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test, ANOVA, correlation, and regression) by SPSS. A statistical significance level
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1. INTRODUCTION

In today's business world, where the impact of competition is felt in every field, it has been
revealed that the most important competitive factor of organizations is human resources (Ulrich,
1996). Talented and qualified employees who are committed to their institution and job constitute
desired workforce profile for all organizations. All business organizations want to see employees
with these qualifications in their institutions and thus gain a competitive advantage that is not easy
to imitate. The ‘core competence' strategy, which reveals a significant difference in strategic
management, can be summarized as business organizations having inimitable qualities and
competencies and existing in the business world with this. Skilled and competent employees,
which are the most important factors of these competencies, are more valuable to the organization
than other resources.

The concept of talent management is a management concept that has emerged in recent years and
reveals a specialized application form of 'strategic human resources management' in order to
recruit, train and develop talented individuals into the organization and to keep these employees
in the organization. Considering the importance of talented employees for the organization, as well
as the fact that they are more selective about the work environment and conditions than other
employees, the concept of talent management becomes more important for organizations (Sareen
and Mishra, 2016; Ansar & Baloch, 2018).

1.1. Talent Management

In today's business world, the competitive advantage of organizational entities is closely linked to
the abilities, competencies, and adaptability to change of their employees (Whitley, 2007). In an
environment where the organizational workforce is perceived as a key element, the selection,
training, and retention of qualified employees come to the forefront for organizational objectives.
Organizations strive to invest in their employees, aiming to find individuals with suitable potential
and talent to ensure that this investment is not in vain and yields returns. The efforts made by
organizations underscore the significance of talent management practices. When definitions
related to talents are examined in the academic literature, it is observed that the concept of talent
is expressed by highlighting its various characteristics.

The concept of talent is defined as the quality, ability, or aptitude of an individual to understand
or accomplish something ( www.tdk.gov.tr ). Talent is the capability of an individual to perform
tasks more easily, enhance productivity, and mobilize those around them to achieve success within
a specific period (Dogan & Demiral, 2008:150). According to Cirpan and Sen, talent can be
described as individuals with superior qualities at a level that could play a role in the destiny of an
organization, possessing the potential to fill managerial and technical positions with a promising
future (Cirpan & Sen, 2009:110). In another definition, talent encompasses the entirety of a
person's mental features, such as the ability to grasp specific relationships, analyze, solve
problems, and reach conclusions, as well as certain physical characteristics (Erdogan, 1999). While
talent is an innate potential that accompanies an individual, particularly in a specific field, it can
be defined as the systematic development and enhanced activity of this potential in a specific skill
area (Gagne, 2013:2). Individuals with exceptional abilities (giftedness) have greater talents.
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However, the concept of exceptional talent includes productivity and motivation (Renzulli, 1978).
Talented employees must have skills, wills, and purposes; they must be capable, committed, and
contributing (Ulrich & Smallwood, 2011:60). With these considerations, talent can be expressed
as the innate, individual capacities that individuals utilize in organizing their perception,
evaluation, actions, and behaviors, which develop through innate learning and application.

With the rise in the well-being of employees and the increasing importance of knowledge workers
in contemporary business organizations, the expectations of employees are undergoing a
transformation (Kelloway and Barling, 2000). Working in a meaningful, motivating, self-
improvement-oriented, continuously learning, talent-compatible, work-life balanced, and justly
distributed job is among the most crucial expectations of individuals today (Korkut, 2019).
Furthermore, the desire to manage career development within a certain systematic framework is
another significant expectation (Aksoy et al., 2016; Cirpan & Sen, 2009:112; Aslantas, 2024).
Retention of talent does not only mean of ensuring that a well qualified workforce is retained but
itis also linked to how these talents can be nurtured and motivated to consistently strive for success
and growth. The more employees' talents are managed and developed the more they are likely to
focus their energies on improving their performance and focus their individual energy to the
success of the organisation (Mpofu, 2012). In modern businesses, talented employees perceive
themselves not merely as assets but as investors, expecting a return on investment from their
organizations. In situations where their expectations are not met, these employees may easily leave
the organization or, in cases of dissatisfaction, work with low productivity, resulting in poor
performance that may lead to their own dismissal by managers, not voluntary departure (Dogan &
Demiral, 2008:156). From this perspective, according to Ulrich and Smallwood (2011:57), talent
means investing in the next generation.

The expectations of new talented employees are generally higher compared to other employees.
While these expectations vary, it can be stated that they are looking for a work environment that
is suitable for their talents and allows them to develop those talents. Simultaneously, they expect
to be rewarded in proportion to the contributions they make to the organization (Gallardo-Gallardo,
2018; Ng et al. 2010). According to Freiberg and Freiberg, individuals aware of their talents do
not base their job and workplace preferences solely on material conditions; rather, they blend their
financial and emotional expectations when making decisions. These expectations are outlined
below (Freiberg and Freiberg, 2005; cited in Altuntug, 2009):

- A work environment that considers the concepts of career and family together
- Assignment that is meaningful and can reveal talent

- Flexible working environment and hours

- Sincere and warm business friendship

- Management approach that enables and supports the sharing of information

- A work environment that includes hobbies and social relationships

The concepts of talent and talent management were brought to the forefront through McKinsey
research in 1997. McKinsey, a U.S.-based management consulting firm, conducted research on
talent with approximately 6,900 executives in 56 major American companies. The research
revealed that despite these companies not experiencing growth-related issues in the past five years,
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they faced challenges in terms of a competent workforce. The most significant issues reported by
managers were identified as attracting talented individuals to the organization (at a rate of 89%)
and retaining talented employees (at a rate of 90%). In the updated study in 2000, it was found that
attracting talent had become more challenging compared to the findings in 1997 (Axelrod,
Handfield-Jones & Welsh, 2001). Furthermore, according to the Talent Shortage research
conducted by Manpower Inc. in 2006, which involved 33,000 employees in 23 countries, problems
related to talented employees were identified (Atli, 2013:59).

The concept of talent management involves a planned and structured approach by the organization,
encompassing the recruitment, placement, and development stages of talented individuals, with
the desire to employ individuals who consistently perform high (Akar, 2015:25). Stockey defines
talent management as a conscious and planned approach to the execution of attracting, hiring,
developing, and retaining actions in alignment with the organization's current and future needs,
along with the skills and abilities of the workforce (Stockey, 2003). Viewing talent management
as a process, Cirpan and Sen assert that it is a management process centered around the 'Human
Resources," systematically working to bridge the gap between the talents needed for coping with
the challenges the company may face and achieving its goals by implementing strategies (Cirpan
& Sen, 2009).

Taking these definitions into consideration, talent management can be expressed as a specialized
advanced human resources practice that focuses on the employee, according to the understanding
of talent. It involves identifying key positions, tasks, and activities required in the organization,
attracting suitable talent for these positions, selecting, placing, orienting, training, and developing
them, as well as motivating and retaining them. The execution of necessary planning and
implementation efforts is integral to this talent-oriented approach.

Within this regard, for an effective implementation of talent management, organizations need to
determine in advance the strategy they will adopt, along with the roadmap and methodology.
Expectations related to talent management practices may vary within the framework of the
organization's field of activity and needs.

All these statements emphasize the significance of the talent management process for
organizations. Different researchers have proposed various models related to the talent
management process. According to Ashton and Morton (2005:29), the talent management process
consists of ten stages. These stages are:

- Revision of talent structures (a review of principles, job scope, and talent market trends),

- Positioning strategies (strategic or tactical decisions, planning actions and talent
processes),

- Job-integrated talents (strategic management process, three-month/annual business
plans, leadership, alignment of defined talent roles, and job quality),

- Talent-focused leadership approach,

- Talent and cultural alignment (common language, consistent messages, addressing
cultural characteristics, and mitigating negative impacts),

- Establishment of an accountability culture (quality, understanding of accountability),
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- Process design and implementation (human/technology issues, evaluation of talent
processes and deficiencies, success rates, examination of talent development potential,
achievement of talent performance),

- Evaluation of talent performance,

- Keeping talent management on the agenda,

- Review of talent management (deficiencies, comparison with other organizations).

According to another researcher, Cheese, to reveal the impact of talent management, there must
be dynamic integration stages between talented employees and the organization. These stages can
be expressed as discovering talent, developing talent, distributing talent, and aligning talents with
business strategies (Cheese, 2008:30)

In another study (Tabancali & Korumaz, 2014), the talent management process is expressed as
follows:

- Defining goals and strategies,

- ldentifying key positions,

- Defining requirements suitable for the position,
- Creating a talent pool,

- Recruitment,

- Training and development,

- Performance evaluation, and

- Retention - building commitment.

Then, in order to achieve their organizational objectives through employees, organizations need to
meet the needs of employees, implement practices that motivate them, and establish organizational
commitment. Organizations that fail to motivate and establish commitment among their employees
may find it challenging to succeed. While individuals have various needs, it is observed that the
individual need for a career perspective where they can showcase their talents, believe they need
to personally accomplish something, and make efforts towards it is crucial. Creating an appropriate
and accessible career plan within the organization will enhance employee commitment and reduce
the intention to leave the job.

1.2. Intent to Leave

In today's competitive business environment, where companies need to exert more effort to stay
afloat, it can be asserted that talented employees with specific competencies and high
organizational commitment are a valuable part of the business. The recruitment, orientation, skill
development, motivation, and establishment of corporate loyalty for these employees form a
significant aspect of intellectual capital (Ashton, 2005; Zhou & Fink, 2003). However, fulfillment
of employees’ needs and ensuring the consistent continuity of this situation are essential. The
departure of a talented and qualified employee, on whom the organization has exerted such efforts
and investment, will not only lead to significant financial losses but also result in intangible losses
for the organization (Allen, 2012). This aspect should be taken into consideration by businesses.
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The intention of employees to leave the organization has been a critical issue for organizational
management for years, and it is still considered a significant problem area for organizations today
(Rainayee, 2013:48). Organizations particularly desire qualified employees to continue working
for them over the long term. This is because the departure of employees who socialize within the
organization, exhibit organizational commitment, and demonstrate high performance is thought to
lead to significant costs for the organization in terms of the investments made in the employees
(recruitment, orientation, training, etc.) (Celik & Cira, 2013:11). Therefore, high employee
turnover is acknowledged as a significant problem for organizations. The costs of new employees
for the organization are high, and their work quality is lower (Fakunmoju et al., 2010:313). The
departure of qualified and talented employees, who require significant effort, capital, and time for
development in line with the organization's goals and objectives, becomes a significant cost factor
for organizations (Ustiin & Dogan, 2014:576).

The concept of turnover behavior and turnover intention are distinct in academic literature.
Turnover behavior refers to an employee terminating their employment, whereas turnover
intention signifies the employee's contemplation of terminating their employment before actually
doing so. Broadly, turnover intention is described as an individual's intention to leave their current
workplace. Specifically, it can be characterized as an individual's subjective estimate of the
likelihood of leaving an organization in the near future (Cho et al., 2009:374). According to Kang,
turnover intention is defined as the conscious probability of an employee leaving their current job
in the near future and is considered a crucial determinant of turnover behavior (Kang et al., 2015).
Rainayee posits that turnover intention is the organizational member's subjective feelings and
cognitive intent regarding their current job and work environment in light of alternative
opportunities (Rainayee, 2013:48). Yener describes turnover intention as the employee's deliberate
and willing desire to leave their job (Yener, 2014:81).

Alternatively, turnover intention can be defined as a destructive and active action exhibited by
employees when dissatisfied with their working conditions (Onay & Kilci, 2011:365). In
summary, ‘turnover intention' can be expressed as the reluctance of an individual to continue their
organizational role in the future for organizational or external reasons (Aksoy et al., 2016), which
has not yet materialized into an actual decision to leave. From another perspective, turnover
intention is a tendency manifested in reduced job performance, weakened organizational
commitment, and behaviors of incongruence with the work environment and other
employees(Aslantas, 2024). In essence, turnover intention represents an inclination to terminate
current employment, signaling the initiation of a process leading towards transitioning to another
job that the employee believes will fulfill their expectations.

The departure of highly skilled and qualified elite personnel with high performance is not a
desirable situation for businesses. The intention of individuals to leave their jobs before actually
leaving is a significant precursor to turnover behavior, and identifying and eliminating the reasons
during the intention phase can guide businesses in employee retention (Ari et al., 2010:144).
Generally, employees exhibit their intentions to leave their jobs through various behaviors before
actual turnover. It is essential for managers to first identify the feasibility level of this intention
along with its reasons, present solution options, and address the issue in order to guide businesses
in acquiring and retaining personnel.
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For every employee contemplating leaving their job, the factors giving rise to turnover intention
may vary based on the employee's needs and expectations from the organization. However, upon
examining various studies, it is observed that there are some common factors contributing to the
formation of turnover intention. In the literature, the factors leading to voluntary turnover
intention, initiated by the employee's own will, are evaluated as organizational and non-
organizational factors (Gebremichael, 2019; An et al., 2022; Park & Min, 2020; Olya et al., 2022;
Ozer & Aslantas, 2023). Various external factors (such as unemployment rate, alternative job
opportunities, etc.), organizational factors (management style, job satisfaction, salary, rewards,
workload, job dissatisfaction, etc.), and personal factors (gender, age, family, health, education,
and cultural level, etc.) are seen to influence turnover intention.

Within the organizational environment, numerous events occur that positively or negatively impact
employees. Positive situations, depending on the employee's perception, increase the intention to
stay in the organization, while negative situations may trigger the intention to leave. According to
Sahin, organizations resort to elements such as job design, incentives, and improvements in
salaries to retain qualified workforce and enhance job satisfaction (Sahin, 2011:285). If
motivational incentives are not adequately implemented by the organization, employees may
contemplate evaluating alternative job options (Kingir et al., 2016).

Turnover intention is akin to a seed planted in the realm of thought. It germinates, grows, and
develops as conditions mature. The growth and development of this thought lead to various
negativities. These adversities, in a vicious cycle, nourish and amplify the intention. If the
environment and conditions affecting the employee are not rectified, the employee may leave the
organization. Even if an employee has an intention to leave the job for any reason, not acting on
that intention may still result in detrimental effects for the organization due to the employee's
negative attitude.

1.3. The Relationship Between Talent Management and Intention to Leave

Turnover intention is a significant precursor to the act of leaving a job, emerging as the desire of
employees to terminate their employment due to job-related or non-job-related reasons. One
influential factor contributing to the formation of employees' intention to leave is the evaluation
of whether the tasks they perform align with their capabilities or not (Cardy & Selvarajan, 2006).
When the job aligns with their abilities, employees are expected to achieve higher job satisfaction.
Conversely, when the job does not match their abilities, it is assessed that it may lead to low morale
and difficulties in work life. The exploration of the relationship between talent management and
intention to leave seeks to unveil the strategies and practices organizations employ to attract,
nurture, and retain their workforce. Talent management encompasses diverse dimensions such as
recruitment, training, career development, and performance management. Understanding how
talent management practices impact employees' intentions to leave is crucial for organizations
striving to bolster employee retention and overall organizational effectiveness. (Rumawas, 2021;
Al-Dalahmeh et al., 2020).

2. Methodology
2.1. Purpose and Significance of the Study
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The aim of this research is to investigate the impact of talent management strategies employed by
banks, particularly in a field where employee skills, such as in the banking sector, create significant
difference and value concerning the quality of the produced services. The objective is to examine
the influence of these talent management strategies on the factor of employees' intention to leave,
thereby assessing the effectiveness of talent management in the industry.

While this topic has been partially explored in other application areas (Skerhdkova et al., 2022;
Fahmi & Mohamed, 2020), there is a lack of sufficient research regarding the application and
results in the banking sector. This study is anticipated to reveal important data regarding the
influence of talent management on employees' intention to leave in the banking sector, fostering
awareness, especially in the planning and implementation of talent management practices within
the industry. Within this framework, the goal is to employ, train, develop, and plan careers for
employees based on their talents. Consequently, this approach aims to enhance the quality of
services produced, establish a healthy work environment, and generate awareness in the banking
sector regarding the importance of considering talent-related factors in planning and
implementation.

2.2. Research Hypotheses

The research question addressing this issue is formulated as follows: 'Is there a relationship
between talent management and turnover intention?"

To uncover the relationship between talent management and its sub-dimensions with turnover
intention, the following hypotheses will be tested:

H1: There is a significant relationship between talent management and the intention to leave the
job.

H1la: There is a significant relationship between the sub-dimension of Self talent assessment of
talent management and the intention to leave the job.

H1b: There is a significant relationship between the sub-dimension of career talent assessment of
talent management and the intention to leave the job.

Hlc: There is a significant relationship between the sub-dimension of organizational talent
assessment of talent management and the intention to leave the job.

2.3. Scope and Sample

The population of the study consists of employees working in public banks in Diyarbakair,
Sanlrfa, Mardin, Gaziantep, and Batman provinces of Turkey. A total of 550 surveys were
randomly distributed to bank employees in these provinces. Out of these surveys, 442 were
successfully collected. Among them, 21 surveys were marked in a way that rendered them
ineligible for evaluation and were consequently excluded. As a result, 421 surveys were considered
for analysis

2.4. Research Methodology and Measurement Instrument

The data collection phase of the research employed a questionnaire consisting of two sections. The
demographic variables section of the questionnaire included items such as gender, age, marital
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status, educational background, title, and years of service. The second section of the questionnaire
comprised the talent management scale and turnover intention scale.

In the classification of the scales, a 5-point Likert scale was used, with n=5, and the value of n-
1/n= 0.8 was determined. Additionally, the following value range was utilized for making general
interpretations about the scale-related data:

1.00 <n < 1.80 Range: Very Low
1.81 <n <2.60 Range: Low

2.61 <n <3.40 Range: Moderate
3.41 <n <4.20 Range: High

4.21 <n <5.00 Range: Very High

Factor and item averages have been interpreted and discussed in accordance with the
classifications mentioned above.

Table 1. Value Ranges for 5-Point Likert Type Preferences

Weight ~ Options Bounds Classification
1 Strongly Disagree 1.00-1.80 -ow
2 Disagree 1.81-2.60 Low
3 Partially Agree 2.61-3.40 Moderate
4 Agree 3.41-4.20 High
5 Strongly Agree 4.21-5.00 Very High

The correspondences of the marked items based on preference weights are provided in the table.

2.4.1. Talent Management Scale

The Talent Management Scale was formed by incorporating certain items taken from a scale
developed by Tutar et al. (2011), along with additional items added through literature review and
expert opinions. Factor Analysis and Reliability Coefficient of Talent Management Scale Items
were analyzed. It is seen that the scale consists of 3 dimensions. These dimensions are Self Talent
Assessment, Career Talent Assessment and Organizational Talent Assessment. The reliability
coefficient (Cronbach Alpha) of all items of the talent management scale, which consists of 18
items in total, was found to be 0.942. While naming the dimensions of talent management, the
following evaluations were taken as basis.

Self-Talent Assessment: This dimension represents an individual process where employees
evaluate their tasks based on their own skills and competencies.
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Career Talent Assessment: This dimension refers to organisational processes that support
employees in determining their individual development and future career goals based on their
existing talents.

Organizational Talent Assessment: This dimension evaluates, from the employees' perspective,
the organization's attitude towards talented employees and its practices in talent assessment.

2.4.2. Turnover Intention Scale

The fourth scale of the questionnaire, the "Turnover Intention Scale," was adapted for the study by
taking three items from a scale used in the doctoral thesis of Biiyiikbese (2012), which was
originally derived from Reychav and Weisberg (2009) and consists of five items with a reliability
coefficient of (Cronbach's alpha) 0.93. Alongside these items, an additional 5 items were created
through literature review and expert input, resulting in an 8-item scale. The scale was subjected to
factor analysis and reliability analysis. The Turnover Intention Scale items, factor analysis results
and reliability coefficient (Cronbach alpha) value were measured as 0.89.

2.5. Data Analysis

In this study, the survey research method was employed. A total of 421 evaluations from
employees were gathered through a constructed survey, and various statistical methods and test
techniques (frequency distribution, mean, t-test, ANOVA, correlation, and regression) were
utilized for analysis using SPSS v18.0. A statistical significance level of p<0.05 was considered
in the analysis. To determine whether parametric or non-parametric tests would be applied on the
survey data, a normality test was conducted. As the Skewness-Kurtosis values of turnover
intention and ability scales fell within the range of (-1.96; +1.96), indicating a normal distribution,
the decision was made to apply parametric tests. The analysis of the data was conducted based on
the total scores of participants' responses to the scale items.

3. RESULTS AND DISCUSSION

This section presents the findings obtained through the analyses conducted in the study.

3.1. Demographic Characteristics of the Study Participants

The section on participants' demographic characteristics includes tables and evaluations
specifying the gender, age, marital status, educational background, position in the organization,
and years of service of the employees participating in the study.

3.1.1. Distribution According to Participants' Genders
The distribution of participants by gender is shown in Table 2.

Table 2. Table of Participant Distribution According to Gender

Cumulative  Percentage

N P %
Gender ercentage (%) (%)
Male 204 48,5 48,5
Female 217 51,5 100
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Total 421 100

When examining the distribution of bank employees participating in the study according to gender,
as presented in Table 2, it was determined that 48.5% of the employees (204 individuals) were
male, while 51.5% (217 individuals) were female.

3.1.2. Distribution According to Age Groups of Participants
The distribution of participants according to age groups is illustrated in Table 3.

Table 3. The Table of Distributions According to Age Groups of Participants

Age N Percentage (%) Cumulative Percentage (%)
21-30 218 51,8 51,8

31-40 150 35,6 87,4

41-50 52 12,4 99,8

51-60 1 0,2 100

Total 421 100

When Table 3 is examined, it is determined that the distribution of bank employees participating
in the research according to age groups is as follows: 51.8% (218 individuals) in the 21-30 age
range, 35.6% (150 individuals) in the 31-40 age range, 12.4% (52 individuals) in the 41-50 age
range, and 0.2% (1 individual) in the 51-60 age range. There are 218 employees in the 21-30 age
group and 150 employees in the 31-40 age group

3.1.3. Distribution According to Marital Status of Participants
The distribution according to the marital status of the participants is shown in Table 4.

Table 4. The Table of Distributions According to Marital Status of Participants

Marital Status N Percentage (%) Cumulative Percentage (%)
Married 280 66,5 66,5
Single 141 335 100
Total 421 100

Upon examining the distribution according to marital status of bank employees, as indicated in
Table 4, it was found that 66.5% of the employees (280 individuals) are married, while 33.5%
(141 individuals) are single.

3.1.4. Distribution According to Educational Levels of Participants
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The distribution according to the educational levels of the participants is presented in
Table5.

Table 5. The Table of Distributions According to Educational Levels of Participants

Educational Status N Percentage (%) Cumulative Percentage (%)
High School 38 9 9
Associate Degree 18 4,3 13,3
Bachelor's Degree 311 73,9 87,2
Postgraduate 54 12,8 100
Total 421 100

Upon examining the distribution according to educational levels of bank employees
participating in the research, as indicated in Table 5, it was found that 9% of the employees (38
individuals) have completed high school, 4.3% (18 individuals) have completed an associate
degree, 73.9% (311 individuals) have completed a bachelor's degree, and 12.8% (54 individuals)
have completed postgraduate education. It is observed that the total percentage of those with high
school and associate degree education is 13.3%.

3.1.5. Distribution According to Titles of Participants
The distribution according to the titles of the participants is presented in Table 6.

Table 6. The Table of Distributions According to Titles of Participants

Title Number Percentage (%) Cumulative Percentage (%)
Bank Assistant 54 12,8 12,8

Service Representative 17 27,8 40,6

Service Supervisor 97 23 63,7

Specialist Assistant 5 1,2 64,8

Specialist 8 1,9 66,7

Assistant Director 70 16,6 83,4

Director 49 11,6 95

Branch Manager 21 5 100

Total 421 100

Upon examining the distribution according to the titles of bank employees, as indicated in
Table 6, it was found that 12.8% of the employees (54 individuals) hold the title of bank assistant,
27.8% (17 individuals) are service representatives, 23% (97 individuals) are service supervisors,
1.2% (5 individuals) are specialist assistants, 1.9% (8 individuals) are specialists, 16.6% (70
individuals) are assistant directors, 11.6% (49 individuals) are directors, and 5% (21 individuals)
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are branch managers. The titles mentioned here are based on the positions in Ziraat Bank, while
titles in Halk Bank and Vakiflar Bank may differ, they have been categorized accordingly for the
purpose of this classification.

3.1.6. Distribution According to Years of Service of Participants

The distribution according to the years of service of the participants is illustrated in Table
1.

Table 7. The Distributions According to Years of Service of Participants

Years of Service N Percentage (%) Cumulative Percentage (%)
0-5 year 202 48 48

6-10 year 135 32,1 80

11-15 year 10 2,4 82,4

16-20 year 63 15 97,4

21-25 year 11 2,6 100

Total 421 100

When examined according to the years of service, as shown in Table 7, it is determined
that 48% of the bank employees participating in the research (202 individuals) have 0-5 years of
service, 32.1% (135 individuals) have 6-10 years, 2.4% (10 individuals) have 11-15 years, 15%
(63 individuals) have 16-20 years, and 2.6% (11 individuals) have 21-25 years of service.

3.2. Statistical Findings on Talent Management Scale

The talent management scale consists of self-assessment, career assessment, and organizational
assessment dimensions. In this section, descriptive statistical analyses will be conducted for the
items that encompass these dimensions.

3.2.1. Statistical Findings on the Sub-Dimensions of Self-Talent Assessment in
Talent Management

The items related to the self-assessment dimension of the talent management scale and preference
statistics are presented in Table 8.

Table 8. Statistical Distribution Table for Items Related to the Sub-Dimension of Self-Talent
Assessment

[<5] (5]
5 L B o 3 .
Items c 2 = = 3 c 3 =
o » » > = o = B
s .2 2 [} = s 9
»n 0 & b < n < =
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f % f % f % f % f %

1. | believe that the work I do is
suitable for my abilities.

2. | believe that I use my talents
to their full capacity inawaythat 7 1,7 33 7,8 101 24,0 156 37,1 124 295 3,80
is suitable for the work I do.

3. | am serving in my
department based on my
experiences and professional
qualifications.

4. | am serving in my
department based on my personal 39 9,3 68 16,2 96 22,8 134 31,8 8 20,0 3,37
characteristics.

5. | possess expertise at the level
required for the skills needed for 7 1,7 30 7,1 93 221 172 40,9 119 28,3 3,86
the job I perform.

6. | believe that my managers 1
make sufficient use of my talents.

16 38 22 52 86 204 160 38,0 137 32,5 3,90

19 45 50 119 78 185 159 37,8 115 27,3 3,71

43 41 9,7 126 299 164 39,0 72 17,1 3,54

1- When the responses to the statement "I believe that the work | do is suitable for my abilities"
were examined, it was observed that the total of partially agree, agree, and strongly agree options
was 90.9%, and the item average was agree (3.90).

2- When the responses to the statement "I believe that | use my talents to their full capacity in a
way that is suitable for the work | do" were examined, it was found that the total of partially agree,
agree, and strongly agree options was 90.6%, and the item average was agree (3.80).

3- When the responses to the statement "'l am serving in my department based on my experiences
and professional qualifications" were examined, it was noted that the total of partially agree, agree,
and strongly agree options was 83.6%, and the item average was agree (3.71).

4- When the responses to the statement "I am serving in my department based on my personal
characteristics" were examined, it was observed that the total of agree and strongly agree options
was 51.8%, and the item average was partially agree (3.37).

5- When the responses to the statement "I possess expertise at the level required for the skills
needed for the job I perform™ were examined, it was found that the total of partially agree, agree,
and strongly agree options was 91.3%, and the item average was agree (3.86).

6- When the responses to the statement "I believe that my managers make sufficient use of my
talents™ were examined, it was noted that the total of agree and strongly agree options was 56.1%,
and the item average was agree (3.56).
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3.2.2. Statistical Findings on the Sub-Dimensions of Career Talent Assessment in
Talent Management

The items related to the career assessment dimension of the talent management scale and
preference statistics are provided in Table 9.

Table 9. Statistical Distribution Table for Items Related to the Sub-Dimension of Career Talent
Assessment

[¢B) [¢B)
58 & E s Ty
Items S & S = 2 s 2
s = — <5} (o) =T )] c
»n 0O [a) 2 < n < 3
f % f 9% f % f % f % =

1. My managers provide new

opportunities for my professional 25 59 39 9,3 101 24,0 148 35,2 108 25,7 3,36
development.

2. My managers provide

sufficient support for my personal 26 6,2 39 93 90 214 164 39,0 102 24,2 3,65
development.

3. My managers assist me in

career planning related to my 31 7,4 42 10,0 97 23,0 153 36,3 98 23,3 3,58
talents.

4. 1 believe that my managers have

fully discovered the talents | have 25 59 82 19,5 147 34,9 105 249 62 14,7 3,23
for the work | do.

5. Effective leadership is provided

to talented employees in the 37 88 83 19,7 114 27,1 116 27,6 71 16,9 3,23
organization where | work.

1- When the responses to the statement "My managers provide new opportunities for my
professional development™ were examined, it was observed that the total of agree and strongly
agree options was 60.9%, and the item average was partially agree (3.36).

2- When the responses to the statement *My managers provide sufficient support for my personal
development™ were examined, it was found that the total of partially agree, agree, and strongly
agree options was 84.6%, and the item average was agree (3.65).

3- When the responses to the statement "My managers assist me in career planning related to my
talents” were examined, it was noted that the total of partially agree, agree, and strongly agree
options was 82.6%, and the item average was agree (3.58).

4- When the responses to the statement "I believe that my managers have fully discovered the
talents I have for the work | do" were examined, it was observed that the total of partially agree
and strongly agree options was 74.5%, and the item average was partially agree (3.23).
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5- When the responses to the statement "Effective leadership is provided to talented employees in
the organization where | work™ were examined, it was found that the total of partially agree, agree,
and strongly agree options was 71.6%, and the item average was partially agree (3.23)..

3.2.3. Statistical Findings on the Sub-Dimensions of Organizational Talent
Assessment in Talent Management

The items and preference statistics related to the organizational assessment dimension of the talent
management scale are presented in Table 10.

Table 10. Statistical Distribution Table for Items Related to the Sub-Dimension of Organizational
Talent Assessment

38 & = 5
Items § g g % gg) § %a
»h 0 a) pd < n < s
f % f % f % f % f % =2
1. Job rotation is implemented for
talented  employees in the 53 12,6 71 16,9 114 27,1 131 31,1 52 12,4 3,13

organization where | work.

2. Future-oriented potential
performance evaluations are
conducted for talented employees in
the organization where | work.

3. A strategy to attract competent
minds is implemented in the 49 11,6 97 23,0 116 27,6 124 29,5 35 83 2,99
organization where | work.

4. My managers provide mentorship

(career counseling) to talented 48 11,4 90 21,4 132 31,4 101 24,0 50 11,9 3,03
employees.

5. My managers select the most
talented employee for positions.

6. My managers ensure strong
coordination among talented 36 8,6 69 16,4 135 32,1 129 30,6 52 124 3,21
employees.

7. My managers stimulate my interest
in the work I do.

38 9,0 76 18,1 119 28,3 145 344 43 10,2 3,18

54 12,8 59 14,0 147 34,9 106 25,2 55 13,1 3,11

33 78 64 152 136 32,3 125 29,7 63 150 3,28

1- When the responses to the statement "Job rotation is implemented for talented employees in the
organization where | work™ were examined, it was observed that the total of agree and strongly
agree options was 43.5%, and the item average was partially agree (3.13). The total of strongly
disagree, disagree, and partially agree options was 56.6%.
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2- When the responses to the statement "Future-oriented potential performance evaluations are
conducted for talented employees in the organization where | work™ were examined, it was found
that the total of agree and strongly agree options was 44.6%, and the item average was partially
agree (3.18). The total of strongly disagree, disagree, and partially agree options was 55.4%.

3- When the responses to the statement "A strategy to attract competent minds is implemented in
the organization where | work™ were examined, it was noted that the total of agree and strongly
agree options was 37.8%, and the item average was partially agree (2.99). The total of strongly
disagree, disagree, and partially agree options was 62.2%.

4- When the responses to the statement "My managers provide mentorship (career counseling) to
talented employees™ were examined, it was observed that the total of agree and strongly agree
options was 35.9%, and the item average was partially agree (3.03). The total of strongly disagree,
disagree, and partially agree options was 64.2%.

5- When the responses to the statement "My managers select the most talented employee for
positions™ were examined, it was found that the total of agree and strongly agree options was
38.3%, and the item average was partially agree (3.11). The total of strongly disagree, disagree,
and partially agree options was 61.7%.

6- When the responses to the statement "My managers ensure strong coordination among talented
employees” were examined, it was observed that the total of agree and strongly agree options was
33%, and the item average was partially agree (3.21). The total of strongly disagree, disagree, and
partially agree options was 77%.

7- When the responses to the statement "My managers stimulate my interest in the work | do™ were
examined, it was found that the total of agree and strongly agree options was 44.7%, and the item
average was partially agree (3.28). The total of strongly disagree, disagree, and partially agree
options was 55.3%.

3.3. Statistical Findings on the Turnover Intention Scale
The items and preference statistics related to the turnover intention scale are provided in Table 11.

Table 11. Statistical Distribution Table for Items Related to the Turnover Intention Scale

=38 3 = =)
c =) = ‘D c 3
Items S 3 5 2 S £5
n 0 a pa < n < S
[«5)
f % f % f % f % f % =

1. I may leave my current job if | find a
more suitable position for my skills.

2. | am considering leaving the job due
to management-related issues.

81 19 104 25 91 22 70 17 75 18 2,89

177 42 141 34 60 14 29 69 14 33 1,96
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3. | am contemplating leaving the job
due to the nature of the work | do.
4. 1 am thinking of leaving the job due
to personal issues.
5. | often contemplate quitting my job in
this organization.
6. 1 am actively considering leaving this
organization and actively looking fora 205 49 140 33 36 86 20 48 20 48 184
new job.
7. If 1 had another job opportunity, |
would leave my current job.
8. It is highly likely that I will actively

. 211
search for a new job next year

167 40 149 35 48 11 34 81 23 55 2,04

207 49 156 37 22 52 17 4 19 45 1,78

182 43 124 30 62 15 24 57 29 69 2,04

149 35 110 26 68 16 40 95 54 13 238

50 125 30 35 83 21 5 29 69 1,89

1- Regarding the statement 'l may leave my current job if I find a more suitable position for my
skills,” when examining the marked preferences, the total of strongly disagree, disagree, and
somewhat agree options is 66%, with an average rating of somewhat agree (2.89).

2- For the statement 'l am considering leaving the job due to management-related issues,’
when examining the marked preferences, the total of strongly disagree, disagree, and somewhat
agree options is 90%, with an average rating of disagree (1.96).

3- Concerning the statement 'l am contemplating leaving the job due to the nature of the
work | do," when examining the marked preferences, the total of strongly disagree and disagree
options is 86%, with an average rating of disagree (2.04).

4- Regarding the statement 'l am thinking of leaving the job due to personal issues," when
examining the marked preferences, the total of strongly disagree and disagree options is 91.2%,
with an average rating of strongly disagree (1.78).

5- For the statement 'l often contemplate quitting my job in this organization,’ when examining the
marked preferences, the total of strongly disagree and disagree options is 88%, with an average
rating of disagree (2.04).

6- Concerning the statement 'l am actively considering leaving this organization and
actively looking for a new job," when examining the marked preferences, the total of strongly
disagree and disagree options is 90.6%, with an average rating of disagree (1.84).

7- Regarding the statement 'If | had another job opportunity, | would leave my current job,'
when examining the marked preferences, the total of strongly disagree, disagree, and somewhat
agree options is 77%, with an average rating of disagree (2.38).

8- Concerning the statement 'It is highly likely that I will actively search for a new job next
year," when examining the marked preferences, the total of strongly disagree and disagree options
is 88.3%, with an average rating of disagree (1.89).
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3.4.Relationship (Correlation) Analyses

The correlation table of talent management and its sub-dimensions, namely self-talent sub-
dimension, career talent sub-dimension, and organizational talent sub-dimension with turnover
intention is presented in Table 12.

Table 12. Correlation Table

Intention to Leave
Talent Management

Employment
Talent Management i
Intention to Leave Employment -0,399™ 1
Self-Talent Subdimension 0,790 -0,315™
Career Talent Subdimension 0,916™ -0,364™"
Organizational Talent Subdimension 0,925™ -0,371

**_Correlation is significant at the 0.01 level (2-tailed).

When examining the relationship (correlation) analyses presented in Table 12, the following were
found out:

There is a negative, linear, and moderately strong relationship (r= -0.39) between 'Talent
Management' and ‘Intention to Leave," and this relationship is significant (p<0.01). Hypothesis H1
is confirmed.

There is a negative, linear, and moderately strong relationship (r=-0.31) between the subdimension
‘Self-Talent' of Talent Management and 'Intention to Leave,' and this relationship is significant
(p<0.01). Hypothesis H1la is confirmed.

There is a negative, linear, and moderately strong relationship (r=-0.36) between the subdimension
‘Career Talent' of Talent Management and 'Intention to Leave," and this relationship is significant
(p<0.01). Hypothesis H1b is confirmed.

There is a negative, linear, and moderately strong relationship (r=-0.37) between the subdimension
‘Organizational Talent' of Talent Management and 'Intention to Leave," and this relationship is
significant (p<0.01). Hypothesis H1c is confirmed.

3.5. Effect (Regression) Analyses on the Intention to Leave and Talent Management
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The impact analysis on the intention to leave and behavioral aspects of talent management sub-
dimensions, namely Self-Talent, career talent, and organizational talent, is presented in Table 13
and Table 14.

Table 13. Table of Impact Analysis on Intention to Leave and Talent Management

Model R R? Adjusted R? Estimated Standard Error

1 0,399° 0,159 0,153 0,83097

a. Influencers: Self-Talent, Organizational Talent, Career Talent

ANOVA?P
Square of the
Model Sum of Squares df Mean F P
Regression 54,563 3 18,188 26,340 0,000?
1 Residual 287,940 417 0,691
Total 342,503 420

a. Influencers: Organizational Talent, Self-Talent, Career Talent
b. Dependent Variable: Intention to Leave the Job

The multiple regression analysis conducted to examine the impact of 'talent management' on
'intention to leave the job' (Table 13) was explored at a significance level of 0.01, indicating 99%
confidence. The regression analysis revealed that at the p<0.01 significance level, job dedication
behavior was influenced by talent management in a linear and negative direction at a rate of 0.153
(15.3%) (R=0.399, R2= 0.159, Adjusted R2 =0.153 ; F=26.340, p<0.01).

Table 14. The Impact Analysis (Regression) Table of Intention to Leave the Job and Talent
Management Sub-Dimensions

Coefficients?

Independent Variables B Std. Error Adjusted Beta t p
(Constant) 3,645 0,208 17,556 0,000

1 Self-Talent -0,151 0,070 -0,124 -2,154 0,032
Career Talent -0,118 0,072 -0,130 -1,635 0,103
Organizational Talent -0,183 0,070 -0,197 -2,606 0,009

a. Dependent Variable: Intention to Leave

To examine the effects of talent management dimensions on the intention to leave the job, a
multiple linear regression analysis was conducted (Table 14). The impact of self-talent, career
talent, and corporate talent dimensions on the intention to leave the job is investigated. The results
of the regression analysis indicate that at the significance level of p<0.01, the "Self-Talent"
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dimension of talent management has a linear and negative effect of 0.151 (15.1%), and at the
significance level of p<0.05, the "Organizational talent" dimension of talent management has a
linear and negative effect of 0.183 (18.3%) on the intention to leave the job. It can be stated that
the "career talent" dimension of talent management either has no significant effect or has a very
low level of influence (p>0.05).

The determined R2 values in the regression analysis show the extent to which the talent
management dimensions in the research model affect the intention to leave the job. The R2 value
is determined as 15.3%. This value indicates that the talent management dimensions influence the
dedication behavior to the job by 15.3%, and this influence is in a negative direction.

When the effect values are substituted into the regression formulation Y = a + bX as follows:

|ntenti0n to Leave the JOb = 3,645' 0151 Xself-talent'o.llgx career talent'O.183X0rganizational talent + £
can be expressed.

The results of the regression analysis indicate that talent management negatively affects intent to
leave.

3.6. ANOVA Analyses

Talent management and its sub-dimensions, namely self-talent, career talent, and organizational
talent, were analyzed to determine whether there are differences in turnover intention based on
demographic characteristics using t-tests and ANOVA analyses. Only significant differences are
reported in the findings.

3.6.1. Findings Based on Age Variable

The significant values obtained from the ANOVA analyses conducted based on the participants'
age variables are shown in Table 15.

Table 15. ANOVA Table for Age Variable

Sum of
Age-Related Variable  Age Squares Mean Difference F P
31-40 -0,22714*
Talent Management 21-30 267,7 456 0,004
41-50 -0,33994*
: - 31-40 -0,38381"
Self-Talent Sub- 5130 232,1 ) 12,95 0,000
dimension 41-50 -0,50731
21-30 -0,39054"
Intention to Leave 41-50  31-40 3425 -0,36613" 2,823 0,039
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As seen in Table 15, a significant difference at a 95% confidence level regarding "talent
management™ based on participants' age variable was tested. The analysis revealed a significant
difference at a 95% confidence level or 0.05 significance level regarding "talent management”
based on age variable (F=4.56; p<0.05). This difference was subjected to Post Hoc Scheffe
analysis to determine its direction. According to the analysis, there was a favor towards
participants aged between 31-40 and 41-50, while participants aged between 21-30 showed a
disadvantage.

Participants' age variable was also tested for significant differences in the "Self-Talent sub-
dimension,” a sub-dimension of talent management, at a 95% confidence level. The analysis
revealed a significant difference at a 99% confidence level or 0.01 significance level regarding the
"innate talent sub-dimension™ based on age variable (F=12.95; p<0.01). Similarly, Post Hoc
Scheffe analysis indicated a favor towards participants aged between 31-40 and 41-50, while those
aged between 21-30 showed a disadvantage.

Furthermore, participants' age variable was examined for significant differences in "intention to
leave the job" at a 95% confidence level. The analysis revealed a significant difference at a 95%
confidence level or 0.05 significance level regarding "intention to leave the job" based on age
variable (F=2.823; p<0.05). According to Post Hoc Scheffe analysis, there was a favor towards
participants aged between 21-30 and 31-40, while those aged between 41-50 showed a
disadvantage.

3.6.2. Findings Based on Educational Status Variable

The significant values found for the ANOVA analyses conducted based on participants'
educational levels are shown in Table 16.

Table 16. ANOVA Table for Educational Level Variable

Educational Education Level Sum  of Mean -

Level Variable Squares  Difference P
High School 0,03643

. Associate's

Intention to

e Postgraduate Degree 3425  OA0TAL 46 0004
Bachelor's 0,40482"
Degree

Participants were examined for significant differences in "intention to leave™ based on their
educational level with 95% confidence. The analysis revealed a significant difference in "intention
to leave™ according to the educational level variable at a significance level of 0.05 or 95%
confidence (F=4.6; p<0.05). Post Hoc Scheffe analysis was conducted to determine who benefited
from this difference. The analysis found a preference towards postgraduate graduates and a
disadvantage for undergraduate graduates.

3.6.3. Findings According to Job Title VVariable
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The significant values found for the ANOVA analyses conducted according to the participants’ job
title variables are shown in Table 17.

Table 17. Job Title VVariable ANOVA Table

Dependent
Variable by Job Job Title Sum of M.ean p
. Squares Difference
Title
' Director -,52060"
Talent service 267,69 347 0001
Management Representative  Branch Manager -,58031
Tl Service Supervisor -,44273"
Self-Talent: Bank Assistant Director 232.1 -0,68594 7,41 0,000
Sub-dimension A
Branch Manager -,83333
Service _ - 71780*
Representative
Intention  to Branch Service Supervisor 345 g -68182* 375 0001
leave Manager . .
Specialist Assistant -1,45476*
Assistant Director - 78512*

Participants were tested for significant differences in "talent management" based on their job titles
at the institution, with a 95% confidence level. The analysis revealed a significant difference in
"talent management” based on job titles (F=3.47; p<0.05). Post Hoc Scheffe analysis indicated
that directors and branch managers were favored in terms of talent management, while service
clerks were at a disadvantage.

Participants were also tested for significant differences in the "self-talent management” sub-
dimension based on their job titles at the institution, with a 95% confidence level. The analysis
revealed a significant difference in the "Self-Talent management” sub-dimension based on job
titles (F=7.41; p<0.05). Post Hoc Scheffe analysis indicated that service supervisors and branch
managers were favored in terms of self-talent management, while bank assistants were at a
disadvantage.

Moreover, participants were tested for significant differences in "intention to leave the job" based
on their job titles at the institution, with a 95% confidence level. The analysis revealed a significant
difference in "intention to leave the job" based on job titles (F=3.72; p<0.05). Post Hoc Scheffe
analysis indicated that Service Representative, service supervisors, assistant specialists, and
Assistant Director were favored in terms of intention to leave the job, while branch managers were
at a disadvantage.

3.6.4. Findings Based on Years of Service Variable

Significant values obtained from the ANOVA analyses conducted based on the participants' years
of service variable are presented in Table 18.
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Table 18. ANOVA Table for Years of Service Variable
Variable i Sum of Mean
Dependent on Years of Service . F p
. Squares Difference
Years of Service
6-10 year -0,1562
Talent
TV —— 0-5 year 11-15 year 267,7 -0,1815 571 0,001
g 16-20 year 10,43827*
6-10 year -0,25061*
Self-Talent — Sub- &+ ear 232,05 16,56 0,000
dimension 11-15 year -0,2617
16-20 year -0,66847*
0-5 year -0,32180*
Intention to leave  16-20 year 342,5 4,23 0,006
6-10 year -0,45793*
11-15 year -0,2686

Participants' tenure in the organization was analyzed for its significance in terms of "talent
management" at a confidence level of 95%. The analysis revealed a significant difference in "talent
management™ based on tenure, with a significance level of 0.05 or 95% confidence (F=5.71;
p<0.05). Post Hoc Scheffe analysis was conducted to determine in whose favor the difference lay.
The analysis indicated that in terms of talent management, there was a difference favoring
employees with 16-20 years of tenure over those with 0-5 years.

Participants' tenure in the organization was also examined for its significance in terms of the sub-
dimension of "self-talent management” at a confidence level of 95%. The analysis revealed a
significant difference in "self-talent management” based on tenure, with a significance level of
0.01 or 99% confidence (F=16.56; p<0.01). Post Hoc Scheffe analysis was conducted to determine
in whose favor the difference lay. The analysis indicated that in terms of self-talent management,
there was a difference favoring employees with 6-10 years and 16-20 years of tenure over those
with 0-5 years.

Furthermore, participants' tenure in the organization was analyzed for its significance in terms of
"Iintention to leave™ at a confidence level of 95%. The analysis revealed a significant difference in
"Iintention to leave™ based on tenure, with a significance level of 0.05 or 95% confidence (F=4.23;
p<0.05). Post Hoc Scheffe analysis was conducted to determine in whose favor the difference lay.
The analysis indicated that in terms of intention to leave, there was a difference favoring
employees with 0-5 years and 6-10 years of tenure over those with 16-20 years.

RESULTS AND RECOMMENDATIONS

The banking sector requires high performance and dynamic customer relationships as a
benchmark. Therefore, bank employees are expected to be dynamic and high-performing, often
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leading to a preference for younger employees. The dynamism and performance of young
employees are advantageous for banks.

Bank employees generally perceive that they are suitable for their roles due to their skills and take
on responsibilities based on their experiences and professional qualifications. Although they may
attribute their involvement to personal traits, they actually express that professional competence is
more crucial and thus engage accordingly. This may stem from the belief among employees that
their personal qualities and professional skills are aligned with their job roles, and they are
competent at an expert level. However, there may also be employees who have a lower level of
agreement with this perspective.

According to the findings, employees generally perceive that their managers recognize their talents
and assess them appropriately for tasks that match their abilities. However, some feel that their
managers fail to discover their talents at the desired level, resulting in underutilization of their
capabilities. This indicates the need for bank managers to address the issue.

Overall, 60% of employees believe that their managers provide new opportunities for professional
development. However, a 40% segment holds negative views on this matter. It is expected that
bank management reviews its efforts and provides employees with new professional opportunities.
It can be stated that managers demonstrate a high level of support for employees' personal
development and provide assistance in career planning. Additionally, it is observed that bank
managers make significant efforts in effective leadership for talented employees. This underscores
that banks are organizations that are open to innovation and invest in human resources. However,
it should be noted that there are employees with negative perceptions, indicating the need for the
improvement of practices in this regard.

Employees appear to have partly positive attitudes towards job rotation for talented employees,
partly positive attitudes towards conducting future-oriented potential performance evaluations, and
partly positive attitudes towards mentoring for talented employees. Considering the exisence of
different attitudes amongst employees, it can be stated that bank managements need to make
improvement efforts in these areas.

Employees seem to have partly positive views on the strategy to attracting competent minds
regarding their organizations, partly positive views on managers selecting the most talented
individuals for suitable positions, and partly positive views on managers facilitating coordination
among talented employees. Taking these findings into account, it can be expressed that bank
managements should exert more effort in attracting and retaining talented and competent
employees, making appropriate selections for positions, and facilitating coordination among
employees.

It is observed that the awareness of talent among the younger generation is insufficient, and this
awareness increases with age. It can be argued that individuals exhibit behavior stemming from
not fully recognizing their talents at an early age. Due to concerns about finding employment and
fear of losing current jobs, young individuals tend to push their talents into the background, only
to realize these talents later in life. Any of these reasons can trigger the desire to discover talents
as an internal necessity as individuals age. The situation of talents being revealed and expressed
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in different ways can lead to discomfort or dissatisfaction if this need is not fulfilled. In this
context, it is observed that demands for talents become more pronounced in older ages.
Consequently, it can be expressed that the emergence of individual talent is dependent on
experience.

It is believed that talent management is intricately linked to increasing job satisfaction and
reducing turnover intentions among employees by enabling them to work in roles that align with
their talents. The detrimental impact of turnover intentions on organizations further underscores
the importance of talent management. The findings from this research reveal that talent
management reduces turnover intentions, a result supported by other studies (Mpofu, 2012;
Rumawas, 2021). Also according to Akbas' research, investments in talents have been found to
increase employees' desire to stay within the organization (Akbas, 2013). Timen's study
demonstrates that proper implementation of talent management reduces turnover intentions and
increases organizational commitment (Ttiimen, 2014). However, it can be argued that employees,
in general, are partially willing to leave their current positions if they perceive that their current
roles do not fully utilize their talents and if there are other job opportunities that better align with
their talents. Altuntug suggests that in cases where talents discovered and developed within the
organization fail to foster organizational loyalty, employees may readily transition to other
enterprises, taking their talents with them (Altuntug, 2009:458). In this context, it is crucial to
undertake efforts aimed at enhancing the organizational commitment of talented employees.

As the level of education increases, employees' expectations tend to rise (Aslantas & Er, 2016).
Employees who cannot find the desired environment within their current organization often
consider alternative job offers, leading to the emergence of turnover intentions. To meet the
organization's needs arising from these expectations, the organization must provide alternative job
opportunities based on career progression. The need to develop business policies to meet the
material and non-material needs of employees according to their level of education becomes more
apparent.

It can be stated that employees do not have serious issues with management, and even if they do,
these issues are insignificant enough not to affect their intention to leave the job. Additionally, it
can be noted that employees who do not have problems with their work do not have intentions to
leave their jobs. Employees who do not wish to leave their jobs, even if there are other job
opportunities available, can be said to have high job satisfaction. As the years of employment
increase, it can be expressed that employees who have been working in the organization for a long
time have lower intentions to leave their jobs, are less willing to change jobs, and have no effective
reason to change their working conditions. It can be stated that new employees have different
expectations and may therefore be more daring in terms of leaving their jobs. Further studies in
this area will enable the exploration of different aspects of the issue.
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Abstract

Tiirkiye has a foreign-dependent structure in terms of energy because it cannot meet
its energy needs from domestic resources. Natural gas has become a determining
factor in Tirkiye’s economic and political decisions while meeting Tiirkiye’s energy
needs due to its use in many areas. Russia, a country rich in energy resources, is an
important actor in meeting Tiirkiye’s natural gas needs. Although Russia ranks first
in the distribution of natural gas imported by Tiirkiye according to source countries,
the fact that the Russian economy is based on the income obtained from oil and
natural gas exports creates a mutual dependency in bilateral relations. While Russia
aims to continue transferring natural gas to Europe, which is one of the most
important natural gas markets, on the other hand, Tiirkiye aims to reach the status of
a central country (hub) in energy, thanks to its geopolitical location. Ensuring energy
security, one of the current security issues, has become more prominent after
political and military crises for countries that both produce and consume energy
resources. Each project that is put into operation in energy trade can change the
balance inthe international arena. In this article, it is emphasized that Tiirkiye and
Russia are important actors for each other in natural gas trade; The effects of
TANAP and TurkStream projects and the Ukraine-Russia War on the
interdependence relationship between the two countries were examined. In the
study, a comparative and relational evaluation of the resources and diplomacy of the
parties within the scope of the two pipelines was evaluated using the reports
published by energy-based organizations and the documentary scanning method. In
the study, firstly,-the concepts of energy security and interdependence were
explained and the energy profiles and policies of the two countries were examined,
and then the results of the two projects that formed the basis of the study were
discussed. In the general evaluation made at the end of the study, it was concluded
that TANAP's provision of alternative natural gas resources to Tiirkiye and Europe
strengthened Tiirkiye and that the diplomatic contacts between Tiirkiye and Russia
after the Ukraine-Russia War brought Tiirkiye closer to its goal of becoming a hub.

Keywords: Energy Security, Interdependency, Tiirkiye-Russia Relations, TANAP,
TurkStream
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GIRIS

Enerji, gecmisten giiniimiize ve giiniimiizden gelecege giden yolda insanin vazgegcemeyecegi bir
unsur olmasimin yani sira devletlerin i¢ ve dis siyasetlerinin belirlenmesinde en 6nemli giindem
maddelerinden biri olarak karsimiza ¢ikmaktadir. Sanayi Devrimi ile girilen siiregte devletlerin
enerji kaynaklarina olan ihtiyaci artis gdstermis ve boylece enerji unsuru devletler arasindaki
iliskileri belirleyici unsurlar arasinda yer edinmistir. Rusya, tarihin her doneminde bulundugu
cografya, yer alt1 ve yer iistii kaynaklar1 sayesinde uluslararasi arenada onemli bir aktor olarak
varligin1 korumustur. Rusya’nin diinyadaki toplam kanitlanmis dogal gaz rezervleri bakimindan
birinci sirada yer almasi, 6nemli bir aktor olarak nitelendirilmesinin basat unsuru olmustur. Rusya,
dogal gaz agisindan yetersiz kaynaklara sahip iilkelere gerceklestirdigi ihracat ile birgok tilkeyi
kendisine bagimli hale getirmistir. Konut ve endiistrideki gereksinimler nedeniyle Rus dogal
gazina ihtiya¢ duyan tilkelerden biri de Tiirkiye’dir. Tiirkiye, diinya iizerindeki kanitlanmis dogal
gaz rezervlerinin %72,1’inin bulundugu Orta Dogu, Asya ve Avrupa’ya komsu bir cografi konuma
sahip olmasia ragmen, mevcut rezervleri talebini karsilama konusunda yetersiz kalmaktadir. Oyle
ki, 2022 yilinda toplam dogal gaz arz1 %99,3 oraninda ithalat ile karsilanmistir (TPAO, 2022: 13-
43).

Tiirkiye ile Rusya’nin enerji iliskilerinde karsilikli bagimlilik kavrami 6n plana ¢ikmaktadir. Bu
durumun temel nedeni, Tiirkiye’nin dogal gaz ithalati bakimindan kaynak {iilke dagiliminda
Rusya’nin birinci sirada yer almasina karsilik Rusya’nin enerji ihracatina bagimli olan ekonomisi
ve Rusya’dan ihra¢ edilen dogal gazin transfer siirecinde Tirkiye’nin kilit rol oynamasidir.
Karsilikli bagimlilik kavraminin dogasinda bulunan asimetri faaliyete gegen her bir dogal gaz boru
hatt1 projesi ile degiskenlik gosterebilmektedir. Rusya’nin Avrupa devletlerine enerji transferi
stirecinde ge¢miste onemli bir rol oynayan transit iilke statiindeki Ukrayna, Tiirk Akim’1n faaliyete
gecmesiyle birlikte bu statiisiinii Tiirkiye’ye devretmek durumunda kalmistir. Son dénemlerde
Ukrayna ile Rusya arasinda meydana gelen savas ise Tiirkiye’nin enerji diplomasisi ve
stratejilerine katki saglayabilecek gelismeler dogurmaktadir.

Bu calisma, Tiirkiye’de faaliyete gecen TANAP ve TiirkAkim projelerinin Rusya ile enerji
ticaretinden dogan karsilikli bagimlilik iligkisine olan etkilerini ve Ukrayna-Rusya ¢atismalarinin
Tirkiye’ye sagladig1 avantajlari incelemektedir. Calismada, taraflarin kaynaklarinin, imkanlarinin
ve enerji diplomasilerinin iki boru hatt1 ger¢evesinde kiyaslamali ve iliskisel degerlendirilmesi
yapilmistir. Calismada kaynak olarak enerji temelli kuruluglarin yaymnladigi raporlar ve
istatistikler kullanilmistir. Calisma sonunda yapilan genel degerlendirme, enerji ihracatina
dayanan bir ekonomisi bulunan Rusya’nin ihrag ettigi dogal gazin transferinde giivenilir bir
glizergah arayisinin, Ukrayna ile yasadig askeri ve siyasi Krizler sonrasi artis gosterdigi vurgusu
yapilmistir. Bu durumun Tiirkiye agisindan jeopolitik konumu geregi bir avantaja doniistiigiine
deginilerek, Ukrayna-Rusya Savasi ardindan Tiirkiye ile Rusya arasinda gergeklesen diplomatik
temaslarin, Tiirkiye’yi hub olma hedefine daha da yaklastirdigi goriilmiistiir. Ayn1 zamanda, iKi
tilke arasinda gelisen karsilikli bagimlilikta Tiirkiye’nin pazarlik paymim TANAP sayesinde Rusya
karsisinda artig gosterdigi sonucuna varilmistir.
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Gegmisten gliniimiize Tiirkiye ile Rusya iliskileri enerji (6zellikle de dogal gaz) ticareti etrafinda
geligmistir. Dogal gaz ticaret iligkisi, cografi konumun getirisi olarak boru hatti anlagsmalar1
dogrultusunda yiiriitiilmiistiir. Enerji unsurunu “siyasi silah” olarak kullanarak enerji kartini
daima elinde bulunduran Rusya’ya karsilik Tiirkiye, TANAP ile iliski dinamiklerinde giiglii bir
alternatif elde etmistir. Avrupa’ya dogal gaz transfer siirecinde Tiirkiye’nin elini giliglendiren
TirkAkim ise beraberinde Rusya’ya dogal gaz konusunda daha da bagimli olma ihtimalini
getirmektedir. Buna ragmen, Tiirkiye ile Rusya iligkilerinin enerji ticareti temelinde gelismeye
devam edecegi bir gercektir. Her iki tilke de farkli konulardaki gereksinimleri geregi dogal gaz
ticareti konusunda birbirlerine ihtiya¢ duymaktadir. Dolayisiyla, iki iilke arasinda gergeklesen
diplomatik temaslarin uzun vadede daha 1limli ilerlemesi muhtemel goriilmektedir. TiirkAkim’in
faaliyete ge¢mesinin ardindan Avrupa’ya dogal gaz transferinde Kkilit iilke Tiirkiye olmustur.
Ukrayna-Rusya Savasi sonrasi Tiirkiye ile Rusya liderleri arasinda gergeklesen diyaloglarda ise
Tiirkiye’nin hub olma potansiyeli ele alinarak enerji diplomasi hedeflerine ulagsmasina katki
saglayacak gelismeler meydana geldigi goriilmektedir.

Calismada oOncelikle enerji gilivenligi kavraminin enerji arz ve talep eden taraflar agisindan
algilanma bi¢imi ve Tiirkiye ile Rusya iligkilerinin agiklamada 6nemli bir kaynak olan karsilikli
bagimlilik olgusu ele alinacaktir. Ardindan, Tiirkiye ile Rusya iliskilerinde dogal gazin oynadigi
rol iizerinden taraflarin birbirlerine olan karsilikli bagimliligi incelenecektir. Caligsmanin
devaminda, Tiirkiye’de gegtigimiz yillarda faaliyete gecen TANAP ve TiirkAkim projelerinin
TANAP ve TirkAkim projeleri tizerinden karsilikli bagimlilik iligkisinin dinamikleri
degerlendirilecektir. Calismanin son boliimiinde ise Ukrayna ile Rusya arasinda gegmisten
giinlimiize siiregelen siyasi ve askeri krizler ile bunun dogrultusunda meydana gelen savasin
Tiirkiye acisindan sonuglari ele alinacaktir.

Enerji Arz Giivenligi ve Unsurlar

Sanayi Devrimi ile girilen siiregte devletlerin enerji kaynaklarina olan taleplerinin hizla artig
gostermesi, siirdiiriilebilirlik acisindan yeni giivenlik endiselerini de beraberinde getirmistir.
Devletlerin endiistrilesme siireclerinde énemli bir rolii bulunan ve giinliik hayatin devami igin
gerekli olan enerji kaynaklarina olan bagimhilik devamli artis gostermistir. Rusya gibi enerji
rezervleri bakimindan zengin olan iilkeler, ticari gelir elde etmek i¢in iiretilen ve i¢ pazar
tiketiminin haricinde kalan enerji kaynaklarini diger iilkelere ihra¢ etmektedir. Dogal gaz
bakimindan zengin rezervlere sahip olan Rusya, iiretim konusundaki basarisiyla birlikte enerjiyi
onemli bir ticaret unsuru haline getirmistir. Ulkenin enerji kaynaklar1 ihracatindan elde edilen
gelir, 1990’11 yillarin sonlarinda dagilan iilkenin yeniden toparlanmasina biiyiik katki saglarken
diger bir yandan iilke ekonomisinin bu gelire bagimli hale gelmesine neden olmustur. Bu durum,
enerji talep giivenliginin saglanmasiin gerekliligini de beraberinde getirmistir. Enerji ihra¢ eden
iilkeler agisindan, enerji ihracatindan elde edilen gelirin, gayri safi yurt i¢i hasilaya (GSYIH)
katkis1 ve orani, enerji talep giivenliginin saglanmasi ve siirdiriilebilirligi konusundaki
hassasiyetleri arttirmistir.

Boru hatlar1 araciligiyla dogal gaz ticareti yapan iilkeler arasinda genellikle goreceli bir bagimlilik
bulunmaktadir. Bu durumun temel nedeni, dogal gaz arz ve talep eden taraflar arasinda
gergeklestirilen uzun vadeli enerji sozlesmeleri ve altyap1 yatirimlart olarak belirtilmektedir.
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Enerji ticaretinin siirdiiriilmesi ve gelistirilmesi, arz ve talep eden taraf lilkeler arasinda siirekli is
birligini gerektirmektedir. Dolayisiyla enerji ticareti, karsilikli bagimli ilkelerin, ekonomik ve
siyasi iliskilerindeki karar alma siireclerini de etkilemektedir. Baska bir ifadeyle, enerji
giivenliginin saglanmasi ve siirdiiriilebilir olmasi iki taraf arasindaki temaslar1 giiclendirmekte ve
bu durum da ikili iliskilerde daha pozitif politikalar izlenmesine olanak saglamaktadir. Enerji
konusundaki siirdiirebilirlik endiseleri ise devletlerin ekonomisini dogrudan etkileyen bir faktor
oldugundan, devletlerin giivenlik goriislerini de etkilemektedir.

Enerji arz giivenliginin bir tist kavrami olarak belirtilen enerji giivenligi kavrami ilk olarak 1970’li
yillarda gerceklesen petrol krizleri ile 6n plana ¢ikmistir. Enerji kaynaklarinin tedarik siireglerinde
aksamalar veya fiyat dalgalanmalari gibi olumsuz durumlarla karsilasilmasi neticesinde,
devletlerin enerjiyi bir giivenlik sorunu olarak degerlendirmesi gerektigi goriilmistiir (Sevim,
2012: 4386). Bunlar, enerji rezervleri bakimindan fakir olan ve dolayisiyla enerji kaynaklarini ithal
eden iilkeler i¢in enerji arz giivenligi; gelirinin biiyiik bir cogunlugunu enerji ihracatindan saglayan
devletler icin enerji talep giivenligi ve enerji kaynaginin transfer siirecinde kilit rol oynayan
devletler igin ise enerji nakil giivenligi olarak belirtilmektedir (Erkal, 2018: 67). Enerji arz
giivenligi kavrami kisaca, uygun fiyath, gilivenilir, kesintisiz, yeterli ve gelecek nesillere
aktarilacak bicimde enerji arzinin saglanmasini ifade etmektedir. Bu ¢ercevede kavram, dort farkl
unsur etrafinda sekillenmistir. Bunlar, Ingilizcede 4A seklinde belirtilen, enerji kaynagmin
mevcudiyeti (availability), ulasilabilirligi (accessibility), mali agidan uygunlugu (affordability) ve
stirdiiriilebilirligi (acceptability) olarak belirtilmektedir (Erdal ve Karakaya, 2012: 112).

[k unsur olan enerji kaynagmin mevcudiyeti, jeolojik olarak enerji rezervlerinin var olma durumu
haricinde, kaynaklarin sondaj ve iiretim faaliyetleri neticesinde ¢ikartilip kullanima uygun hale
getirilmesinin ne 6l¢iide talebi karsilayacagiyla ilgilenmektedir. Enerji kaynaginin elde edilebilir
olmasim1 giivence altina almak amaciyla tek bir kaynaga bagli kalmamak i¢in kaynak
cesitlendirmesi de bu baslik altinda degerlendirilmektedir. ikinci unsur olarak enerji kaynaginin
ulagilabilirligi, tiretimin devam etmesi ve hanelerin 1sinmas1 gibi giinlik hayatin devaminin
saglanmasi isaret etmektedir. Ulasilabilirlik, enerji kaynaginin iretim, tiiketim ve transfer
stireclerinde gerceklesebilecek aksama veya kesintinin minimum seviyeye indirilerek, rahat ve
kesintisiz bir sekilde kaynaklara erigebilmeyi hedeflemektedir. Enerji arz giivenliginin
saglanmasina yonelik tiglincii unsur olan ekonomiklik, enerji kaynagini iiretici taraf icin tiiketiciye
ulasana kadar gergeklesen yatirim ve tiretim maliyetlerini kargilayacak kadar kar saglamasini ifade
ederken; tiiketiciler i¢in ise fiyatlarin karsilanabilecek diizeyde uygun olmasi anlamina
gelmektedir. Dolayisiyla, enerji krizleri ve fiyat dalgalanmalar1 gibi negatif durumlar enerji arz
giivenligini tehdit eden unsurlar arasinda sayilmaktadir. Son unsur olan siirdiiriilebilirlik ise, enerji
kaynaklariin iiretim ve tiikketim siireclerinde cevreye verilen zararlardan kaginilmasi ve enerji
ihtiyacinin ¢evreye saygi gosterilerek karsilanmasidir. Uretim agisindan  siirdiiriilebilirlik,
iiretimde devamlilik ve kaynaklarin bilingli kullanilmasina isaret ederken; tiiketim agisindan ise
cevre sorunlariin bilincinde ve bu sorunlara kars1 duyarli olmay1 isaret etmektedir.

Karsihikh Bagimhhk Kavram

Uluslararasi iligkiler kavrami uzun bir miiddetce “egemen giicler arasindaki iliskiler” seklinde
yorumlanmig ve bunun getirisi olarak realist bir bakis agist 6n planda tutulmustur. Karsilikli
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bagimlilik yaklasimi, diinya siyasetinde meydana gelen ekonomik, sosyal ve siyasi degisimleri
takiben gelisen bir kavram olarak gosterilmektedir. Diinya siyasetinde yasanan bu degisimler
dogrultusunda, sistemin yeniden yorumlanmasi gerekmis ve karsiliklt bagimlilik kavrami bu
sayede kendisine uygun bir ortam yaratmistir (Keohane ve Nye, 2015: 79-104). Robert Keohane
ve Joseph Nye tarafindan 1977°de “Power and Interdependence: World Politics in Transition”
adli bir kitap yayimlanmis ve geleneksel uluslararasi iliskiler teorilerinden olan realizmin ana
ozelliklerine zit olacak sekilde bir yaklasim gelistirmislerdir. Eserdeki ana diislince, karsilikli
bagimliliklarin meydana gelmesi ile realizm ve realizm odakli yaklasimlarin uluslararasi sistemin
degisen yapisini agiklamada yetersiz kaldig1 olarak 6zetlenebilmektedir (Griffiths vd., 2011: 107).
Keohane ve Nye tarafindan ifade edilen “karsilikli bagimlilik” sdylemi, 1990’1arda kiiresellesme
olgusu ile 6nem kazanmis, diinya siyasetinde alisilagelmis agiklamalarin disinda bir kavrama
evrilmistir (Giirkaynak ve Yalginer, 2009: 74).

Keohane ve Nye, karsilikli bagimlilik kavramin1 “sistemin farkli bélgelerinde bulunan aktérler
arasi iligkilerde meydana gelen karsilikly etkilegsimler” seklinde tanimlamigtir (Nye ve Welch,
2011: 34). Yazarlar, karsilikli bagimlilik kavramindan bahsedilebilmesini maliyet faktorii ile
iligkilendirmigtir. Karsilikli bagimliligin meydana gelebilmesi icin etkilesimde bulunan taraflar
arasinda negatif yonde etkilenebilecekleri bir durumun varligindan bahsedilebilmelidir. Karsiliklt
bagimlilikta fayda temelli bir iliski i¢cerisinde, yalnizca tek bir taraf fayda goriiyor, taraflar arasinda
bir maliyet meydana gelmiyorsa veya tek bir taraf icin maliyet unsuru olusturuyorsa, bu iliski tiirti
karsilikli bagimlilik konusundan uzaklasmaktadir (Keohane ve Nye, 2012: 8). Bu dogrultuda,
meydana gelen iliski ¢ift tarafli olup, iliskinin olasi bir darbe almasindan taraflarin her ikisinin de
olumsuz bir sekilde etkilenmesi beklenmektedir (Ar1, 2013: 322). Ancak, karsilikli bagimliligin
temelinde olan asimetri nedeniyle bu iliski, taraflardan biri i¢in digerine gore daha fazla 6neme
sahiptir (Keohane ve Nye, 2012: 95). Bu durum, ikili iliskilerde karsilikli bagimliligin
maliyetlerini belirleyen bir pazarlik payr meydana getirmektedir. A ve B iilkeleri arasinda bir
karsilikli bagimhilik iligkisi oldugu diislintildiigiinde, A iilkesinin B iilkesine karsi duydugu
gereksinim, B {lilkesinin A iilkesine duydugu gereksinimden daha ¢ok oldugu senaryoda; B
tilkesinin A iilkesine kars1 pazarlik payinin daha ¢ok olmasini saglamaktadir (Abbasigil, 2017: 61).

Tiirkiye ve Rusya’nin Enerji Goriiniimleri

Tiirkiye, kanitlanmis dogal gaz rezervlerinin %72,1’ine ve petrol rezervlerinin %57,5’ine komsu
bir cografi konumu olmasina ragmen, kanitlanmis yerli rezerv biiyiikliigii agisindan fakir bir tilke
olarak karsimiza g¢ikmaktadir (TPAO, 2022: 9-21). Tim enerji kaynaklart igerisinde enerji
talebinin diga bagimlilik oran1 %70,7 olarak belirtilmektedir (TPAO, 2022: 41). Bahsi gegen
ithalat orani igerisinde petrol ve dogal gazin pay1 ise diger enerji kaynaklarina gore daha ytiksektir.
2022 yilinda tiiketilen petroliin %93°1i; dogal gazin ise %99,7’si ithalatla karsilanmistir (TPAO,
2022: 42-43). Dogal gaz, Tiirkiye’nin elektrik iiretimi, endiistriyel faaliyetler ve hanelerin
isitilmast gibi ¢esitli alanlarda kullanimi nedeniyle Tirkiye i¢in onemi yiiksek bir enerji
kaynagidir. Ancak iliretim acisindan, Tiirkiye’nin dogal gaz kaynaklari simirhidir. Bu durum,
Tiirkiye’nin tiketmekte oldugu dogal gazin ¢ok biiylik bir kismini ithal etmesine neden
olmaktadir. Petrol ve dogal gaz ithalatindan kaynaklanan yiiksek cari agik, Tiirkiye nin diger
tilkelerle olan iligkilerinde belirleyici bir faktér olmaktadir. Dogal gaz bakimindan zengin

35



Karsilikli Bagimlilik Perspektifinden Tiirkiye— Rusya Enerji iliskilerinde .... Soylemez & Erdal

rezervlere sahip tilkelerle yapilan uzun vadeli anlagsmalar ve boru hatti projeleri, Tiirkiye’nin dogal
gaz talebini karsilama konusunda arz giivenligine katki saglayan 6nemli kaynaklardir. Tiirkiye
tarafindan ithal edilen dogal gazin kaynak iilke dagilim siralamasi her yil degisebilmektedir.
Tiirkiye’nin 2012-2022 yillar1 arasinda ithal ettigi dogal gazin kaynak iilke dagilimina
bakildiginda en &nemli tedarikgilerinin Rusya basta olmak iizere iran ve Azerbaycan oldugu
goriilmektedir (EDPK, 2023).

Tablo 1: 2012-2022 Tiirkiye nin Dogal Gaz Ithalat: (Milyon Sm3)

Ulke  Rusya iran Azerbaycan  Cezayir Diger Toplam
Bir Onceki
Yila Gore
. Pay . Pay . Pay . Pay . Pay . Yiizd
Yillar Miktar Miktar Miktar Miktar Miktar Miktar = Yuzde
(%) (%) (%) (%) (%) Degisim

2012 26491 57,69 8215 17,89 3354 73 4076 888 37g5 g5 45922 467
2013 26212 579 8730 1928 4245 938 3917 865 165 473 45269 142
2014 26975 5476 8932 1813 6074 1233 4179 848 3103 g3  49.262 882
2015 26783 5531 7.826 1616 6169 1274 3916 809 3733 771 48427 -7
2016 24540 5294 7705 1662 6480 1398 4284 924 3344 721 46352 4,28
2017 28690 51,93 9251 1674 6544 1185 4617 836 143 1113 55250 19,2
2018 23642 47,02 7.863 1564 7527 1497 4521 899 779 1353 50.282 8,99
2019 15196 3361 7736 1711 9585 212 5678 1256 7016 1551 45211 -10,08
2020 16166 3359 5321 11,06 11548 2400 5573 1158 9517 1977 48126 645
2021 26343 44,87 9434 1607 798 1360 5987 1020 gogs5 1506 58.704 21,98
2022 21575 3947 9405 1721 8705 1593 5261 962 g717 1777 54.662 -6,89

Kaynak: EPDK, 2023: 12

Tiirkiye, jeopolitik konumunun getirdigi avantaj sayesinde enerji kaynaklarini lireten ve tiikketen
iilkeler arasinda dogal bir koprii gorevi gormektedir. Transit {ilke olmanin haricinde Tiirkiye nin
enerji stratejilerine bakildiginda, enerji merkezi (hub)! olmay1 hedefleyen politikalar izlendigi
goriilmektedir. Tiirkiye, enerji koridoru veya gegis tlilkesi olmak yerine, enerjide “merkez iilke”
statiisiine ulagsmak adina politikalar izlemektedir. Rusya ise Tiirkiye nin enerji diplomasisinde 6n
plana ¢ikan ve ulasmay1 arzuladigi “merkez iilke” statlisiiniin gerceklesebilmesi kapsaminda
onemli bir tilke olarak karsimiza ¢ikmaktadir.

Avrupa lilkeleri i¢in Rus enerji kaynaklarinin 6nemi ile; Rusya agisindan Avrupa tilkelerinin enerji
ihtiyacinin 6nemi arasinda paralellik bulunmaktadir (Sherr, 2010: 56). Rus ekonomisinin, enerji
ihracatindan elde edilen gelirlere bagimli olmasi, Avrupa iilkeleri ile olan iliskileri agisindan
riskler olusturmaktadir. Bu risklerden en belirgini, Avrupa’nin enerji talebi dolayisiyla degerli bir
pazar bolgesi olmasidir. Bu dogrultuda, Tirkiye’nin cografi konumunun bir getirisi olarak,
Rusya’nin Avrupa’ya tedarik ettigi dogal gazin giivenli ve kesintisiz bir sekilde transfer etme
ithtiyaci, Tirkiye’nin Rusya karsisinda stratejik anlamda gilic kazanmasina ve “hub’ statiisiine

! Enerji merkezi (hub) iilkeler, tiiketici ve tedarikgi iilkelerin, acik ve seffaf bir pazarda bir araya geldigi ve ticaret
gergeklestirebildikleri ticaret merkezleri seklinde ifade edilmektedir (Kakisim, 2020: 257).
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ulagmasina olanak saglamaktadir (Giines ve Arslan, 2018: 59). Nitekim, Ukrayna-Rusya
Savagi’nin devam ettigi siirecte, Rusya Devlet Bagkan1 Putin’in Tiirkiye Cumhurbagkani Erdogan
ile Ekim 2022 tarihinde Astana’da gerceklestirilen goriismede; “Tiirkiye 'de biiyiik bir gaz ikmal
merkezi kurabiliriz” sdylemi bu goriisii kanitlar niteliktedir (BBC, 2022). Buna karsilik, birgok
Avrupa iilkesinin savasin baglamasindan itibaren Ukrayna’nin yaninda yer almasi, bu siirecin
oniinde bir engel teskil olusturarak gaz ikmal merkezi kurma siirecini kesintiye ugrattigi
sOylenebilmektedir.

Hidrokarbon enerji kaynaklari bakimindan zengin bir iilke olan Rusya’da 2022 verilerine gore,
diinyadaki toplam ispatlanmis dogal gaz rezervlerinin yaklasik %20’si, petroliin ise %6,2’Si
bulunmaktadir (TPAO, 2022: 13-25). Mevcut enerji kaynaklarinin iiretimi kapsaminda Rusya,
petrol tiretiminde giinde yaklasik 11 bin varil ile Amerika Birlesik Devletleri ve Suudi Arabistan’in
ardindan ti¢lincii sirada; dogal gaz tiretiminde ise 701,7 milyar metrekiip ile ABD’den sonra ikinci
sirada bulunmaktadir (BP, 2022: 15-29). Diinyadaki kanitlanmig petrol ve dogal gaz rezervlerinin
onemli bir boliimiine sahip ve iiretimde etkili bir aktér olan Rusya perspektifinden enerji,
ekonomiden i¢ ve dis politikadaki konuma kadar bir¢cok farkli alan1 etkilemesi nedeniyle kritik
oneme sahiptir. Enerji sektorii, iilkenin ihracat kazanglarinin, federal biitge gelirlerinin ve gayri
safi yurt i¢i hasilasinin biiyiik bir boliimiinti olusturmaktadir. Nitekim, 2021 yilinda Rusya’nin
federal biitgesinin %45’ini petrol ve dogal gazdan elde edilen gelir olusturmaktadir (EIA, 2022).
Bununla birlikte, 2023 yilinin ilk ¢eyreginde, enerji ihracatindan elde edilen gelir, Rusya’nin gayri
safi yurt i¢i hasilasinin %17,4’linli olusturmaktadir (Statista, 2023). Bu dogrultuda, Rusya’nin
dogal gaz ihracatindan elde ettigi gelire dayanan bir ekonomisinin bulundugu ve bu durumun
Rusya agisindan hassasiyet yarattigi sdylenebilmektedir. 2021 yilinda, Rusya’nin en fazla dogal
gaz ihrag ettigi iilkeler siralamasina bakildiginda, %?23,7 oranla ilk sirada Almanya; %13,2 oran
ile Tiirkiye yer almaktadir (Statista, 2023). Dolayistyla, gelirinin biiytik bir ¢ogunlugunu enerji
ithracatindan saglayan Rusya’nin, Almanya ve Tiirkiye ile iliskilerinde dogalgaz belirleyici bir
unsur olmaktadir.

Avrupa bolgesinin enerji kaynaklar1 agisindan yoksun olmasi ve Rusya’ya cografi yakinligi,
ozellikle Rus dogal gazina olan talebi arttiran unsurlar arasinda bulunmaktadir (Glines ve Arslan,
2018: 60). Avrasya bolgesi lizerinde hakimiyete sahip Rusya, zengin hidrokarbon enerji
kaynaklarina sahip olmanin verdigi avantajla bu kaynaklar1 ulusal ¢ikarma katki saglayacak
sekilde politikalarda kullanmaktadir. Rusya i¢in enerji hem ekonomik gelir kaynagi hem de siyasal
bir ara¢ anlamina gelmektedir. Rusya, “enerji siiper giicii” olma hedefi ile hareket etmis ve bu
hedef dogrultusunda, SSCB doneminde kurulan uluslararas: bir enerji sirketi olan Gazprom’u
diinyada en fazla dogal gaz ¢ikaran kurulusu haline getirmistir. Rusya’nin uluslararasi arenada
sozli gecen bir aktor olarak degerlendirilmesi konusunda enerji faktorii lokomotif gorevi
gormiistiir. Ukrayna-Rusya Savasi’nin baslamasiyla birlikte ise Avrupa devletleri tarafindan
Rusya’nin dogal gazdan kaynaklanan hakimiyetini azaltacak uygulamalar baslamistir. Komiir,
celik, petrol ithalatinda ve Rus bankalarina yonelik islem kisitlamalarini igeren yaptirim paketleri,
enerji unsurunu “politik bir silah” olarak kullanmaya ¢alisan Rusya ag¢isindan birgok olumsuz
sonu¢ dogurmustur (Seker, 2023).
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Rusya, enerji unsurunu hem ulusal ¢ikarlarini korumak hem de dis politikada fayda saglamak i¢in
aktif bir ara¢ olarak kullanmaya Devlet Bagkani Putin’in uygulamalariyla baglamistir. 2006, 2014
ve 2022 yillarinda Ukrayna ile yasanilan gerginliklerin sonucu olarak Rusya, sahip oldugu enerji
kaynaklarin1 bir silah olarak kullanmistir. Rusya, Ukrayna gibi siklikla sorun yasadigi transit
tilkeler tizerinden en biiyiik pazar1 olan Avrupa devletlerine dogal gaz ticareti yapmay1 enerji talep
giivenligine bir tehdit unsuru olarak algilamis ve bu dogrultuda nakil hatlarii g¢esitlendirmeyi
hedeflemistir. Bu durum, Rusya’nin enerji talep giivenligini saglamak i¢in gerceklestirdigi enerji
stratejileri kapsaminda degerlendirilmektedir. Nitekim Putin, Rus enerji kaynaklarmi Tirkiye
tizerinden Avrupa devletlerine pazarlamak amaciyla Tirkiye’de bir “hub” kurulabilecegini
belirttigi aciklamasi ile enerji talep gilivenligini arttirmak istemektedir. Bu durum, Tiirkiye ile
Rusya arasindaki karsilikli bagimlilik iliskisinin kazan-kazan formiilii ile devam edeceginin bir
gostergesi olarak nitelendirilmektedir.

Tiirk-Rus iliskilerinde Dogal Gazin Rolii

Tiirkiye perspektifinden Rusya, énemli enerji tedarik¢ilerden biri olarak yer almaktadir. Rusya,
rezerv agisindan zengin bir iilke olmasmin yani sira bu kaynaklar1 etkili bir sekilde yonetip,
pazarlama stratejileri olusturarak tiiketiciye ulastirma konusunda basar1 elde etmistir. Rusya bu
basar1 sayesinde bircok iilke gibi Tiirkiye i¢cin de 6nemli bir aktér konumuna gelmistir. Bu noktada,
diinyanin en ¢ok dogal gaz ¢ikaran ve iireten kurulusu olan Gazprom’un giivenilir is birlikei
statiisii, llkeler agisindan goz ardi edilemez bir unsur olarak karsimiza ¢ikmaktadir. Rusya’da hem
i¢ siyaset hem de dis politikada etkili bir aktor olarak gosterilen Gazprom, iilkenin en biiyiik sirketi
olmasinin yani sira diinyanin en biiyiik dogal gaz {ireticisi olarak karsimiza ¢ikmaktadir. Putin’in
uygulamalarindan biri olarak Rusya’nin dogal gaz kaynaklar1 ve devlet boru hatlarinin ¢cogunlugu
Gazprom’un biinyesine alinmis ve sirkete Rus dogal gazi ihracatinda tekel bir konum verilmistir.
Gazprom, Rusya’nin dogal gaz iiretiminin %68’ini elinde bulundurmaktadir (EIA, 2022). Bu
durum, tilkenin enerji diplomasisinin belirlenmesinde Gazprom’u hayati bir 6neme
kavusturmugtur. Rus ekonomisinin enerji ihracatina dayandig: diisliniildiglinde, Gazprom’un
ozellestirilmesine ragmen bir bakanlik gibi faaliyet yliriitmesi daha iyi anlagilacaktir. Bu
kapsamda, Gazprom igin “devlet icinde devlet” gibi benzetmeler yapilmakta ve enerji
kaynaklarinin idaresi noktasinda iilke icerisinde Gazprom’un c¢ikarlar1 dogrultusundaki durumun
Rusya’nin ¢ikarlariyla da uyumlu oldugu yoniinde bir anlayis hakimdir (Saglam, 2014: 215).

Tiirkiye ve Rusya’nin cografi konumlar1 g6z 6niinde bulunduruldugunda, enerji ticaretinin biiyiik
oranda boru hatlar1 vasitasiyla gerceklestigi goriilmektedir. Boru hatlarinin hayata gecirilmesi ve
giivenliginin saglanmasi konusu Tiirkiye’ye, Rusya ve Avrupa lilkeleri perspektifinden potansiyel
is birlik¢i statiisiinii saglamaktadir. Rus dogal gazinin Avrupa {ilkelerine ulastirilmasi, Rusya
acisindan Tiirkiye’nin is birlik¢i konumuna gelmesi, enerji alaninda Tiirkiye ile Rusya iliskilerinin
tek tarafli bagimlilik yerine karsilikli bagimlilik kapsaminda degerlendirilmesine olanak
saglamaktadir (Kardas, 2012: 89). Iki iilke arasinda gergeklesen dogal gaz ticaretine bakildiginda,
Tiirkiye’nin ithal ettigi dogal gazin kaynak iilke siralamasinda Rusya birinci sirada; Rusya’nin
ithrag ettigi dogal gazin kaynak {ilke siralamasinda ise Tiirkiye ikinci sirada yer almaktadir. Bu
durum, dogal gaz ticaretinden dogan karsilikli bagimliligin varligina olanak saglamaktadir.
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1990 yilindan itibaren Tiirkiye’de demir-gelik, ¢imento, kimya sanayisinde, cam ve kiremit
imalatinda, hanelerde 1sinma ve sicak su gibi bir¢ok alanda dogal gaz kullanim1 yayginlagsmuistir.
Bu dogrultuda, 2005 yilinda Rusya ile Tiirkiye arasinda dogrudan enerji transferi saglanan Mavi
Akim faaliyete gecmis ve Tiirkiye’nin ithal ettigi dogal gazda Rusya 6n plana ¢ikmistir. 2017
yilinda, ithal edilen dogal gazin kaynak iilke dagiliminda Rusya’nin pay1 %52 olarak belirtilmis
ve Tiirkiye’nin dogal gaz ithal ettigi iilkeler arasinda Rusya birinci sirada yer almistir (EPDK,
2018: 8). 2020 yilina gelindiginde iki tilke arasinda kesintisiz iletim saglanan diger bir dogal gaz
boru hatt1 projesi olan TiirkAkim faaliyete gecmis ve iki lilke arasindaki enerji iliskileri daha
kapsamli bir hale gelmistir. 2021 yilinda, ithal edilen dogal gazin kaynak iilke dagiliminda Rusya,
%44,9 oran ile yine birinci sirada yer almistir (TPAO, 2021: 46).

Avrupa devletlerinin siirekli artan enerji talebi dogrultusunda Rusya, bu devletleri kendine bagimli
hale getirmeyi ve bunun siirekliligini saglamay1 amaglamaktaydi. Ukrayna-Rusya Savasi sonrasi
bircok Avrupa Birligi iilkesi Rusya’ya kars1 birtakim kisitlamalar uygulama karari almistir.
Nitekim 2019 yilinda, Avrupa Birligi liye tilkeleri kullandiklar1 dogal gazin %39,7’sini Rusya’dan
tedarik ederken; 2022°de bu oran %22,9’a gerilemistir (Statista, 2023). Rusya’dan tedarik edilen
dogal gazin payinda onemli bir diisiis olmasina ragmen, Avrupa bolgesine dogal gaz transferi
konusunda Rusya birinci sirada yer almistir (Statista, 2023). Rusya’nin enerji diplomasisinin yap1
taslarindan biri olan Avrupa devletleri ile enerji ticareti iliskileri ise Tirkiye lehine firsatlar
yaratmaktadir. Tiirkiye, bulundugu cografya sayesinde Rusya’nin enerji diplomasilerini
gerceklestirmesi noktasinda énemli dogal gaz boru hatlar1 projeleriyle 6n plana ¢ikmaktadir.
Tiirkiye’nin dogal gaz bakimindan yetersiz kaynaklara sahip olmasi ve Rusya’min dogal gaz
ihracatina olan gereksinimi, dogal gazi her iki iilke agisindan hassasiyet meydana getiren bir unsur
haline getirmistir. Mavi Akim ve TirkAkim ile Rusya’dan Tiirkiye’ye dogrudan enerji akisi
saglanmasi ve tiglincii ilkelerin iki iilke arasindaki dogal gaz ticaret iligkilerinin disinda tutulmasi
bu durumun bir getirisi olarak karsimiza ¢ikmaktadir.

TiirkAkim ve TANAP’1n Tiirk-Rus Enerji iliskilerine Etkileri

Tiirkiye’nin ve Avrupa iilkelerinin artan enerji talebini karsilamak i¢in Tiirkiye ve Rusya arasinda
2018 yilinda TiirkAkim; Sahdeniz Gaz Sahasi’ndan ¢ikartilan Azerbaycan dogal gazinin Tirkiye
pazarinda kullanilmasi i¢in 2020 yilinda Trans Anadolu Dogal Gaz Boru Hatti (Trans-Anatolian
Natural Gas Pipeline-TANAP) ve Balkan iilkeleri basta olmak iizere Avrupa pazarina aktarilmasi
amaciyla da Trans Adriyatik Boru Hatti (Trans Adriatic Pipeline-TAP) faaliyete ge¢mistir.
TiirkAkim, iki a¢ik deniz hatt1 ile yillik 31,5 milyar metrekiip dogal gaz tasima kapasitesine
sahiptir (Kilig, 2022). TiirkAkim boru hatti ile Rus dogal gazinin Avrupa’nin sadece giineyine
degil dogusuna da taginmasi planlanmigtir. TiirkAkim, Tiirkiye’nin artan enerji ihtiyacini etkili bir
sekilde karsilamis ve dis politikada etkin rol oynamistir. Rusya, TiirkAkim ile Ukrayna’y1 pas
gecerek, Tiirkiye lizerinden Avrupa’ya dogal gaz arzin1 gerceklestirmeyi hedeflemis ve basarili
olmustur. TirkAkim, Tiirkiye ve Avrupa’ya yonelik enerji tedarikinin giivenilirligini -enerji arz
giivenligini- saglamak ve Tiirkiye’nin artan enerji ihtiyacini karsilamak adina hayata gecirilmistir.
TiirkAkim, bu noktada Rusya i¢in 6nemli bir enerji giizergahi haline gelmistir. TiirkAkim, dogal
gaz ihtiyacinin %99,3 gibi biiytik bir oranini ithal ederek karsilayan Tiirkiye i¢in hem firsatlar hem
de tehlikeler dogurmaktadir. Transit iilke statiisiinde Rus dogal gazim1i Avrupa iilkelerine
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aktarmada koprii gérevi gormesi Tiirkiye’ye firsatlar yaratmaktadir. Ancak devamli artan dogal
gaz talebini halihazirda biiylik oranda ithalatc1 iilke konumundaki Rusya ile karsilamasi, Rusya’ya
enerji konusundaki bagimliligini arttirtp enerji arz gilivenligini tehdit eden bir unsur haline
getirebilmektedir.

Tiirkiye ve Avrupa iilkelerinin enerji giivenligine ve dengeli bir politika olusturulmasina 6nemli
katki saglayan TANAP, olas1 Rus baskilar1 ve krizleri sirasinda arz giivenligini olusturan, AB
destekli bir proje olarak degerlendirilmektedir (Ultan ve Saygin, 2022: 105). Diger yandan Bati
Hatti, Rus dogal gazin1 Ukrayna iizerinden Avrupa lilkelerine ulastiran eski bir boru hatt1 olarak
uzun bir siire boyunca faaliyette kalirken, TirkAkim ile bu hat iptal edilmis ve akis yonii terse
cevrilerek Tiirkiye iizerinden Balkan iilkelerine dogal gaz saglanmaya baglanmistir (Sarikaya ve
Oztopal, 2022: 1026). Bu dogrultuda Rusya icin TiirkAkim, Avrupa dogal gaz pazarina siiregelen
siyasi krizler ve ¢atismalar yasadigi Ukrayna yerine giivenilir bir “stratejik ortak” olan Tiirkiye
izerinden erisim olanagi saglamaktadir. Tiirkiye ile Rusya arasinda dogrudan gaz akis1 saglanan
TiirkAkim, dogal gaz konusunda disa bagimli bir profili olan Tiirkiye agisindan ¢esitli sonuglar
dogurmaktadir.  Tiirkiye’de  dogal gaz  kullaniminin  yayginlasmast g6z  Oniinde
bulunduruldugunda, Mavi Akim ve TiirkAkim gibi transit tilkelerin olmadig1 projeler, enerji
kaynaklarinin kesintisiz tedarigi agisindan 6nem tasimaktadir. Bu dogrultuda, giinliik hayatin ve
endiistri silireglerinin devami glivenceye alinarak enerji arz giivenliginin unsurlarindan olan elde
edilebilirlik ve ulasilabilirlik unsurlar1 saglanmaktadir. Ancak enerjide, 6zellikle de dogal gazda
ithalatin yiliksek oranda olmasi ve tedarik edilen iilkeler arasinda genel ¢er¢evede Rusya’nin birinci
sirada olmasi, Tiirkiye’nin Rus dogal gazina olan bagimliligini arttiracagi séylenmektedir. Bunun
sonucu olarak, Tiirkiye’nin Rusya ile olan karsilikli bagimlilik iliskisinde, Rusya’ya kars1 pazarlik
payinin azalacagi belirtilmektedir.

2018 yilinda TANAP’1n resmen faaliyete ge¢gmesiyle birlikte Tiirkiye’nin Rus dogal gazina olan
bagimliliginda dereceli bir azalis gozlemlenmektedir. 2018 yilinda Tiirkiye’nin ithal ettigi dogal
gazin kaynak {ilke dagiliminda Rusya %47,02 oranina sahipken 2019 yilinda bu oran %33,61°e
gerilemistir (EPDK, 2023). Azerbaycan’in pay1 ise 2018 yilinda %14,97’den %21,2’ye ¢ikarak
Rusya’dan sonra en fazla dogal gaz ithalati gergeklestirilen lilke olmustur (EPDK, 2023). Her ne
kadar Tiirkiye tarafindan ithal edilen dogal gazin kaynak iilke dagilimimda Rusya birinciligi korusa
da bu durum uzun vadede Rus dogal gazina olan bagimliligin azaltilmasi konusunda 6nemli bir
adim olarak goriilmektedir. Buna ragmen, 2021 yilinda Rusya’dan ithal edilen dogal gaz
miktarinda bir artis goriilmektedir. Azerbaycan’dan ithal edilen dogal gaz miktar1 bir 6nceki
seneye gore 2,73 milyar metrekiip azalmis, bu da Rusya’dan ithal edilen dogal gaz miktarinda
artisa neden olmustur. Bu durumun nedenleri arasinda Azerbaycan ile imzalanmis olan 6,6 milyar
m3/y1l kontratin stiresinin Nisan 2021°de bitmesi olarak gosterilmektedir. Diger bir nedeni ise,
2021 yilinda Covid-19 salgini etkilerinin hafiflemesiyle ekonomik biiylimenin hizlanmasi ve artan
sanayi liretiminde dogal gaza olan talebin yiikselmesi olarak belirtilebilmektedir (Goksedef, 2021).
2022 yilinda ise bu durum eski diizene geri doniip Rusya’nin pay1 bir 6nceki yila gore %44,9’dan
%39,5’e diismiis; Azerbaycan’in payi ise %15°ten %15,9’a yiikselmistir (TPAO: 2022: 42).

Giiney Kafkasya Boru Hatt1 (South Caucasus Pipeline-SCP), Trans Anadolu Dogal Gaz Boru Hatti
(Trans-Anatolian Natural Gas Pipeline-TANAP) ve Trans-Adriyatik Boru Hatti’'nin (Trans
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Adriatic Pipeline-TAP) tamamini kapsayan Giiney Gaz Koridoru (GGK), Tiirkiye’nin enerji arz
giivenligini arttirmakla birlikte en biiylik dogal gaz ithalat1 gergeklestirilen iilke konumundaki
Rusya ile olan iligkilerde belirleyici bir hamle olarak goriilmektedir. Nitekim, Tiirkiye, devaml
artis gosteren dogal gaz ihtiyacinin bir boliimiinii Sahdeniz Gaz Sahasi’ndan ¢ikartilan dogal gazin
SCP tizerinden TANAP’a entegre edilmesi ile karsilamaktadir. Bunun yani sira Tiirkiye, Sekil
1’deki gorselde goriildigii lizere, Azeri dogal gazinin Avrupa iilkelerine transfer edilmesi
konusunda da TAP ile stratejik bir avantaj saglayip, gerceklestirilen dogal gaz ticaretinden transfer
geliri de saglayabilmektedir.

Sekil 1: Giliney Gaz Koridoru (GGK)

SOUTH CAUCASUS PIPELIN
TRANS ADRIATIC PIPELINE
_ GEORGIA

ALBANIA
L I < AZERBAIJAN

SHAH DENIZ FIELD

\

Kaynak: Southern Gas Corridor (Cevrimigi)

Tiirkiye’nin gergeklestirdigi projeler ile genel gercevede bir¢ok alanda fayda saglayabilecegi
sOylenirken hala Rusya’nin en fazla oranda dogal gaz ithalat ettigi iilke konumunda oldugu
unutulmamalidir. 10 yillik veriler incelendiginde, Tiirkiye’nin Rus dogal gazina gereksinim
duydugu ve kisa vadede bu durumun degismeyecegi sdylenebilmektedir. TAP ile Avrupa’ya dogal
gaz akisinda alternatif bir glizergah olusturulmasi hem Tiirkiye’nin hem de Avrupa iilkelerinin
enerji arz giivenligini arttirmaktadir. Bunun yan1 sira TANAP’1n, Rusya agisindan komsu {ilkeleri
ile arasinda dogabilecek bir krizde Rusya ag¢isindan da firsatlar doguracagi diisiiniilmektedir.
Nitekim, Avrupa iilkelerine dogal gaz tedarikinde gerekli altyapiya sahip Tiirkiye, Rusya’nin da
faydalanabilecegi yedek bir hat olarak goriilmektedir.

Ukrayna-Rusya Geriliminde Tiirkiye’nin Cikarlari

Ukrayna ile Rusya arasinda Subat 2022 tarihinden itibaren devam eden c¢atigsmalar dogrultusunda
Rusya, en biiylik dogal gaz pazari olan Avrupa bolgesinde dogal gaz konusundaki hakimiyetini
korumay1 amaglamaktadir. Bu dogrultuda Putin, Ekim 2022 tarihinde Tiirkiye’yi bir enerji “hub
haline getirmeyi amagladigin1 belirten bir agiklama yapmistir. Dolayisiyla Rusya, TirkAkim
sayesinde Tirkiye’yi Avrupa’ya agilan giivenilir bir dogal gaz tedarik kopriisii olarak gérmektedir.

durumda Tiirkiye’ye pazarligini yapabilecegi bir alan olusturmaktadir.

Rusya’nin, TiirkAkim ile en biiylik gaz ihracat¢isi konumundaki Avrupa iilkelerine giivenilir bir
nakil ag1 ile tedarik saglayabilecegi ve bdylece enerji talep gilivenligini arttirabilecegi
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ongoriilmektedir. Ancak, Rusya ekonomisinin biiyiik bir kismin1 enerji ihracatinin olugturmasi ve
bu ihracat i¢erisinde dogal gazin payinin yiiksek olusu, Rusya’nin bu konuda hassas davranmasina
neden olmaktadir. Karsilikli bagimlilik perspektifinden, Rusya’nin TiirkAkim ile Tiirkiye’ye olan
dogal gaz ihracatinin artis gosterecegi ve ozellikle Balkan {ilkelerine dogal gaz akisinda projenin
basat 6neme sahip olmasi, Tiirkiye ile olan iligkisinde pazarlik paymi azaltacagi sdylenebilir.
Bunun en biiyiik nedeni, gegmiste Ukrayna iizerinden Avrupa lilkelerine dogal gaz akisi saglayan
Bat1 Hatti’nin devre dis1 birakilip, Tirkiye iizerinden Balkan iilkelerine gaz tedariki saglanmasi
olarak diisiiniilmektedir. Dolayisiyla, iki tilke arasindaki karsilikli bagimlilik iliskisinde Rusya’nin
Tiirkiye’ye karsi olan hassasiyetini arttirdigi sdylenmektedir.

24 Subat 2022 tarihinden gilinlimiize kadar devam eden Ukrayna-Rusya Savasi Tiirkiye
perspektifinden degerlendirildiginde, karsilikli bagimlilik iligkisinin dinamikleri daha net bir
sekilde goriilebilmektedir. Nitekim savas, iki iilke arasindaki iligkileri test etmeye zorlamistir.
Tirkiye, Rus ugaklarmin hava sahasindan gegisine izin veren, Rus ekonomisine yonelik
yaptirimlar uygulamayacagini belirten ve Rusya ile diplomatik iliskilerini askiya almayan tek
NATO iiyesi iilke olarak karsimiza ¢ikmistir. Buna ragmen Tiirkiye hem Rusya hem de Ukrayna
ile diplomatik iliskilerini canli tutmus ve hatta arabulucu rolii iistlenmeye ¢aligmistir. Bu duruma
baska bir kanit niteliginde “Tahil Koridoru Anlasmasi” gosterilmektedir. BM ve Tiirkiye nin
gayretleri dogrultusunda hayata gecirilen anlagsma, savas sonrasi meydana gelen gida krizine
¢oziim olmasmi amaglayarak Ukrayna tahil gemilerinin Karadeniz’den gecis saglamasina
Rusya’nin izin verecegini garantilemekteydi. Buna ragmen, Temmuz 2023 tarihinde Rusya, kendi
gida triinlerinin satis1 oniindeki engellerin kaldirilmamasi sebebiyle anlasmadan cekilmistir.
Tiirkiye, diger iilke iliskilerinde kurulusundan itibaren uygulamakta oldugu denge politikasini
belirsizliklerin devam ettigi bu konjonktiirde de uygulamaya devam etmektedir.

Ukrayna-Rusya Savasi’nin Tiirkiye ile Rusya iliskilerinde bir “kirilma noktas:” oldugu
soylenebilmektedir. Nitekim Tiirkiye’ nin, bir NATO iiye iilkesi olarak gelisen olaylar karsisinda
sergileyecegi durus ve sdylemleri Rusya ile iliskilerinde bir doniim noktasi olusturabilecek kadar
onemli oldugu sdylenmektedir. Bu noktada, Tiirk dis politika stratejilerinin basinda gelen “denge
politikasim” Avrupa devletleri ile iliskilerini tehlikeye atmayacak sekilde Rusya ile iligkilerini de
canl tutarak yeniden uyguladigi goriilmektedir. Bu dogrultuda, Tiirkiye ile Rusya arasindaki
karsilikli bagimlilik iligkisi 6zelinde taraflarin gelisen dinamikler igerisinde hangi konumda yer
alacaklar1 onem tagimaktadir. Gelismelere verilen tepkiler ve uygulamalar taraflarin karsilikli
bagimlilik iliskisindeki pazarlik paylarini da belirlemektedir. Avrupa Birligi’nin Rus dogal gazi
ithalatini kisitlama kararlar1 dogrultusunda TAP’1n kapasitesinin arttirilma diislincesinin giindeme
gelmesi, Rusya’nin karsilikli bagimlilik iliskisindeki etkilenme derecesini ve hassasiyetini
arttirirken; Turkiye nin ise pazarlik giiclinii arttirmistir.

Ukrayna-Rusya Savasi’nin Tiirkiye’ye sagladigi firsatlardan biri de Rusya’nin, siyasi ve askeri
dikkatinin Dogu Akdeniz {lizerinden dagilmasi olmustur. Nitekim, Libya ve Suriye’de askeri
varligin1 hissettiren Rusya, yakin cografyasina yonelerek bu bolgelerdeki askeri giiclinii bolmek
durumunda kalmistir (Oktav, 2022: 18). Diger bir yandan, Israil’in, Dogu Akdeniz’deki dogal
gazim Tiirkiye lizerinden Avrupa lilkelerine transferine olanak saglayacak projeden yeniden séz
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edilmeye baslanmistir. Savasin basladig: ilk giinlerde, Tiirkiye ile Israil arasinda diplomatik
temaslarin gergeklestirilmesi bu duruma kanit niteligindedir (Oktav, 2022:19).

Ukrayna-Rusya Savasi’nin baslamasiyla birlikte insani giivenlik endiselerinin ortaya ¢ikmasinin
disinda Avrupa iilkelerinin Rus enerji kaynaklarina olan bagimlilig1 bir kez daha hissedilir hala
gelmistir. Enerji fiyatlarindaki artis ve Rusya’nin enerjiyi diplomatik bir silah olarak kullandig1
gercegi enerji arz giivenligini agisindan bir tehdit unsuru haline gelmistir. Bu baglamda, alternatif
enerji kaynaklarina ulasma ve kaynaklarin ¢esitlendirilmesi gereksinimi, Avrupa iilkelerinin siyasi
ve ekonomik giindeminin en énemli maddesini olusturmustur. Dolayistyla, Tiirkiye’nin jeopolitik
konumunun getirdigi avantaj bir kez daha giin yiiziine ¢ikmis, alternatif dogal gaz kaynaklarini
Avrupa’ya transfer etme kapasitesinin dnemi artmistir. Her ne kadar Tiirkiye’nin hub olma gayesi
geemise dayansa da Avrupa iilkelerinin alternatif dogal gaz arayisi tim donemlerden daha acil bir
¢oziim gerektirmektedir (Ustiin, 2022). AB’nin kisa vadede enerji ihtiyaclarinin yenilenebilir
enerji tarafindan karsilanabilmesinin miimkiin olamayacag1 gibi niikleer enerji ve komiir gibi
nispeten cevreye daha zararli enerji kaynaklarina yonelmek yerine alternatif dogal gaz kaynagi
arayisina girmesi daha olast goziikmektedir. Bu durumun Tiirkiye’ye, merkez iilke hedefine
ulagma konusunda avantaj sagladigi sdylenebilmektedir.

Sonuc¢

Devletlerin kalkinma ve sanayilesme siirecinde enerji kaynaklarina duyulan ihtiyag siirekli artis
gostermis ve bu durum, iilkelerin dis politikalarini etkileyerek ayri bir diplomasi dali olarak ortaya
¢ikmasina neden olmustur. Enerji ihtiyacinin kesintiye ugramadan karsilanmasi devletler
acisindan siirdiiriilebilir ekonomik biiyiime ve kalkinma hedeflerini gerceklestirilmesi agisindan
onem arz eden bir dis politika amacina dontismiistiir. Devletlerin enerji diplomasileri igerisindeki
kisa ve uzun vadeli hedefler ve stratejilere bagl olarak gelisen degisiklikler, siyasi ve ekonomik
alanlar1 da 6nemli 6l¢iide etkilemektedir. Enerji giivenligi kavrami, Sanayi Devrimi sonrasi, enerji
fakiri devletler acisindan enerji kaynaklarina duyulan gereksinimlerinin ve hassasiyetlerinin
artmasina neden olmustur. Buna karsilik enerji zengini devletler agisindan ise enerji ihracatinin
milli gelir icerisinde onemli bir boliimiini olusturmasi dogrultusunda olusan yeni giivenlik
algilamalar1 igerisinde kendisine yer edinmistir. Enerji arz giivenligi, devletlerin enerji talebinin;
“giivenilir, ekonomik ve stirdiiriilebilir bir sekilde tedarikinin saglanmasi” anlamina gelmektedir.
Enerji kaynaklarina gereksinimi bulunan ve enerji arz giivenligi sorunu yasayan devletlerin aksine,
rezerv bakimindan zengin ve ihtiyag fazlasi enerji kaynagini ihrag eden devletler i¢in enerji talep
giivenligini saglamak s6z konusu olmaktadir. Enerji talep giivenligi, tedarik¢i devletler tarafindan
tiretilen enerji kaynaklarina “rekabetci piyasa fiyatlar: iizerinden istikrarli bir talebin varligi”
olarak belirtilebilmektedir. Enerji arz ve enerji talep giivenligi kavramlari, 1967 yilindan itibaren
aralarinda enerji ticaret iliskisi bulunan Tirkiye ile Rusya arasindaki etkilesimleri de
sekillendirmektedir.

Dogal gaz, Tiirkiye ve Rusya’nin arz ve talep eksenli enerji ticaretinde 6nemli bir rol
oynamaktadir. Nitekim, Tirkiye’nin dogal gaz ithalat1 igerisinde gectigimiz 10 yilin verilerine
gore, Rusya birinci sirada yer almaktadir. Diger yandan, Rusya’nin dogal gaz ihracati konusunda
Tiirkiye, Snemli bir ithalatc1 statiisiine sahiptir. iki devletin iliskileri, imzalanan ticaret ve enerji
projesi anlagmalar1 ile genislemistir. Tiirkiye, Avrupa filkeleri ile enerji ticaretinin devamin

43



Karsilikli Bagimlilik Perspektifinden Tiirkiye— Rusya Enerji iliskilerinde .... Soylemez & Erdal

garanti altina alacak ve Ukrayna’nin yerine gecebilecek bir giizergah olmaktadir. Enerji konusu,
devletler arasinda etkilesim yaratan en dnemli unsurlardan biridir. Keohane ve Nye’in ilk olarak
1977 yilinda bahsettigi, neo-liberalizm temelinde bir bakis agis1 barindiran karsilikli bagimlilik
yaklasimi, devletler aras iliskileri agiklamada kapsamli bir gériis saglamaktadir. Ozellikle, enerji
ticareti gergeklestiren devletler arasindaki iliski igerisinde dogan kavram, Tiirkiye ile Rusya
iligkilerini agiklamada 6nemli bir bakis agis1 sunmaktadir. Enerji ticaretinden dogan karsilikli
bagimlilik iligkisini etkileyen en 6nemli unsurlar ise imzalanan enerji ticareti anlagmalar1 ve
faaliyete gegen veya gegmesi planlanan boru hatti projeleridir.

Tiirkiye, enerji ithalat¢is1 goriiniimii nedeniyle Rusya karsisinda dezavantajli bir konumda goriilse
de jeopolitik konumu ve 6nemli bir enerji miisterisi olmasinin getirdigi avantajlar sayesinde Rusya
ile iligkilerinde etkili bir aktordiir. Rusya, enerji koridorunda stratejik konuma sahip ve ekonomik
olarak biiyiiyen bir pazar olan Tiirkiye’yi kaybetmek istememektedir. Buna ek olarak, Rusya’nin
Ukrayna ile arasindaki gegmisten itibaren siiregelen ¢atigmalar1 ve bunun sonucu olarak baslayan
savas nedeniyle Avrupa’ya dogal gaz tedarikinde Tiirkiye disinda farkli bir rota bulmasi1 daha zor
hale gelmistir. Tiirkiye nin jeopolitik avantaji, artan enerji talebi ve iki iilkenin enerji ticaretinde
karsilikli ekonomik c¢ikarlari, diplomatik iligkilere olumlu anlamda katki saglamaktadir. Bu
dogrultuda, Tiirkiye ile Rusya arasindaki iliskide gerceklesebilecek bir anlasmazlik durumunda
iligkinin zarar gOormesinin, her iki taraf acisindan da istenmeyen sonuglar dogurmasi
beklenmektedir. TiirkAkim projesi, Tiirkiye ile Rusya arasindaki derinlesen enerji is birliginin bir
parcast olarak degerlendirilmektedir.

TANAP, Tiirkiye ile Rusya arasindaki enerji bagimlilig: iliskisinde énemli bir doniim noktasi
olusturmustur. Tirkiye ve Rusya arasindaki enerji bagimliligi, Rusya’nin Tiirkiye’ye dogal gaz
ithracatinda biiytik bir paya sahip olmas1 nedeniyle uzun yillardir devam etmektedir. Bu kosullarda
TANAP, Tiirkiye’nin Azerbaycan gibi rezerv acisindan zengin kaynaklara sahip bir lilkeden dogal
gaz tedarik edebilmesini saglamistir. Bu durum, Tiirkiye’nin Rusya’ya dogal gaz konusunda olan
bagimliligini azaltmis ve enerji arz giivenligini arttirmistir. Proje, Tiirkiye’nin Avrupa iilkelerine
dogal gaz ihracati yapmasina olanak vererek, Tiirkiye’yi enerji “hub 1 statiisline yaklastirmakta
ve ekonomik ac¢idan daha gii¢lii bir konuma gelmesini saglamaktadir. Rusya, Avrupa dogal gaz
piyasasinda genel ¢ercevede rekabetci bir konuma sahip oldugu icin TANAP, Rusya’nin dogal gaz
thracat1 iizerinde smirlayict bir etki yaratabilmektedir. Diger bir yandan, TANAP ile Tiirkiye,
“hub” statiisiine yaklagsmasi sayesinde, Azeri dogal gazina ek olarak Rus dogal gazin1 da Avrupa
tilkelerine giivenli bir sekilde ulastirip, bu ticaretten kazang saglayabilmektedir. Enerji merkezi
kurulmas1 durumunda, talebi karsilamak adina yeterli kapasitede dogal gaz transferi
saglanabilmesi i¢in Karadeniz altindan yeni bir proje gelistirilmektense Rus dogal gazit TANAP
iizerinden Avrupa bolgesine transfer edilebilecektir. Bu dogrultuda, Rus dogal gazinin Tiirkiye
iizerinden Avrupa pazarina ulastirilmasi, Tiirkiye’nin Rusya ile karsiliklt bagimlilik iliskisinde
pazarlik giiclinii arttirmaktadir.

TANAP ve TiirkAkim hem Tiirkiye’nin hem de Avrupa devletlerinin enerji arz giivenligini
arttirma stratejilerine uygun sekilde ve Dogu-Bat1 ekseninde dogal bir koridor {izerinden enerji
iletimine olanak tanimaktadir. Ukrayna lizerinden Avrupa iilkelerine ulasan Bati Hatt1 yerine
TiirkAkim’1n kullanima ge¢mesi, dogal gaz transferi konusunda Tiirkiye’nin Rusya karsisindaki
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konumunu giiglendirmistir. TANAP 06zelinde bir degerlendirme yapildiginda ise, Tiirkiye
acisindan enerji arz giivenligini arttirmak i¢in kaynak ¢esitlendirme ve enerjide merkez iilke olma
hedefine uygun sekilde hareket etme konular1 iizerinde etkili bir gelisme oldugu
soylenebilmektedir. Karsilikli bagimlilik perspektifinden, Tiirkiye ve Rusya arasindaki enerji
iligkileri, her iki lilkenin de ekonomik ¢ikarlarina katki saglamaktadir. TANAP, Tiirkiye’nin dogal
gaz arz glivenligini arttirirken; Avrupa dogal gaz piyasasina Azerbaycan’in dogal gazini tastyarak,
Avrupa iilkelerinin enerji arz giivenligine de katki saglamaktadir. Buna karsiik TANAP,
Tiirkiye’den Avrupa’ya uzanan bir dogal gaz boru hatti1 olmasi yoniiyle Ukrayna-Rusya Savasi
sonrasi Rusya acgisindan Onem tasimaktadir. Ukrayna-Rusya Savasi’nin, Tiirkiye’ye bazi
avantajlar sagladigi sdylenebilmektedir. Bu avantajlardan en 6nemlisi ise, Tiirkiye’de bir enerji
merkezi kurulmasi isteginin, Putin tarafindan dile getirilmesi olarak sdylenebilmektedir.
Tiirkiye’de halihazirda faaliyette olan TAP ve TirkAkim ile Avrupa’ya dogal gaz baglanti
altyapisinin bulundugu diisiintildiigiinde, bu hedefin kisa vadede hayata gegirilmesi miimkiin
gozliikmektedir.
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1. GIRIS

Bilgi, insanoglunun var oldugu andan giiniimiize kadar gecen siiregte gerek organizasyonlar gerekse
toplumlar icin stratejik bir deger olarak 6n plana gikmaktadir (Avcr ve Avci, 2004: 30). Ozellikle kiiresel
pazar ve {lriin cesitliliginin giderek arttig1 glinlimiiziin dinamik is diinyasinda (Yesilkus, 2021: 137),
yoOnetimin her yoni, gelismek icin biiyiik Ol¢iide bilgiye dayanmaktadir. Bilginin her an ve her yerde
olabildigi bilgi ¢aginda (Ozbozkurt, 2019a: 10), bilgi olmadan hicbir aksiyon alinamamakta; genellikle
bilginin gii¢ olduguna ve ona sahip olanin giice sahip olduguna inanilmaktadir. Bu sebeple bilgi, bireyden
biitiine, toplumlardan organizasyonlara kadar her kademede ihtiya¢ duyulan 6nemli bir kaynaktir (Adeoti-
Adekeye, 1997: 318).

Organizasyonlarda dogru bilgiye ulasabilmek, bilgiyi dogru bir sekilde yonetebilmek ve etkin bir
koordinasyon igerisinde birimler aras1 bilgi akisin1 saglamak kritik 5Sneme sahiptir (Yesilkus ve Ozbozkurt,
2021: 36). Farkli bir ifadeyle, orgiitsel siireclerin basariyla yiiriitiilmesinde, ¢agdas stratejik yonetim
uygulamalarmin benimsenmesinde ¢alisanlar arasinda bilgi paylasimi ve bilgi akisinin saglanmasi
onemlidir (Ozbozkurt, 2019b: 77). Ancak kimi zaman bilginin saklandig1 ve paylasiimadig1 y&netim
siirecleriyle karsilasilabilmektedir (Karakus ve Ak¢akanat, 2021: 1085). Ozellikle giiniimiiziin giincel ve
metafor olarak karanlik yonetim tarzi olarak ifade edilen mantar yonetim ile organizasyonlarda bilgi
paylasimindan kagiilmakta, kararlar ve sebepleri agiklanmamakta ve is gorenlere yalnizca isi
yapabilmeleri i¢in gerekli ortam saglanmaktadir (Akduru ve Arslantas, 2021: 67).

Bu bilgiler 1s181nda, Tiirk aragtirmacilarin mantar yonetimi konusundaki bilimsel ¢alismalarini inceleyen
bu arastirma, literatiirdeki bu 6nemli alandaki gelismelere 151k tutmayr amaglamaktadir. Bibliyometrik
analiz yontemiyle gerceklestirilen bu ¢alisma, Tiirk bilim insanlarinin mantar yonetim iizerine yaptiklari
calismalarin nicel ve nitel 6zelliklerini ortaya koymay1 hedeflemektedir. Bu analiz, mevcut bilgi birikimini
degerlendirmenin yani sira, gelecekteki arastirmalara rehberlik etmek ve bu alandaki bosluklar1 belirlemek
icin onemli bir temel olusturacaktir. Calismanin amaci hem akademisyenlere hem de is diinyasi
profesyonellerine, mantar yonetimi konusundaki literatiirdeki mevcut durumu anlama ve bu alandaki en
son gelismeleri izleme firsati sunmaktir. Bununla birlikte bu calismanin, kurumsal bilgi yonetimi
uygulamalarina yonelik daha etkili stratejilerin gelistirilmesine katkida bulunarak, is diinyasiin
siirdiiriilebilirligine olumlu bir etki saglanmasi hedeflenmektedir.

2. Mantar Yonetim

Caliganlarin mantar yetistiriciligi gibi karanlikta tutulmasi ve performanslarimi artirmak maksadiyla onlara
yetersiz bilgi verilmesi anlamina gelen mantar yonetim tarzi, yonetim bilimi agisindan son yillarda yiikselen
bir metafor olarak oldukc¢a dikkat ¢ekmektedir (Kiilekci vd., 2020: 361). Giincel yonetim yaklagimlarindan
biri olan mantar yonetim, biiyilyen mantar metaforundan hareketle bu ismi almistir. Bu kapsamda mantar
yOnetim, yoneticilerin astlartyla bilgi paylasimimdan kagindiklar1 olumsuz yonetim tarzini ifade etmektedir
(Aydin, 2022: 64).

Mantar yonetim metaforu, ¢aliganlarin mantar gibi karanlikta tutuldugu ve periyodik olarak “giibre”
verildigi bir yonetim tarzini tanimlamak i¢in kullanilan bir terimdir. Burada giibre metaforu ile ¢alisanlarin
organizasyondan tamamen ayrilmalarmi engellemek suretiyle belirli araliklarla ihtiyag duyulan bilgi
paylagiminin gerceklesmesi ifade edilmektedir (Sener ve Giindiizalp, 2020: 1).

Bilginin saklanmasinin amaci, organizasyondaki herhangi bir ¢alisana zarar vermek degildir. Ancak bu tiir
bir eylem, bir sorunu ¢6zmek veya kritik bir konuyu g¢oziimlemek maksadiyla dogru bilgiyi, dogru
zamanda, dogru yerde gerceklesmediginde organizasyona zarar verebilmektedir (Issac ve Baral, 2018: 3).
Mantar yonetim tiirii de bu temel iizerine kuruludur. Calisanlara zarar verme niyetinin aksine ¢alisanlarin
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isletmelerinde etkin ve verimli olabilmeleri i¢in sadece yapmalar1 gereken is i¢in gerekli olan kaynaklar
sunulmaktadir (Bozkir ve Sakar, 2022: 415).

Mantar yonetim uygulamalarini benimseyen ydneticilerde giic ve kontrolii elinde tutma egilimi
bulunmaktadir. Calisanlara daha az giivenilmekte ve genellikle emir-komuta yaklasimi1 benimsenmektedir.
Mantar yonetim tarzi; hizli karar almayi tesvik etmeye ve belirli bir disiplin ve diizeni siirdiirmeye yardimct
olsa da uzun vadede organizasyonlarda; yonetim korliigi, iletisim eksikligi, motivasyon eksikligi, kisith
yaraticilik ve inovasyon, calisanlarda performans diisiisii veya isten ayrilma egilimi, sadakat ve giiven kayb1
gibi olumsuz sonuglar ortaya cikarabilmektedir. Bu nedenle mantar yonetim tarzina iliskin yoneticilerin
farkindaliginin artmasi ve bu yoOnetim tarzindan uzaklasarak calisanlarin daha katilimci ve bilgi
paylasiminin aktif oldugu organizasyon kiiltiirliniin yerlesmesi maksadiyla bu alandaki calismalar
incelenmelidir.

3. Yontem

Ilgili literatiir incelendiginde mantar yénetim {izerine gerceklestirilen bilimsel ¢alismalarin yalmzca Tiirk
arastirmacilardan olustugu ve yabanci arastirmacilarin heniliz yeterli ilgiyi veya dikkati bu kavrama
vermedikleri goriilmiistiir. Bu kapsamda aragtirmada, yonetimin giincel bir yaklagimi olan mantar yonetim
iizerine Tirk arastirmacilarin gerceklestirmis oldugu bilimsel calismalarin bibliyometrik analizi
yapilmustir.

Bibliyometrik analiz, makaleler; bilimsel ¢alismalar ve diger yayinlari analiz etmek igin istatistiksel
yontemlerden faydalanilan bir analiz tliridiir. Bibliyometrik analiz; yazarlara, yayinlara, kurumlara,
dergilere ve iilkelere iliskin bilgiler de dahil olmak {izere, bibliyometrik verilerle ilgili olarak yaymlanmis
literatiiri tanimlamak, degerlendirmek ve izlemek igin istatistiksel analizden yararlanmaktadir (Dede ve
Ozdemir, 2022: 2). Bibliyometrik analiz; genel bir kavramsal cercevenin ¢izildigi bir dnceki boliim ile
ilerleyen boliimler arasinda bir koprii gorevi gormektedir. Boylelikle bibliyometrik analize iliskin
tanimlayic1 bilgiler ile bu analizin uygulanmasia iliskin pratik yonlendirmeler birbirine entegre
olabilmektedir (Oztiirk, 2021: 33).

Giiniimiizde Web of Science, Scopus, Google Akademik, PubMed gibi veri tabanlar1 araciligiyla veri elde
etmede, bibliyografik ya da bibliyometrik aragtirmalar yapmada kullanilabilecek ¢ok sayida veri taban
bulunmaktadir (Demir ve Erigiig, 2018: 95). Bu ¢alismada da mantar yonetim {izerine Tiirk aragtirmacilar
tarafindan gercgeklestirilen bilimsel ¢alismalar, Google Akademik veri tabanindan 03.09.2023-14.10.2023
tarihleri arasinda elde edilmistir. ilgili kaynaklar, hem Tiirkce “mantar yonetim, mantar yénetici” seklinde
hem de Ingilizce “mushroom management, mushroom manager” olarak taranmustir. Google Akademik’de
yer alan Ozel aralik secenegiyle caligmalar her yil olacak sekilde ayri ayri incelenmistir. Arastirma
kapsaminda incelenen bilimsel calismalar; yillara goére makale sikligi, makale sayisi, yazar sayisi,
calismanin yaym dili, c¢aligmanin yaymlandigi derginin dizini ve c¢aligmanin igerigine gore
smiflandirilmistir. Bununla birlikte, Tiirkiye’deki yiiksekdgretim kurumlarinda 6grenim goren lisansiisti
Ogrencilerin lisansiistii tezlerinde de mantar yonetimi ele alip almadig1 incelenmistir. Buradan hareketle, bu
aragtirma kapsaminda asagida yer alan sorularin cevaplari aragtirtlmistir:

a. Tiirk arastirmacilar isletmelerde mantar yonetim konusunda ne kadar bilimsel c¢alisma

yapmuglardir?

Hangi yillarda bu galigmalar artig gostermistir?

Yapilan ¢caligmalarin metodolojik ¢esitliligi nedir ve hangi alanlarda yogunlagmislardir?

d. Tirk arastirmacilarin mantar yonetim {izerine yaptig1 ¢aligmalarin uluslararasi alanda nasil bir
etkisi olmustur?

e. Mantar yonetim iizerine gergeklestirilen lisansiistii tezler yeterli midir?

oo
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Arastirma kapsaminda verilerin ylizdeligini hesaplamak maksadiyla SPSS 26.0 nicel analiz programi
kullanilmigtir. faydalanilmistir. Buradan hareketle, mantar yonetim {izerine Tiirk arastirmacilar tarafindan
gerceklestirilen bilimsel c¢alismalar ile Tiirkiye’deki yiiksek lisans ve doktora tezleri, YOK Tez
Merkezi’nden incelenerek tablolar halinde sunulmustur.

4. Bulgular

Arastirma kapsaminda Tiirk arastirmacilarin mantar ydnetim {izerine gergeklestirdigi Tiirkce ve Ingilizce
bilimsel ¢aligmalar incelenmistir. Bu baglamda, bahse konu arastirmacilarin mantar yonetim {izerine
gergeklestirdigi bilimsel ¢aligmalarin yillara gore sikligi Sekil 1°de gosterilmistir.

Mantar Yonetim Uzerine Gerceklestirilen
12 Cahismalarin Sikhgi

10

10

o N B~ O ©

2015 2016 2017 2018 2019 2020 2021 2022 2023

Sekil 1. Mantar Yonetim Uzerine Gergeklestirilen Caligsmalarin Yillara Gore Siklig

Kaynak: Google Akademik Veri Tabani (Erisim Adresi:
https://scholar.google.com/schhp?hl=tr&as_sdt=0,5 , Erisim Tarihi: 07.10.2023).

Sekil 1’de goriildiigli lizere yoOnetim literatiirlinde giincel bir yaklasim olan mantar yonetimin Tiirk
arastirmacilara ait 29 adet bilimsel ¢alisma oldugu goriilmiistiir. Bu kavrama iliskin bilimsel ¢alismalarin
2015 yilindan itibaren literatiirde yerini almaya bagladig1 anlasilmaktadir. Mantar yonetim iizerine her ne
kadar 2015 yilinda ilk kez kavramsal olarak bilimsel bir ¢aligma gerceklestirilse de 2016 yilinda mantar
yOnetim iizerine herhangi bir bilimsel ¢aligsmaya rastlanilamamistir. Ancak mantar yonetime iliskin bilimsel
caligmalarin giderek sayisi artmis ve oOzellikle 2021 yilinda en fazla bilimsel ¢aligmanin tretildigi
goriilmiistiir. Fakat 2021 yilinin ardindan tekrardan diistise gectigi gozlemlenmistir. Google Akademik veri
tabanindan elde edilen bilgilere gore mantar yonetim iizerine gerceklestirilen bilimsel ¢aligmalarin 27 adet
oldugu tespit edilmistir. Bahse 2015-2023 yillar1 arasinda mantar yonetim lizerine gergeklestirilen bilimsel
caligmalarin; yazarlari, yili, caligmanin icerigi, yayinlanan dergi, dizin bilgileri gibi daha detayl bilgilere
Tablo 1°de yer verilmistir.

Tablo 1. Mantar Yonetim Literatiirii

Yil Yazar(lar) Yayin Yaymnlanan Yaymnlanan Cahsmanm | Calismann icerigi
Dili Dergi Derginin Dizini | Deseni
2015 | Kilig Ingilizce | Academy of | Scopus Nitel Saglik sektdriinde
Strategic aragtirma gerceklestirilen bu  ¢alismada
Management yoneticilerin =~ %84’  mantar
Journal yoOnetimi tarzin1 uygulamakta;
calisanlarin ~ %87’si  mantar
yonetimi davranisini
algilamaktadir.
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Tekin ve | Tirkge JAV Studies EBSCO, Index | Nitel 30 aragtirma gorevlisi tizerinde
Birincioglu Copernicus arastirma yapilan caligmanin sonuglara
gore Universitelerde kismen
2017 mantar yonetim tarzinin oldugu
gbzlemlenmistir.
Kilig ve Olgun | Tiirkge Orgiitsel Emerging Nicel 8 maddelik, 5°1i Likert tiirline
Davranis Sources Citation | Arastirma sahip mantar yonetim algisini
Arastirmalari Index O0lgmeye yonelik bir 06lgek
Dergisi gelistirilmistir.
Birincioglu ve | Tiirkge Business and | TR Dizin Nicel 240 aragtirma gorevlisi tizerinde
Tekin Economics Arastirma 4 faktor ve 19 maddeden olusan
Research Journal bir 6lgek gelistirilmisgtir.
Orgev ve | Tirkge 2. Uluslararas: | - Nicel Saglik sektoriindeki 253
2018 | Sahinli 12. Ulusal Saglik Aragtirma calisgana  uygulanan  anket
ve Hastane sonucunda c¢aliganlarin mantar
Idaresi Kongresi yonetime maruz kaldig1
gOriilmiistiir.
2019 | Kahya ve | Tirkge Uluslararasi Index Nicel Tekstil sektoriindeki 185 galisan
Ceylan Sosyal ve Beseri | Copernicus, Aragtirma tizerinde gergeklestirilen anket
Bilimler DRJI sonuglarina gore mantar
Arastirma yonetim uygulamalarinin
Dergisi azalmasi, is goren performansini
artirmaktadir.
Kiilekei, Ingilizce | Isletme TR Dizin Nicel Saglik sektoriindeki 221 galisan
Ozbozkurt ve Aragtirmalari Aragtirma iizerinde gerceklestirilen anket
Bahar Dergisi sonuglarina gore, is stresinin
isten ayrilma niyeti lizerindeki
2020 etkisinde mantar ydnetiminin
araci rol oynadigi goriilmiistiir.
Sener ve | Ingilizce | Journal of | Index Nicel 364 Ogretmen tizerinde
Giindiizalp Organizational & | Copernicus, Arastirma gergeklestirilen calismada
Educational DRJI mantar yonetim  yaklagimini
Leadership benimseyen okul yoneticilerinin
yetersiz okul liderligi davranisi
sergiledikleri goriilmiistiir.
Yorgancioglu, | Ingilizce | International Social Sciences | Nicel 234 saglk calisan1 iizerinde
Erigiig, Journal of Health | Citation Index Arastirma gerceklestirilen calismada
Kartal, Koca Planning and mantar yOnetim tarzinin s
ve Karahan Management performansi {izerinde herhangi
bir etkisinin olmadig1 ancak
algilanan  ydnetici  destegi
iizerinde anlamli bir etkiye sahip
oldugu tespit edilmistir.
Mumcu  ve | Ingilizce | Eskisehir Emerging Nicel 107 arastirma gorevlisi lizerine
Aras Osmangazi Sources Citation | Arastirma gergeklestirilen ¢alisma
Universitesi IiBF | Index, TR Dizin sonucunda mantar yonetim tarzi
Dergisi ile orgiitsel sinizm boyutlar
arasinda kurulan iligkide
etkilesimsel adaletin aracilik
rolii olmadig1 gézlemlenmistir.
2021 | Ding ve | Tiirkge International Scilit, Index | Nicel Nigde Genglik ve Spor Il
Avanoglu Journal of | Copernicus Aragtirma Midirligi’nde  ¢alisan 92
Human Sciences memur iizerinde gerceklestirilen
calisma sonucuna gore
¢alisanlarin orta diizeyde mantar
yonetim algisina sahip olduklari
belirlenmistir.
Oztiirk ve | Tirkge Dogus TR Dizin Nicel Isletme (MBA) yiiksek lisansi
Aras Universitesi Aragtirma yapan 159 &grenci iizerinde
Dergisi gergeklestirilen arastirma
sonucuna gore mantar yonetimin
bilgi  paylasimmi  olumsuz
etkiledigi goriilmiistiir.
Akduru  ve | Tiirkge | Isletme ve Iktisat | DOAJ,  Index | Nicel Turizm, saglik ve bankacilik
Arslantas Calismalari Copernicus Aragtirma sektorinde 312 is  godren
Dergisi lizerinde gergeklestirilen

caligma sonuclarina gére mantar

52




A Bibliometric Analysis of Scientific Studies on Mushroom Management ....

Ozbozkurt

yonetim algisi en yiiksek oranda
saglik sektoriinde, en diisiik
diizeyde ise turizm sektoriinde
oldugu tespit edilmistir.

Cetinkaya ve | Tirkge Firat Universitesi | TR Dizin Nicel 470 6zel sektor ¢aligani lizerinde
Altintas Sosyal Bilimler Aragtirma gerceklestirilen aragtirmaya gore
Dergisi mantar  yonetimin  erdemli
raporlama davranisina etkisinin
olmadig1 gdriilmiistiir.
Cetin Tiirkce OPUS TR Dizin Nicel Tekstil sektoriinde calisan 131
Uluslararasi Aragtirma katilimc1 tizerinde
Toplum gerceklestirilen aragtirma
Arastirmalari sonucuna gore yabancilagmanin,
Dergisi mantar yonetim algisina sahip
olan ig gorenlerde is tatminini
azalttig1 ve tatminsizlik
meydana getirdigi tespit
edilmigtir.
Osmanoglu ve | Tirkge Spor  Bilimleri | TR Dizin Nicel Sirnak, Siirt, Batman ve Mardin
Uziim Aragtirmalari Aragtirma Genglik Spor ve il
Dergisi Miidiirliikklerinde gdrev yapan
159 katilimei lizerinde
gerceklestirilen arastirma
sonucuna gore kurumda mantar
yonetim algisinin orta diizeyde
oldugu tespit edilmistir.
Bozkir ve | Tiirkge comMU Spor | ASOSINDEX, Nicel Spor tesislerinde c¢aligan 86
Fidan Bilimleri Dergisi | ACARINDEX Aragtirma katilimc1 iizerinde uygulanan
anket sonuglarina gore mantar
yonetim anlayist ile duygusal
tikenme ve  duyarsizlagma
arasinda anlamli bir iligskinin
varlig1 ortaya ¢ikmustir.
Ergun Ingilizce | Journal of | DRJI, Scilit Nicel 464 ogretmen iizerinde yapilan
Education and Aragtirma anket sonuglarina gore mantar
Educational yonetim tiiriiniin dgretmenlerin
Development orgiitsel yalnizlik davranislarin
etkiledigi goriilmiistiir.
Giinaltay, Tiirkce Yiiksekogretim ESCI, TR Dizin | Nicel Saglik yonetimi alanindaki 103
Isikgelik  ve Dergisi Arastirma aragtrma  gorevlisi  tizerinde
Durur yapilan arastirma sonucuna gore
mantar yonetim algist arttikca
Orgiitsel baglilik azalmaktadir.
Giindiiz ~ ve | Tirkge Sosyal Bilimler | Index Nicel 286 Ggretmen lizerinde yapilan
Ozyer Dergisi Copernicus Arastirma aragtirmaya  gbre  algilanan
mantar yonetim tarzinin orgiitsel
sessizligi etkiledigi
bulunmustur.
Ulun, Otkan | Tiirkce International Scilit, Index | Nicel Spor Hizmetleri Genel
ve Colakoglu Journal of | Copernicus Aragtirma Midirligi'nde ¢alisan 200
Human Sciences kisiye uygulanan anket
sonucuna gbre mantar yonetim
2022 algisinin  artmasi, c¢alisanlarin
orgiitsel  baglhilik  diizeyleri
izerinde olumsuz bir etki
yaratmaktadir.
Alakagli, Tiirkge Journal of Social | ESJI, DRJI Nicel 765 Ogretmen tizerinde
Erbek, and Humanities Arastirma gergeklestirilen galigma
Koceman ve Sciences sonucuna goére gorev yeri,
Dagtekin Research cinsiyet ve hizmet  siiresi
degiskenlerine  gére mantar
yonetim  algisinin  degistigi
sonucuna ulagilmistir.
Ulukap1 Tiirkce Journal of | DRJI, Index | Derleme Caligmada mantar  ydnetim
Yilmaz Current Copernicus kavrami tanimlanmis, mantar

Researches  on
Social Sciences

yonetimin neden ve sonuglari
tartisilmustir.
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Bozkir ve | Ingilizce | Pakistan Journal | ISI, Crossref Nicel Turizm sektoriindeki 201 galisan
Sakar of Medical & aragtirma lizerinde yapilan aragtirmaya
Health Sciences gére  mantar  ydnetiminin

orgiitsel giiven ile isten ayrilma
niyeti arasindaki iliskide aracilik
roliine sahip oldugu tespit

edilmistir.
Aydin Ingilizce | 4th International | - Nicel Denetim, bankacilik, egitim ve
Communication, aragtirma turizm sektoriinde 219 ¢alisan
Economics, iizerinde uygulanan arastirma
Organization & sonucuna gore mantar
Social Sciences yonetiminin orgiitsel baglilikla
Congress negatif iliskili oldugu tespit

edilmistir.
Demir ve | Ingilizce | International ESCI, Scopus Nicel 410 saglik ¢alisan1 iizerinde
Kilig Journal of arastirma gergeklestirilen caligmaya gore
Healthcare mantar yonetimi ile kolektif
Management adalet  degiskeni  arasinda
2023 anlamli ve negatif bir iliskinin

var oldugu bulunmustur.

Yalap ve | Tiirkge Journal of | ISI, SIS Nicel 465 saglik c¢alisan1 {izerinde
Poyraz Organizational arastirma gerceklestirilen arastirma
Behavior Review sonucuna gore saglik

calisanlarmin egitim durumlari
ile mantar yonetim alg1
diizeyleri  arasinda  anlaml
farklar bulunmustur.

Ozel ve | Tiirkge Selguk TR Dizin Nicel Imalat fabrikasindaki 87 caligan
Kalfaoglu Universitesi arastirma iizerinde tamamlanan
Sosyal Bilimler arastirmaya gore mantar
Enstitiisti Dergisi yonetim ile ise gOmilmiislik
arasinda anlamli ve negatif bir
iligkinin var oldugu
saptanmugtir.
Ugkun ve | Tiirkge TURAN-SAM Index Derleme Calismada mantar  yonetim
Ugkun Uluslararast Copernicus, yaklagimi1 agiklanip,
Bilimsel ROAD uygulamada  ortaya  ¢ikan
Hakemli Dergisi sonuglar irdelenmistir.

Kaynak: Google Akademik Veri Tabani’ndan Yazar Tarafindan Olusturulmustur.

Tablo 1°de de goriildiigii tizere Tiirk arastirmacilar tarafindan mantar yonetim iizerine gergeklestirilen
bilimsel ¢alismalarin 9’unun (%31,1) Ingilizce, 20’sinin (%68,9) ise Tiirkce hazirlandig1 goriilmiistiir.
Arastirmacilar daha detayli incelendiginde bilimsel ¢aligmadan yalnizca 4 {iniin (%13,8) tek yazarli oldugu,
19’unun (%65,5) ¢ift yazarli oldugu ve 6’smin (%20,7) ise ii¢ ve daha fazla yazarli oldugu tespit edilmistir.

Bilimsel ¢aligmalarin yayinlandigi dizinler incelendiginde TR Dizin dergilerde ve ESCI veya Scopus gibi
uluslararas1 alan endekslerinde taranan dergilerde yayinlandigi goézlemlenmistir. Ancak yalmizca bir
makalenin Social Sciences Citation Index’te taranan bir dergide yayinlandig1 dikkat ¢ekmistir. Diger
taraftan, mantar yonetim iizerine heniiz bir 6lgek gelistirilmedigi donemde 2 adet bilimsel ¢alismanin nitel
aragtirma deseni (%6,9) ile hazirlandigi bulunmustur. 2 adet bilimsel ¢alismanin derleme (%6,9), 25 adet
bilimsel ¢alismanin ise nicel arastirma deseni (%86,2) ¢ergevesinde hazirlandigi saptanmistir. Dikkat ¢ceken
diger bir husus ise iki adet 6lgek gelistirme ¢alismasi haricinde makalelerin genel olarak saglik sektdriindeki
calisanlar, spor veya turizm sektoriindeki ¢alisanlar, aragtirma gorevlileri ve 6gretmenler lizerinde yapilan
anketler sonucu hazirlandigi goriilmiistir.

Calisma kapsaminda Tiirkiye’de Yiiksekogretim Kurulu Baskanlhign (YOK) Tez Merkezi’nde yer alan ve
mantar yonetim lizerine gerceklestirilen yiiksek lisans ve doktora tezleri de incelenmistir. Detayli bulgular,
Tablo 2’de gosterilmistir.
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Tablo 2. Tiirkiye’de Mantar Yonetim Uzerine Gergeklestirilen Lisansiistii Tezler

Yil Yazar Anabilim Dah Tezin Tiirii Yaymnlanan Dil | Arastirma Deseni

2019 | Sen Turizm Isletmeciligi Yiksek Lisans | Tiirkge Nicel arasgtirma deseni

2022 | Demir Saglik Yonetimi Yiksek Lisans | Tiirkge Nicel arastirma deseni

2022 | Abo Daga | Yonetim Organizasyon | Yiiksek Lisans | Tirkge Nicel aragtirma deseni

2023 | Giindiiz Yonetim Organizasyon | Doktora Tiirkce Nicel arastirma deseni

2023 | Aydin Saglik Yonetimi Yiksek Lisans | Tirkge Nicel arastirma deseni
Kaynak: YOK Tez Merkezi Veri Taban1

(https://tez.yok.gov.tr/Ulusal TezMerkezi/tezSorguSonucY eni.jsp, Erisim Tarihi: 08.10.2023).

Tablo 2’de 6zetlendigi lizere 2019-2023 yillar1 arasinda Tiirkiye’de mantar yonetim tizerine 4 adet yiiksek
lisans tezi (%80) ve 1 adet doktora tezi (%20) tamamlanmistir. Mantar yonetim iizerine gerceklestirilen
lisansiistii tezlerin sayisinin ilerleyen yillarda artacagi tahmin edilmektedir. Tezlerin tamami Tiirkge (%100)
yazilmakla birlikte yine tamami nicel arastirma deseni g¢er¢evesinde hazirlanilmistir (%100). Tezlerin
yayinlandigi anabilim dallar1 incelendiginde ise 2’sinin Saglik Yonetimi Anabilim Dali’nda (%40), 2’sinin
Ydnetim ve Organizasyon Anabilim Dali’nda (%40) ve 1’inin ise Turizm Isletmeciligi Anabilim Dali’nda
tamamlandig tespit edilmistir.

5. Sonuc ve Oneriler

Google Akademik veri tabanindan tespit edilen mantar yonetim iizerine gergeklestirilen bilimsel ¢calismalar,
2015 yilinda baglamis ve ozellikle en fazla 2021 yilinda hazirlanmistir. Ancak ilgili bulgular detayl
incelendiginde mantar yonetim iizerine daha fazla Ingilizce calismalarin hazirlanmasi gerekmektedir. Her
ne kadar Tiirk aragtirmacilar, bilimsel ¢aligmalar1 Tiirk¢e hazirlayarak yerel paydaslara daha etkili sonuglar
sunsa da bu galismalarin ingilizce hazirlanmas1 ayn1 zamanda diinya genelinde daha fazla bilim insam ve
arastirmacinin dikkatini ¢ekerek Tiirk arastirmacilarin uluslararasi arenada daha genis bir kitle tarafindan
taninirhigini artirabilecek ve onlarin atif sayisini da yiikseltebilecektir. Dolayisiyla, yonetimin giincel bir
yaklasimi olan mantar yonetim iizerine gergeklestirilen bilimsel caligmalarin uluslararas1 dillerde
yaymnlanmasi, bilgi aligverisini artirma ve kiiresel anlamda daha genis bir etki yaratma imkani
sunabilmektedir. Bununla birlikte, yabanci dilde hazirlanan ve uluslararasi alanda taninan dergilere yapilan
yaymlar, akademik prestiji artirabilir. Bu sebeplerle, &zellikle Ingilizce yaymn diline sahip bilimsel
caligmalarin hazirlanarak bu ¢alismalarin yiiksek etki faktoriine sahip dergilerde degerlendirilmesi oldukca
onemlidir ki boylelikle bu kavramin yabanci arastirmacilar tarafindan dikkate alinmasi saglanabilir.

Diger taraftan, mantar yonetim tizerine Tiirk arastirmacilar tarafindan gerceklestirilen bilimsel ¢alismalarda
genel olarak benzer yazarlarin bu konuya agirlik verdigi tespit edilmistir. Nitekim, farkli yazarlarin da
mantar yonetim iizerine bilimsel ¢aligma iireterek alandaki bilgi birikimini zenginlestirmeleri tavsiye
edilmektedir. Ciinkii, farkli yazarlarin mantar yonetimi iizerine bilimsel ¢alisma yapmasi, genis bir
perspektif sunarak daha kapsamli ve ¢esitli bir anlayis gelistirmeye katki saglayabilir. Bagka bir deyisle,
farkl1 yazarlar, kendi deneyimlerine ve uzmanlik alanlarina dayanarak konuyu farkli agilardan ele
alabilirler. Bu ise, daha zengin bir analiz ve anlayis sunabilir.

Mantar yoOnetimi lizerine yapilan bilimsel ¢aligmalarda siklikla nicel arastirmalarin 6ne ¢iktigi, nitel
aragtirmalarin ise ¢ok kisitli diizeyde oldugu gdézlemlenmistir. Ancak, nitel aragtirmalarin da bu alanda
onemli bir rol oynamasi sebebiyle nitel aragtirma desenine sahip bilimsel ¢aligmalarin gerceklestirilmesi
onerilmektedir. Ciinkli nitel arastirmalar, katilimcilarla dogrudan etkilesim i¢inde olmayi ve onlarin
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deneyimlerini derinlemesine anlamay1 amacladigindan, mantar yonetimi konusundaki karmasikliklar ve
etkilesimler de nitel yontemlerle daha iyi anlagilabilir. Bununla birlikte nitel bulgular, mantar yonetim
iizerine potansiyel arastirma sorularinin ve odak noktalarinin belirlenmesine katki sunabilir.

Diger bir husus ise mantar yonetimi iizerine yapilan bilimsel ¢calismalarda Tiirk arastirmacilarin genellikle
saglik sektoriindeki calisanlar, arastirma gorevlileri, 6gretmenler, turizm veya spor tesislerindeki ¢alisanlar
tizerinde yapildig1 saptanmistir. Ancak, mantar yonetimin yalnizca saglik sektorii, egitim, turizm ve spor
gibi belirli sektdrlere 6zgii bir konu olmadigi; aksine, bir organizasyonun her seviyesinde ve her sektérde
uygulanabilir  oldugu diisiiniilmektedir. Ornegin, giiniimiizde bilginin 6nemi gbéz oniinde
bulunduruldugunda ozellikle teknoloji sektdriinde, yazilim gelistirme ekipleri ve bilisim uzmanlart
iizerinde mantar yonetiminin etkilerini inceleyen calismalar yapilabilir. Bununla birlikte; gazeteciler,
editorler ve medya sektoriinde ¢alisanlar tizerinde sektdrel dinamikleri anlamak ve bilgi paylasimina iligkin
siiregleri kavramak suretiyle mantar yonetiminden faydalanilabilir.

Mantar yonetim tizerine Tiirkiye’de gergeklestirilen lisansiistii tezler incelendiginde ise, tamaminin Tiirkge
ve nicel arastirma deseninden faydalanilarak hazirlandig1 gézlemlenmistir. Benzer bir sekilde, Tiirkiye’de
gerceklestirilen lisansiistii tezlerde de Ingilizce yayn diline sahip tezlerin sayisinin artirilmasi ve nitel veya
karma arastirma desenine sahip tezlerin tamamlanmasi literatiirdeki eksikligin giderilmesine katki
sunabilecektir. Ayrica, tezlerin neredeyse tamaminin yiiksek lisans tezi oldugu gézlemlenmistir. Doktora
diizeyindeki ogrencilerin de mantar yonetim {izerine tez yazilmasi tesvik edilmelidir. Mantar yonetimi
konusunda doktora tezlerinin artirilmasinin, bu alandaki bilgi birikimini zenginlestirerek hem akademik
diinya hem de uygulayicilar i¢in degerli katkilar sunacagi diisiiniilmektedir. Daha fazla doktora tezi,
ozellikle belirli sektorlerdeki yoneticilere ve liderlere rehberlik edebilir. Sektorel ihtiyaclara uygun olarak
yapilan tezler, yoneticilere pratik uygulama ve ¢oziimler sunabilir.

Sonug olarak, gelecekte mantar yonetim iizerine yapilacak caligmalarda farkli sektorlerin ihtiyaglar ve
zorluklaria odaklanilmalidir. Diger sektorlerin 6zel gereksinimleri anlasilarak sektdrel odakli ¢alismalar
yapilmalidir. Bununla birlikte hem nicel hem de nitel arastirma yontemlerinin birlestirildigi karma
arastirma yontemi kullanilabilir. Boylece, hem sayisal verilerle desteklenen giiclii istatistiksel analizler,
hem de derinlemesine anlayis saglayan nitel veriler bir araya gelebilecektir. Dahasi, Tiirkiye’de mantar
yOnetim uygulamalarini uluslararasi baglamda degerlendiren ¢aligmalar yapilabilir.
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1. INTRODUCTION

Conflicts are the main problem of the study area community. Pastoralism and agro pastoralism is
a livelihood mechanism and trans-human activity characterized by livestock herding and
movement in the arid and semi-arid lands of east Africa (IGAD, 2022). Nature of cross-border
pastoralist natural resource based conflict between Ethiopia and Kenya is resource driven.
(Shikuku, et al.2020). The causes of the conflict are multilayered and needs creative approaches
to peace. Conflict and peace have an impact on the relationship of the community. Peacebuilding
actions could create an environment of positive community relationship (Karbo, 2008).
Researchers classify the peacebuilding system in to state based and non-state based traditional
systems (Murthi, 2008 and Omeje, 2008). The peacebuilding system needs the role of state, non-
state actors with mechanisms to sustain peace in the control and utilization of resource like land,
pasture, water points and water bodies (Pavanello and Levine, 2011). This study argued that
peacebuilding is the most important mechanism to resolve resource based conflicts. The objectives
of this study is examining the practices of peacebuilding and identify the underlying cause of
conflict in Hammer, Dassanech and Nyangatom resource based conflicts. Based on researcher
information and online information sources, there is no research done to the practices of
peacebuilding in resource conflicts of Dassanech, Nyangatom and Hammer Woreda of Ethiopia
and the cross-border conflicts. Thus, the research is done to fill this gap and to contribute to the

peacebuilding system suitable to the context of the area.
2. THEORETICAL FRAMEWORK OF THE STUDY

Lederach theory of grassroots peace-building is a comprehensive concept that encompasses,
generates, and sustains the full array of processes needed to transform conflict toward peaceful
relations (Lederach, 1997). In addition, peacebuilding is a long-term, dynamic process, which aims
to address relational, structural, attitudinal, and social issues through a vast array of mechanisms
that co-create an infrastructure for peace (Ramcharan, 2009). Grassroots peacebuilding is the
effective strategy to mitigate conflict (Jeong, 2005, Lederach, 1997, and Zelizer, 2013). In addition
to the grass root peacebuilding theory of Lederach, the economic peace theory argued government
and civil society should cooperate economically, socially, and culturally on the ground to ensure
stability and maintain peace (Lederach, 1997). Beyond the grassroots peacebuilding activities
states need to conduct diplomatic negotiations and discussions for the peaceful settlement of
disputes (Ghali, 1992). Moreover, peacebuilding initiatives include inclusive relationships, such

as people-to-people, business-to business, and institution-to-institution initiatives. Economic
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peace theory suggests this economic interdependence promotes peace and prevents conflict
(Galtung, 1975). The grass root peacebuilding and economic peace theory of peacebuilding is
taken as a theoretical framework because it is important to analyze the peacebuilding practices in

internal and cross-border pastoralist and agro pastoralist resources based conflicts.

3. RESEARCH METHODOLOGY AND METHODS

This research employed qualitative research methods and case study design. The research was
conducted through the analysis of primary and secondary data sources. Purposive sampling was
used to identify the informants of government officials, NGOs, CSOs, elders and the peace and
militia officers, conflict prevention, early warning and early response experts. Primary and
secondary data sources are used to conduct the study. The researcher used 206 individuals to
participate in interview and FGD. The information about the Kenyan side was depending on
secondary data and based on the primary data taken from Ethiopians. The researcher employed

FGD, semi-structured interview, and document analysis. Data are analyzed inductively.
4. DISCUSSION AND FINDINGS OF THE STUDY
4.1. The Sources of Conflicts

Resources like livestock, water, grazing land, and flood retreat agricultural land and fish stocks
are the main resources for the livelihood of local communities in the study area (Gebre, 2016).
Water and pasture land in particular are the major resource, and the key consideration when it
comes to livelihoods of the community. Agro-pastoralists’ engagement in retreat agriculture and
seasonal migration to search for pasture and water with their livestock is one the cause of conflict.
The informants also added the existence of seasonal migration to other areas to get the needed

resources.

Competition over resources is often fierce internally and around borders areas. Conflict over access
to land, water and fishing rights is common in the community. The resource scarcity and conflict
is severely exacerbated by climate change related drought. In addition, government or state
development projects of the Gibe Il dam contributed to the existing resources conflicts.
Government’s projects have displaced communities from their land without compensation and
reduced the amount of water an available to the Dassanech, Arbore and Turkana, who are
downstream from the Omo and Wiyot rivers. It may causes to conflict in between the upstream
and downstream communities. Specially, the absence of compensation from the government of

Ethiopia to the Ethiopians pastoralists for their land is the source of grievance in the community
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and creates its own indirect influence in cross-border mobility and conflict. Moreover, the conflicts
are triggered by environmental and man-made factors like unpredictable weather conditions,
environmental degradation, and drought and resource pressure caused by population increase and
development projects. These issues have an influence on livelihoods and led to conflict and

instability between groups competing for access to land, pasture, and water.
4.2. The Role of Peacebuilding Actors
4.2.1. The State as a Peacebuilding Actor

The governments are worked to mitigate the conflict, to build peace and transformation of conflict
among the conflict ridden pastoralists and agro pastoralist communities of the Dassanech,
Nyangatom Woreda of Ethiopia and in the side of Kenya for cross-border conflicts. Inter- state
diplomacy is done for the reduction of conflict and violence together with other peacebuilding
mechanisms in the study area. The two states security system also contributes too for
communication and conflict prevention. The Dassanech, hammer and Nyangatom Woreda of
Ethiopia administration work to enhance peace through established peace committees from the
cattle keeper, elders, police and women. They have played a pivotal role in addressing community
conflicts through enhancement of communication understanding. The role of peace committees is
primarily focused on conflict prevention and resolution. They try to communicate with the Woreda
security offices to reduce conflict and violence. The Woreda governments have direct
responsibilities for citizen security, peace and welfare. From the focus group discussion with the
district government officials of the two sides, the study identified their roles to include working to
share information and resolve conflict with the established peace committee, government bodies,
elders and police officers. Even if the security officers are part there, conflicts are resolved based
on the culture of the two communities. There is a weak collaboration between Kenya and Ethiopia

to engage in cross border peacebuilding program.
4.2.2. Non-Governmental Organizations for Peacebuilding

NGOs are attempting to promote greater resource sharing in an effort to reduce conflict.
International organizations have supported various peace efforts such as providing trainings,
establishing peace clubs, and peace committees. They help in dissemination of information,
providing training and participating in reconciliations. The NGOs play an important role of
advocacy to help the Woreda or districts to ensure peace and to reduce conflict. NGOs are at the
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cutting edge of people-centered structural peace building diplomacy practices between the two

countries communities to prevent cross-border conflicts.
4.2.3. Local Peace Committees in Kebeles or in Small Local Administrative Unites

In Dassanech, Nyangatom and hammer Woreda of Ethiopia, peace committees established for the
purposes of strengthening village peace, border area peace. Conflict information sharing for concerned
government bodies by cattle keepers and other community members are conducted to prevent violence.
The committees meet irregularly to address any conflicts in the community. Conflicts are resolved
especially by tribal leaders or elders. Kebele peace committees are more inclusive in establishments. The
lack of active joint-Woreda/district and cross-border peace committees hinders timely resolution of
conflicts. The peace committees are one of the peacebuilding structures for internal conflicts and cross-
border conflicts.

4.2.4. The Role of Indigenous Community based Institutions for Internal Cross-Border

Peacebuilding

The institution of traditional leadership has its origin from ancient times when communities
sharing the same beliefs and kinship were allocated land for occupation and grazing, (Bennet,
Murray, 1999). Indigenous institutions are used to address internal and external conflicts in
pastoral communities of the study area. In the traditional institutions of the study area, tribal elders
are engaged in conflict resolution, and management. These institutions are effective in managing
conflicts within their own ethnic groups, and they also sometimes play a role in resolving conflict
outside their ethnic group in cross border conflicts. In each Woreda there is a peace and security
committee including tribal leaders or elders which is mandated to prevent, and settle conflicts in
its area and also can participate in cross border conflict resolution and prevention if they are

selected by the community.
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Local Peace
Commitees

Internal and Cross-border Indigenous

peacebuilding institutions

International

Football sport organizations

The above picture shows approaches of peacebuilding in internal cross-border pastoral conflicts

and ago pastoralist conflicts of the study area
Source: Adopted from the collected data, 2023

Peacebuilding is multidimensional, the above stated peacebuilding approaches are interconnected
and the realization of one peacebuilding approach is dependent on the other to achieve the goal of
peacebuilding. One peacebuilding approach can support the other approach to achieve the overall
goal of cross border peacebuilding. Reaching to peace requires inclusive participation, and shared
responsibility involving state, civil society, and different international and local organizations

stakeholders.
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Source: Adopted from the collected data, 2023

Weak resource governance, the economic problems, population growth and environmental
degradation also provide drivers of conflict and violence. Shortage of livelihoods and social-
economic deprivation, particularly when coupled with a sense of historic marginalization, animate
grievances. The study area community specially the Ethiopian side was marginalized from
development like education and economic development but now a days there is little improvements
in such areas. The Peacebuilding emerge organically from within society, addressing the multiple
concerns and aspirations and seeking common ground to share resources. When well managed,
natural resources can be a source of development, stability and peace. When mismanaged or
misappropriated, they can have severely negative economic, social and environmental effects and
constitute conflict and violence led a massive loss for peacebuilding and development.
Development is critical to preventing both lapse and relapse into conflict natural resource conflict.
Human rights violations like killings of tribal members are also causes of conflict and must be
addressed as early as possible so as to not trigger resource conflicts.

4.2.5. Pastoralist and Agro-Pastoralist Women in Peacebuilding

Women are not always the victim of conflict (UN Security Council Resolution 1325 (2000). The
enhanced involvement of women in conflict resolution processes is an indication of the significant
role women play in conflict resolution and peacebuilding. These have resulted into a worldwide
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call to involve women in issues of peace and conflict as active participants (2000). The activity of
peace building among the pastoralist communities in the study area is given to the elders but now
a day there is an increasing involvement of other groups in the community such as women and
youth in promoting peace among the conflicting community. The committee is established to deal
with conflict resolution within the community. Women help their male counterparts to see things
from a different peace perspective and the need to embrace dialogue in resolving inter and intra
ethnic resources based conflicts in the study area.

4.3.6. Football Sport as a Pathway to Peacebuilding

Football sport is one of the types of sport used to create positive relationship in the study area
community and it is the mechanism planed by the government to increase communication, and
mutual understanding (Interview with Woreda peace and militia office, 2022). Peace building
through football sports is practiced in community members to liberate their mind and encourage
mutual understanding as sports are not just physical activity but rather, they are understood as a
system to bring people together to create sustainable peace in and across borders.

4.3.7. Conflict and Drought Early Warning System for Conflict Prevention

Conflict and drought is a common phenomenon and the main sources of vulnerability in the study
area, peoples are reputedly affected by drought and conflict. The conflict and drought early
warning and response system is very weak. Having functional drought and conflict early warning
and response system will help reduce its negative impacts on the community. Adopting Drought
and conflict early warning and response information gathering and rapid response mechanism is
useful to pastoralists and agro-pastoralists for conflict transformation. However the system in the

study area is not working.
4.3.8. Water Resources Development and Management for Peacebuilding

According to key informants, the study area has rich ground and river waters but the problem is
development and management for use. To transform water related conflicts, water resources
development and management can play significant role. The Ministry of Water, pastoral affairs,
Irrigation and Energy did not do activities for the purpose of conflict transformation. As water is
an important and scarce resource in the area, much the conflict and tension within and across
borders is on it. At the local level, the presence of development projects such as sugar cane and
cotton farms and the Gibe Il dam have exacerbated water availability on downstream

communities, such as the Dassenech, Erbore and Turkana community but other areas did not have
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access to water. In this context, water management and development needs national and
international relations to transform internal and cross border water related conflicts. The states
(Ethiopia and Kenya) cooperative interventions help to ensure fair and sustainable access to water
sources and strengthen livelihoods and reduce instability and in the long time frame can transform

cross border conflicts. But the governments are negligent or maybe did not give attention to it.
5. CONCLUSION

The study pays attention to resource based conflicts and the peacebuilding practices adopted to mitigate
the adverse impacts of the conflict in the study area. The study adopts Ledrach’s concept of grassroots
peacebuilding to assess peacebuilding approaches and the findings demonstrate that despite the adoption
of the peace-building practices, sustainable peace is still elusive. A significant argument reason advanced
is that governments do not give priority to the impact of resource based conflict and consequent
peacebuilding practices. The community is starved by the absence of peace and they are living in
condition of insecurity. Multiple approaches of peacebuilding are practiced to reduce conflict and to
sustain peace among the community but not effective to create peace. The conflict dynamics are now
seasonally increased and there is no peace in the area. The role of the local government, peace
committees, international organizations, intergovernmental organizations, NGOs, and tribal leaders as
part of the customary institutions are very important to prevent conflict and for peacebuilding. The
resource based and use conflict is still continued and it needs a new creative mechanism to reduce the
conflict, and violence. The researcher recommended the government and other peace actors should
provide emphasis to peacebuilding activates. The area also needs conducting further research on the areas
of the impact of climate change on resource based conflicts.
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