivenligi
ve beslenmeyi saglayacak gevresel, sosyal ve ekonomik temellerden 6diin verilmemesine
dayanmaktadir (FAO, 2018: 1).

Avrupa iilkelerine bakildiginda Avrupa Birligi iilkelerinde (AB27) kisi basina kalori
tiketiminin 1990 yillarin baslarindan giiniimiize giinliikk gereksinimleri %36 oranminda astigi
belirtilmektedir. Mevcut gida sisteminin kentlerin yiikselmekte olan gida taleplerini siirdiiriilebilir
bir nitelikte kargilamasinin olanakli olmadigi ve bu durumun kentlerde dengeli ve uygun fiyath
besleyici gida erisimi yoniinden degerlendirildiginde sosyal esitsizlige ve c¢evresel etkilere
sebebiyet verdigi vurgulanmaktadir (URBACT, 2021a).

Avrupa’da 2007-2008 yillarinda meydana gelen gida fiyatlarindaki artiglar, gidaya
erisimin kirilganligin1 ve bu durumun diinya ¢apindaki isyanlar ve ulusal giivenlik endiseleriyle
olan baglantisin1 ortaya koymaktadir. Avrupa ¢apinda gida yoksullugu sorunu ile yiizlesen
hanelerin sayis1 giin gectik¢e artmakta ve bu sorunu diyabet, obezite gibi beslenme ile ilgili kotii
hastaliklar izlemektedir. Bu siralanan sorunlarin, insanlarin refahlari ve sosyo-ekonomik durum
ve ¢evresel kaynaklar iizerinde etkileri s6z konusu bulunmaktadir (Moragues vd., 2013: 4).

Ayrica gida sisteminin siyasi 6neme sahip bir konu haline geldigi ve bu durumun
ardindaki baz1 nedenlerin ise, agsagida siralanan egilimlerin birlesik etkisinden kaynaklandigi
belirtilmektedir. Bu egilimlerden ilki, 2007/2008 fiyatlarindaki artigslarin sonrasinda birgok
iilkede kentsel ayaklanmalar ortaya ¢ikmis ve bunun sonrasinda da gida gilivenligi ulusal bir
giivenlik sorunu olarak algilanmaya baslamis olmasidir. Ikinci egilim olarak, gida zinciri, Avrupa
Birligi’ndeki sera gazi emisyonlarinin yaklasik olarak %31’ini olusturmaktadir ve bu durum gida
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sistemini iklim degisikligi ile miicadele politikalarinin bir hedefi haline doniistiirmektedir. Bir
diger egilimse, gida bankalarmin artis1 ile beraber gida yoksullugunun kiiresel diizeydeki
sehirlerde daha gozle goriiliir hale gelmesinin giday1 sosyal adalet ve insan sagligi problemi haline
getirmesidir (Morgan, 2015: 9-10).

Bu noktada URBACT kentlerin siirdiiriilebilir, yeni ve ¢evresel, ekonomik ve sosyal
konular1 biitiinlestiren ¢oziimler gelistirebilmelerine destek saglamaktadir (URBACT, 2021Db).
URBACT Tematik Ag1 ‘Kent Topluluklarmda Siirdiiriilebilir Gida’ (Sustainable Food in Urban
Communities) daha stirdiiriilebilir gida yetistirmek, teslim etmek ve keyif almak konularina dayal
bir proje olup gida yetistirmek, teslim etmek ve keyif almak isteyen 10 Avrupa iilkesini
icermektedir. Bu proje ile ilgili Avrupa kentleri diisiik karbonlu ve kaynaklar1 verimli kullanan
kentsel gida sistemleri gelistirmek adina siirdiiriilebilir, ortak ve etkili ¢ozliimler aramaktadirlar.
Proje ortaklar su sekilde siralanmaktadir: Briiksel Bagskent Bolgesi Briiksel Cevresi (Ana Ortak)
(Belgika), Bristol Sehir Konseyi (Birlesik Krallik), Messina Sehri (Italya), Amersfoort Belediyesi
(Hollanda), Lyon Sehri (Fransa), Géteborg Sehri (Isveg), Vaslui Belediyesi (Romanya), Ourense
Sehir Konseyi (Ispanya), Oslo Sehri (Norveg) ve Atina kalkinma ve destinasyon yonetimi ajansi
(Yunanistan) (Sustainable Food in Urban Communities, 2012: 2). Ayrica, projede yer alan
ortaklar birbirleri ile kesigen {i¢ problem alanini incelemektedir ve bu problem alanlar1 yonetisim,
sinerji ve yerel sistem; sosyal icerme, isler ve ekonomi; karbon emisyonlar1 ve kaynak verimliligi
konularmdan olusmaktadir (URBACT, 2012-2015: 14).

Calismada yontem olarak, gida konusuna iliskin dokiimanlar analiz edilmistir. Bu ¢aligma
kapsaminda ilk olarak 2012- 2015 yillar1 arasinda yiiriitiilen URBACT Tematik Ag1 ‘Kentsel
Topluluklarda Siirdiiriilebilir Gida’ projesi detayl olarak agiklanacaktir. ilgili Proje her ne kadar
2015 il itibariyle sonuglanmis durumda bulunsa da &zellikle de basarili uygulama 6rnekleri
sayesinde giinlimiizdeki gida ¢alismalarina katki saglayabilecek énemli bir proje durumundadir.
Calisma kentlerin gida konusuna farkli uygulamalarla kent diizeyinde nasil fayda
saglayabileceklerini ortaya koymak acisindan énem tasimaktadir. ikinci olarak, tematik ag
kapsaminda proje ortagi olan iilkelerden Belgika Briiksel kenti, Hollanda Amersfoort kenti ve
Isve¢ Goteborg kenti URBACT progranu kapsamindaki uygulamalar yetistirme, teslim etme ve
keyif alma konulari iizerinden incelenecektir. Kentlerin uygulama érnekleri secilirken birbiriyle
kesistigi ifade edilen ii¢ problem alani olan yonetisim, sinerji ve yerel sistem; sosyal i¢germe, isler
ve ekonomi; karbon emisyonlar1 ve kaynak verimliligi konularinda 6nemli uygulamalar1 olan tilke
kent uygulamalar1 belirlenmeye ¢alisilmistir. Bu kent uygulamalar1 yetistirme, teslim etme ve
keyif alma temalar1 agisindan 6nem tagimaktadir. Son olarak, ilgili projenin gida konusuna yonelik
yararlarn agiklanacak ve kentsel alanlarda gida sistemlerinin gelisimi iizerine Oneriler
gelistirilecektir.

1. URBACT Kentsel Topluluklarda Siirdiiriilebilir Gida Tematik Ag1

Gida sistemleri kavrami; gida tiretimi ve tiiketimi ile ilgili tim unsur ve faaliyetler ile
bu unsur ve faaliyetlerin ekonomik, saglik ve ¢evresel sonuglarini kapsam dahiline almak iizere
etkilerini belirtilmektedir (OECD, 2021a). Gida sistemi olduk¢a karmasik olmakla beraber
kiiltiirel, ekonomik ve ¢evresel faktorler tarafindan yonlendirilmesi s6z konusudur. Ayrica, gida
sistemi iizerinde ¢ok sayida baski yer almaktadir, bu baskilar niifus ve refahta kiiresel egilimler,
gida fiyatlari/degiskenlik/mevcut bulunma, beslenmede degisiklikler, yemek israfi, tedarik
zincirindeki degisiklikler, balik¢ilik, su, fosfor ve biyogesitlilik kaybi konulari ile agiklanmaktadir
(European Commission, 2016).

Siirdiiriilebilir bir gida gelecegi olusturmanin zorlugu ¢ok sayida rekabet etmekte olan
gereksinimin dengelenmesi konusunu kapsamaktadir. 2050 yilina gelinceye kadar, diinya ¢ok
daha fazla sayida insam1 beslemek durumunda olacaktir. Buna ek olarak, diinya habitat kaybini,
sera gazi (GHG) emisyonlarini, tath su tiikenmesini ve kirliligi, ¢iftciligin diger ¢evresel etkilerini
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azaltmali, kapsayici sosyal ve ekonomik kalkinma ile tarimin yoksullugu azaltmasina katki
saglamasimi miimkiin kilmalidir (World Resources Institute, 2019: 7). Diinyanin gogu bélgesinde,
gida sistemleri milyonlarca ¢ift¢inin ve gida zincirindeki digerlerinin ge¢im kaynaklarini destek
olmak, artmakta olan niifus i¢in beslenme ve gida giivenligini miimkiin kilmak, bunu ¢evresel
olarak siirdiirtilebilir olarak gergeklestirmek gibi sorunlarla karsi karsiya bulunmaktadir. Bu
konularda gida sistemlerinin daha esnek olmalar1 gerektigi ifade edilmektedir (OECD, 2021b).

Bu kapsamda kentsel gida sistemleri toplum saglig1 lizerinde gelistirici bir etkiye sahip
olmakla birlikte ¢ok sayida faktérden de etkilenmektedir. Verimsiz tedarik zincirleri, sosyal
esitsizlikler, pahali gayrimenkul, kent imar gereksinimlerinin hepsi gida giivensizligine, kent
yetistiricileri lizerinde kisitlamalara ve gida israfina katkida bulunmaktadir. Bunlara ek olarak,
iklim degisikligi ekonomik ve sosyal kaynaklarin bozulmasina sebebiyet vermek suretiyle kentsel
gida sistemlerinde zorluk yaratmaktadir. Burada ¢6ziim ise gelisim gdsterebilen kentsel gida
sistemlerinin gelistirilmesi seklinde belirtilmektedir (Foundation for Food & Agriculture
Research, 2021). Gida igin siirdiiriilebilir bir sistemin kapsadig1 konular gida arzinin giivenligi,
saglik, giivenlik, satin alinabilirlik, kalite, istihdam ve biiylime yoniinden gii¢lii bir gida endiistrisi
ve biyolojik ¢esitlilik, iklim degisikligi, su ve toprak Kkalitesi gibi konularda ¢evresel
stirdiiriilebilirlik seklinde agiklanmaktadir (European Commission, 2016).

Bu dogrultuda Hamm ve Baron (1999: 55) siirdiiriilebilir gida sisteminin sosyal adalet
konularimi daha yerel bir sisteme dahil edebilecegi, insanlarin besleyici ve yeterli gidaya erigimi
tizerindeki kisitlamalar1 azaltabilecegi, kent sakinlerinin gida satin almak i¢in ekonomik
kapasitesinin daha iyi duruma getirebilecegi, insanlar1 bu giday1 yetistirmek, islemek ve dagitmak
amaciyla egitebilecegi, yiiksek oranda yerel olarak ihtiya¢ duyulan giday: tiretebilmek amaciyla
yeterli arazinin muhafazasimi saglayabilecegi, gida lretiminden uzaklasmakta olan insanlari bu
stirece katilmalar1 ve saygi duymalar icin egitebilecegi; ¢evre yonetimini bu siirece dahil
edebilecegini belirtmektedirler.

Bu noktada URBACT 2013 yilindan bu yana siirdiiriilebilir gida ve kentsel tarimla ilgili
konularda ¢aligmalarini yiiriitmekte olan sekiz aga destekte bulunmustur (URBACT, 2021c).
URBACT, Avrupa kentlerinin giinlimiizde yiiz yilize kaldiklar1 acil kentsel zorluklar
degerlendirmesinde ve bu zorluklara siirdiiriilebilir entegre cevaplar olusturabilmelerine destek
saglamaktadir. Buna ek olarak, URBACT aglari, kentler arasinda iyi uygulama ve deneyimlerin
paylasilmasini desteklemekte ve kentte yer alan karar vericilerin ve kentli uygulayicilarin kentleri
adina verimli ¢oziimler sunabilme kapasitelerini gelistirme imkani yaratmaktadir (URBACT,
2016: 3).

URBACT faaliyetinin odak noktasinda entegre kentsel gelisim ve katilimci eylem
planlamasi olmak tizere iki temel yaklasgim bulunmaktadir ve bu yaklagimlara URBAN I ve II,
URBACT I ve Leipzig Sart1 gibi programlar vasitasiyla Avrupa Komisyonunca 1990’ 11 yillardan
bu yana destek saglanmaktadir. URBACT faaliyetleri siirdiiriilebilir bir bakis a¢is1 kapsaminda;
kentsel gelismenin sosyal, fiziksel ve ekonomik boyutlarin1 g6z 6niinde bulunduran biitiinctl bir
yaklasim iizerine temellendirilmektedir. Verimli kentsel gelisme politikalarinin en 6nemli
unsurlarindan biri olarak 6zel sektér, kamu kurumlar1 ve sivil toplum arasinda ortakliklarin
gelistirilmesi seklinde katilimci yaklasim kabul edilmektedir (URBACT, 2013: 6).

15 yili askin bir siireden bu yana URBACT Programu Avrupa Boélgesel Isbirligi
Program1’dir ve bu program Avrupa’daki kentlerde siirdiiriilebilir entegre kentsel gelismeyi tesvik
etme hedefini tagimaktadir. Bu kapsamda, Avrupa Bolgesel Kalkinma Fonu, 28 iiye devlet,
Norveg ve Isvigre tarafindan ortak bir sekilde finanse edilmekte olan uyum politikasmnin bir araci
durumundadir. Bu ¢ergevede, URBACT’ in misyonu; “ag kurarak, birbirlerinin deneyimlerinden
ogrenerek, dersler ¢ikararak ve kentsel politikalart iyilestirmek icin iyi uygulamalari belivleyerek
sehirlerin birlikte ¢alismasum ve ortak kentsel zorluklara entegre ¢oziimler gelistirmesini
saglamak” olarak ifade edilmektedir (URBACT, 2021d).
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‘Kentsel Topluluklarda Siirdiiriilebilir Gida’ Tematik Ag1 kaynaklar1 verimli kullanan ve
diisiik karbonlu kentsel gida sistemleri gelistirmek tizerine odaklanmaktadir. Bu kapsamda ilgili
tematik agda; besin yetistirmek (growing), besin dagitmak (delivering) ve yemekten keyif almak
(enjoying) konulart odak noktalarini olugturmustur. Tematik agin odaklandigi konular ii¢ baglik
gercevesinde ifade edilmektedir: a)Sehirlerde, parklarda, catilarda, balkonlarda ve metruk
arazilerde meyve ve sebze yetistirilmesi, topraklarin verimliliginin muhafaza edilmesi ve daha iyi
hale getirilmesi, b) yiyecek maddelerinin daha az karbon yogun bir sekilde ve daha siirdiiriilebilir
olarak teslim edilmesi; c) siirdiiriilebilir gidalardan keyif alinmasinin saglanmasi. Bu degisim
davranis, tutum ve algilarda degisimleri igermektedir (URBACT, 2021a). Bu kapsamda proje
cergevesinde, 2013-2015 yillarn arasinda ¢ok sayida ulusttesi toplanti diizenlenmistir, bu
toplantilar: Amerfoort Teslim Etme (2013), Goteborg Keyif Alma (2013), Oslo Yetistirme
(2013), Briiksel Ara Donem Etkinligi (2014), Messina Yetistirme (2014), Lyon Teslim Etme
(2014), Vaslui Keyif Alma (2014), Atina (2015), Bristol Final Konferans1’dir (2015) (Sustainable
Everyday Project, 2021).

URBACT siireci {i¢ yillik bir siire kapsaminda on sehir arasindaki diizenli uluslararasi
aligverisleri kapsamakta ve her kente Yerel Destek Grubu (Local Support Group) kurabilmesi
adina bir ¢erceve saglamaktadir. Buradaki amag siirdiiriilebilir gida yonetigimini ve ilgili yerel
eylem planini igbirligi kapsaminda olusturmaktir. Agda yer alan kentler, demografi ve kentlesme
Olcegi, arazi ve bolge, yemek kiiltiirii, gida sistemi siirdiriilebilirligine katilim seviyeleri
bakimindan farklilik gostermektedir. Gida sistemine basit bir yoldan yaklasabilmek ve on kentin
farkli deneyimlerini organize etmek amaciyla proje ortaklari {i¢ tema belirlemistir. Bu kapsamda,
yetistirme temasi kentin i¢inde ya da kentin yakininda gida yetistirmenin yollarin1 arastirmaktadir.
Teslim etme temasi, kentin igerisinde yiyecek dagitma, yiyecek paylasma ve yiyecek tedarik etme
yollarini incelemektedir. Keyif verme temasi; kentteki insanlarin kantinlerde, evlerde saglikl,
mutlu, siirdiiriilebilir ve canli bir yemek kiiltiiriinii nasil benimseyebileceklerini arastirma konusu
etmektedir (URBACT, 2012-2015: 14).

Projenin odaklandigi ilk tema olan yetistirme (growing) temasi ise su konularn
barmdirmaktadir: Kentsel planlama stratejileri araciligiyla kentsel ve kent gevresi alanlarinda
stirdiiriilebilir tarimsal biiylimeye destek olmak; metruk topraklarin kullanilabilmesini saglamak;
topraklarm verimliligini muhafaza etmek ve daha iyi hale getirmek; yetismek i¢in ¢ok fazla
topraga gereksinimi bulunmayan yeni teknolojiler gelistirmek; yerel bireyleri, topluluklan ve
ticari meyve ve sebze bahgelerini ve gida iiretimini desteklemek; haneleri ve vatandas
kuruluslarimi kentte, bahgelerde, parklarda, kamusal ve 6zel yesil alanlarda, catilarda, balkonlarda
yiyecek yetistirmelerini desteklemek (URBACT Thematic Report Growing, 2014: 5). Projenin
tizerinde 6nemle durdugu ikinci tema olan teslim etme (delivering) temasinin kapsam alani su
konular1 igermektedir: Yerel tiretime verimli firsatlar saglayan daha az karbon yogun ve daha
stirdiiriilebilir dagitim sistemlerini kapsamak; siirdiiriilebilir gida adma talep ve arz arasinda
dogrudan baglantilarin yaratilmasinit miimkiin kilmak; mevcut dagitim piyasasi aktorlerinin daha
fazla stirdiiriilebilirlige ve daha diisiik karbon yogunluguna gegmelerini daha kolay hale getirmek;
yenilerin (perakende, gida isletmeleri) ve diger yerel girisimlerin (pazarlar, gida zincirinde
seffaflik, satin alma gruplari, aglar) ortaya c¢ikabilmesine destek olmak (URBACT Thematic
Report Delivering, 2015: 6).

Projenin iizerinde odaklandigi tiglincli konu olan keyif vermek (ewmjoying) temast
stirdiiriilebilir gidaya talebin arttiritlmasini amaglamakta ve siirdiiriilebilir uygulamalar1 tesvik
etmektedir. Bunu da kantinler, restoranlar ve nihai tiiketicilerin algi, tutum ve davraniglarindaki
degisiklikleri desteklemek ve daha 6nce ulasilmamis ya da farkinda olmayan kentsel tiiketici
gruplarimi  siirece katarak ve yaklasimlar1 kendi &zelliklerine gore adapte ederek
gerceklestirmektedir (URBACT Thematic Report Enjoying, 2013: 5).

Ayrica ilgili Tematik Ag; 2012 ve 2015 yillart arasinda aktif durumda bulunmakta ve
gerceklestirdigi aktiviteler dort temel diizeyde agiklanmaktadir. Kent diizeyinde aktiviteler
kapsaminda aga iiye olan kentlerde Yerel Destek Grubu kurulmasi hedeflenmis ve bu grubun
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kurulma amacr siirdiiriilebilir gida igin yerel eylem plan1 hazirlamak olarak belirtilmistir. Ikinci
olarak, ag diizeyinde aktivitelerin kapsamu, siirdiiriilebilir gida iizerine konferanslar ve atélye
calismalar1 araciligiyla ag ortaklariyla degisim saglamak ve bu degisimi yerel eylem planlarint
desteklemek ve ortak ciktilar iiretmek amaciyla gerceklestirmektir. Ugiincii olarak, URBACT
program diizeyinde aktivitelerin kapsami, diger URBACT aglarindan ortaklarla bilgi aligveriginde
bulunmak ve 6grenmektir. Bilgi saglanmasini kapasite gelistirme seminerleri, yillik konferanslar
ve yaz iiniversiteleri yollari ile gergeklestirilecegi ifade edilmistir. Son olarak, Avrupa genelinde
aktivitelerin kapsami, Avrupa’da kentler ve Avrupa’daki diger ilgili taraflarla kentsel
stirdiiriilebilir gida stratejilerine iliskin olarak bilgi aligverisinde bulunmak ve bilgi paylasmak ve
bunu da bir haber biilteni, ¢evrimi¢i yaymlar ve konferanslar yoluyla gerceklestirmektir
(Sustainable Food in Urban Communities, 2012: 6). Ilgili Program 2015 yilinda sonu¢lanmustir
ancak programa lye kentlerin basarili uygulama 6rnekleri farkli iilkelerdeki gida ¢aligmalarina
ornek olabilecek onemli kent gida uygulamalar1 durumundadir.

2. Kentsel Topluluklarda Siirdiiriilebilir Gida Tematik Ag1 Proje Ortaklarmn
Uygulama Ornekleri: Briiksel (Belcika), Amersfoort (Hollanda) ve Goteborg (Isvec)
Kentleri Ornekleri

Proje ortagi olan kentler, Avrupa topraklarinin batisindan dogusuna dogru daginik bir
sekilde yer almakta ve sehirler Romanya’nin dogusundaki Vaslui, Ispanyanin Galigya
bolgesindeki Ourense, Hollanda’da Amsterdam’in ¢evresindeki Amersfoort ve Sicilya ile Italya
arasindaki bogazdaki Messina dahil niifusu 70.000 ila 250.000 arasinda degismekte olan orta
biiyiikliikteki sehirlerden meydana gelmektedir (Jégou, 2013: 5). Uygulama ornekleri segilirken,
10 Proje ortagi kent igerisinde iig iilke kentinin yetistirmek, teslim etmek ve keyif almak konular
kapsaminda gelistirdikleri uygulama ornekleri secilmistir. Proje ortagi ii¢ kentin uygulamalari
belirlenirken proje kapsaminda birbirleriyle kesistigi ifade edilen ii¢ problem alani olan
yOnetisim, sinerji ve yerel sistem; sosyal igerme, igler ve ekonomi; karbon emisyonlar1 ve kaynak
verimliligi konular1 goz 6niinde bulundurulmustur. Calisma kapsaminda bu alanlara yonelik
o6nemli uygulamalar1 bulunan kentler secilmistir.

Tablo. 1. URBACT Kentsel Topluluklarda Siirdiirtilebilir Gida Tematik Ag1 Belgika-Briiksel;
Hollanda-Amersfoort ve Isve¢-Goteborg Kentleri Uygulama Ornekleri

Yonetisim, Sinerji Ve Yerel Sosyal Icerme, Isler Ve Co2 Ve Kaynak

Sistem Ekonomi Verimliligi
YETISTIRME Sokakta Bir Meyve Bahgesi CSA Birkenhof, Kent Mutfak

BRAL - Kaldirinmda Meyve, Amersfoort’ta Toplum Bahgemiz - Briiksel

Briiksel Cevre Destekli Tarim Baskent Bolgesi

Stadslandet Gothenburg-
Kentsel Tarim
Goteborg’un (Nordost)
Kuzeydogu Kesimlerinde
Yollar Bulmak I¢in, Yeni
Bir Siirdiiriilebilir
Kalkinmada sehir ve

Kentsel Biiyiimeyi ve
Mevcut Arazi
Kullanim Amaglarini
Artirmak Igin Siyasi
Bir Gorev, Goteborg
Kenti

Ulkeyi Birbirine Eemstad .(.;iftlik
Baglamak I¢gin (Boerderij)
Amersfoort Projesi
TESLIM Amersfoort’ta Dagitim I¢in ~ Plus Siipermarket /
ETMEK Asagidan Yukariya Ag Amersfoort (NL)
Teorisi Yaklasimi
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Briiksel’deki Isletmeler Icin  Eko-Iris -Briiksel

3 Yildiz Siralamasina Sahip .

Ekodinamik Etiket Briiksel’deki Ogrenciler
ve Ogretmenler I¢in
Universite Pazar

KEYIF ALMAK  Nihai Tiiketiciler-Genel Briiksel-Aileler Igin Gida ~ Géteburg: Hayati
Halk: Amersfoort: Sofie Miicadelesi Yasamak
Aan De Wallen

Amersfoort: Tlkokullarda ve
Okul Sonras1 Giindiiz
Bakiminda Gida Egitimi (4-
12 Yas)

Goteborg Kantinlerde
Siirdiiriilebilir Yemekler

Briiksel 100 Ipucu Brosiirii

Briiksel Siirdiirtilebilir
Kantinler Programi

Kaynak: (URBACT Thematic Report Growing, 2015; URBACT Thematic Report Delivering,
2015; URBACT Thematic Report Enjoying, 2015; URBACT, 2012-2015)

Calisma kapsaminda Belgika Briiksel kenti, Hollanda Amersfoort kenti ve Isveg
Goteborg kentlerinin Tablo.1.’de yer almakta olan yetistirmek, teslim etmek ve keyif almak
temalarindaki uygulamalari ayrintili olarak incelenecektir.

2.1. Bel¢ika-Briiksel Kenti Uygulamalar

Briiksel Bagkent Bolgesi, 162 km’lik yogun bir kentsel alan ile yaklasik olarak 1,1 milyon
niifusa sahip bulunan 19 belediyeden olusan bir sehir merkezi konumundadir. ilgili kent bolgesi,
2,5 milyonluk daha biiyliik bir metropol alan igerisinde konumlanmaktadir. Briiksel, Avrupa
baskenti, Belgika baskenti, Flaman topluluk baskenti ve Fransiz toplum baskenti rollerini bir
araya getirmesi sebebiyle yogun, kozmopolit ve biiyiiyen bir niifusa sahip bulunmaktadir (LAP
Annex, 2021: 20).

Briiksel Cevresi (Brussel Environment), Avrupa Birligi (Avrupa Bolgesel Kalkinma
Fonu) ve iiye devletler tarafindan ortaklaga finanse edilmekte olan Kentsel Toplumlarda
Siirdiiriilebilir Gida Projesi’nin (2012-2015) bas ortagr olan kurum konumunda yer almustir
(Lacourt, 2015: 4). Briiksel kentinde gida sistemi Onemli bir ekonomik Oneme sahip
bulunmaktadir. Yemek hizmeti sektoriinde 25.000°den fazla i, gida sektdriinde 6.000°den fazla
is ve tretimde 500°den fazla is ve dagitim sektdriinde daha bir¢ok is bulunmaktadir. Gida
endiistrisi, Briiksel’deki endiistriyel istihdamin %10’ Tuk bir boliimiinii temsil etmektedir. Briiksel
kentinde bazi isletmeler halihazirda siirdiiriilebilir gida ile mesgul bulunmakta ve Briiksel Bagkent
Bolgesi’nde 2.500 kisiye istihdam olanagi saglamaktadir; calisanlarin yaklasik 1.000°1 dagitim,
geri kalan1 yemek ve islemede yer almaktadir (URBACT Baseline Study, 2012: 45).

Briiksel’de ‘Iyi Yemek (Good Food)’ Stratejik Eylem Plani gelistirilmistir ve Stratejik
Eylem Plani’nda amaglar yeni bir yemek kiiltiiriiniin tanitilmasi, yerel {iriine yonelik arzda artig
saglanmasi, iyi gida {irlinlerine olan talepte artis yaratmak adina vatandaglar arasinda
farkindaligin yaratilmasini saglamak ve gida sistemlerini gelistirmek i¢in yeniligi desteklemek
olarak siralanmistir. Stratejiye yon vermekte olan ilkelerse; dahil etme, yerel yonetimlerin drnek
olmasi, ortakliklar, davrams degisiklikleri ve bagimsizlik ilkeleridir (Brussels Environment,
2019: 12).
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Bunlara ek olarak siirdiiriilebilir gida konusuna iligkin olarak Briiksel Yerel Eylem
Plan’nin odaklandig1 konular su sekilde siralanmaktadir: Kentsel yenilik¢i iiretimi ve kendi
kendine iiretime destek saglamak; okullar, kamu ve 6zel isyerleri i¢in kantinlerde siirdiiriilebilir
gida agisindan mevcut en iyi uygulamalar genellestirilmesini saglamak; herkes i¢in egitimi,
davranis degisikligini ve stirdiiriilebilir ve saglikli gidaya erisime destek saglamak; yenilik¢i kisa
gida devreleri isletmelerinin yaratilmasina ve yayginlasmasina destek olmak; yeni isletmelerin ve
yesil islerin ortaya ¢ikma potansiyelini arastirmak ve destek olmak icin Istihdam-Siirdiiriilebilir
Gida Ortakligi olusturmak (URBACT Baseline Study, 2012: 51).

2010’dan 2014’¢ kadar siirdiiriilen vizyon, yerel / siirdiirilebilir gida {riinlerinin
iiretilmesini ve tiiketilmesini gerektiren siirdiiriilebilirlige dogru bir gegise iliskin olmustur ve
buna iligkin izleyen su ifadeler yer almaktadir (LAP Annex, 2021: 21):

- Siirdiiriilebilir gida, tiim Briiksel sakinleri i¢in erisilebilir olacak ve kent sakinlerince
benimsenecektir; 6zellikle 3 6ncelik ekseni araciligiyla:

- talebi karsilamak i¢in kisa yapilandirilmis tedarik zincirleri ile tamamlanan
stirdiiriilebilir ve yenilik¢i kentsel {iretim ve kendi kendine tiretim;

- kantinlerde yaygilastirilmis siirdiiriilebilir uygulamalar,
- egitim ve davranig degisikligi,

- gecis, tim paydaslari igeren giiglii bir isbirligi stirecine ve kolektif taahhiitlere, yenilik¢i
projeler i¢in destege, aktorlerin ag olusturmasina dayali bir sekilde gerceklestirilecektir,

- gecis, az sayida nitelige sahip is arayanlar da dahil olmak {izere, yeri degistirilemeyen
yerel yesil isler yaratmay1 saglayacaktir.

Ayrica 2015 yilinda, yeni Cevre ve Enerji Bakani, ortak bir uzun vadeli vizyon ile
stratejik bir ¢apraz eylem planina sebep olan bir danisma siirecinin baslatilmasi taahhiidiinii
gerceklestirmistir (LAP Annex, 2021: 21).

2.1.1. Yetistirme Temas: Kapsamindaki Uygulamalar

Kent Mutfak Bahgemiz-Kendi Kitinizi Biiyiitiin: Briikksel Cevresi, kent sakinlerinin kentte
sebze yetistirebilmelerini desteklemek ve taze, yerel ve mevsimlik gidalar tiikketme konusunda
farkindalik olugturmak amaciyla farkli eylem programlarinin olusturulmasini saglamistir. Briiksel
Cevresi tarafindan gergeklestirilen bir arastirma; vatandaslarin yaklasik olarak %80’ inin meyve,
sebze ve bitki yetistirmek i¢in kii¢iik bir alana sahip oldugunun ancak bir¢ok vatandasin da bunu
gerceklestirecek zamana sahip olmadigimi ortaya koymustur. Bu bulgularin bir sonucu olarak,
kent sakinlerinin kendi yiyeceklerini yetistirmelerine destek olabilecek mutfak bahgeciligi
hakkinda ticretsiz egitim seanslar1 organize etmek, tavsiyelerde bulunan ve bazi aktiviteler
diizenlemekte olan bahgivanlik uzmanlarindan olusan bir agmn olusturulmasini saglamak,
vatandaglarin belirli sorularinin cevaplandirilmasi adina iicretsiz bir yardim masasi olugturmak
olmak tizere farkl araglar gelistirilmistir. Ayrica Briiksel Cevresi kent sakinlerinin kendi kentsel
mutfak bahgelerini kurmalarma yardim edebilmek amaciyla, aylik bir haber biilteniyle
desteklenen tohum ve rehberlik igeren bir karton kutu seklinde kendi yetistirme setini
gelistirmistir (URBACT, 2012-2015: 21). Bu kiti olusturmadaki amaglardan ilki olabildigi kadar
¢ok sayida Briiksel vatandasinin kendi sebzelerini yetistirme siirecine baslamalarini tesvik etmek
ve yardim etmek admna bir baglangic noktasi araci seklinde hizmet saglamak olarak ifade
edilmistir. Ikinci amag, Briiksel halkini kendi mutfak bahgelerini kurmanin maliyet, lezzet, saglik,
yiyeceklerin nerden geldigini bilmek yoniindeki avantajlarindan haberdar etmek yolu ile daha
mevsimlik, yerel ve taze lirlinler yemeye yonelik tesvik yaratmak olarak belirtilmistir (URBACT
Thematic Report Growing, 2015: 28-29).

Sokakta Bir Meyve Bahgesi BRAL - Kaldirimda Meyve, Briiksel Cevre: BRAL (Citizens
Action Brussels), kenti ¢evreye saygili, uygun fiyatli, hos, samimi bir mekana doniistiirmek
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hedefinde olan Briiksel vatandaslar1 ve kuruluslarinca olusturulmus bulunan bir dernektir. Bu
dernek; ¢esitlilige deger vermek yolu ile esitlik ve dayanisma kapsaminda farkindalik yaratmakta
ve vatandas girisimlerine yardimci olmaktadir. BRAL, Briiksel Cevresi tarafindan baslangici
saglanan siirdiiriilebilir gida projeleri ¢agrisiyla desteklenmektedir. BRAL’in sagladigi bazi
yararlar su sekilde ifade edilmistir: Oncii bir deney olarak, farkindaligin bulunmadigi bir
mahallede Briiksel’deki kamusal alanda kurulan ilk meyve bahgesidir, BRAL yerel ekonomi alani
kapsaminda uzmanlik elde etmistir, belirli bir kullanim i¢in olusturulmus kisa bir tedarik zinciri
durumunda bulunmaktadir (URBACT Thematic Report Growing, 2014: 10).

2.1.2. Teslim Etme Kapsamindaki Uygulamalar

Briiksel 'deki Isletmeler I¢in Ug Yildiz Siralamasina Sahip Eko-dinamik (Ecodynamic)
Etiket: Briiksel Bagkent Bolgesi 1999 yilindan bu yana restoranlarin ve otellerin dahil oldugu eko-
dinamik etikete sahip bulunmaktadir. Ekonomik etiket semasi, bir ¢evresel yonetim sistemi
yaklasimimi benimsemekle birlikte gida atiginin 6nlenebilmesi konusunu diger ¢evresel konulara
entegre edilebilmesine imkan yaratmaktadir. Ug yillik bir siire kapsaminda verilmekte olan etiket
bir ila {i¢ yildiz arasinda degismekte olan ii¢ basar1 diizeyini yansitmakta ve bu siralama sistemi
zaman igindeki ilerlemeyi tesvik etmektedir. Eko-dinamik etiketinin verilmesinde ¢evresel analiz
kriterleri kontrol listesi kullanilmakta ve ilgili liste diizenli olarak giincellenmektedir (URBACT,
Thematic Report Delivering, 2015: 10). Bu kapsamda Eko-dinamik Kurumsal Etiket resmi ve
ticretsiz bir akreditasyon olup, Briiksel’de yer alan faaliyetlerinin ¢evre iizerindeki etkisini diisiik
seviyeye indirmek icin girisimlerde bulunan kamu veya 6zel sektordeki sirketler, kar amact
giitmeyen kuruluslar ve kurumlari tesvik etmekte ve ddiillendirmektedir (Ecodyn Brussels, 2021).

Eko Iris (Eco iris): 2015 yil1 itibariyle, Briiksel kentinde halen bir pilot proje olan eko iris
isimli bir yerel para birimi mevcuttur. Eko-irisi uygulamasindaki ana amag; mahalledeki eko iris
ortak magazalarda eko irisin harcanmasi ve vatandaslarin ¢evre dostu davranislar benimsemesi
ve yerel ekonomiyi canlandirmaya tesvik saglamak olarak belirtilmistir. Buradaki temel
diisiincenin bilgi saglamak, farkindalik yaratmak ve ekonomik bir tesvik saglamak oldugu ifade
edilmistir. Eko iris Briiksel’in iki mahallesinde denenmistir. Eko iris katilimcilarinin; katilimct
magazalardan organik sebze ve meyve sepetleri satin almak, sebze ve meyveleri satin almak adina
dayanisma satin alma grubu {iyesi olmak, kendi sebze ve meyvelerini yetistirmek, kendi
kompostosunu yapmak ve siirdiiriilebilir bir mahalle yemegi diizenlemek gibi ¢esitli somut
eylemleri hayata gegirmek suretiyle bu alternatif para birimi kazanmalart mimkiindiir.
Vatandaslar kazandiklar1 eko irisi organik gida magazalar1 ve diger mahalle magazalar1 dahil
katilimec1 magazalarda ya da belirli hizmet alanlari i¢in kullanabilmektedirler (URBACT
Thematic Report Delivering, 2015: 18).

Briiksel 'deki Ogrenciler ve Ogretmenler Icin Universite Pazar: Briiksel Baskent Bolgesi,
bir tiniversitede (ULB) 6grencileri ve 6gretmenlere yonelik olarak bir yerel pazar gelistirmistir.
Universite kampiis igerisinde siirdiiriilebilir bir yerel pazar olusturmak amaci ile bir dgrenci
grubunun da destegi ile halktan destek talebinde bulunmustur. Pazarda 6grencilerin pazari
diizenlemeye goniillii olmalar1 ve bdlgenin de kampiisiin bir pargasi niteliginde olup birincil
tireticilerin triinleri dogrudan satabildiklerinden kira 6demeleri gerekmemekte ve boylelikle de
fiyatlar goreceli olarak diisiik seyretmektedir. Pazar projesi; 6grenciler i¢in kendi mutfaklarinda
ve biitgeleri kapsaminda siirdiiriilebilir yiyeceklerin nasil pisirilip yenilecegi ilizerine yemek
pisirme dersleri, pazarda siirdiiriilebilir yiyeceklerin tadina bakmak adina bir stand kurulmasi gibi
faaliyetler ile 6grencilerin siirdiiriilebilir gida konusundaki farkindaliklarim arttirmaya yonelik
faaliyetler ile desteklenmistir (URBACT Thematic Report Delivering, 2015: 19).

2.1.3. Keyif Alma Temas: Kapsamindaki Uygulamalar

Aileler Icin Gida Miicadelesi: Siirdiiriilebilir gidaya iliskin projelerin desteklenmesi
amaciyla her yil Briiksel Cevresi, siirdiiriilebilir gida ile ilgili tekliflere yonelik bir ¢agr
baslatmaktadir. Siirdiiriilebilir gida mevcudiyetinde artis saglamak amaciyla diisiik gelirli hane
halklarma yonelik birkag teklif ¢agrisi hayata gegirilmistir. Destek saglanan projelerden biri ise
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bolgenin 19 belediyesinden biri durumunda yer alan Etterbeek’in ‘Gida Sorunu’ dur. Buradaki
diisiince aileleri bu konuda el¢i olmalar1 adma giiclii hale getirmek ve siirdiiriilebilir gida
konusuna iliskin olumlu bir egilim yaratmak amaciyla az sayidaki haneye danismanlik yapmak
olarak belirtilmistir. Bu kapsamda siirdiiriilebilir gida konularina dair bilgisi bulunmayan diisiik
gelirli hanelere 6ncelik verilmistir. Alt1 aylik bir siire kapsaminda, 12 hane iki haftada bir olmak
lizere tadim atdlyeleri, yemek pisirme dersleri gibi faaliyetlere katilim imkani elde etmis ve
hanelerin yiyeceklere dair davranig ve goriislerinde hizli bir degisim s6z konusu olmustur
(URBACT, 2012-2015: 45).

Briiksel Siirdiiriilebilir Kantinler Programu: Strdiiriilebilir Kantinler Programi’nin amaci
Briiksel Baskent Bolgesi’nde siirdiiriilebilir gidaya gegis siireci ¢cergevesinde kurumsal mutfaklara
destek olmak seklinde belirtilmistir. Briiksel Bagkent Bolgesi’nde 270.000 yemegin kurumsal
mutfaklarda hazirlanmasi ve tiikketilmesi, kesin ¢evresel bir etkiyi temsil etmektedir. Bu kapsamda
kurumsal mutfaklarin siirdiiriilebilir gida konusu hakkinda ¢ok sayidaki kullanici grubunun
farkindaligini daha yiiksek diizeye c¢ikarmak admna kullanilabilecegi ifade edilmistir.
Siirdiiriilebilir Kantinler Programi 2008 yil1 itibariyle baglatilmis ve baglatilmasindan 2013 yilina
kadar toplam olarak 93 kurum destek dongiileri i¢in kayitlarini yaptirmistir ve bunun da giinliik
olarak 69.085 6giin yemegi temsil ettigi belirtilmistir (URBACT Thematic Report Enjoying,
2013: 10).

Briiksel 100 Ipucu Brogiirii: 2013 yilinda ‘Gida ve Cevre: Cevreye ve Sagliga Saygi
Géosterirken Yiyeceklerin Tadin1 Cikarmanm 100 Ipucu Brosiirii’ Briiksel tarafindan halk igin
bilgi kaynaklarina igaret etmesi ve davranmis degisikliklerini tesvik etmesi amaci ile hazirlanmig
bulunmaktadir. Tavsiyelerden her biri verilerle desteklenmekte ve tasarruflar ve saglik
bakimindan ek faydalari kapsayan ipuglart gorsel bir sekilde ortaya konulmaktadir. Tavsiyelerden
bazilar1 su sekilde ifade edilmistir: tabaginizin dengesini yeniden olusturun daha fazla meyve ve
sebze, daha az hayvansal {riin tiiketin; kendi sebze ve meyvelerinizi iiretin; gida iiriinlerinizi
mevsimlik, taze ve yerel satin alin; kisa tedarik zincirlerini tercih edin; gida {irlinlerinden daha az
islenmis trilinleri tercih edin; alternatif bitkisel ve hayvansal protein kaynaklar1 tercih edin;
organik tarimdan ya da farklilastirlmis kaliteli {ireticilerden gida iiriinleri satin alin; gida
triinlerinin tiiketim tarihlerini géz 6niinde bulundurarak ihtiya¢ oraninda satin alin; artiklariniz
kullanin ve gida triinlerinizi uygun sekilde muhafaza edin; organik atiklarin kompostlanmasini
saglayin (URBACT Thematic Report Enjoying, 2013: 15). Briiksel kentinde, proje uygulamasi
gercevesinde, yetistirme temasi kapsaminda kendi gidalarmi yetistirmek amaciyla kent
sakinlerine destek olundugu, teslim etme temasi kapsaminda eko-dinamik etiket uygulamasi ile
gida ve c¢evre arasindaki iligki lizerinde duruldugu, keyif alma temasi kapsaminda da
stirdiiriilebilir gida konusuna aileler i¢in gida miicadelesi ve Briiksel Siirdiiriilebilir Kantinler
Programi ile katki saglanmaya calisildigi goriilmektedir. Briikksel’de gergeklestirilen bu
uygulamalar ulusal ve uluslararas1 dlgekte yer alan kentlere drnek olabilecek nitelikte oldugu
sOylenebilir.

2.2. Hollanda-Amersfoort Kenti Uygulamalari

Amersfoort, Hollanda’nin merkezinde yer alan ve Eem Nehri kiyilarindan dogmus bir
kent Gzelligine sahiptir. Kenti bat1 ve giiney bolgesinde buzul cografi olusumu iizerinde ¢am
ormanlart ve kum tepeleri, doguda tipik bir tarim manzaras1 ve kuzey bolgesinde de eski bir
polderin bir baska ifade ile deniz seviyesinin altinda ekime elverigli topragin, agik, diiz, ¢cayir
manzarasi ¢evrelemektedir (URBACT Baseline Study, 2012: 23). Amersfoort kenti giiglii ve
bagimsiz topluluklar gelistirme ve kent ve bdlgede siirdiiriilebilir gidanin tesvik edilmesi
alanlarinda aktif halde bulunmaktadir. Amersfoort Belediyesi kent yonetiminin degerlerini;
toplum katilimu, kararlilik ve stirdiiriilebilirlik olarak tanimlamaktadir. Yerel gruplar 2011 yilinda
yerel ve siirdiiriilebilir gida gergevesinde, merkezi hiikiimet tarafindan saglanan hibeler ile
desteklenen genis ve basarili bir faaliyet programi olusturmus ve sonrasinda Amersfoort Bolgesi,
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Hollanda ‘Lezzet Bagkenti 2012’ olarak atanmakla birlikte ¢ok sayida faaliyet bu kapsamda
siirdiiriilmiistir (URBACT Baseline Study, 2012: 23). Amersfoort Lezzet Bagkenti 2012 yerel
gida eylemlerine katilan birka¢ bolgesel belediye ve vatandasla beraber Lezzet Bagkenti, bolgesel
yemeklerin tanitiminin saglanmasmin ve saglik, mevsimlik, adil ve saf tat arasindaki ilgiyi
degerlendirmenin iyi bir yolu olarak belirtilmektedir (URBACT, 2012-2015: 65).

Amersfoort Belediyesinin hedefleri arasinda 2030 yilma kadar CO? agisindan nétr bir
kent olmak yer almakta ve Siirdiiriilebilir Amersfoort (2010-2014) ve Amersfoort Yesil Sehir
(2004-2015) Stratejik Programlarinda gida konusu temel konu olarak yer almaktadir. Iki stratejik
programin ikisinde de 6zel girisimleri desteklemek, tesvik etmek ve ¢esitli yatirnmlarda ve
eylemlerde kamu-6zel sektor ortakliklar ile isbirligi yapmak yollar ile gida konusuna iliskin
calistign belirtilmektedir (URBACT Baseline Study, 2012: 28). Amersfoort kentinin kent
sakinleriyle yerel bir eylem plani gelistirmeyi hedefledigi belirtilmis ve Yerel Destek Grubuna
(EEM) vatandas, girisimci ve paydaslarin aktif bir sekilde siirdiiriilebilir gida girisimlerine
katildiklan ifade edilmistir. Bu kapsamda Amersfoort Yerel Eylem Plani’nin odak noktasinin
siirdiiriilebilir gidanin saglik, ekonomi, sosyal ve g¢evresel yonlerine iliskin faydalarin ve
yetistirme, teslim etme ve keyif alma alaninda gerceklestirilecek somut adimlarin tespit
edilmesine yonelik bulundugu vurgulanmistir (LAP Annex, 2021: 3).

2.2.1. Yetistirme Temast Kapsanindaki Uygulamalar

Eemstad Ciftlik (Boerderij) Amersfoort Projesi: 1lgili proje kentin gecici olarak
kullanilmayan arazisinde gida yetistirme temelinde bulunmustur. Gida satin alma gruplarina ve
yerel ¢iftlik magazalarina yapilan dogrudan satis sayesinde iirlinlerin kentteki tiiketicilere
ulagmasi saglanmigtir (URBACT, 2012-2015: 30). Eemstad Ciftlik Projesiyle kentsel tarimda
gelisme saglanmakta ve proje kapsamindaki amag¢ kente siirdiiriilebilir tarimin getirilmesi,
Amersfoort sakinlerinin kimyasal bocek ilaglart ve suni giibre olmaksizin yerel gidalarin tadim
¢ikarabilmelerine imkan tanimak olarak belirtilmektedir (Eemstad Farm, 2021).

Buna ek olarak, ‘Landwinkels, Ciftlik Kapisindaki Magazalar’ uygulamasi kapsaminda,
Amersfoort Landwinkel bir kooperatif seklinde ¢alismalarini siirdiirmiistiir. Yerel ¢iftliklerden
gelen iiriinleri bir araya toplanmasini saglanmis, bu sayede her bir satis noktasi yerinde {iretilen
kendi tirtinleri ile birlikte yerel ¢iftlikler ag1 tarafindan yerel olarak iiretilmekte olan tiim {irtinleri
sunma imkénina kavusmustur. Landwinkel ulusal bir organizasyon olarak giftcilerin ¢iftlik
kapisinda diikkan agmalarina destek saglamistir (URBACT, 2012-2015: 32).

CSA Birkenhof, Amersfoort’ta Toplum Destekli Tarim Uygulamasi: Bu uygulama
kapsaminda, yaklasik olarak 50 hane halkindan olusmakta olan bir grup, Soest bolgesi sinirinda,
Amersfoort kent kenarindaki Topluluk Destekli Tarim girisimine katilim gergeklestirmistir. Bu
girisime katilim saglayan {iyeler yillarin hasadindan bir pay almak i¢in yilin basinda 330 Euro
odeme yaparlar. Ilgili girisim ¢iftlikte iiyelerin bir araya gelebildigi bir topluluk olusturmakta ve
her kis mevsiminde yetistiriciler gegcen yilin mali sonuglarini ve bunun yani sira gelecek donem
i¢in planlarimi anlattiklar1 toplant1 organize etmektedirler. Girisimin sosyal yonii bulunmakla
beraber girisim insanlarin mevsimine ve bolgeye gore yemek yemesi ve ¢iftciligin zorluklarinin
anlagilmasina iligkin ¢evresel art1 yaratmaktadir (URBACT Thematic Report Growing, 2015: 18-
19).

2.2.2. Teslim Etmek Temas: Kapsamindaki Uygulamalar

Amersfoort’ta Dagiim Icin Asagidan Yukariya “Ag Teorisi” Yaklagimi: Amersfoort
Belediyesi, Ag Teorisi adi verilen asagidan yukartya bir yaklasimin uygulamasini
gerceklestirmektedir; kent igindeki taraflar; sirketler, bolge sakinleri, kar amaci giitmeyen
kuruluslarm girisimleri yerel yonetim tarafindan kolaylagtirilmaktadir (URBACT Thematic
Report Delivering, 2015: 14). Amersfoort Belediyesi Cevre Dairesince organize edilen bir
toplantida yerel ulasimin arz ve talebi birlikte degerlendirilmistir. Ticari ulasim isletmeleri,
yemek dagitim sirketleri, restoran sahipleri, kar amaci gilitmeyen siirdiiriilebilirlik vakiflari,
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isletmeler i¢in siirdiiriilebilir ulagim politikalarinda uzmanlagmis bir danismanlik firmasi, yerel
bisiklet diikkani1 ve bisiklet kuryesi gibi gesitli taraflar toplantiya davet edilmistir. Toplantinin
amaci tagima ile ilgili taraflarin tanismasi ve birlikte ¢alismalar1 yoluyla farkli tagima akiglarinin
birlestirtilmesi vasitasiyla yerel/bolgesel mallarin taginmasi amaci ile siirdiiriilebilir bir yol
gelistirme imkanlarmin bulunmasidir (URBACT Thematic Report Delivering, 2015: 14).

Plus Stipermarket / Amersfoort (NL): Hollanda’nin en iyi orneklerinden biri olarak
tanmimlanan Plus Siipermarket {iriin ¢esitliliginde yliksek miktarda yerel ve siirdiiriilebilir tirtinleri
benimsemekte ve bu tiir bir uygulama lojistik, tedarik ve magaza sunumuna ile ilgili olarak
gereken diizenlemelerin yapilmasini gerektirmektedir (URBACT Thematic Report Delivering,
2015: 16).

Amersfoort kentinin siirdiiriilebilir gidanin tesvik edilmesine yonelik stratejisi;
siirdiiriilebilir gidanin yetistirilmesi ve keyif alinmasina iliskin olarak kent sakinlerinin ve
paydaslarin harekete ge¢mesini ve girisimlerde bulunmalarini saglamak olarak belirtilmistir
(Sustainable Everyday Project, 2012).

2.2.3. Keyif Almak Temas: Kapsamindaki Uygulamalar

Nihai Tiiketiciler-Genel Halk: Amersfoort: Sofie aan de Wallen: Bu uygulama agik
havada 500 kisilik vejetaryen ve organik yemek etkinligi olarak belirtilmistir. Bu yemek
etkinliginin amaci yerel kaynakli organik malzemelerle yapilan diisiik maliyetli vejetaryen bir
yemek deneyiminin tesvik edilmesine yonelik bulunmaktadir. Bu organizasyonun motivasyonu
bazi gliney AB bolgelerinde koy sakinleri ile her yil geleneksel bir etkinlikte yaz sonunda hasadin
meyvelerini kutlamak icin ortak bir yemek organizasyonu temelindedir (URBACT Thematic
Report Enjoying, 2015: 15).

Amersfoort: Ilkokullarda ve Okul Sonrasi Giindiiz Bakiminda Gida Egitimi (4-12 Yas):
Bu uygulama, Belediye Doga ve Cevre Egitimi Merkezi (CNME) ve siirdiiriilebilirlik konular
izerinde dikkatle duran kar amaci giitmeyen yerel bir kurulus olan One Planet tarafindan organize
edilen ilkokullar ve okul sonrasi glindiiz bakimi i¢in y1l boyunca gida egitim projeleri yelpazesi
egitimini kapsamistir. ‘Pancake Safari’ aktiviteleri ¢ergevesinde c¢ocuklar kendi kreplerini
pisirmek i¢in gerekli malzemeleri almak amaciyla yerel bir ciftciyi ve degirmeni ziyaret
etmiglerdir (URBACT Thematic Report Enjoying, 2015: 21). Bu uygulamadaki amaclar
¢ocuklarin yemeklerinin bilesenlerinin kokenine iligkin olarak egitim verebilmek, gidaya iliskin
sirdiiriilebilir faktorler konusunda ¢ocuklar1 bilinglendirmek, ¢ocuklarin yoresel iirlinleri ve
organik gidalar1 6grenmelerini saglamak, ¢ocuklara saglikli beslenmeyi 6gretmek, ¢ocuklarin
giinliik yasantilarinda yemek segimleri konusunda bilingli olmalarina yardimci olmak olarak
belirtilmistir (Sustainable Everyday Project, 2013). Amersfoort kentinde, yetistirme temasi
cergevesinde siirdiiriilebilir tarima yonelik katki saglanmaya caligildigi, teslim etme temasi
kapsaminda asagidan yukariya ag teorisi yaklasiminin uygulandigi, keyif alma temasindaysa gida
egitimine yonelik uygulamanin yer aldig1 goriilmektedir. Amersfoort kentindeki bu uygulamalar
stirdiiriilebilirlik ve gida konusuna iliskin dnemli girisimler olarak 6n plana ¢ikmaktadir.

2.3. Goteborg- Isve¢c Kenti Uygulamalar

Goteborg, Isveg’in bat1 kiy1 bolgesinde yer alan bir kent olarak 450 km? lik kentsel araziye
sahip bulunmakla birlikte ormanlarla ve géllerle kapli bir yesil bolgenin parc¢asi durumundadir.
Isveg kentsel ve kirsal alanlar i¢in 6nemli durumda bulunan biiyiimekte olan bir gida endiistrisine
sahiptir. 2012 yilinda Géteborg, ‘Isve¢’in Gida Baskenti” unvanini almistir (URBACT Baseline
Study, 2012: 53). 2011 yili itibariyle Goteborg kenti adil ticaret kenti olarak
sertifikalandirilmigtir. Bu durum belediyenin adil ticaret tedariki kriterlerine uymasi, konuya
iligkin aktif bilgilendirme ¢aligmasi gerceklestirmesi, magazalarda, igyerlerinde ve kafelerde
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tedarik konusuna iliskin olarak belirli bir oranda adil ticaret iiriinii bulundurmasi gerektigi ifade
edilmistir (URBACT, 2012-2015: 66).

Goteborg Belediyesi siirdiiriilebilir gida konusuna 6nem vermis ve gidanin ¢evresel
etkisini diisiikk seviyeye indirmeyi hedeflemistir. Siirdiiriilebilir yemeklerin uygulanabilir hale
gelebilmesi adina hedefler tespit etmistir. Bu hedeflere ulagabilmek i¢in strateji kentin 600 kamu
kantininde sunulan biiyiik orandaki yemeklerin siirdiiriilebilir bir sekilde tedarik edilmesi iizerine
yer almistir (URBACT Baseline Study, 2012: 57). Bu dogrultuda Yerel Eylem Plani’nin temel
amacinin odaklandigi konular su sekilde siralanmistir: Yeme aligkanliklarinin daha siirdiiriilebilir
alanlara dogru kaydirilmasi i¢in bakim merkezlerinde, okullarda ve hastanelerde servis edilen
yemeklerden yararlanilmasi, gida temelli egitim faaliyetleri ve okul miifredatlar1 arasinda
sinerjinin olusturulmasi, niifusun gida yetistirme talebine karsilik verilmesi ve kendi kendine
tretim firsatlarimin arttirilmasi, son teknolojiye sahip siirdiriilebilir yemeklerin tespiti ve
ilerlemenin analizini saglamak amaciyla birden fazla kritere dayali Ol¢lim prosediirleri
uygulanmasinin saglanmasi (URBACT Baseline Study, 2012: 58). Buna ek olarak siirdiiriilebilir
gida konusuna iliskin olarak, Siirdiiriilebilir Gida Plani, Goteborg kentinin Avrupa Birligi tematik
ag1 olan Kentsel Topluluklarda Siirdiiriilebilir Gida’ya katilmasimin sonug¢larindan biri olarak
ifade edilmistir. Kentte ‘Kentsel Yerel Destek Grubu’ kurulmustur ve grup belediyede yer alan
calisanlardan, dernek ve STK temsilcilerinden olusmustur (LAP Annex, 2021: 25).

2.3.1. Yetistirme Temas: Kapsamindaki Uygulamalar

Kentsel Biiyiimeyi ve Mevcut Arazi Kullamim Amagclarini Artirmak I¢in Siyasi Bir Gérev,
Goteborg Kenti: Goteborg kenti ¢ok fazla kentsel tarim arazisine sahiplik etmekte ve kent organik
gida iretimi ve kentsel tarim {izerinde dikkatli bir sekilde durma ve bunlarin gelistirilmesini
saglama hedefinde oldugu belirtilmistir (URBACT Thematic Report Growing, 2014: 8). Bir
kentin biiylimeyi siirdiirebilmesi ve ayn1 dogrultuda kentsel senaryoyu c¢esitli ve zengin yesil bir
doga ile bir araya getirebilmesi 6nem arz etmektedir. Kentsel alanlarda farkli insanlar tarafindan
daha fazla ekim yapilmasinin gerceklestirilmesi ile biyolojik cesitlilikte artis saglanr,
hidrokarbon maddeleri azalir ve sera gazi etkilerinde de diisiisii s6z konusu olur. Bu kapsamda
tiir zenginliginde artis ile beraber daha fazla bocek, kelebek, ar1 ve siirdiiriilebilir bir sistemin
biiylimesine olanak saglayan tiirlerin ¢ekimi s6z konusu olur (URBACT Thematic Report
Growing, 2015: 26).

Stadslandet Gothenburg- Kentsel Tarim Goteborg 'un (Nordost) Kuzeydogu Kesimlerinde
Yollar Bulmak I¢in, Yeni Bir Siirdiiriilebilir Kalkinmada Kent ve Ulkeyi Birbirine Baglamak I¢in:
Goteborg’un (Nordost) kuzeydogu kesimlerinde bir pilot ¢alisma gergeklestirilmistir. Stadslandet
pilot ¢alismasinin amaci, niifusun Kuzeydogu Gdoteborg’u kirsal ve kentsel alanlarin birlestigi
yesil bir mahalleye dogru gelistirmeye destek olup olmayacagi ve bunu isteyip istemedigini tespit
etmek olarak belirtilmistir. Pilot ¢alismanin dogal kaynaklar1 gelistirmenin farkli yollarmin
incelenmesi ve kentsel ve kentsel ¢evredeki kirsal alanlar arasindaki yeni etkilesim bigimlerinde
is, is gelistirme ve biiylimenin nasil yaratilacagimin aragtirilmasi, bilgi ve sosyal paylasim,
istthdam olanaklarinda artis saglama, yerel iiretimi tesvik etme gibi yararlar igerdigi ifade
edilmistir (URBACT Thematic Report Growing, 2015: 20-21).

2.3.2. Teslim Etme Temasi1 Kapsamindaki Uygulamalar

Lundby Yerel Yonetimi, Géteborg’da Kamu Kantinlerinde Yaklasik % 50 Organik Yemek
Hizmeti Sunmaktadir: Géteborg kentinin bir boliimii olan Lundby yerel yonetimi organik gida
hizmetine Onciiliikk eder durumda yer almis ve okullar i¢in kantinlere ve yaslilar i¢in evlere
yaklasik olarak %50 oraninda organik yemek hizmeti sunmustur (URBACT, 2012-2015: 46).
Ayrica Goteborg belediyesi tarafindan, vatandaslar siirdiiriilebilir gida konusunda bilinglendirme
hedefine dogru ¢alismalarinda kantin orgiitlerini desteklemek amaciyla atdlye calismalar1 ve
egitim bilgileri alma imkani sunulmustur. Bu yolla kent niifusunun biiyiikk bir ¢ogunluguna
ulasilmistir. Kent sakinleri ¢evrenin etkisini azaltirken kaliteli ve saglikli gida alabilmektedirler.
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Bu kapsamdaki uygulamalar arasinda her hafta kantinlerde en az bir vejeteryan yemegi servis
etme politikasi yer almistir (URBACT, 2012-2015: 61).

2.3.3. Keyif Alma Temas: Kapsamindaki Uygulamalar

Goteborg: Hayati Yasamak: Goteborg Hayati Yasamak projesi kapsaminda 11 aile bir
yillik bir siire kapsaminda siirdiiriilebilir bir yasami deneyimlemistir. Bu proje kapsaminda,
yemek temalardan birini olusturmakta ve ilgili ailelere belediye uzmanlar1 tarafindan
bilgilendirme ve kogluk hizmeti sunulmustur. Aileler bu proje kapsaminda bir yil i¢erisinde %14
oraninda iklim emisyonlarini azaltmis ve gida sektorii kapsaminda da gida israfini1 %25 oraninda
azaltmislardir. Bu projenin Géteborg kentine yarari, kentin 2011°de Stockholm’de diizenlenen
yillik Isve¢ Geri Déniisiim Odiillerinde kazandigi bagar1 dolayisiyla gevre odiiliinii alarak
vatandagslarin farkindaliginda artis saglamasi olarak belirtilmistir. Hayat1 Yasamak projesi medya
tarafindan biiyiik ilgi gérmiis ve Goteborg kent sakinleri tarafindan asina olunan bir proje
olmustur (URBACT Thematic Report Enjoying, 2015: 35-36).

Goteborg Kantinlerdeki Siirdiiriilebilir Yemekler: Belediye, organik olarak yetistirilen
gidanin payini % 23,4’ten 2014 yilina kadar % 50°ye ¢ikarmaya ve sehrin kamu sektdriinde servis
edilen tiim etlerin organik olarak {iretilmesine karar vermistir. Bu hedef dogrultusunda catering
organizasyonlarin1 desteklemek igin egitici bilgilendirme ve atdlye g¢alismalari ile destekte
bulunulmustur. Burada saglanacak olan yararlar; ¢evrenin etkisinin azaltilmasi ve kaliteli ve
saglikli gida alabilecek biiyiikk miktarda niifusa ulasilmasi olarak ifade edilmistir (URBACT
Thematic Report Enjoying, 2013: 10). Goéteborg kentinde, yetistirme temas1 kapsaminda, kentsel
tarim iizerinde 6nemle duruldugu gézlemlenmekte, teslim etme temasinda organik gida hizmetine
yonelik cabalar yer almakta, keyif alma temasi c¢ercevesinde de siirdiiriilebilir yasam ve
strdiiriilebilir gida konusunda o©Onemli uygulamalar bulunmaktadir. Goteborg kentinde
gercgeklestirilen uygulamalar gida konusuna yonelik 6nemli uygulama 6rnekleridir.

Sonug¢ ve Oneriler

Kentler gida sistemlerinden en ¢ok etkilenmekte olan mekansal alanlardir. Calismada,
2012- 2015 yillan arasinda uygulanmis bulunan URBACT Tematik Ag1 ‘Kentsel Topluluklarda
Siirdiiriilebilir Gida’ Projesi ayrmtili olarak ii¢ tilkenin ii¢ kent deneyimleri ilgili tematik agin
temalar1 olan yetistirme, teslim etme ve keyif alma temalar1 lizerinden incelenmistir. Proje 2015
yilinda sonlanmigtir ancak projede yer alan kentlerin ¢ok sayida basarili uygulama ornekleri yer
aldigindan giiniimiizdeki ulusal ve uluslararasi 6lgekteki gida caligsmalarina faydali olabilecek bir
Proje durumunda yer almaktadir.

Birincil olarak yetistirme temasi, kapsaminda Belgika-Briiksel Cevresi Kent Mutfak
Bahgemiz-Kendi Kitinizi Biiyiitiin uygulamas: ile kent sakinlerinin kendi gidalarini evlerinde
yetistirmelerini tesvik etmistir (URBACT, 2012-2015). Buna ek olarak, Briiksel Sokakta Bir
Meyve Bahgesi BRAL uygulamasi ile kamusal alanda bir meyve bahgesi kurulmasi saglanmis ve
kentin gevreye saygili bir mekana doniistiiriilmesi hedeflenmistir (URBACT Thematic Report
Growing, 2014). Hollanda- Amersfoort Eemstad Ciftlik (Boerderij) Amersfoort Projesi’nin
kapsami kent alaninda kullanilmayan arazide gida yetistirilmesi hedefi ile kentsel alanda
stirdiiriilebilir bir tarimin getirilmesinin saglanmasidir (URBACT, 2012-2015; Eemstad Farm,
2021). Amersfoort, CSA Birkenhof, Amersfoort’ta Toplum Destekli Tarim Uygulamasi, yaklagik
olarak 50 hane halki Amersfoort kent kenarindaki Topluluk Destekli Tarim girisimine dahil
olmakta ve girisimin sosyal, ¢evresel agilardan artilar1 s6z konusu bulunmaktadir (URBACT
Thematic Report Growing, 2015). Isveg- Géteborg kenti, Kentsel Biiyiimeyi ve Mevcut Arazi
Kullamim Amaglarin1 Artirmak I¢in Siyasi Bir Gérev uygulamasi kentsel alanda organik gida
iretimi ve kentsel tarim konular1 tizerine odaklanmaktadir (URBACT, Thematic Report Growing,
2014). Yetistirme temas1 kapsamindaki uygulamalara bakildiginda kentsel alanda kent sakinleri
tarafindan gida yetistirilmesi, kamusal alanda meyve bahcesi kurulmasi, kentsel alanda
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stirdiiriilebilir tarimin gelisimi, topluluk destekli tarim uygulamasi, kentte organik gida iiretimi
gibi konular iizerinde kentlerin odaklandiklar1 goriilmektedir.

Ikinci tema olan teslim etme temasi cercevesinde, Belgika-Briiksel’deki Isletmeler Icin
Ug Yildiz Siralamasina Sahip Eko-dinamik (Ecodynamic) Etiket Briiksel’de yer alan kurum ve
kuruluslarin faaliyetlerinin ¢evre tizerindeki etkilerini azaltmayir amaglamaktadir (Ecodyn
Brussels, 2021). Buna ¢k olarak Eko iris yerel para birimi projesi, kent sakinlerinin ¢evre dostu
davraniglar kazanmalar1 ve yerel ekonomiyi canlandirmak hedeflerini tagidigi belirtilmistir
(URBACT Thematic Report Delivering, 2015). Belgika- Briiksel’deki Ogrenciler ve Ogretmenler
I¢in Universite Pazar1 uygulamasiyla Briiksel Baskent Bolgesi, bir {iniversitede (ULB) 6grencileri
ve dgretmenlere yonelik bir yerel Pazar projesi gergeklestirmistir (URBACT Thematic Report
Delivering, 2015). Ayrica, Hollanda-Amersfoort kentinde Dagitim Igin Asagidan Yukariya “Ag
Teorisi” Yaklasimi kapsaminda tasima konusu ile ilgili taraflarin biraraya gelmelerinin saglandigi
Amersfoort Belediyesi Cevre Dairesi tarafindan bir toplant1 diizenlenmistir (URBACT Thematic
Report Delivering, 2015). Plus- Siipermarket Amerfoort Uygulamasinda {iriin ¢esitliliginde
sirdiiriilebilir ve yerel iirlinlerin benimsendigi ifade edilmistir (URBACT Thematic Report
Delivering, 2015). Teslim etme temas1 kapsaminda son kent 6rnegi Isveg-Goéteborg Lundby Yerel
Y o6netimi, kamu kantinlerinde yaklasik % 50 Organik yemek hizmetinin sunumu ger¢eklesmistir
(URBACT, 2012-2015). Teslim etme temas1 kapsamindaki uygulamalar incelendiginde kurum
ve kuruluslarin faaliyetlerinin ¢evre lizerindeki etkilerinin azaltilmasi, kent sakinlerinin ¢evre
dostu davraniglar kazanmalari, 6grenci ve 6gretmenlere yonelik Pazar projesi, dagitim konusuna
iliskin asagidan yukariya ag teorisi yaklasimi, organik yemek hizmet sunumu gibi konular
tizerinde durulmaktadir.

Son tema keyif alma temasidir. Bu tema ¢ercevesinde, Belcika-Briiksel’de Aileler igin
Gida Miicadelesi stirdiiriilebilir gida konusuna dair pozitif bir egilim yaratmak amacini tagiyan
bir uygulama oldugu belirtilmistir (URBACT, 2012-2015). Briiksel Siirdiiriilebilir Kantinler
Programi kapsaminda kurumsal mutfaklara siirdirilebilir gidaya gecis siirecinde destek
olunmustur (URBACT Thematic Report Enjoying, 2013). Briiksel’de son olarak Briiksel ‘Gida
ve Cevre: Cevreye ve Saghiga Saygi Gosterirken Yiyeceklerin Tadmi Cikarmanm 100 ipucu
Brosiirii’ genel kamuoyunda davramis degisliginin tesvik edilmesi hedefini igermektedir
(URBACT Thematic Report Enjoying, 2013). Hollanda-Amersfoort kentinde Nihai Tiiketiciler-
Genel Halk: Amersfoort: Sofie aan de Wallen uygulamasi kapsaminda yemek etkinligi
diizenlenmistir (URBACT Thematic Report Enjoying, 2015). Amersfoort: Ilkokullarda ve Okul
Sonras1 Giindiiz Bakiminda Gida Egitimi (4-12 Yas) uygulamasi ¢ergevesinde ¢ocuklarin gida
konusunda bilgilendirilmeleri ve egitimlerini igermistir (Sustainable Everyday Project, 2013).
Son olarak, Goteborg: Hayati Yasamak kapsaminda gida uygulamanin temalarindan birini
olusturmaktadir (URBACT Thematic Report Enjoying, 2015). Goéteborg Kantinlerdeki
Stirdiiriilebilir Yemekler uygulamasi kapsaminda, belediye organik olarak yetistirilen gidanin
paymu arttirma hedefine sahip bulunmaktadir (URBACT Thematic Report Enjoying, 2013). Keyif
alma temas1 kapsamunda siirdiiriilebilir gida, kent sakinlerinde gidaya yonelik davranig
degisikligi, gida egitimi, organik gida yetistirme konular1 6n plana ¢ikmaktadir. Ug kentin gida
konusuna yonelik uygulama 6rneklerine bakildiginda Briiksel kentinin teslim etme ve keyif alma
temalarina dair ¢ok sayida uygulama gergeklestirdigi goriilmiistiir. Bunun yani sira, Amersfroot
kentinin yetistirme, teslim etme ve keyif alma temalar1 ger¢evesinde ve Goteborg kentinin de
yetistirme ve keyif alma temalar1 kapsaminda birden fazla uygulama gerceklestirdigi
gozlemlenmistir.

Projenin siirdiiriilebilir gida konusundaki katkilarina bakildiginda, proje sayesinde proje
ortaklari, kentlerinde Yerel Destek Gruplari kurarak her kent siirdiiriilebilir gida {izerine yerel
eylem planlarint hazirlamistir. URBACT Programui ve ag diizeyinde gerceklestirilen aktiviteler
araciligiyla iilke kentleri siirdiiriilebilir gida {izerine diizenlenen konferanslar ve calistaylar ile
diger ortak {iilkelerin uygulamalarindan bilgi elde etmisler ve Avrupa genelindeki aktiviteler
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yardimiyla da ortaklar kentsel siirdiiriilebilir gida stratejileri hakkinda bilgi sahibi olmuslardir
(Sustainable Food in Urban Communities, 2012).

Kiiresel ve ulusal diizeyde gida sistemlerinin etkin olmalarinin saglanmasi, kent
sakinlerinin gidaya yonelik konularda bilinglendirilmelerine bagli bulunmaktadir. Kent
sakinlerine yonelik bilinglendirme g¢alismalar1 yas kategorilerine gore kategorize edilerek okul
cagindaki ¢ocuklardan yetiskinleri de kapsam dahiline alacak sekilde gergeklestirilmelidir. Buna
ek olarak, gida kapsamindaki iyi uygulama 6rneklerinin kentte yer alan tiim kurum ve kuruluslar
tarafindan 6grenilmesi biiylik dnem arz etmektedir. Kent sakinlerinin kendi organik gidalarini
yetistirmelerine yonelik merkezi yonetim ve yerel yonetimler diizeyinde diizenlemeler
gerceklestirilmesi 6nem tagimaktadir. Kamu kurum ve kuruluslari dahil olmak iizere kentte yer
alan aktorlerin; gida ve ¢evre, siirdiiriilebilir gida, kentte siirdiiriilebilir tarim, topluluk destekli
tartm ve organik yemek hizmeti sunumu konularinda daha ¢ok proje ve uygulama
gelistirebilmelerine destekte bulunulmalidir. Son olarak, gida sistemlerinde yer alan tiim
aktorlerin bir araya gelebildikleri organizasyonlarm diizenlenmesi suretiyle gida konusuna
yonelik mevcut sorun alanlar tespit edilmeli ve belirlenen sorun alanlarina iliskin ortaklasa
¢Oziim Onerileri gelistirilmelidir.
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Sosyal Hizmetler Alamindaki Sosyal Calisma Gorevlilerinin Sahip

Oldugu Pozitif Psikolojik Sermaye Bilesenlerinin Hizmet Sunumuna

Katkilarinin Degerlendirilmesi”

Evaluation of The Contributions of Positive Psychological Capital Components of
Social Workers in the Field of Social Services Delivery
Cisem Tugce KIYIM!
Oz
Pozitif psikolojik sermaye ile organizasyonlardaki bireylerin gii¢lii yonlerinin 6n plana ¢ikarilmasi sektorde
verimliligi arttirmakta ve calisanlarin olumlu psikolojik o6zellikleri desteklenerek saglanan gelisim is
sahasinda basar1 oranimi yiikseltmektedir. Calisanlarin desteklenmesi ve hizmet siirecinde
motivasyonlarinin arttirilmasi giinimiizde pek ¢ok alanda odaklanilan bir mekanizmadir. Sosyal hizmetler
alaninda ¢esitli sebeplerle ihmal veya istismara maruz kalan ihtiyag sahibi bireylere hizmet sunulmakta ve
aile dinamiklerinin korunmasi admna o6nleyici politikalar uygulanmaktadir. Alanda hizmet sunan sosyal
calisma gorevlilerinin pozitif psikolojik sermayelerinin hizmet kalitesinde etkilerine dair yapilan arastirma
sayisinin az oldugu tespit edilmistir. Bu dogrultuda yapilan aragtirmada sosyal ¢aligma gorevlilerinin sahip
oldugu pozitif psikolojik sermaye bilesenlerinin hizmet sunumuna katkilarinin agiklanmas: amaglanmaistir.
Arastirmanin ilk basamaginda 35 kisi ile dlgek uygulamasi gergeklestirilmis ve pozitif psikolojik sermaye
diizeyleri belirlenmistir. Yapilan analize istinaden en yiiksek ve en diisiik puanlari alan katilimeilar da dahil
olmak tizere goniilliiliik ilkesi gozetilerek farkli birimlerde hizmet sunan 18 sosyal ¢aligma gorevlisi ile
goriisme gerceklestirilmistir. Nicel ve nitel aragtirma modelinin birlikte kullanildig1 aragtirmada acimlayici
sirali desen uygulanmis ve sonucunda sosyal ¢alisma gorevlilerinin anlamli diizeyde pozitif psikolojik
sermayeye sahip olduklarina ulagilmistir. Bu sermayenin hizmet sunumu siirecinde ihtiyag sahibi bireylere

hosgorii ile yaklagilmasi, bagvuru sahiplerinin yagsadiklar1 sorunlarin ¢oziimlenmesi ve olumsuzluklarin
iistesinden gelebilmeleri amaciyla desteklenmeleri i¢in anlamli yonde katk: sagladigi tespit edilmistir.

Anahtar Kelimeler: Sosyal ¢alisma gorevlisi, pozitif psikolojik sermaye, hizmet sunumu

Makale Tiirii: Arastirma

Abstract

Highlighting the strengths of individuals in organizations with positive psychological capital increases
productivity in the sector, and the improvement achieved by supporting the positive psychological
characteristics of employees increases the success rate in the business field. Supporting the employees and
increasing their motivation in the service process is a mechanism that is focused on in many areas today.
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Kiymm; Sosyal Hizmetler Alanindaki Sosyal Calisma Gorevlilerinin Sahip Oldugu Pozitif
Psikolojik Sermaye Bilesenlerinin Hizmet Sunumuna Katkilarinin Degerlendirilmesi

In the field of social services, services are provided to individuals in need who are exposed to neglect or
abuse for various reasons, and preventive policies are implemented in order to protect family dynamics.

It has been determined that the number of studies on the effects of positive psychological capital of social
workers providing service in the field on service quality is low. In this direction, it is aimed to explain the
contribution of positive psychological capital components of social workers to service delivery. In the first
step of the research, the scale application was carried out with 35 people and positive psychological capital
levels were determined. Based on the analysis, interviews were conducted with 18 social workers who
provide services in different units, including the participants with the highest and lowest scores, taking into
account the principle of voluntariness. In the study, in which quantitative and qualitative research models
were used together, the exploratory sequential design was applied and as a result, it was found that social
workers had a significant level of positive psychological capital. It has been determined that this capital
contributes significantly to the way that individuals in need are approached with tolerance during the service
delivery process, that the applicants are supported in order to solve the problems they experience and to
overcome the negativities.

Keywords: Social worker, positive psychological capital, presentation of service

Paper Type: Research

Giris

Bireyin kapasitesini gelistirmeyi hedefleyen ve olumlu psikolojik 6zelliklerine odaklanan
pozitif psikoloji, farkli hizmet alanlarinda verimliligi arttirmaya ve organizasyonu giiglendirmeye
yonelik bir sermaye tiirii olarak kullanilmaktadir. Egitimden sagliga, bankaciliktan isletmelere
varana dek pek ¢ok alanda pozitif psikolojik sermaye konusunda arastirma yapilmis olup;
bireylerin sahip oldugu olumlu psikolojik &zelliklerin hizmet alanina ve Orgiit iklimine
katkilarinin oldugu tespit edilmistir. Bankacilik sektoriinde ¢alisan 261 kisinin katilimiyla Kapu
ve arkadaglan tarafindan gerceklestirilen arastirmada psikolojik sermaye ve is performansi
arasindaki iliski incelenmis ve pozitif psikolojik sermaye bilesenlerinden 6z yeterliligin is
performansim etkiledigi tespit edilmistir (Kapu, Yildiz ve Bukni, 2020, s. 788).

Bir bagka caligmada hastane personelleri ile aragtirma gerceklestirilmis ve pozitif
psikolojik sermaye ile performans arasindaki iliski dogrultusunda sahip olunan umut, 6z
yeterlilik, dayaniklilik ve iyimserlik bilesenlerinin bireysel performansi etkiledigi belirlenmistir
(Cavmak ve Acar, 2020, s. 203).

Biitiin bir 6rgiit yapisini etkileyen olumlu ve olumsuz diisiincelerin hangi yonde avantaj
yahut dezavantaj saglayacagi hususunda da pozitif psikolojinin farkli boyutlan iizerine
arastirmalar yapilmistir. 389 Ogretmen ile uygulama gergeklestiren bir arastirmada psikolojik
sermaye ile orgiitsel sinizm arasinda negatif yonlii bir iliskinin oldugu tespit edilmis ve ¢alisanlara
saglanacak destegin psikolojik sermaye diizeylerini arttirabilecegi hususunda Oneride
bulunulmustur (Yilmaz ve Yildirim, 2021, s. 607).

Sosyal hizmet alaninda gorevli personellere yonelik arastirmalarda tiikenmislik diizeyleri,
stiper vizyon gereksinimleri, is stresi, 6z yeterliliklerinin mesleki doyuma etkileri ve is doyumu
konularmin incelendigi tespit edilmistir. Ancak olumsuz yasam tecriibelerine sahip olan, ¢esitli
risk durumlartyla kars1 karsiya gelen ve olumsuzluklarin iistesinden gelebilmek igin destege
ihtiya¢ duyan bireylere hizmet sunan sosyal ¢aligma gorevlilerinin sahip oldugu pozitif psikolojik
sermaye Ozelliklerine ya da hizmet sunumuna etkilerine yonelik arastirma sayisinin yeterli
olmadig1 belirlenmistir. Bu hususta olumsuz yasam oykiilerine sahip, ihmal ve istismara maruz
kalmis bireylere hizmet sunan sosyal caligma gorevlilerinin psikolojik anlamda 6z yeterlilik
becerilerine sahip, dayanikli, umutlu ve inceledikleri vakalara karsi iyimser yaklagima sahip
olabilmelerinin hizmet alanina nasil katkilar saglayacagi sorusuna cevap aranmistir.
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Calismada oncelikle gorevlilerin pozitif psikolojik sermaye diizeylerinin tespit edilmesi
ve yiiz yiize goriisme gergeklestirilerek pozitif kisilik 6zelliklerinin hizmet sunumuna katkilarina
yonelik fikirlerinin alinmasi arastirma siirecinin iki farkli boyutunu temsil etmektedir.

1. Kavramsal Cerceve

Dogadaki diger canlilari, diinyadaki dinamik yapilari, insanlarin olusturdugu toplumsal
mekanizmalar ve kiiltiirlerin yapisi, insan davraniglari, yagsamin 6zl ve altin kurallar gibi gesitli
nosyonlar1 6zverili bir sekilde inceleyen bilim, hedef aldigi konulara gore farkli kategorilere
ayrilmistir. Bu dallardan biri olan psikoloji insanlarin kisilik yapilarina, 6zlerinde barindirdiklar
duygulara, zihinsel aktivitelerine, iligkilerine ve iletisim kaliplarmma dair bilgi arayisina ve
buldugu bilgileri etik ilkelerle agiklama ¢abasina sahip olan bir yapidir (Ertiirk, 2017, s. 162).

1.1. Pozitif Psikoloji ve Pozitif Psikolojik Sermaye

Gerek kisinin biricikligini gerekse birden fazla insanin etkilesim siireglerini ve cesitli
durumlar karsisinda bireylerin sergiledigi davranig oriintiilerini inceleyen psikoloji bilimi zaman
icerisinde yasanan kiitlesel degisikliklerle farkli branglara ayrilmistir. Bunlardan biri olan pozitif
psikoloji de 2000°li yillarin baslangicinda 6n plana ¢ikan bir psikoloji birimidir. Bireyleri daha
mutlu, umutlu ve giiglii kilan diisiincelere yonelterek olumlu bir 6rgiit yapisi kurmay1 hedefleyen
pozitif psikoloji konusunda Martin Seligman (1998) psikolojinin, insanlarin normal olmayan
yonleri lizerinde yogunlastigina ancak bireyin olumlu ve giiclii taraflarinin anlasilip gelistirilmesi
hususunda ¢alisma yapilmadigina dikkat ¢ekmistir. Ayrica psikoloji kavraminin bireylerin nasil
daha basarili, mutlu, pozitif olabileceklerini arastirmak ve gelistirmek amaciyla kullanilmasi
gerektigini belirtmistir (Dage1, 2014, s. 15).

Toplumsal diizende Ikinci Diinya Savasi ile birlikte meydana gelen degisimler ve savasa
katilan askerlerin ve ailelerinin gerek fiziksel gerek sosyal yonden yasadigi kayip durumlar ile
birlikte psikoloji bilimi bireylerin olumsuz ruh haline, bilissel kapasitelerini kullanmalarina engel
teskil eden patolojik durumlara ve bu baglamda ruhsal sorunlarinin tedavisine yonelmis olup;
agirlikli olarak negatif davraniglari ve tutumlari iyilestirme amacini giitmiistiir (Kanten ve Kanten,
2016, s. 6).

Gilintimiizde popiilerlik kazanan ve biiylik organizasyonlarda kaynak olarak kullanilan pozitif
psikoloji kavraminin temelleri; Maslow’ un 1954 senesinde diizenledigi “Motivasyon ve Kisilik”’
isimli eserinde bireylerin olumlu ve giiglii yanlarmma yeterli diizeyde odaklanilmadigini
belirtmesiyle atilmistir. One siiriildiigii zaman diliminde psikoloji alaninda yeterince ilgi
goremeyen bu fikrin alanda konum sahibi olmasi ve Oncelik kazanmasi 2000’li yillara dek
miimkiin olmamistir (Giingdr, 2017, s.155).

Orgiitsel mekanizmalar igerisinde kazamimlarin arttirilabilmesi admna olumlu sosyal
etkilesime, etkin deneyimlere, 1limli duygulara ve saglikli iletisim kaliplarina yogunlagilmasi
gerektigine dikkat c¢eken “Pozitif Psikoloji’” kavrami, kuruculugunu istlenen Seligman’in
katkilariyla 1999 yilinda literatiirde yerini almistir (Keles, 2011, s. 345). Giliniimiizde insan
kaynaklarinin en verimli sekilde yonetilebilmesi ve oOrgiit yapilarinin biitiinciil bir sekilde
amaglarim gerceklestirebilmesi hususunda bireylerin olumlu 6zelliklerine odaklanilmakta ve bu
baglamda ¢esitli yonetim stratejileri uygulanmaktadir.

Temelini kuramsal olarak pozitif psikolojiden almis olan pozitif psikolojik sermaye, Luthans
(2004) tarafindan diger sermaye tiirlerinden farkli olarak rakiplere karsi avantaj saglayici bir giig
unsuru olarak belirtilmektedir (Ozata, 2020, s. 3). Giiniimiizde kiiresel diizeyde rekabet olan
piyasada hayatta kalabilmek ve bagarili olabilmek adina 6rgiit calisanlariin pozitif 6zelliklerine
odaklanmalar1 ve destekleyici ¢alismalarda bulunmalar1 6nem arz etmektedir. Saglam temeller
tizerine kurulan ve insan kavramina 6nem veren organizasyonlarin olumsuz durumlara karsi
ayakta kalabilmeleri biiyiik dlgiide is gorenlere verdigi deger ile orantilidir.
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1.1.2. Pozitif Psikolojik Sermaye Bilesenleri

a) Oz Yeterlilik

Sosyal yollar araciligr ile 6grenme konusunu giindeme getiren Bandura’nin g¢aligmalart
dogrultusunda ilk defa 1994 yilinda ele alinan 6z yeterlilik kavramu kisilerin ¢evresindeki olaylar
karsisinda etkin bir sekilde eyleme ge¢melerini ve eylemlerini anlamli bir sekilde
siirdiirebileceklerine dair inancim sembolize etmektedir (Ozkapu, 2019, s. 25).

Smith (2009) tarafindan da belirtildigi tizere yliksek diizeyde 6z yeterlilik becerisi bulunan
bireyler basarabileceklerine dair inanglarmi yitirmez ve gorevini gergeklestirebilmek adina
harekete gecebilme potansiyeline sahip olurlar (Ulutas, 2021, s. 579). Orgiit yapilarinda yer alan
kisilerin kendilerine yahut orgiite kars1 giivenlerinin arttirilmasi ve 6z yeterlilik duygularinin
desteklenmesi amactyla yapilan ¢aligmalar verimlilik agisindan oldukga biiyiik bir degere sahiptir.

b) Umut

Synder’in 1995 senesinde modellemesiyle bu kavram bilissel ve duygusal temellere
dayandirilmis olmakla birlikte bireylerin hedeflerine erisebilmek amaciyla eyleme gegebilme
giidiisii dogrultusunda gerekli alternatif yollar1 bulabilme becerisine dayali bir kisilik 6zelligidir
(Turgut ve Cihangir, 2020, s. 627). Umut sahibi bireyler karsilasabilecekleri olumsuz durumlara
dair ¢ikis noktasi bulabilme, daima yeni yollar arama hususunda istikrarli davranislara sahiptir.

Zihinsel bir motivasyon sistemi olarak da tamimlanan umut; kisilerin gelecege giivenle
bakabilmelerini ve yasama dair ¢esitli beklentilere sahip olabilmelerini kapsamaktadir (Nazir,
2020, s. 367). Bireylerin is yasamina yonelik umutlarinin arttirllmas: ve gerekli tesgvikin
organizasyon tarafindan saglanmasi; gelecekten korkmayan, yenilige agik, giiven iklimine sahip
bir 6rgiit yapisi olmasi adina organizasyonlara yarar saglamaktadir.

¢) Iyimserlik

Schier ve Carver tarafindan herhangi bir sonu¢ durumunun yiiksek bir degere sahip olmasi
halinde ortaya ¢ikan, hedefe odakli olumlu yapi iyimserlik seklinde nitelendirilmistir. Peterson ve
Seligman bu bileseni agiklarken; iyimserlige sahip olan insanlarin olumsuz olaylart digsal
degiskenlerle bagdastirdigini ve kotlimserlerin ise durumun kendisinden kaynakli oldugunu
disiinerek i¢sellestirdigini belirtmislerdir (Cetin ve Basim, 2012, s. 124).

Gergekgilikten uzak olmayan, mantikli bir bakis acisiyla yaklasildiginda iyimserlik
kavraminin olumlu niyeti yansittigi, motivasyonun saglanmasina destek oldugu ve ileriye doniik
olumlu diisiincelere kapi araladig1 goriilmektedir. Bireyin kisisel olarak iyimserlik duygusuna
sahip olmas1 yasadig1 ortama, yaptig1 ise ve c¢evresine olumlu enerji olarak yansimaktadir ve
Seligman (1998)’1n da belirttigi ilizere iyimserlik realist olmamasi halinde olumsuz sonuglar
dogurabilmektedir (Yazkan, 2020, s.13).

d) Dayamkhhk

Kavramin orgiitsel boyuta islenmesi Masten ve arkadaslari tarafindan yiiriitiilen ¢aligmalarla
saglanmistir. Tosten (2015) bu bileseni, herhangi bir sekilde risk durumuyla veya istenmeyen
olaylarla karsilasilmasi halinde o durumun {iistesinden gelebilmek adina alternatif se¢eneklerin
bulunmasi ve bu hususta gerekli giiciin sergilenmesi olarak a¢iklamistir (Ertan, 2020, s. 17).

Dayanikli bireylerin, 6ziinde ii¢ temel 6zellige sahip oldugunu belirten Luthans’a (2002) gore
bu kisiler gergekligi realist bir cergevede kabul ederler; giiclii bir sekilde degerlere kenetlenir veya
anlamlt bir duruma ic¢in yogun bir inanca sahip olurlar. Yasamda cesitli zorluklarla
karsilastiklarinda olumsuz diisiincelerden siyrilarak ¢oziime odaklanabilme yetenegine sahip
bireylerdir (Yurt, 2021, s. 39). Orgiitsel boyutta yasanacak sorunlarin iistesinden gelinebilmesi
adina tiyelerin dayanikli olmalar1 son derece 6nem arz eden bir diger bilesendir.
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1.2. Sosyal Hizmetler Alam ve Sosyal Calisma Gorevlileri

1.2.1. Sosyal Hizmetler Tarihcesi ve Kapsamm

Insanligin toplumsallasma yoniinde attign ilk adimlar dogrultusunda gocuklarm ve
yaslilarin korunmasi adina yapilan ¢alismalarin millattan oncesine dayandigi ve Etiler, Uygurlar,
Stimerliler, Hun Devleti tarafindan bu adimin ilk basamaklarinin olusturdugu bilinmektedir
(Ttrkmen, 1987, s. 22).

Tarihsel boyutta incelendiginde muhtaglik kavrami, insan haklarimin evrensel diizeyde
gecerli kilinabilmesi noktasinda biiylik bir sorun teskil etmis ve {izerine detayli bir sekilde
planlama yapilmast gereken bir konu olmustur. Toplumsal degisimlerle ortaya ¢ikan sosyal
hizmetler kavrami Thompson’a (2005) gore; insan iligkilerindeki sorunlarin ¢oziilmesi ve refah
diizeyinin arttirilmasi adina bireylerin giiclendirilmesini desteklemekte olup; bununla birlikte
sosyal mekanizmalardan ve insan davranislarindan faydalanan sosyal hizmetler alani, kisilerin
cevresiyle etkilesime girdigi siirecte etik, sosyal adalet ve ahlak ilkeleri dogrultusunda devreye
girmektedir (Kogak, 2019, s. 21).

Tiirkiye topraklarinda da Osmanli Dénemi’nde kiiltiirel degerler ¢er¢evesinde yardimlasma
ve hosgorii duygularini ilke edinerek kurulan vakiflar araciligiyla ebeveynleri olmayan, yoksulluk
yasayan, ihmal durumlariyla karsilasan kisilere aylik nakdi yardimlar saglanmis olmakla birlikte
ebeveynleri hayatta olmayan ¢ocuklarin giyim ihtiyaglar1 karsilanmis ve kimsesi olmayan sehit
esleri ile ¢ocuklarina da barinma imkani sunulmustur (Ersoy ve Dikici, 2018, s. 579).

Tiirkiye Cumbhuriyeti’nin temelinin atilmasi, vatanin biitiinligiiniin korunmas1 ve
boliinmez oldugunun tim diinyaya duyurulmasi i¢in devam eden Kurtulus Savasi, Anadolu
topraklarinda yasayan bireyleri olduk¢a olumsuz etkilemistir. Farkli yas gruplarindan erkeklerin
savasa dahil olmas: ile ailelerde kayiplar yasanmig ve yas kavrami ile karsilasan Tirk Milleti,
biiyiik bir psikolojik sinavdan gegmistir. Biiyiik miicadele devam ederken sehit olan askerlerin
evlatlarmin korunmasi, ailelere manevi yonden destek saglanarak ¢ocuklarin egitim ihtiyaglarmin
kargilanmasi ve sefkat elinin sahip oldugu imkanlarin ¢ocuklara ulastirillmasi maksadiyla
olusturulan Himaye-i Etfal Cemiyeti 1921 senesinde hizmete ge¢mistir (Sarikaya, 2007, s. 325).

Cumbhuriyet Donemine olusturulan 1982 Anayasasi’nin 61. Maddesi kapsaminda sehitlerin
yakinlarina, gazilere, engelli bireylere, yaslilara, korunma ihtiyaci olan ¢ocuklara sadece sosyal
yardim saglanmasinin degil; ayn1 zamanda toplumsal yasama adapte olabilmelerinin de 6nemli
oldugu vurgulanmis ve bu baglamda sosyal hizmetler alaninin altyapis1 hazirlanmistir (Aki, 1989,
s. 30). Yeryiiziinde yasayan her bir bireyin insani sartlarda hayatini siirdiirebilmesi, yetersiz
hissettiklerinde ise devlet tarafindan iiretilecek politikalarla desteklenmesi son derece dnemli bir
stratejiyi barmdirmaktadir.

Akabinde sosyal devlet anlayisiyla kabulii yapilan 1961 Anayasasi kapsaminda muhtaglik
durumu olan kesime yardim edilmesini ve bu hususta devletin planli bir yol haritasina sahip
olmasini benimseyen Sosyal Hizmetler Genel Miidiirliigii 1963 yilinda faaliyete gegirilmis olup;
tagralarda da teskilat yapilar1 olusturularak hizmetin yalnizca biiyiik vilayetlerle sinirli kalmasi
onlenmis ve biitiin ihtiyag sahiplerine ulasilmas1 amaglanmustir (Ozkoyuncu, 2020, s. 33).

Zaman igerisinde farkli alanlarda ortaya ¢ikan ihtiyaglar dogrultusunda yeni politikalar
dretilmis ve arastirmalarla gelistirilmek suretiyle c¢esitli hizmet bolimleri uygulamaya
konulmustur. Bahse konu is ¢er¢evesinde hizmet sunulan alan Aile, Calisma ve Sosyal Hizmetler
Bakanlig1 biinyesinde son olarak 2021 yilinda isim degisikligi yapilmig olup; “Aile ve Sosyal
Hizmetler Bakanligi’’ olarak revize edilmistir (Aile ve Sosyal Hizmetler Bakanligi ile Caligsma
ve Sosyal Giivenlik Bakanhiginin Kurulmas: ile Kamu Personel Islemlerinin Yiiriitiilmesine
Iliskin  Bazi  Cumhurbaskanligit  Kararnamelerinde  Degisiklik ~ Yapilmasma  Dair
Cumhurbagkanlig1 Kararnamesi, 2021).
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Alanin sahip oldugu dort temel hedef Uluslararas1 Sosyal Hizmet Calisanlar Federasyonu
tarafindan; problemlerin iistesinden gelebilme ve miicadele etme kapasitelerinin arttirtlmasini
desteklemek, kisilerin hizmet ve kaynaklara erisimini saglamak, sistemin insan haklarina uygun
bir sekilde yiriitiilmesini saglamak ve sosyal politikalarin gelistirilmesine katkida bulunmak
olarak belirtilmistir (Duyan, 2014, s. 10).

1.2.2. Sosyal Calisma Gorevlileri

Yasamlarini saglikl bir sekilde siirdiirmek i¢in ¢esitli yardimlara ve destege ihtiyag duyan
bireylerin en uygun hizmet modellerinden faydalandirilmasini hedef alan sosyal calisma
gorevlileri Sheafor ve Horejsi (2014) tarafindan gesitliliklerle sekillendirilen bir meslek grubu
olarak belirtilmistir (Kirlioglu, 2019, s. 1).

Bu ¢esitlilikler toplumun genel yapisinin yan sira sahip olunan kiiltiirel 6geler, ekonomik
diizey, insanlarin iletisim ve davranis kaliplart seklinde nitelendirilebilmektedir. Sosyal ¢aligma
terimi Jeffrey Bracket tarafindan kavramsallastirilmis olup; bireylere karsi esitlik ilkesi
gozetilerek hizmet edilmesini esas alan bu alanda gorevli kisilerin sorumluluk duygusuna sahip
oldugu vurgulanmustir (Ersoy ve Dikici, 2018, s. 577). Insan dogasinin degisken ruh hallerini
gozlemleme becerisinin yani sira empati duygusu ve etik ilkesine de sahip olan bu gorevlilerin
amaci toplumun her kesiminden biitiin bireylere destek olmayi, rehberlik edebilmeyi ve ihtiyag
sahiplerinin devletin imkanlar1 kapsaminda gerek maddi gerekse manevi yardimlara
ulasabilmelerini saglamay1 icermektedir.

Mesleki gecmise bakildiginda eski donemlerde faal olan Himaye-i Etfal Cemiyeti
biinyesinde gorevlendirilen katipler tarafindan ¢ocuklara ait kayitlarin tutuldugu ve boylece
yapiya dair arsivlerin olusturuldugu bilinmekle birlikte ¢ocuklarin yetistirilmesinden sorumlu
gorevlilerin miirebbi yahut miirebbiye olarak nitelendirildigi ve ¢ocuklarin bedensel
temizliklerinin, kiyafetlerinin tertipli olmasinin da miibasirlerin sorumluluguna verildigi
bilgilerine erisilmistir (Sarikaya, 2010, s. 198).

Gunimiizde sosyal hizmetler alaninda farkli birimlerde hizmet sunumunu gergeklestiren
sosyal caligma gorevlileri ise sosyal caligmaci, psikolog, sosyolog, cocuk gelisimcisi, psikolojik
danigman ve rehber 6gretmen ile aile ve tiiketici bilimleri boliimiinden en az lisans diizeyinde
diplomaya sahip bireylerden olusmaktadir (Aile ve Sosyal Politikalar il Miidiirliikleri Gorev ve
Calisma Esaslar1 Yonergesi, 2015). Belirtilen gorevliler ihtiyag sahibi bireylerle goriisme
gerceklestirerek mesleki kanaatleri dogrultusunda ilgili hizmet modellerinden faydalanmalar
hususunda rapor yazmakta ve islem siirecini takip etmektedir.

2. Arastirmanin Amaci ve Onemi

Yapilan literatiir taramasinda iligkili aragtirmalar bulundugu tespit edilmesine karsin sosyal
calisma gorevlilerinin sahip olduklar1 pozitif psikolojik sermaye diizeyinin tespit edilmesi ve
sahip olduklar1 iyimserlik, umut, 6z yeterlilik ve dayaniklilik bilesenlerinin hizmet sunumuna
katkilarinin incelenmesi yoniinde herhangi bir caligma yapilmadig: belirlenmistir.

Olumsuz yasam deneyimi olan biitiin bireylere ve dolayli olarak topluma hizmet sunan
sosyal calisma gorevlilerinin sahip olduklar pozitif psikolojik sermaye bilesenlerinin hizmet
alanma katkilarinin incelenmesi, avantaj ve dezavantaj olarak nitelendirilebilecek olay
orgiilerinin tespit edilmesi, hizmet kalitesinin arttirilmasi kapsaminda Onerilerin saptanmasi
arastirmanin amaglarini olusturmaktadir. Sosyal ¢alisma gorevlilerinin psikolojik yeterliliklerinin
yani sira pozitif yonlii orgiitsel davraniglarinin da is ¢cergevesinde dnemli oldugu diistiniilmektedir.

Bu baglamda alanda gorevlendirilecek meslek elemanlarmin sahip olmasi gereken
ozelliklere, mevcut durumda calisanlarin sahip oldugu bilesenlerle sekillendirdikleri becerileri
kullanis bigimlerine ve hizmet siirecine dair verimliligi arttiracak unsurlarin tespitine yer
verilecek olmasi nedeniyle arastirmanin 6nceki ¢alismalardan farkliliklari mevcuttur.
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3. Yontem
3.1. Arastirmamn Modeli

Arastirma, Olgek kullaniminin sonrasinda goriisme araciligi ile elde edilen bulgularin
yorumlanma siirecini icermesi nedeniyle hem nicel hem de nitel bir ¢aligmadir. Nicel bulgularin
degerlendirilmesinin yamn sira igerik analizine dayali nitel arastirma yontemlerinin kullanilmasi
sebebi ile aragtirma karma bir yapiya sahiptir. Amag, konuyu hem nesnel hem de 6zel boyutta
irdeleyerek konunun farkli yonleriyle ele alinmasidir. Bu aragtirma kapsaminda sirali zamanlama
yapilarak oOncelikle nicel arastirmaya yonelik veriler toplanmis ve akabinde ikinci basamaga
gecilerek nitel arastirma yontemi ile verilere ulasilmustir. Arastirma desenlerinden biri olan
acimlayici sirali desen ile nicel arastirma yontemiyle elde edilen verilerin nitel veri sonuglarinin
acgiklamasia nasil yardimer oldugunu yorumlamaktadir ve bu sebeple agimlayici sirali desenin
uygulanmasi tercih edilmistir (Dede ve Demir, 2014, s. 79).

3.2. Arastirmanin Modeli

Aragtirmanin evrenini Canakkale ilinde sosyal hizmetler alaninda c¢alisan sosyal ¢aligma
gorevlileri olusturmaktadir. Bu dogrultuda ilk basamakta 35 kisi ile Olgcek uygulamasi
gergeklestirilmis ve yapilan puanlamaya istinaden en yiiksek ve en diisik puanlar1 alan
katilimcilar da dahil olmak iizere goénilliiliige bagl olarak farkli birimlerde hizmet sunan 18
sosyal caligsma gorevlisi ile goriisme gerceklestirilmistir.

3.3. Arastirmamn Sinirhliklar

Canakkale ilinde sosyal hizmet alaninda hizmet sunumunu gerceklestiren sosyal ¢aligma
gorevlilerinin sahip oldugu pozitif psikolojik sermaye bilesenleri ve bu dogrultuda hizmet
sunumuna dair goriisleri ile simirhidir. Ayrica ¢alisma sonuglar1 da veri toplama siirecinde
kullanilan araglarla simirhidir. Arastirman gergeklestirildigi donemde alinan verilerin analiz
edilmesi zaman smirliligini temsil etmekte iken, analiz i¢in yararlanilan programlar da bir diger
sinirlilik fakt6riinii olusturmaktadir.

3.4. Arastirmamin Problemleri ve Alt Problemleri

Aragtirmanin temel problemi sosyal hizmetler alaninda ¢aligan sosyal calisma
gorevlilerinin sahip olduklar1 pozitif psikolojik sermaye bilesenlerinin hizmet sunumuna
katkisinin olup olmadigidir. Bu dogrultuda olusturulan alt problemler su sekildedir:

1) Sahip olduklari pozitif psikolojik sermaye diizeyi sosyal ¢alisma gorevlilerinin hizmet
sunumuna katki saglar mi?

2) Sosyal ¢aligma gorevlilerinin 6z yeterlilik diizeyi hizmet sunumuna katki saglar m?
3) Sosyal calisma gorevlilerinin iyimserlik diizeyi hizmet sunumuna katki saglar m?
4) Sosyal ¢alisma gorevlilerinin umut diizeyi hizmet sunumuna katki saglar mi?

5) Sosyal calisma gorevlilerinin dayaniklilik diizeyi hizmet sunumuna katki saglar mm?

3.5. Veri Toplama Araclar

Sosyal ¢aligma gorevlilerinin demografik bilgilerinin tespit edilmesi amaciyla olusturulan
formda cinsiyet, yas, medeni durum, egitim diizeyi, brans, toplam hizmet siiresi, kurumdaki
hizmet siiresi, gorevli birimi ve ¢alisma statlisii degiskenlerini igeren agik uglu ifadelerden
olugmaktadir ve goniillii onam metni en {istte olacak sekilde katilimcilara sunulmustur.
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Dort temel bilesenin degerlendirilebilmesi amaciyla Luthans ve arkadaglar tarafindan
“Psychological Capital Measure” ismiyle gelistirilen “Pozitif Psikolojik Sermaye Olgegi”
Tiirkge’ye Cetin ve Basim tarafindan uyarlanmis olup; gegerlilik ve giivenirlik calismalari
yapilmistir (Cetin ve Basim, 2012 s. 127). Olgegin 6zgiin formatmin 6’11 likert tipte
olusturulmasma karsin Tirkge arastirma calismalarinda genellikle 5°li likert tip seklinde
puanlanmas1 yapilmistir. Uygulama sonucunda 6lg¢ekten alinan yiiksek puanlar kisilerin pozitif
psikolojik sermaye seviyelerinin yiiksek olduguna dair anlam igermektedir.

Alan yazin taramasi dogrultusunda konuya iliskin arastirmalar ve ¢alisma alami goz
onilinde bulundurularak diizenlenen goriisme formu bir 6gretim tiyesinin goriisiine basvurularak
sekillendirilmistir. Katilimcilarin pozitif psikolojiye dair genel goriislerinin, bilesenler hakkinda
fikirlerinin ve bu 6zelliklere sahip olup olmadiklarina yonelik diisiincelerinin yasamsal 6rneklerle
ele alinmasi hedeflenmistir. Ayrica alanda c¢alisanlarin sahip olmasi gereken niteliklere iliskin
bireysel goriislere, sahada basarili olmak i¢in 6nerilere ve hizmet alanina iligkin genel tavsiyelere
yer verilerek toplam 26 soru diizenlenmistir.

3.6. Verilerin Toplanmasi ve Analizi

Arastirmaya goniillii olarak katilim saglayan 35 sosyal ¢aligma gorevlisine Oncelikle
aragtirmanin amaci, bilgilerin gizliligi ve kimlik bilgilerinin ikinci basamakta gerceklestirilecek
olan gorisme siirecinde kullanilmak tizere alindigi belirtilmistir. Akabinde “Goniilli Onam
Formu”, “Demografik Bilgi Formu” ve “Psikolojik Sermaye Olgegi” teslim edilmeden once ne
kadar siirede doldurabileceklerine dair (15 ile 20 dakika arasi) bilgilendirme saglanmis ve ne
sekilde doldurulmasi gerektigi izah edilmistir. Arastirmada kullanilmak onam formu iistte olmak
tizere demografik bilgileri igeren form ve Olgek sirali bir sekilde katilimcilara arastirmaci
tarafindan teslim edilmistir. ilgili formlarmn doldurulmasi ve teslimi i¢in katilimcilara bir haftalik
siire verilmistir. Katilimcilara kod isimler verilerek arastirma siireci boyunca bu isimlerle
calismaya devam edilmistir. Siirece dair veriler Nisan 2021 - Mayis 2021 tarihleri arasinda
toplanmistir. Arasgtirma kapsaminda elde edilen bilgilerin degerlendirilmesi amaciyla
“Demografik Bilgi Formu’* ve ‘Psikolojik Sermaye Olgegi’* ile alman verilerin istatistiksel
analizi i¢in SPSS 26.0 (Statistical Package for Social Sciences) programi kullanilmistir.

Arastirmanin ikinci basamaginda ise ilk basamakta en diisiik ve en yliksek pozitif psikolojik
sermaye diizeyine sahip olan katilimcilarla birlikte goniillii olan ve farkli alanlarda hizmet sunan
gorevlilerle goriisme gerceklestirilmistir. Cogunlukla yiiz yiize gerceklestirilen goriismelerde
pandemi kurallarina riayet edilmis olmakla birlikte salginin risk teskil etmesi durumu gozetilerek
yatili kuruluslarda ¢alisan personellerle online baglanti araciligi ile goriisme gergeklestirilmistir.
Goriisme siiregleri ise her bir katilimer igin 30 ile 45 dakika arasinda degisen zaman dilimlerinde
uygulanmigtir. Goriisme araciligi ile erisilen veriler bilgisayar ortaminda yazili dokiiman
formatina doniistiiriilmiis ve temalara goére grup haline getirilerek igerik analizi
gergeklestirilmistir. Maxwell (1992)’in de belirtildigi lizere katilimcilar tarafindan kullanilan
kelimeler ve ciimleler (kodlar) incelenerek arastirma ile ilgisi olmayan boliimler ayiklanmis ve
veriler konuya uygun bir sekilde azaltilmistir (Akyol ve arkadaslari, 2020, s. 23). Belirtilen kodlar
araciligl ile MAXQDA programinda analiz islemi gergeklestirilmistir.

4. Bulgular

4.1. Demografik Bulgular

Yapilan arastirmaya 27’si (%77,1) kadin ve 8’1 (%22,9) erkek olmak iizere 35 kisi katilim
saglamigtir. Katilimeilardan 16’sinin (%45,7) bekéar, 19 unun (%54,3) evli oldugu belirlenmistir.
Sosyal ¢alisma gorevlilerinden 14 (%40) kisi 30 yas ve altinda; 14 (%40) kisi 31 yas ve 40 yas
araliginda; 7 (%20) kisi ise 41 yas ve lizeridir.
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Tablo 1. Sosyal Calisma Gorevlilerinin Mesleki Dagilimi

Degisken Kategori n %
Sosyal Hizmet Uzmani 11 31,4
Sosyal Calismaci 4 11,4
Psikolog 6 17,1

Meslek Alani Cocuk Gelisimci 3 8,6
Rehber ve Psikolojik Danisman 3 8,6
Sosyolog 7 20,0
Aile ve Tiiketici Bilimleri Gorevlisi 1 2,9

Arastirmaya katilim saglayan sosyal calisma gorevlilerinden 32 (%91,4) kisinin lisans
mezunu oldugu, 3 (%38,6) kisinin de yiiksek lisans mezunu oldugu belirlenmis olup; 11’1 (%31,4)
Sosyal Hizmet Uzmani, 4’1 (%]11,4) Sosyal Calismaci, 6’s1 (%17,1) Psikolog, 3’ii (%8,6) Cocuk
Gelisimci, 3’1 (%8,6) Rehber ve Psikolojik Danigman, 7’si (%20,0) Sosyolog ve 1’1 (%2,9) Aile
ve Tiiketici Bilimleri gorevlisi unvanina sahiptir.

Farkli hizmet birimlerinde hizmet sunumu gergeklestiren sosyal ¢alisma gorevlilerinden 9
(%25,7) kisi il miidiirligii biinyesinde, 17 (%48,6) kisi SHM’de, 2 (%5,7) CEKOM’da, 4 (%11,4)
kisi ¢ocuk evleri sitelerinde, 1 (%2,9) kisi CODEM’de ve 2 (%S5,7) kisi KKE’de gorev
yapmaktadir. Personel yogunlugunun SHM kisminda olmasi durumunun tiim birimlerin ilk
miiracaatlarinin burada yapilmasindan kaynaklandig1 ongériilmektedir.

4.2. Psikolojik Sermaye Olgegine iliskin Bulgular

Aragtirmanin ilk béliimiinde 35 kisi ile uygulanan Pozitif Psikolojik Sermaye Olgegine dair
SPSS programu iizerinden yapilan Cronbach Alfa analizi sonucunda “.870” oraninda gegerliligi
oldugu tepsit edilmistir. Cronbach Alfa ile elde edilen sonuglarin Tablo 2.’de belirtildigi sekilde
“.800” degerinin iizerinde olmas1 ugulanan 6l¢egin sorularinin i¢ tutarlilik gosterdigini ve 6lgegin
giivenirlik diizeyine sahip oldugunu temsil etmektedir.

Tablo 2. Olgegin Gegerlilik ve Giivenirlik Analizi

Cronbach Alfa Standardizasyon n

.870 872 24

Arastirmaya katilan 35 meslek elemani ile Pozitif Psikolojik Sermaye 6l¢egi uygulamasi
gerceklestirilmis olup; 6lgcek kapsaminda 120 puan iizerinden katilimcilar tarafindan alinan en
yiiksek puanm “112” oldugu, en diisiik puanin ise “68” oldugu belirlenmistir. Bu dogrultuda
calisanlarin genel anlamda pozitif kisilik 6zelliklerine sahip olduklarina dair bulgular edinilmistir.
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4.3.Goriisme Formuna iliskin Bulgular
4.3.1. Pozitif Kisilik Ozellikleri ve Pozitif Psikolojik Sermaye Bilesenlerine Dair Bulgular

Aragtirmanin ikinci basamaginda goniillii olan 18 katilimci ile goriisme gerceklestirilmis
olup; katilimcilarin pozitif kisiligin anlamina iligskin goriigleri frekans analizi ile incelendiginde
%55,6’s1 iyimserlik, %22.,2’si ¢6ziim yetenegi, %16,7’si mutluluk hali, %14,3’i dayaniklilik,
%11,1°1 goreceli bir kavram, %11,1°1 pozitif enerji, %11,1°1 beceri gelisimi, %11,1’1 giiven
vermek, %11,1°1 umut, %11,1°1 hosgorii, %5,6’s1 sakin olmak ve %5,6’s1 sorumluluk bilinci
olarak tanimlamislardir. Pozitif kisiligin iyimser olma durumu ile yiiksek oranda bagdastirildigi
diizenlenen kodlardan ortaya ¢ikan bir veridir.

Oz yeterliligin anlamina iliskin goriisleri frekans analizi ile incelendiginde %83 oraninda
0z giiven, %72,2 oraninda mesleki kabiliyet, %55,6 oraninda kisisel geligsim, %50,0 oraninda
kendine yetebilmek, %44,4 oraninda 6z farkindalik, %27,8 oraninda basari, %5,6 oraninda ¢ok
yonlii diisiinme, %5,6 oraninda ¢6ziim becerisi, %5,6 oraninda durumsal oldugu, %5,6 oraninda
ise tecriibe seklinde belirtmistir.

Umudun anlamina dair goriisleri frekans analizi ile incelendiginde %50,0 oraninda inang,
%38,9 oraninda gelecek plani, %38,9 oraninda hedef, %27,8 oraminda motivasyon, %5,6 oraninda
giic, %5,6 oraninda realizm seklinde tanimladiklari tespit edilmistir.

Iyimserligin anlamina dair goriisleri frekans analizi ile incelendiginde %55,6 oraninda
olumlu diisiinme, %33,3 oraninda motivasyon, %33,3 oraninda kisilik 6zelligi, %27,8 oraninda
inang, %27,8 oraninda alternatif ¢6ziim, %22,2 oraninda yasam deneyimlerine gore sekillenen bir
durum, %11,1 oraninda iliskileri giiglendirici bir unsuru, %5,6 oraninda ise pes etmeme 6zelligi
seklinde yorumlanmustir.
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Tablo 3. Dayaniklilik Bileseninin Anlamina Dair Bulgular

Dayamkhihik Kodlar %
Direngli olmak 52,9

Dayanikliligin Anlami Ustesinden gelmek 41,2
Olumsuz duygulara kapilmamak 29,4
Giiclii olmak 17,6
Kendini korumak 17,6
Vazgecmemek 11,8
Gerektigi kadar olmali 5,9

Dayaniklilik bileseninin anlamina dair goriigleri frekans analizi ile incelendiginde %529
oraninda direngli olmak, %41,2 oraninda iistesinden gelme becerisi, %29,4 oraninda olumsuz
duygulara kapilmamak, %17,6 oraninda gii¢lii olmak, %17,6 oraninda kendini korumak, %11,8
oraninda vazge¢cmemek, %5,6 oraninda gerektigi kadar olmasi gereken bir 6zellik seklinde
tanimladiklar tespit edilmistir.

4.3.2. Pozitif Kisilik Ozelliklerin Hizmet Alaminda Onemine fliskin Bulgular
Sekil 2. Pozitif Kisilik Ozelliklerinin Hizmet Alaninda Onemine Dair Kod Haritasi
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Kod haritas1 incelendiginde pozitif psikolojik sermayeyi temsil eden dort temel bilesen
tizerinden olusturulan alt kodlar vasitasi ile pozitif kisilik 6zelliklerinin hizmet alaninda ¢alisan
personel, hizmetin sunum siireci, miiracaatgilara yarari acgisindan degerlendirildigi tespit
edilmistir. Ilgili bilesenler ve baglh alt kodlari asagida ayrmtili olarak degerlendirilecektir.

Sosyal hizmetler alaninda gérev yapan meslek elemanlarinin 6z yeterlilige sahip olmasinin
vaka analizi yapabilme becerisi, dosyalar1 ¢cok yonlii degerlendirebilme ve ekip ici rehberlik
konularinda 6nemli oldugu tespit edilmistir. Bunun yan1 sira duygularin yonetimi, verimli bir ig
siireci, bagvuru yapanlara kars1 hosgorii, alanda sorumluluk alabilme yetisi, saglikli iletisimin
kurulmasi, miiracaatgilar agisindan da olumlu yansimalarin saglanmasi adina 6z yeterlilik hizmet
alaninda katki sunan bir kisilik 6zelligi olarak karsimiza ¢ikmaktadir.

Calisanlarin umuda sahip olmasinin; vakalara biitiinsel yaklasim sergilenmesi ve ¢6ziim
bulunmasi, is planina uyumlu adimlar atilmasi, miiracaatgilara fayda saglanmasi konularinda
onemli oldugu tespit edilmistir. Alanda pozitif bir yaklasim sergilenebilmesi noktasinda da
miiracaat¢ilara olumlu katkilar saglayan umut, hizmet alaninda etkili bir kisilik 6zelligi olarak
belirtilmistir.

Meslek elemanlarinin iyimser olmasimin miiracaat¢ilara karst olumlu tutum sergilenmesi
noktasinda bagvuranlardan olumlu déniitler alinmasi hususunda dnemli oldugu tespit edilmistir.
Alanda gerek miiracaatgilarla gerek alanda galisan diger personellerle olumlu iletisim kurulmasi,
mesleki dayanigmanin saglanmasi, vakalarin degisken durumlarina uyum saglanmasi agisindan is
kalitesini arttiran iyimserlik hizmet alaninda etkili bir kisilik 6zelligi olarak nitelendirilmistir.

Personellerin dayanikli olduklarma dair goriislerinin yogun bir diizeyde oldugu
belirlenmistir. Bu dogrultuda vakalarin olumsuzluklarina kars1 duygu kontroliiniin saglanmasi,
hedefe yonelik ¢abanin siirdiiriilmesi ve bagvuranlara destek verilmesi adina 6nemli oldugu tespit
edilmistir. Alanda zorluklarla miicadele edebilmek, vakalar1 cok yonlii bakis agisi ile incelemek,
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miiracaatci acisindan saglikli kararlar verebilmek ve bireylere destek olmak icin dayamiklilik
etkili bir kisilik 6zelligi olarak belirtilmistir.

Istihdam edilecek sosyal ¢aligma gorevlilerinin alana hakim olmalarmin, farkliliklara karst
saygill olmalarinin, ekip ¢alismasina yatkin olmalarinin, kisisel gelisimlerine 6nem vermelerinin,
iletisim becerilerine sahip olmalarinin sahip olmalar1 gereken en 6nemli Ozellikler olarak
yogunlukla belirtildigi tespit edilmistir.

Sonug¢ ve Oneriler

Sosyal caligma gorevlilerinin sahip olduklar pozitif psikolojik sermaye diizeylerinin iist-
orta seviyede oldugu, kullanilan 6l¢egin gegerlilige ve glivenirlige sahip oldugu tespit edilmistir.
Sosyal c¢alisma gorevlilerinin 6z yeterlilik bilesenine sahip olmasi halinde miiracaat¢ilara karsi
daha giiven verici yaklagim sergileyebilecekleri, analiz becerisi dogrultusunda kompleks yapidaki
vakalar1 ¢6ziime kavusturabilecekleri ve alanda daha verimli olabilecekleri sonucuna varilmistir.

Gorevlilerin pozitif psikolojik sermayenin bir diger alt bileseni olan umuda sahip olmasinin
bagvuranlara da umut ve motivasyon saglayacag; is cergevesinde belirlenen hedeflere erisilerek
yeni hedeflerin olusturulmasim destekleyecegi ve ekip dinamigini arttiracagi sonucuna
varilmistir. Ayrica umut, is kapsaminda bir sonraki vakaya gecebilmek igin islem siirecinin
tamamlanabilmesini saglamaktadir. Umudun organizasyonun siirekliliginin saglanmasi, alandaki
yeniliklerin takibi ve verimliligin arttilirilmas1 adina 6nemli bir basamak oldugu belirlenmistir.

Meslek elemanlarinin iyimserlige sahip olmasi, bireylere magduriyet durumlarinin
gegmiste birakabilmeleri ve gelecege giivenle bakabilmeleri hususunda bir ¢esit destek
niteligindedir ve hizmet siirecinin etkin bir sekilde yiiriitiilmesi adina olumlu katkilar sagladigi
sonucuna ulagilmistir.

Alanda siklikla olumsuz yasam Oykiisiine sahip vaka profilleri ile karsilasan sosyal ¢alisma
gorevlilerinin dayanikli olmalarinin, duygu yonetimi ile giiglii bir iliskisi oldugu tespit edilmistir.
Miiracaatgilarla goriisme gergeklestiritken ya da uygun hizmet modelini belirlerken
duygusalliktan uzaklasabilmeleri ve saglikli bir sekilde hizmet siirecini gergeklestirebilmeleri
hususunda dayaniklilik; hizmet alanina katki saglayan bir o0zellik olarak belirlenmistir.
Dayanikliligin, olumsuz durumlarin yan sira ihmal ve istismar vakalarinin iistesinden gelebilmek
ve bir sonraki vakaya gecebilmek i¢in meslek elemanlarinda olmasi gereken 6nemli bir kisilik
Ozelligi oldugu ve aym1 zamanda basvuru sahiplerini de giiglendirici bir unsur oldugu tespit
edilmisgtir.

Meslek elemanlarmin pozitif kisilik 6zellikleri; insanlarla bire bir c¢alisilan hizmet
alaninda 6nemli bir etkiye sahiptir. Miiracaatcilar1 herhangi bir 6n yargi tasimaksizin hosgori ile
karsilamak, bireylerle saglikli iletisim kurabilmek, hizmet modellerinin aktarimini saglamak,
vakay1 ¢ok yonli degerlendirerek uygun hizmetlerden yararlandirmak adina ¢6ziim Onerileri
gelistirebilmek ve ekip olarak ¢alisabilmek gibi durumlar dikkate alindiginda sosyal calisma
gorevlilerinin sahip oldugu pozitif psikolojik sermaye bilesenlerinin hizmet sunumuna olumlu
yonde katkilarinin oldugu sonucuna varilmistir.

Katilimcilar, yiiksek oranda mesleki deger kaybmin yasandigini ve oOrgilitsel destegi
yeterli diizeyde hissedemediklerini belirtmislerdir. Sosyal ¢alisma gorevlileri tarafindan algilanan
orgiitsel destegin daha fazla hissettirilmesinin hizmet sunumuna fayda saglayacagi géz 6nilinde
bulundurularak bu hususta yeni projelerin liretilmesi 6nem arz etmektedir. Bunun yam sira
kurumsal boyutta alinan kararlara sosyal c¢alisma gorevlilerinin de dahil edilmesi; meslek
elemanlarinin  aidiyet duygularim1  pekistirerek hizmet siirecini  sahiplenmelerine katki
saglayacaktir.

Gelisen toplum yapisina, miiracaat¢i profiline ve yeniliklere istinaden gergeklestirilecek
ihtiya¢ analizleri dogrultusunda mevzuat igeriklerinin ve iglem prosediirlerinin giincellenmesi
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yoniinde caligma yapilmasimin hizmet sunumuna katki saglayacagi ve sosyal ¢alisma
gorevlilerinin islem siirecini olumlu yonde etkileyecegi belirlenmistir.

Hizmet alanlarina yonelik giincel gelismelerin tasra teskilatina iletilmesinin, vaka
profillerine dair yaklasimlarin diger birimlerde hizmet sunan sosyal calisma gorevlileri ile
yoneticilerin dahil oldugu toplantilarda tartisilmasinin ve yeni yaklasimlarin yahut hizmet
modellerinin olusturulmasinin alana olumlu etkilerinin olacag: tespit edilmistir. Yapilacak hizmet
ici egitimler ve toplantilarla bu konularin degerlendirilerek yeni fikirlerin olusturulmasinin ve
ornek vaka durumlarinin temsil giiciinden faydalanilmasinin hizmet siirecine katki saglayacagi
kanaati olugmustur.

Farkli hizmet birimlerindeki sosyal calisma gorevlilerinin tiikenmislik sendromu
yasamamalar1 ve hizmeti saglikli bir sekilde yiiriitebilmeleri adina gorev alanina yatkin olduklar
birimlerin, donanimlarinin, egitimlerini tamamladiklari ya da devam ettikleri branglarin ve kisisel
tercihlerinin goz 6niinde bulundurulmasmin hem miiracaat¢ilar tarafindan hem de organizasyon
yapisi agisindan olumlu katkisinin olacagi belirlenmistir. Boylece sosyal ¢alisma goérevlilerinin
sahada daha istekli ve istikrarl1 bir sekilde gorevlerini siirdiirebilecegi ongoriilmektedir.
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