Research Journal of Business and Management — (RJBM) ISSN: 2148-6689

b

Briearh oursal
Buriifies 4t Bt

PressAcademia

f

ABOUT THE JOURNAL

Research Journal of Business and Management (RJBM) is a peer-reviewed, quarterly and publicly
available online journal. RIBM aims to provide a research source for all practitioners, policy makers,
professionals and researchers working in the area of business and management. The editor in chief
of RIBM invites all manuscripts that cover theoretical and/or applied researches on topics related to
the interest areas of the Journal. The publication languages of the Journal are English and Turkish.

Editor-in-Chief

PROF. DR. SUAT TEKER

RIBM is currently indexed by

EBSCO-Host, Ulrich’s Directiroy, ProQuest, Open J-Gate,
International Scientific Indexing (ISl), Directory of Research Journals Indexing (DRJI), International
Society for Research Activity(ISRA), InfoBaselndex, Scientific Indexing Services (SIS), TUBITAK-
DergiPark, International Institute of Organized Research (I20R)

CALL FOR PAPERS

The next issue of RIBM will be publshed in June, 2016.
RIBM welcomes manuscripts via e-mail.

E-mail: ribm@pressacademia.org
Web: www.pressacademia.org/journals/ribm



mailto:rjbm@pressacademia.org
http://www.pressacademia.org/journals/rjbm

Research Journal of Business and Management — (RJBM) ISSN: 2148-6689

k.

PressAcademia

f

EDITORIAL BOARD

Orhan Akova, Istanbul University
Adel Bino, University of Jordan
Sebnem Burnaz, Istanbul Technical University
Isik Cicek, Mediterenean University
Cigden Aricigil Cilan, Istanbul University
Cuney Dirican, Arel University
Raindra Dissanayake, University of Kelaniya
Gabriel Dwomoh, Kumasi Polytechnic
Ozer Ertuna, Bosphorus University
Emel Esen, Yildiz Technical University
NadZziri Ab Ghani, Universiti Teknologi Mara
Syed Reza Jalili, Sharif University of Technology
Pinar Bayhan Karapinar, Hacettepe University
Selcuk Kendirli, Gazi University
Youngshl Lu, Sun Yat-Sen University
Michalle McLain, Hampton University
Ghassan Omet, University of Jordan
Rafisah Mat Radzi, Univiersiti Sains Malaysia
Lihong Song, Shantou University
Tifanie Turner, Hampton University
Adilya Yamaltdinova, Kyrgyzstan-Turkey Manas University
Ugur Yozgat, Marmara University

REFEREES FOR THIS ISSUE

Eylin Babacan Aktas, Pamukkale University
Zubeyir Bagci, Pamukkale University
Huseyin Bal, Karadeniz Technical University
Meta Basar Baypinar, Istanbul Technical University
Sebnem Burnaz, Istanbul Technical University
Saleh Al-Ghamdi, National Commission For Academic Assessment and Accreditaion
Aysel Giindogdu, Medipol University
Djabir Hamzah, Hosameddin University of Indonesia
Himmet Karadal, Aksaray University
Lamia Obay, University of Wollongong
Sinan Okumus, Gedik University
Ovgu Cakmak Otluoglu, Istanbul University
Musa Ozata, Selcuk University
Yunus Emre Ozturk, Selcuk University
Mohammad Safari, University of Tehran
Anis Samet, American University of Sharjah
Amelia Santosa, University of Surabaya
I.Erdem Secilmis, Hacettepe University
Selime Sezgin, Istanbul Bilgi University
Martin J.Simits, Tillburg University
Gede Agus Vidyadane, Petra Chirsitian University
Sevcan Yildiz, Mediterrennian University




Research Journal of Business and Management — (RJBM) ISSN: 2148-6689

Research Journal of

Business and Management
Year: 2016 Volume: 3 Issue: 1

PressAcademia
w

CONTENT

Title and Author/s Page

1. Does demography matter in nonverbal communication between physician and patient
Indrianty SUdirman, INAGRWGALY SiTiN.........c.ceoeeeeeeeecereseiee et ts e tsststee s ss st sasssasas s seseasssseessssssssssnsnsssnessssnsnssssasans 1-10
DOI: 10.17261/Pressacademia.2016116540

2. The association between perceived job insecurity and career commitment in hospitality
sector: the role of support at work
BONU S. UNSGI AKDIYIK....eoeveeeeeereeeetsetsststete st sts et stsasasts st s st et esssssssasssss et asssss s ssssessssassssssnenssensessssssssssnsesssnsnsassases 11-21
DOI: 10.17261/Pressacademia.2016116541

3. A perception study on learning through teamwork
Takim ¢alismasi yontemi ile 6grenme (izerine bir algi arastirmasi
Pinar FAICIOGIU, SEIEN SADQRN...........ooeeeeeeeeeeeeeeeeeeee e eteststste sttt e et ssas s sssssasans et sssssssss et asnssssssssssanasnsassssassnsnsnsansensns 22- 30
DOI: 10.17261/Pressacademia.2016116542

4. Business and information system strategic alignment: determinants and impact on rural bank
organizational performance
Toto Sugiharto, Novita Sulistiowati, RING NOSIYONTi..........ccceeeeeeeeeseirisrieeisiseetsetssssaisesssssssssessssssssssssssssssnsessssanes 31-41
DOI: 10.17261/Pressacademia.2016116543

5. Life and work place choices of the creative class in cities: the case of Istanbul
Yaratici sinifin sehirlerde yasam ve is yeri tercihleri: Istanbul érnegi
Pinar FAICioglu, Ali LEVENT KUIEOGIU...........c.cvoeeeeeeeereeissteessesist e cstssas st stasessa st st sessssssassesssssssssssassasassssssssssnsnssnsans 42-58
DOI: 10.17261/Pressacademia.2016116544

6. Financial services without intermediaries: benefits and effects of central banks

doing business directly with corporates

Aracisiz finansal hizmetler: Merkez Bankalarinin sirketler ile dogrudan islem yapmasinin faydalari ve etkileri

CUNCYE DUFICAN. ..ottt sttt ettt et st st et sttt st e ae s e st e st st s st s as s ee s e sese et es bt st eteaessansesssnnts 59-72
DOI: 10.17261/Pressacademia.2016116545

7. The effects of paternalistic leadership on organizational identification: the mediating role
of trust in leader
Paternalist liderligin érgiitsel 6zdeslesme lizerine etkisi: lidere giivenin aracilik rolii
Nurcan Hakan Ciraklar, Zeki Ucar, OYtun BOIGN SEZGiN........cceeeveevevueirvirersiriesississsssssssssssessssssssssssssssssssssssssssssasees 73-87
DOI: 10.17261/Pressacademia.2016116546

8. Effects of the performance-based remuneration system: what do nurses think?
Mustafa Demirkiran, Mehmet Yorulmaz, Sultan Unal, Serap Taskaya, Oguzhan CarikCi..........cceeeeevveercveveennnn. 88 - 96
DOI: 10.17261/Presacademia.2016116547

9. The impact of transformational leadership on management innovation:

an empirical research in Turkey

Déndstimsel liderlik davranisinin yénetim inovasyonu lizerindeki etkisi: Tiirkiye’de ampirik bir arastirma

FArUK KQIQY, TUIGAY OZEUIK.....eceeeeeeeeeeeeeerieiesisse et stste st e tssssa et s s s sssssa e essessssasasnsssssnsssnsesasssssnssssssssnsesassases 97 -106
DOI: 10.17261/Pressacademia.2016116548

10. The dynamics and decision making process of conducting post-graduate study
in school of Management
KAMQAIUAIN, BOITO USINON......oeeeeeeeeeeeeeeeeeeee ettt stestsstsstsstsstssessessessessessessesssssessessesssssassnsssssnsssssssssssssssssens 107 - 119
DOI: 10.17261/Pressacademia.2016116567




Research Journal of Business and Management — (RJBM) ISSN: 2148-6689

e Research Journal of
PressAcademia . R
Business and Management

Year: 2016 Volume: 3 lIssue: 1

DOES DEMOGRAPHY MATTER IN NONVERBAL COMMUNICATION BETWEEN PHYSICIAN
AND PATIENT

DOI: 10.17261/Pressacademia.2016116540

. . ]
Indrianty Sudirman’', Indahwaty Sidin
"Hasanuddin University.indrianty sudirman@yahoo.com

2Hasanuddin University.indahusman@gmail.com

ABSTRACT

Previous studies show that the effective nonverbal communication in therapeutic communication plays important role to influence the
optimal level of patient’s healthiness through patient’s satisfaction due to asymmetry information between physician and patients.
However, which variables of nonverbal communicationsthat are suitable to meet the need of different demography characteristics is still
poorly understood. This research analyze the significances of each non-verbal communication variables consisting of artifact, haptic,
kinesics, chronemics, proxemics, and vocalic to satisfy patients with different demography classification based on age, gender, ward type,
ethnic, education, and occupation. The result shows that demography characteristics are really matter in explaining the influence of
nonverbal communication variables to patients’ satisfaction.

Keywords : Nonverbal communication, demography characteristics, patient’s satisfaction.
JEL Classification: D82, M30, M31

1. INTRODUCTION

Generally, therapeutic communication can be defined as an interaction between a health care professional and
a patient that aims to enhance the patient’s comfort, safety, trust, or health well-being. It is the basis of
interactive relationships and affords opportunitiesto establish rapport, understand the client’s experiences,
formulate individualizedor client-centered interventions, and optimize health care resources. Therapeutic
communication between nurses and patients have been widely studied and well documented. On the contrary,
therapeutic communication between physician and patient has not been thoroughly explored while in fact it is
very important in health services to achieve optimal healthy stage. Previous research papers indicate that
quality communication among the client, health care providers, families, and other stakeholders can improve
health care and help clients adapt to illness and adhere to interventions. Therapeutic communication, which
refers to a healing or curative nurse—client interaction, allays stress in the nurse and client, particularly when
they collaborate in the decision-making process for serious or life-threatening issues and informed consent
(Lobb, Butow, Kenny, & Tattersall, 1999; von Gunten, Ferris, & Emanuel, 2000)1’2.

Therapeutic communication is a form of psychotherapy that uses verbal and nonverbal techniques in which
through face-to-face communication, a clinician will use verbal and nonverbal techniques to assist patients with
finding the root cause of a problem in a nonjudgmental way, while showing empathy and concern.The goal of
therapeutic communication is to increase self-worth or decrease psychological distress by collecting
information to determine the illness, assessing and modifying the behavior, and providing health education.
The therapist will work on building a therapeutic relationship with patients and reassure that this type of
therapy is client-centered. Therapeutic communication consists of verbal and non-verbal communication.

The most communication commonly used in health services is verbal communication because of its accuracy.
Nevertheless not all of verbal messages can be easily understood by patients due to asymmetric information
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between physician and patient on medical knowledge. Most patientsusually have limited information about
their illness and their treatment options. Patients with chronic illnesses that are supposed to have more access
to such kind of information are usually more suffering from asymmetric information (Sudirman, 2012)°. This
makes the nonverbal communication becoming more relevant as a complementary therapeutic communication
in serving health services especially in convincing the patients.

In most cases health treatment environment could cause significant fear and uncertainty to the patients and
their families. It could be understood if the patients and their families then relay on the observation of
nonverbal as an instant tool to obtain information, even before the verbal interaction occurred. This may cause
the patients and their families becoming very sensitive to nonverbal communication of professionals
(Friedman, 1979)".

Communication between patient and physician needs to be viewed in its entirety. The distinction between
verbal and nonverbal communication is somewhat arbitrary. The purpose of this article is to focus attention on
the nonverbal component of communication, because awareness of this aspect of our communication will lead
to a greater understanding of our patients and ourselves and the messages we exchange. Nonverbal
communication provides a way of communicating the emotional experience of illness that is often difficult, if
not impossible, for the patient to verbalize. It allows health care providers to send messages of empathy and
understanding and to communicate messages.

Several previous researchers found that nonverbal communication of physician significantly affected
satisfactory level of patients during treatment in hospitals (Ambady et al, 2002; Griffith et al, 2003)>°. Good
and effective communication quality between physician and patient will give a significant impact to patient
satisfaction during recovery process. The satisfied patient would then have a tendency to be loyal and return to
the same physician when needing health services in the future (Sudirman, 2002)".However, the role of
demography in moderating the influence of physician’s nonverbal communication to patient’s satisfaction is
still poorly understood.

In order to comprehend on how to satisfy the patients, it is required to identify their wish, need, and hope by
identifying the characteristics of each patient. Patients who are satisfied with hospital or physician health
service will be loyal and return if they need health care service (Sudirman, 2012)%. This is primarily due to the
sensitivity of patient to nonverbal communication which is varied depending on the characteristics of patient.
However, the relationship between demography of patientsand clinicians during nonverbal therapeutic
communication has been underexplored. Therefore, it is important to further analyze the influence of
nonverbal communication of physician to the patient with respect to different perspectives of patient’s
demography.

In this study we intended to investigate the the role of demography in moderating the influence of physician’s
nonverbal communication to patient’s satisfaction. Six types of nonverbal communication consisting of artifact,
haptic, kinesics, chronemics, proxemics, and vocalic were analyzed with respect to different groups of patient
demography using conceptual model of nonverbal communication to identify the dominant factors affecting
patient satisfaction.

2. LITERATURE SURVEY

2.1. Therapeutic Communication

The concept of "therapeutic communication" refers to the process in which the physician, clinical doctor or
nurse consciously influences or helps a patient to a better understanding through verbal or nonverbal
communication. Therapeutic communication involves the use of specific strategies that encourage the patient
to express feelings and ideas and that convey acceptance and respect.

Therapeutic communication is considered as one of quality indicators of health services in hospital that could
alter the patient satisfaction. It is an effort to create a mutual understanding and trust through idea exchanges
with words, symbols or messages that will lead to mutual relationship between physician and patient. Effective
communication occurs when a message is delivered and understood as what sender’s intention and then
followed up an action by the receiver without any obstacles.
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In health services, physicians and patients play an important role as a source of information either as a sender
or a receiver. Effective communication in the context of physician and patient relationship is a professional
attitude of a physician to build safe, secured, and trust feelings of the patients. These attitudes have already
been exposed since at the beginning of consultation, during consultation process, and at the end of
consultation. The ability of physician to explore and exchange the information both verbally and nonverbally
with patients, patient’s families, societies, colleagues, and other different characteristic of professions is core
competency should be possessed by a physician in Indonesia (KKI, 2012)°.

Patient behavior in accepting diagnosis is determined by a physician including curing treatment, self-treatment
as well as paying attention and obeying the physician’s advices depending on the effectiveness of therapeutic
communication between physician. Such communication would also influence the therapy decision whether
continued or terminated partially. Physician’s feedbacks obtained from the result of communication is obtained
from patient’s reaction or response during diagnosis, patient’s behavior in repeated visits, and patient’s
preference in choosing the curing.

According to Watson (1988)'°, many factors in the patient’s background will influence the therapeutic
communication process and the outcome of each interaction are as follows: (a) culture, (b) values (the beliefs
and rules people live by), (c) social status, (d) emotional state (feelings that affect patterns of communication),
(e) spiritual orientation, (f) internal experiences (such as the biological and psychological impact on how a
person interprets life situations), (g) external events, (h) family socialization about communication, (i)
relationships, (j) current context of relationship, and (k) content of message (such as sensitive or emotionally
charged topics). Different characteristic of patient will give different reactions such that a physician needs to
pay attention on the background of patients with respect to a demographic factor in developing
communication.

2.2. Verbal and Nonverbal Communication

The most common form of communication used by physicians in delivering their messages is verbal
communication. This is simply because the character of verbal communication is more accurate and punctuate.
In verbal communication, words are used to express ideas or feelings to stimulate emotional responses or to
describe object, observation, and memory. The advantage of verbal communication in face to face interaction
is the possibility of direct response from each individual.

Despite the fact that verbal communications is more accurate and punctuate, it is not all of verbal messages
given by physician could be caught and understood by patients. This is primarily due to asymmetric information
on health knowledge between physician and patient. As a result, miscommunication could critically occur due
to different characteristics and knowledge gaps between physician and patient, between a certain patient and
another patient having different characteristic backgrounds. Therefore, nonverbal communication is required
to express attitudes and behaviors to convince patients during curing process. Mehrabian(1972)"" following
suggested that only 7 % of message is sent through words, with remaining 93% sent nonverbal expressions
(depending on author, verbal part goes up to 35%).

Nonverbal communication is a transfer of a message without using words. Nonverbal communication includes
body language, such as gestures, facial expressions, eye contact and posture. Touch is a nonverbal
communication that not only indicates a person’s feelings or level of comfort, but illustrates personality
characteristics as well. A firm handshake or warm hug indicates something very different than a loose pat on
the back or a timid handshake does. The sound of our voice, including pitch, tone and volume are also forms of
non-verbal communication. The meaning behind someone’s words is often entirely different than the literal
translation, as is seen in instances of sarcasm and mockery. The clothing we wear and the way we design our
living space are also forms of nonverbal communication that frequently shape people’s judgments about
others, regardless of whether or not the perceptions are true. However, the role of demography in moderating
the influence of physician’s nonverbal communication to patient’s satisfaction is still poorly understood. Dale
G. Leather™ pointed out the important of nonverbal, among others are the importance of nonverbal factors in
determining the essence of interpersonal communication; feelings and emotions can be delivered in more
accurate way; free from any fakes, lies, distortions, and multi-interpretations in delivering the intention of the




Research Journal of Business and Management- RIBM (2016), Vol.3(1) Sudirman, Sidin

message; containing meta-communicative functions that’s required to achieve high quality communication;
more efficient compared to verbal communication; and more accurate suggestive medias.

Morris (1977) in Liliweri (2004)" described that nonverbal communication consists of the following types:

1.

Object Communication (Artifact)

Dressing is the most common object communication although it is often considered as one form of
stereotypes; but generally people are valued based on their dresses. About 65% of patients expect the
physicians wear a white coat during consultation.

Touch (Haptic)

Haptic is the study of the study of communication by touch such as shake hand, grasping hand, kissing,
touching back, stroking, hitting and others. The form of this communication is to deliver messages about
goal or feeling of the sender. The feelings or emotions of the sender either positive or negative can emerge
due to touching. In fact touching can give incredible effect in medication. Touching has a strong effect in
delivering message as long as delivered in good and responsible manner. If the touching is conducted in an
inconvenience way it will cause trust loss, anxiety, and hostility.

Chronemics

Chronemics refers to the study of how time affects communication. This can be classified into several
different categories including biological, personal, physical, and cultural time. Time is used in precise
duration for a particular activity and also punctuality in doing communication.

Body Movements (Kinesics)

Kinesics refers to the study of hand, arm, body and face movements for examples gestures, head
movements and posture, eye contact, and facial expressions as nonverbal communication. Eye contact,
facial expression, sign language, and attitude are types of body movements that used to substitute words
to explain something, express feeling, and handle a conversation or to release a tense.

Proxemics

Proxemics is a distance between people when they are communicating or having a conversation,
includingthe place or position that you are in.

Vocalic

Vocalic is nonverbal communication such as intonation, accent, swiftness in speaking, and others used
during a conversation.

Environment

Environment is also used to send a certain command or instruction including distance, temperature, light,
and color.

2.3. Conceptual Framework

The nonverbal communication of physician in delivering health services consists of artifact, haptic, kinesics,
kronemics, proxemics, and vocalic considered as influence factors of patient satisfaction. The significance and
level of each nonverbal communication variable to the patient satisfaction will be different in according to the
characteristic of patient demography. Each variable of nonverbal communication will be analyzed with respect
of age, education, type of health services, ethnics, and occupations.
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Figure 1. Conceptual Framework
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3. DATA AND METHODOLOGY

This research was carried out using a quantitative study with cross sectional design and questionnaire as the
instrument of the research. The population was all the inpatient patients in fourteen hospitals in Makassar. The
samples in this study were determined by proportional stratified random sampling so there were 420
respondents. The study conducted during June, 2015.

Physician’s nonverbal communication will be considered as an independent variable and while patient’s
satisfaction is considered as a dependent variable in accordance of demographic characteristics of patient
which is further categorized as age, gender, ward, ethnic, education level, and occupation.

Description of respondent wascategorized based on age, gender, ethnic, education, and occupation as
illustrated in table 1. Age category was divided into teenager (< 25 years), adult (26-45 years), elderly and
oldest (> 46 years). Most of the respondents were in adult group (56,2%). Another respondent’s percentage
were teenager (19,5%), elderly and the oldest (24,2,2%). Gender category was divided into male and female.
Most respondents were female (66%) while malecounted only 34%. Ward category was divided into VIP class,
first class, second class, and the third class. Most of the respondents were treated in the third class (41,7%).
Percentage for another class were VIP (12,9%), first class (15,2%), and the second class (30,2%). Ethnic
categories, however, were dominated by Bugis (42,9%), then followed by Makassar (39,3%). Another ethnics
was Toraja, Mandar, Jawa and others (17,8%). Education category was dominated by respondents in
elementary school and high school (65,2%) while respondents in higher education levels were 34,8%.
Occupation category was dominated by unemployed (56,9%) in which civil servant counted for 67% while non
civil servants counted about 27,1%.

Table 1: Respondent Characteristics

No | Demography Characteristic N %
1 Age
Teenager ( < 25 years) 82 19,5
Adult (26 — 45 years) 236 56,2
Elderly and the oldest ( > 46 years) 102 24,2
2 Gender
Male 143 34,0
Female 277 66,0
3 Ward'’s classes
VIP 54 12,9
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First Class 64 15,2

Second Class 127 30,2

Third Class 175 41,7
4 Ethnics

Bugis 180 42,9

Makassar 165 39,3

Others 75 17,8
5 Education

Elementary and High School 274 65,2

Higher Education 146 34,8
6 Occupation

Unemployed 239 56,9

Public Sector 67 16

Private Sector 114 27,1

4. EMPIRICAL FINDINGS

Simultaneously, all variables of physician’s nonverbal communication significantly influence patient’s
satisfaction as summarized in table 2.

Table 2: Summary of Simultaneous Analysis Results

Sum of
Model Squares df Mean Square|F Sig.
1 |Regression |4.811 6 .802 10.289 |.000°
Residual 32.187 413 |.078
Total 36.998 419
4.1. Age Demography

The result of partial analysis based on age demography is presented in table 3.

Table 3: Summary of Statistical Analysis Based on Age Demography

Age t-test f-test
Demography Artifact | Haptic | Kinesics | Chronemics | Proxemics | Vocalic
Teenager 0,019 0,043 0,029 0,209 0,323 0,537 0,003
Adult 0,738 0,000 0,600 0,527 0,358 0,077 0,000
Elderly and 0,078 0,022 0,520 0,568 0,182 0,972 0,063
the oldest

In terms of age demography, all age ranges of respondents were significantly influenced by haptic as naturally
and culturally people feel comfortable with touching. However, chrenomics did not have any influence to the
variables of age demography. For teenagers, artifact is the most significantly variable influence their
satisfaction since they usually admire physician’s performance and observes what physician’s wear. For adult
and elderly also the oldest haptic is the most significantly variable influence their satisfaction. Older patients
need to be appreciated and warm hug that’s why they don’t observe any details of what physician wear. This
finding is consistent with previous research such as Norbeg, Hollinger and Buschmann, McCann and McKenna
in Gleeson and Timmins (2004)* claiming that touch calms, reassures, shares warmth and provides stimulation
to older people. Hall, Harrigan, and Rosenthal (1995) also explained that adult patient expected physician not
talking too much and listening closely (Riggio and Feldman, 2005)".




Research Journal of Business and Management- RIBM (2016), Vol.3(1) Sudirman, Sidin

4.2. Gender Demography
The result of partial analysis based on gender demography is illustrated in table 4.

Table 4: Summary of Statistical Analysis Based on Gender Demography

Gender t-test f-test
Demography | Artifact | Haptic Kinesics Chronemics | Proxemics | Vocalic
Male 0,793 0,055 0,948 0,107 0,002 0,088 0,000
Female 0,007 0,000 0,460 0,334 0,324 0,005 0,000

Satisfaction of both male and female are significantly influenced by haptic but proxemics also plays a role in
giving patient’s satisfaction. Besides that, vocalic and kinesics also influence male patient’s satisfaction. With
their braveness they can have an eye contact with physician. Commonly male patients are perfunctory to the
physician treatment. Different with female patients that more sensitive with touch and feel comfortable with
physician treatment. Female is more relax, expressive and has a strong interpersonal relationship than male
(Herqutanto, 2011)". Female observe the little things like the time physician come and give consultation, also
the distance when physician stand around them.

4.3. Ward’s Classes Demography

The result of partial analysis based on ward'’s class demography is indicated in table 5.

Table 5: Summary of Statistical Analysis Based on Ward’s Classes Demography

Ward’s Classes t-test f-test
Demography Artifact | Haptic | Kinesics | Chronemics | Proxemics | Vocalic

VIP 0,160 0,370 0,736 0,057 0,230 0,124 0,092

First Class 0,112 0,617 0,090 0,641 0,029 0,679 0,098

Second Class 0,007 0,000 0,501 0,177 0,954 0,424 0,000

Third Class 0,125 0,049 0,692 0,301 0,099 0,002 0,001

In general, patients treated in the lowest class (third class) feel satisfied with the speed of physician’s talks
since physicians usually talk with moderate intonations, not too loud but not too weak, such that patients could
easily understand information given by physicians. However, patients treated in the second class stated that
touching has a significant influence to their satisfaction. The distance between physician and patients treated in
the first class has significant influence to their satisfaction. Interestingly for patients treated in VIP class, there
are no influenced variables of physician’s nonverbal communication to their satisfaction. In most cases, VIP
patients come from middle up economic family background and have many expectations such that it is difficult
to fulfill their needs. Patients treated in the first or higher classes with more complete facilities tend to have
higher expectations since they feel that they pay more expensive fees to obtain health services suitable with
their expectations (Suratun, Manurung andSumartini, 2014)".

4.4. Ethnics Demography
The result of partial analysis based on ethnics’ demography is represented in table 6.

Table 6: Summary of Statistical Analysis Based on Ethnics Demography

Ethnics t-test f-test
Demography | Artifact | Haptic | Kinesics | Chronemics | Proxemics | Vocalic
Bugis 0,354 0,000 0,958 0,952 0,052 0,148 0,000
Makassar 0,017 0,004 0,205 0,133 0,059 0,305 0,000
Others 0,133 0,017 0,789 0,069 0,195 0,551 0,043




Research Journal of Business and Management- RIBM (2016), Vol.3(1) Sudirman, Sidin

All ethnics tend to be influenced by hapticto their satisfaction. In addition to artifact also significantly
influences the satisfactory level of Makassar ethnics. They observe the punctuality of physician when having a
consultation. Patients are influenced by artifacts since they more observe on the physical performanceof
physician when talking.

4.5. Education Demography
The result of partial analysis based on education demography is illustrated in table 7.

Table 7: Summary of Statistical Analysis Based on Education Demography

Education t-test f-test
Demography Artifact | Haptic | Kinesics Chronemics Proxemics | Vocalic
Elementary

. 0,034 0,000 0,608 0,182 0,061 0,027 0,000
&High School
Higher

. 0,398 0,014 0,374 0,071 0,000 0,340 0,000
Education

In the category of elementary and junior high schools, the most significant variable influencing patient’s
satisfaction is haptic. While in the category of higher education, the most significant variables influencing
patient’s satisfaction is proxemics since the higher the level of education, the more difficult to be satisfied with
health service provided (Crow et al, 2002)"°. According to Hanafi and Richard (2012)*°, people with higher
education level have better knowledge such that they tend to accept and manage information easily. On the
contrary, people with lower education level tend to be difficult to respond or communicate using higher level
knowledge. Based on the research carried out by Lestari et al (2009)*, patients with lower education level tend
to feel more satisfied easily while those having higher education level would have better knowledge to make
justification or critics to health service provided.The presence of unsatisfied patients to the health service
provided occurred due to higher level of their education such that they have better understanding on their
rights.

4.6. Occupation Demography
The result of partial analysis based on occupation’s demography is indicated in table 8.

Table 8: Summary of Statistical Analysis Based on Occupation Demography

Occupation t-test f-test

Demography Artifact Haptic Kinesics Chronemics | Proxemics | Vocalic
Unemployed 0,002 0,000 0,098 0,224 0,541 0,007 0,000
Public Sector 0,873 0,018 0,405 0,545 0,162 0,141 0,014
Private Sector 0,932 0,796 0,403 0,532 0,000 0,391 0,000

Unemployed and civil servant patients tend to be satisfied with physician’s touching while those who work in
private sectors are influenced by the distance between physician and patients to fulfill their satisfaction. In
Indonesia, people working in the public sectors or civil servants tend to have higher incomes than those who
work in private sectors. According to Crow et al (2002)*, patients having high incomes tend to be more
satisfied with physician’s communication skills. With better and effective communication, they expect to plan
health program for their future. However, patients with lower incomes reported that many problems
encountered during their staying in hospital.

Employed patients always want to make sure about their health condition to continue performing their
occupations. As a result, it is important for them to perform physical contact with physician during
consultation to assure their health. They feel satisfied since the physician pay attention to them. Unemployed
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patients, mostly household wives and retired patients, feel satisfied with physician’s service using physical
contacts during consultation as a form of a friendship between physician and patient.

5. CONCLUSION

Previous works showed significant influences of nonverbal communication to patient’s satisfaction. However,
little attention focused on the demography of patients. This research demonstrates that demography plays a
significant role to moderate the influences of physician nonverbal communication to patient’s satisfaction.
Understanding the way the demographer think and perceive would be useful to design nonverbal
communication style to encourage positive feelings and emotions of patients that subsequently lead to
optimum health treatment.
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ABSTRACT

he purpose of this study is to investigate the relationship between perceived job insecurity, career commitment. The study also attempts to
examine the mediating effect of support at work on this relationship. A survey from 186 hospitality employees was analyzed using
mediated regression analysis. The results demonstrate that perceived job insecurity is negatively related to career commitment. High
supervisor and peer support contributes to career commitment and mediates the association between the association perceived job
security and career commitment. It is recommended that managers focus on support at work in the working environment to decrease the
negative effect of perceived job insecurity.
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1. INTRODUCTION

Numerous organizations worldwide have undergone downsizing, mergers and acquisitions and restructuring
(Chang & Chan, 2008). Careers within a single organization are becoming difficult, career changes and job
mobility have become common phenomena (Rousseau et al., 1996). These developments have lessened
organizational tenure and created feelings of insecurity in employees (Cappelli et al., 1997). Literature show
that that heightened job insecurity create negative job related attitudes and behaviors and increase turnover
(e.g., Hartley, 1998; Mathieu &Zajac, 1990; Meyer & Allen, 1997, Sverke et al., 2002; ; Probst, 2003). The
primary purpose of this article is to examine the association between job insecurity and career commitment
among employees in hospitality sector.

Career commitment has received the least attention in all forms of work commitment (Niu, 2010). London
(1983) posited that a number of personal and situational factors may influence and/or reflect career
commitment. Situational variables usually are not investigated in previous research (Goulet and Singh, 2002).
Job insecurity may be having an impact on career commitment because of organizational and economical
changes in the late 1990’s. When employees experience increased job insecurity, they might look elsewhere for
a possible future job opportunity and develop career related skills. However, this assumption is a problematic
area. This does not mean that increased job insecurity leads to increased career commitment for all kind jobs.

A number of studies have examined the organizational and personal consequences of job insecurity and found
that it negatively impacted job performance resulted in attitudinal reactions such as intention to quit, reduced
organizational commitment, and reduced satisfaction (De Cuyper et al., 2010; Greenhalgh, 1982). In this study,
it is assumed that if individuals have job insecurity, they have less commitment to their profession or career to
develop skills and show more intention of withdrawing from their career and job in hospitality industry.
According to Greenhalgh and Rosenblatt (2010), there are limited researches to explain the relationship
between job insecurity and its consequences through mediating variables. It will be further investigated
whether support at work mediate this relation.
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The present study contributes to the literature in two specific ways. First, literature review shows that there
are not many studies focusing on the association between job insecurity and career commitment. Research
regarding career commitment has been conducted mostly in professional careers such as lawyers, nurses
(Mathieu &Zajac, 1990; Wallace, 1995). There is little published research on career commitment and its
impacts on employee in hospitality industry (e.g. Kim et al., 2012 Niu, 2010; Lam, 2003). This study therefore
allows us to extend the research on job insecurity by examining the relationship between perceived job
security and career commitment in hospitality sector in Istanbul. Second, the majority of perceived job
insecurity research has been carried out in developed countries and there is still a paucity of knowledge on this
issue in the context of developing countries (Otluoglu and Unsal, 2015). Many employees in Turkey experience
job insecurity since the unemployment rate, which has a significant impact on perceived job insecurity
(Erlinghagen, 2008), was 9.1% in the first quarter of 2014 in Turkey, higher than the average of OECD (OECD,
2014).Thus, sampling in a Turkish context, where the job insecurity comes into prominence, contributes to
national and international literature.

2. LITERATURE REVIEW

2.1. Career Commitment and Perceived Job Insecurity

Career commitment may be defined as “one’s attitude towards one’s profession or vocation” (Blau, 1985, p.
278) or as “one’s motivation to work in a chosen vocation” (Carson &Bedeian, 1994, p. 240). Career
commitment is also referred to occupational commitment (Meyer, Allen, & Smith, 1993), professional
commitment (Wallace, 1995), or career motivation (London & Noe, 1997). In general, career commitment
involves the development of personal career goals and an identification with and involvement in those goals
(Collarelli& Bishop, 1990). More specifically, in this study, Blau’s (1985) conceptualization of the variable was
used, focusing on employee’s attitude towards his or her vocation.

Commitment to one’s career affects an individual’s behavior. Individuals who are highly committed to their
career have been shown to spend more time in developing skills, and show less intention of withdrawing from
their career and job (Aryee and Tan, 1992; Blau, 1989). Career commitment is an important issue for a person’s
career development because it affects future decisions, actions and performance (Lent et al., 1996). A
commitment to a career, an occupation is based on the premise that one chooses a career with certain
expectations and one’s decision to remain in a particular career are influenced by whether or not her/his
expectations are satisfied by the realities s/he experiences (Ugboro&QObeng, 2015). The hospitality industry is
oftencharacterized by notoriously poor wages, low job security, long working hours, limited opportunities for
personal development (Kusluvan&Kusluvan, 2003). Employees’ levels of expectations are usually misfit with
their perceived realities in hospitality sector due to these adverse jobs attributes. This creates high turnover
rate (Dawson et al., 2011). Employees in that industry have not intended to stay for a long time. Literature
review indicates that tourism-oriented employment is mainly perceived negatively by those working in the
industry (Kusluvan and Kusluvan, 2000; Richardson, 2009).

Job insecurity is generally defined as an overall concern about the continued existence of the job in the future,
feelings related to deterioration of working conditions and salary cuts or the impossibility of career
development (Greenhalgh& Rosenblatt, 1984; Sverke&Hellgren, 2002). Even though several authors treat job
insecurity as an objective situation (Blssing, 1999; Ferrie, et al., 1998), most authors consider job insecurity as
a subjective experience based on an individual’s perception of the current situation (De Witte, 1999;
Sverke&Hellgren, 2002).Employees who experience job insecurity may decrease their commitment to the
organization (De Witte and Naswall, 2003; Hartley et al., 1991; Sverke et al., 2002, Vujicic, et al., 2015).Based
on the argument on cognitive dissonance theory, employees increase the value of their commitment to the
occupation when commitment to the organization is reduced by threatened job insecurity (McAulay et al.,
2006). These arguments are unproven and based on inadequate research findings for all kind of jobs. According
to social identity theory (Tajfel&Turner,1985), employees identify themselves with their occupation and
become more committed to their occupation. Such identification allows the employee to locate themselves to
occupational community (McAulay et al., 2006). However, with respect to the hospitality sector only, since the
employee turnover remains one of the most troubling issues (Ghiselli et al., 2001), employees in hospitality
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industry may not develop their commitment to their occupation. More precisely, these employees might not
like to pursue their career because of adverse job attributes. On that basis, being a member of an occupational
community might not have an affirmative impact on occupational commitment for the employees in hospitality
sector.

Situational characteristics are important predictors of career commitment (Ballout, 2009). Goulet and Singh
(2002) indicated that fear of job loss is negatively related with career commitment in profit and nonprofit
organizations and Ugboro and Obeng (2015) found negative relation between perceived job insecurity and
career commitment among university professors. This study focuses on hospitality sector in Istanbul. If
employees don’t perceive any job security in their organization, commitment to their vocation might decrease

We therefore suggest that concerns about employment discontinuity in the current organization might make
employees uncommitted to their career. We propose the following hypothesis.

H1: Perceived job insecurity is negatively related to career commitment.

2.2.The Mediation of Support at Work

According to Greenhalgh and Rosenblatt (2010), there is research gap to explain the relationship between job
insecurity and its consequences through mediating variables.The meta-analysis conducted by Sverke and his
colleagues (2002) showed that job insecurity was negatively related to trust. Perceived support from
organization, supervisor and peer would create trust that the organization will fulfill its exchange obligations of
noticing and rewarding employee effort made on its behalf. For job insecurity, we expect perceived
organizational support will act as a mediator. It has been suggested by Ashford et al. (1989) that these two
notions are interrelated. For an employee perceives job insecurity, perceived organizational support may be
crucial factor for their career commitment.

Organizational support theory assumes that when the organization fairly evaluates employees’ contributions
and efforts, employees form general beliefs concerning how much organization values their contribution and
their well-being (Eisenberger et al. 1997). Organizational rewards, promotion, job enrichment, participation in
decision making all contribute to perceived organizational support (Rhoades &Eisenberger, 2002). These job
conditions and organizational rewards mean positive evaluation of employees’ contributions and thus
contribute to perceived organizational support. They are all related with organizational career growth. The
degree that an organization provides for career growth should enhance employee’s career commitment
(Weng& McElroy, 2012). Previous research indicates that perceived organizational support has been positively
related to commitment (Eisenberger et al., 1990; Tanksy& Cohen, 2001; Whitener, 2001). It can be assumed
that perceived organizational support is related with career commitment. When employees felt more insecure
in their job, their perceived organizational support will mediate the association between job insecurity and
career commitment. The negative effect of job insecurity on career commitment becomes insignificant. It is
therefore proposed the following hypothesis:

H2a: Perceived organizational support will mediate the relationship between job insecurity and career
commitment

Supervisor support affects subordinates attitudes to their careers (Kidd &Smewing, 2001). It has shown to be
positively related to career commitment (Aryee et al., 1994; Darden et al., 1989). Supervisor support provides
opportunities to subordinates to develop and strengthen new skills, taking the time to learn about
subordinates’ career goals and aspirations, and supporting subordinates’ attempts to acquire additional
training or education to further their careers (Otluoglu, 2012). Support from supervisor facilitates subordinate’s
career advancement and result in a higher level of career commitment. This alleviates the negative effect of
perceived job insecurity. It would propose the higher level of perceived supervisor support an employee has
the higher and more developed career commitment that the employee has. When employees feel insecure in
their job, their perceived supervisor support will mediate the association between job insecurity and career
commitment. It is therefore proposed the following hypothesis:
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H2b: Perceived supervisor support will mediate the relationship between job insecurity and career
commitment

Support from co-workers can relieve one’s stress at work because an individual employee generally believes
that there is shared trust, emotional support, and cooperation between himself or herself and his or her co-
workers (Lau &Liden, 2008). Employees who perceive high support in coworkers have shown higher levels of
job satisfaction and organizational commitment than employees who perceive less support from their co-
workers (Tharenou et al. 1994). As such, higher perceived peer support is positively related to career
commitment and organizational commitment as a whole (Wallace, 1995). When employees feel insecure in
their job, their perceived peer support will mediate the association between job insecurity and career
commitment.lt is therefore proposed the following hypothesis:

H2c: Perceived peer support will mediate the relationship between job insecurity and career commitment.
3. DATA AND METHODOLOGY

3.1. Participant and Procedures

The data was collected from hospitality employees who were working in five star hotels located in Istanbul. The
sampling frame on this study was based on the 57 five star hotels in Istanbul listed by the Governorship of the
City and the Directorate of Tourism (2013). Data collection took from March 2015 to June 2015. It was
requested to get permission from human resource manager to distribute the survey in their hotels which
resulted in distribution in 20 hotels. In total, 260 questionnaires and self-seal envelopes were left with human
resource manager to be distributed to all staff.Each questionnaire included a letter of information about the
research project, ensured the participants confidentiality and included instructions to seal the questionnaire in
the envelope after responding, or to return the blank questionnaire in the same envelope if they chose not to
respond. Questionnaires were collected two or three weeks after their distribution. A total of 213 sealed
envelopes were returned; after eliminating those that were blank, 180 questionnaires were found usable giving
a 69% response rate.

3.2. Measures

Perceived job insecurity was measured using seven-item scale of Zeytinoglu et al. (2007). The items were
scored on a 5-point scale, ranging from 1 (strongly disagree) to 5 (strongly agree). A sample item of the scale
was “I'm presently safe from dismissal at this organization”. The Cronbach alpha for this scale in the present
study was .80.

Career commitment was measured by using eight-item scale of Blau's (1985) career commitment scale. The
items were scored on a 5-point scale, ranging from 1 (strongly disagree) to 5 (strongly agree). A sample item is
“I like this vocation to well to give it up”. The Cronbach alpha for this scale in the present study was .86.

Support at work has three different types of support included as mediating variables. Organizational and
supervisor support scales were each measured using six-items and peer support was measured using four-
items from Denton et al. (2007). A sample item for each scale was: ‘My workplace supports me in time of
personal crisis, illness or needing time off to help care for other family members’; ‘My supervisor appreciates
my work’; ‘The people | work with take a personal interest in me’. The scales showed a good reliability with
high Cronbach’s alphas (a = 0.73, 0.89, 0.92, respectively).

Being older, with longer tenure and education are all associated with career commitment. In this study, we
control for the effects of these factors and focus on perception of job security and their association with career
commitment. They were coded as: gender (‘1=male’, ‘O=female’), tenure (years), education (‘l=university
degree including 2-year college degree’, ‘O=high school or lower’). Importance of income for the family can be
as a proxy for perceived job insecurity (Zeytinoglu, 2012). Thus, it is included as a variable controlling for its
possible association with career commitment (coded as ‘1 = not important’ to ‘5 = very important’).
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The scales were translated into Turkish by the authors and the translated scales were back translated into
English by a bilingual academic (Brislin, 1986). The items that showed discrepancies were re-written to be clear
and back-translated again.

3.3. Analysis

Descriptive statistics, Cronbach’s alphas were conducted first. Prior to analyses, checks of the theoretical
assumptions underlying regression analysis were undertaken, including normality, linearity, and
homoscedasticity. In order to investigate these assumptions, a histogram, a normal probability plot and a linear
regression plot were interpreted and no extreme deviations were identified. To show the variance explained by
the factors in the study, R? and adjusted R? were provided. We checked the Variance Inflation Factors (VIFs) of
all variables. The results showed that VIFs ranged between 1.30 and 2.15 which is well below the suggested
cutoff value of 10 (Pedhazur, 1997). Therefore, we rule out any concerns about multicollinearity of
independent variables. Further, to test for common method variance, we run Harman'’s single-factor test to
point out if the majority of the variance can be explained by single factor (Podsakoff et al., 2003). CMV is not
likely a concern.Next, it was examined the association between variables using bivariate correlation
tests.Following that, it was proceded to hierarchical regression analysis. Mediation tests were conducted using
the three-stage regression analysis method of Baron and Kenny (1986). Conditional for mediation was (1)
perceived job security was related with perceived organizational support-supervisor support-peer support; (2)
perceived job security was related to career commitment (H1); (3) that perceived organizational support-
supervisor support-peer support was related to career commitment. For this, first control variables were
entered in the analysis, and followed by the independent variables in the second step and then mediator in the
third step. To show the variance explained by these factors, R? as well as Adjusted R were conducted.

4. EMPIRICAL FINDINGS
4.1. Descriptive Statistics

As presented in Table 1, males comprised 67.7 % of the sample. The average organizational experience is 9.99
years (SD=8.61), ranging from 1-45. 61 % of the participants had a high school or lower degree. The
participants’ income from the job was high important for their family (M=4.35, SD=1.13). For perceived job
insecurity, respondents perceived insecurity in their jobs (M=3.95, SD=0.74). Most of the participants perceived
organizational-supervisor-peer support. (M=3.95, SD=1.05; M=4.05, SD=0.75; M=4.15, SD=0.60 respectively).
For career commitment, they were somewhat more committed to their career (M = 3.63, SD = 0.92).

4.2. Correlations

Descriptive statistics and intercorrelations of the study variables are presented in Table 1. Perceived job
insecurity was significantly and negatively associated with career commitment (-0.235, p< .01). Organizational-
supervisor-peer support were all significantly and negatively associated with perceived job insecurity (-0.395, p
<.01; -0.387, p < .01; -0.290, p < .01, respectively). They were all significantly and positively associated with
career commitment (0.189, p < .05; 0.370, p < .01; 0.300, p < .01, respectively). Career commitment is also
significantly and positively associated with the importance of income to family (0.234, p <.01).
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Table 1: Descriptive Statistics and Intercorrelations of Study Variables

Variable M SD 1 2 4 5 6 7 8 9
3.95

1J1 0.74 1 -.235%* -.395%* -.387** -.290** -.005 -.054 124 .036
2.CC 3.63 0.92 -.235%* 1 .189* .370** .300** 132 234%* .083 .193
3.POS 3.95 1.05 -.395* .189* .364** .184** -.008 -.016 -.19* -.081
4.PSS 4.05 0.75 -.387** .370** .364** 1 A436** .108 175 -.056 .214*
5.PPS 4.15 0.60 -.290* .300** .184* A436** 1 -.036 .055 .005 .009
6.Gender - - -.005 132 -.008 .106 -.036 1 -.096 .207* .155
7.Imp.of inc 4.35 1.13 .-106 234%* -.016 175 .055 -.096 1 .282* .102
to fam.

8.Ed. level - - 124 .003 -.197** -.056 .005 .207* 282%* A 208*
9.0rg. 9.99 8.61 -.036 .193* -.081 .214* .009 .155 .102 .208* 1
tenure

*p < .05, ** p <.01, ***p< .001; Perceived job insecurity=JI; CC=Career Commitment; POS=Perceived Organizational Support; PSS=Perceived
Supervisor Support; PPS=Perceived Peer Support

4.3. Regression Results

To investigate condition (1) on the relationship between job insecurity and perceived organizational support-
supervisor support-peer support, it was regressed the control variables (step 1) and perceived job insecurity
(step 2) on perceived organizational support-supervisor support-peer support. Table 2 presents the second
step of the hierarchical regression results for variables associated with the three forms of support at work.
Perceived job insecurity showed a significant and negative association with organizational support-supervisor
support-peer support (8=-0.38, ***p< .001, 8=-0.37, ***p< .001 and B6=-029, ***p< .001 respectively). With
control variables included the model explained 15% of the variance in organizational support, 17% of the
variance in supervisor support and 5% of the variance in peer support. Condition (1) was supported.

Table 2: Association between Perceived Job Insecurity and Support at Work

POS PSS PPS

B S.E. B S.E. B S.E.
Zonstant 5.20 0.53 4.54 .0.438 4.88 0.68
Sender 0.09 0.20 0.160 0.168 -0.09 2.62
mp. of income to family -0.01 0.07 0.12 0.06 0.11 0.10
“ducation level -0.32 0.19 -0.12 0.16 0.12 0.25
Jrg.tenure -0.12 0.14 0.20 0.01 0.01 0.02
derceived Job Insecurity -0.53*** 0.12 -0.43*** 0.09 -0.51*** 0.15
}? 0.18 0.20 0.09
A\djusted R? 0.15** 0.17*** 0.05%**
\ 186 186 186

*p £.05, ¥* p <.01, ¥***p<.001, POS=Perceived Organizational Support; PSS=Perceived Supervisor Support; PPS=Perceived Peer Support
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The results of hierarchical regression analyses about the association between perceive job insecurity and
career commitment are presented in Table 3. It was regressed the control variables (step 1) and perceived job
insecurity (step 2) on career commitment. Perceived job insecurity was significantly and negatively associated
with career commitment, (8 =-0.21, p <.01). Perceived job insecurity contributed to the variance explained
(Adj.R?=0.11, A R2=0.15, **p«.01)for career commitment. According to the result, perceived job insecurity
demonstrate significantly and negatively relationship with career commitment, supporting hypothesis1

Evidence for mediation was found when perceived job insecurity had a smaller or non-significant relationship
with the outcomes when introducing perceived organizational support-supervisor support-peer support
(regression equation described in condition 3 as compared to the regression equation in which perceived
organizational support-supervisor support-peer support was not introduced (regression equation described in
condition 2. To investigate conditions 2 and 3, the control variables were entered in the first step, perceived
job security in the second step, and perceived organizational support-supervisor support-peer support in the
third step separately. The relationship between perceived job security and career commitment was no longer
significant when introducing support at variables in the regression analyses. It was inspected the third step of
the regression analyses shown in Table 3. When perceived organizational support, perceived supervisor
support and perceived peer support were included in the analysis, controlling for other factors, perceived
supervisor support and perceived peer support significantly and positively associated with career commitment
(6=-0.27, **p< .01; 6=0.24, **p< .01 and respectively). According to the results, perceived supervisor-peer
support mediate the association between perceived job insecurity and career commitment, supporting
hypothesis 2b and hypothesis 2c.The significant effect of perceived job insecurity disappeared suggesting
mediation effect. However, perceived organizational support did not demonstrate mediation effect, rejecting
hypothesis 2a. The control variables added significantly in predicting career commitment in the model. The
variables in the model that supervisor support is a mediator explained 17% of the variance (Adj.R?>=0.17, A
R2=0.21 p«.01). The variables in the model that peer support is a mediator explained 16% of the variance
(Adj.R%=0.16, A R?=0.20 p¢.01).

Table 3: Perceived Job insecurity and Control Factors with Career Commitment with Support at Work
Included as a Mediator

cC (2™ Step) CC with POS CC with PSS CC with PPS (3" Step)

B B B B
Constant 2.969 2.2.54 1.869 2.124
Gender 0.28 0.28 0.22 0.30
't':?a nc;f”:/”mme 0.20 0.20 0.17 0.19
Education level -0.05 -0.10 0.01 -0.06
Org.tenure 0.01 0.02 0.10 0.02
:::::l:‘:ﬁ: Job -0.24%* -0.18 013 -0.16
POS - 0.13 - -
PSS - - 0.30%** -
PPS - - - 0.18**
R? 0.15 0.18 0.21 0.20
Adjusted R? 0.11 0.14 0.17** 0.16**
N 186 186 186 186

*p < .05, ** p < .01, ***p< .001; CC=Career Commitment; POS=Perceived Organizational Support; PSS=Perceived Supervisor Support;
PPS=Perceived Peer Support
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5. ANALYSIS OF FINDINGS

The primary purpose of this study is to investigate the relationship between career commitment and perceived
job insecurity among employees in hospitality industry in Istanbul. Result of this study show that perceived job
insecurity is significantly and negatively associated with career commitment in hospitality sector in Istanbul.
This study finding is contradiction to earlier research findings that are somewhat problematic (McAuley et al.,
2006). Recent literature has focused on the positive effect on the association between job insecurity and
career commitment. However, The hospitality industry is often characterized by notoriously poor wages, low
job security, long working hours, limited opportunities for personal development (Kusluvan&Kusluvan, 2003). A
turnover culture permeates in hospitality sector. The turnover rate for five-star hotels is 85% (Bas-Collins,
2007). Job insecurity is a norm in that industry. Therefore these employees might refrain from pursuing their
careers in this sector and search job in another occupation.

Employees with increased job insecurity are less committed to their careers. Employees may be viewing career
commitment along traditional career paths. Employees become more focused on their personal self-
development, which may mean changing job or career, rather than be committed to traditional career paths
(Goulet & Singh, 2000). The assumption of this study was that perceived job insecurity is significantly and
negatively related with career commitment. The result of the study, as well, confirms this assumption.

The secondary purpose of the study is to investigate the mediation effect of organizational-supervisor-peer
support on the relationship between perceived job insecurity and career commitment among employees in
hospitality industry in Istanbul. Result of this study indicates that perceived supervisor and peer support
mediate the effect of perceived job insecurity on career commitment. Supervisor support gives subordinates
the opportunity to develop and strengthen new skills (Otluoglu, 2012). If supervisor is supportive in providing
career opportunities and feedback; employees might sense more clarity in career opportunities and
advancement in the company (Chang, 1999). The effect of perceived supervisor support can alleviate the
negative effects of job insecurity. Peer relationships offer a variety of career-related and psychosocial
functions. Peer relationship appear more likely to occur and more necessary to career development (Cohen,
1994). It can provide social support (Allen et al., 1999). Peer support can mitigate the negative effects of job
insecurity. Thus, support at work is crucial for career commitment.

However, perceived organizational support does not mediate the association between perceived job insecurity
and career commitment. Employees who experience job insecurity are less likely to trust their organization. Job
insecurity can threaten employees’ attitudinal and emotional attachment to the organization because it breaks
up the trustworthy relationship of the employees with their organization (Sora et al., 2009). Organizational
support conveys the idea that an organization strongly values the employees’ contributions, leading to feel in
secure environment (Caesens, et al. 2015). Employees highly feel job insecurity; it impedes employees’
perception of organizational support.

6. CONCLUDING REMARKS

There are a few limitations that need to be addressed regarding the findings of the present study. First, the
sample comes from only five star hotels in Istanbul. The sample is unrepresentative of the general population.
Results cannot be generalized to all Turkish hospitality sector employees or similarly situated hospitality sector
employees in other countries. Future research can be conducted for other professional occupation. Second,
self-reported cross-sectional data is another limitation. It only shows associations between variables. More
longitudinal studies across organizations are needed to show casual inferences. Third, the present study
focused on the mediation effect of perceived organizational-supervisor-peer support. Future research could
benefit from individual variables or other situational variables as mediators or moderators.

The main practical implication of this study is that these findings confirm the negative link between perceived
job insecurity and career commitment among employees in hospitality sector in Istanbul. Besides this,
perceived supervisor and peer support might alleviate negative effect of perceived job insecurity. Supervisor
and peer support assist employees in coping with job security in a manner that is less detrimental to them. It is
recommended manager to foster supporting supervisor-subordinate, peer-peer relationship. Managers can
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reinforce to develop systems that their employees can perceive to be cared and supported by their supervisors
and peers. They can create better working environments conducive to career commitment through effective
performance evaluation systems, mentoring function,team work.If employees in hospitality sector feel fear of
job loss, they might remain in their career and develop their career related skills with the help of supervisors
and peers. They become more qualified and valuable.
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ABSTRACT

Team-based learning is an active learning strategy that aims to develop team work and critical thinking skills. The aim of this study is to
analyze the perceptions of business administration students of a private university located in istanbul who have been actively involved in
an active team based learning course. With this aim; university students have been asked about their perceptions about team-based
learning both in the beginning and at the end of the semester. Students have answered questions based on how they feel about having
small team environment and student taught lectures. They were asked whether they have the abilities to evaulate text, develop a lecture,
make a presentation , apply theory to a specific case and present a topic to the class. The results indicate that perceptions of students
change about team work, they also develop skills required to work in small teams. The results of the study provide us information on how
to develop new skills and methods to increase the efficiency and effectiveness of small-team members both for educational institutions
and work organizations.

Keywords : Team based learning, active learning, business administration, skill development, teamwork.
JEL Classification : 121, M53, M54

TAKIM CALISMASI YONTEMI iLE OGRENME UZERINE BiR ALGI ARASTIRMASI

OZET

Takim bazli 6grenme, takim calismasi ve elestirel disiinme becerilerini gelistirme amagcl bir aktif 6grenme stratejisidir. Bu ¢alismanin
amacl, takim bazli 6grenme yéntemiyle islenen bir derse aktif olarak katilan, istanbul'da yerlesik bir vakif Giniversitesinin isletme balimi
6grencilerinin dersin iglenisi hakkindaki algilarini incelemektir. Bu amacg ile, tiniversite 6grencilerine donemin basinda ve sonunda takim
bazli 6grenme hakkindaki fikirlerini soran bir anket uygulanmistir. Ogrencilerin takim ortaminda metin degerlendirme ve gelistirme, sunum
yapma, kurami olaya uyarlama, sinifa bir konu sunma, 6grenci anlatiml ders isleme yéntemleri hakkindaki fikirleri sorulmustur. Sonuglar
gostermektedir ki, bir aktif 6grenme yontemi olarak takim bazli 6grenme, beceri kazandirmada etkili bir yontemdir ve uygulamalar
sonucunda 6grencilerin takim galismasi hakkindaki algilari degismektedir. Bu ¢alismanin sonuglari, sadece egitim amagh kurumlarin degil
isyerlerinin de takim Uyelerinin verimlilik ve etkinligini arttirmak igin hangi yetenekleri ve yontemleri gelistirmeleri gerektigi hakkinda bilgi
saglamaya yoneliktir.

Anahtar Kelimeler: Takim bazli 6grenme, aktif 6grenme, isletme yénetimi, beceri gelistirme, takim ¢alismasi.
JEL Siniflandirmasi: 121, M53, M54
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1.GiRiS

Etkili egitim vermenin Gniversiteler igin rekabetgi avantaj yaratmadaki roli arttikga Universite egitiminde yeni
bilgi yaratmay ve bilgiyi daha akilda kalici hale getirmeyi hedefleyen gesitli 6grenme yontemleri gelistirilmistir.
Yogunlukla 1980'lerde tartisiimaya baslanan aktif 6gretim anlayisi 6grencinin derslere etkin katiliminin yani sira
etkili 6gretmen sunumlarini ve sorulara verilen etkili yanitlari da kapsayan, 6grencinin ¢evresi ile daha ¢ok
etkilesim icinde olmasini amaclayan bir dizi 6gretim yontemini icerir.

Aktif 6grenme 6grencilerin pasif bir sekilde 6gretmenin anlattiklarini dinlemek yerine 6grenme sorumlulugunu
Gzerlerine aldiklari bir 6grenme bigimidir. Sinif mizakereleri, isbirlik¢i 6grenme takimlari, 6grenci anlatimli ders
isleme, fikir paylasma, 6grenme hiicreleri, yazma alistirmalari, 6grenci miinazaralari, 6grencinin kendini
degerlendirmesi, kiiglk takim tartismalari, sinif oyunlari, rol oynama ve 0greterek 6grenme aktif 6grenme
yontemlerine ornek olarak gosterilebilir. Bu gibi yontemler araciligiyla aktif 6grenme, 6grenmenin odak
noktasini ve dersin igerigini 6gretmenden Ogrenciye aktarir. Bu 6grenme yontemine gore 6grenebilmek igin
ogrenciler 6zellikle analiz, sentez ve degerlendirme gibi Ust seviye gorevleri yerine getirmelidirler. Bu anlayisa
gore aktif 6grenme, 6grencileri is yapmaya ve yaptiklari is hakkinda disiinmeye sevketmelidir (Bloom, 1956;
Bonwell ve Eison, 1991).

Aktif 6grenme ydntemlerinin hedefleri , bu yontemler araciligiyla 6grencilerin geleneksel yontemlere gore
daha hizh 6grenmesi, 6grendiklerini daha kolay ve uzun siireler igin akilda tutmasi ve 6grenme esnasinda zevk
almasidir. Aktif 6grenme ydntemlerinin egitimde kullaniimasi sonucunda, is hayatinda kullaniimasi gerekecek
becerileri de gelistirmesi amaglanmaktadir, 6zellikle takim bazh egitim galismalari ileride is hayatinda takim
calismasi gerektiren islerde galisacak 6grenciler igin insanlar arasi iliskiler kurmada ve sorun ¢ézmede gerekli
becerileri gelistirmede faydali olacaktir.

Bu galismada amaglanan, o6grencilerin aktif 6grenme ydntemleri hakkindaki ilk distincelerini 6grenme, aktif
O0grenme yontemi uygulamalarindan sonra fikirlerinde degisim olup olmadigini anlama ve uygulamalarin
becerilerini gelistirmedeki roliinii ortaya koymaktir. Bu amaglarla, bir dénem boyunca istanbul'da yerlesik bir
vakif tiniversitesinde “Cokuluslu Sirketler” dersini alan tigiincii sinif isletme Yénetimi Bolimii égrencilerine aktif
O0grenme yontemlerinden, isbirlik¢ci 6grenme takimlarinda galisma ve 6grenci anlatimh ders isleme yoluyla
dgreterek 6grenme yontemleri uygulanmistir. Ogrencilere dénem basinda ve sonunda takim bazl calisma
hakkindaki dusinceleri bir anket araciligiyla sorularak dénem basindaki algilarinin ve becerilerinin donem
sonunda degisip degismedigini anlamak amaclanmaktadir. Calismanin temel amaci, istanbul/Tiirkiye’ de egitim
veren bir vakif Universitesinde, aktif 6grenme yoéntemleri uygulanan bir derse katilan 6grencilerin donem
boyunca dersin islenisi ve kendilerine katkilari hakkindaki algilarini analiz etmektir.

GCalismada oncelikle, aktif 6grenme yoluyla 6grenme ile ilgili dinyadaki ve Tirkiye'deki yazin (zerinde
durulacak, sonrasinda arastirmanin amaci ve kapsamina uygun olarak kullanilan yontemden bahsedilecek ve
son bolimde arastirmadan elde edilen bulgular tartisilacaktir.

2.LITERATUR CALISMASI

Guncel yazinda gozlemlendigi Uzere, etkili egitim vermenin Universiteler i¢cin rekabetgi avantaj yaratmada roli
artmaktadir (McKeachie vd., 1986; Ebert-May vd., 1997). Ozellikle yénetim bilimi egitiminde ¢esitli aktif
O0grenme yontemleri gelistirilmistir. Bunlardan bazilari deneysel 6grenme (Kolb, 1984), sorun ¢ézme bazli
o6grenme (Miller, 2004), katilimci 6grenme (Mills-Jones, 1999) ve isbirlikci 6grenmedir (Jones vd., 1991).

Aktif 6grenmeyi yazinda ilk kullanan Bonwell and Eison (1991) aktif 6grenmenin faydalarini 6grencinin derse
katihmini arttirma, 6grenci glidilenmesini arttirma, 6grenciye hizli geribildirimde bulunma ve 6grencilerin Gst
seviye disiinme becerilerini arttirma olarak belirlemislerdir. Washington Universitesi Eczacilik Béliimiinde
yapilan bir calismaya gore takim bazli aktif 6grenme mifredatina gére Ogrenen kisiler geleneksel pasif
mifredata gore Ogrenenlerle karsilastirildiginda takim bazli 6grenenlerin bilgiyi daha uzun sireli akilda
tuttuklar gérilmustiir. Ogrencinin derse bagliiginda da artis goriilmektedir (Norbert vd., 2009).

Aktif 6grenmenin uygulanmasiyla ilgili yazinda, uygulamada yapilmasi gerekenler ve karsilasilan sorunlarla ilgili
pek cok calisma bulunmaktadir. Auster ve Wylie (2006) ye goére sinif icinde aktif 6grenmeyi etkin olarak
uygulayabilmek icin sinif ortaminin sinif icinde 6grenmeyi kolaylastiracak acik ve rahat bir sekilde diizenlenmesi
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gereklidir, ders oncesi planlama ve disiinme oOnceliklidir, ayrica 6gretme yontemleri ile ilgili geribildirim
¢alismalari yapilarak sirekli iyilestirme saglanmalidir. Uygulamada karsilasilan sorunlardan biri 6grencilerin
sosyal agidan karsilastirilma endiseleridir. Eger ders dnceden hazirlanma ya da bilgi altyapisi gerekiyorsa,
cinsiyet, etnik gegcmis vb. agilardan grup yeterince homojen degilse, kendine giiven meseleleri varsa 6grenciler
uygulamalardan geri durabilirler (Micari ve Pasos, 2014).

Baska bir agidan bakildiginda ise, sinif i¢i alanin etkin kullanimi yoluyla takim 6grenmesinin artiriimasi
konusunda giincel bir galismaya gore ispatlanmistir ki 6grencilerin 6grenme deneyimleri oturduklari yere gore
fark edilir sekilde degismektedir (Park ve Choi, 2014). Alisilmis sinif diizenlenmesi yerine, aktif 6grenme
siniflarinda 5-9 kisilik yuvarlak masa etrafinda yapilan takim calismalarinda 6grencilerin grup ici etkilesimi,
isbirligi, yeni fikir gelistirme, paylasma, sunma, kuramlarin uygulamaya gegcirilmesi becerileri artmaktadir. ilging
bir bulgu da aktif 6grenme siniflarindaki 6grencilerin okul basari notlarindan bagimsiz olarak olumlu 6grenme
davraniglan algisi gelistirmeleridir. Oysa geleneksel siniflarda sadece okul basari notu yliksek olan 6grenciler,
o6grenme davranislarini olumlu olarak degerlendirmislerdir.

Aktif Ogrenme yontemlerinin takim ¢alismasina etkilerini inceleyen ¢alismalarin 6zellikle son yillarda
arttigini, farkh alanlarda yapildigini ve sonuglarinin olumlu yénde oldugunu gézlemliyoruz. Ornegin gérgiil
yazinda, eczacilik egitiminde takim galismasi Gzerine yapilmis olan {¢ ¢alismada da 6grencilerin yéntemlerin
o0grenmelerine olan katkisi konusundaki sonuglar, ¢ogunlugunun algisinin olumlu yonde degistigini
gostermektedir (Jones vd. 2012; Kolluru vd. 2012; Franks, 2013 ). Ayni zamanda, pek ¢ok calisma aktif
6grenmenin uzun sireli akilda kalicigi konusunda da daha basarili oldugunu ispatlamistir (Goddard vd., 2014;
Moye vd., 2012)

Acikgdz’liin (2014) belirttigine gore, ¢agimizin en popiler 6gretim modeli olan aktif 6grenme, dogru anlasilip
dogru uygulanmasina, ezberciligin dnlenmesine ve egitimde niteligin artirilmasina katkida bulunmaktir. Aktif
O0grenmenin, egitim sistemi ve gocuklarin gelecegi icin bir umut olacagi distinilmektedir.

Tirkiye'deki mevcut yazin incelendiginde, 6grencilerin aktif 6grenme ile ilgili algilarinin sorgulandigi gorgdl bir
¢alisma tespit edilememistir. Bu yoniyle galisma yazinda bu konudaki boslugu doldurmayi da hedeflemektedir.

3.VERi VE YONTEM

3.1. Arasgtirmanin Amaci ve Kapsami

Galismada kullanilan anket ve ydntem temel olarak Jones vd. (2012)'nin galismasini izlemektedir. Sorular,
dersin islenis bicimine ve vyapisina uygun olup, ©grencilerin hem bireysel hem takim c¢alismasindan
beklentilerine uygun olarak hazirlanmistir. Gegmis arastirmalarda, bu tip bir calismanin temel bilgi altyapisina
sahip 6grencilerle yapilmasinin sonug agisindan farkl etkiler yaratacagi icin daha yararli olacagl yoninde
gorisler bulunmaktadir. Diger taraftan, bazi arastirmalar da gostermektedir ki, deneyimli 6grenciler deneyimsiz
ogrencilere gore aktif 6grenmeye daha fazla direng gostermekte, takim calismalarina katilmak istememekte,
ozellikle kalabalik derslerde sinif disi ¢alisma yontemlerini tercih etmektedirler (Messineo vd., 2007). Bu calisma
ogrenciler tarafindan ilk aktif 6grenme deneyimleri olarak rapor edilmistir. Calisma Gniversite Gglinci sinif
ogrencileri ile yapilmistir, hem yeterince bilgi altyapisina sahip olmalari hem de bu tir bir aktif 6grenme
deneyimini ilk defa yasiyor olmalari nedeniyle yontemin ve sonuglarin etkili olacagi beklenmektedir.

istanbul/Tirkiye’ de egitim veren bir vakif Universitesinde, aktif 6grenme ydntemleri uygulanan bir derse
katilan 6grencilere donem basinda ve sonunda takim bazh ¢alisma hakkindaki disiinceleri bir anket araciligiyla
sorularak dénem basindaki algilarinin ve becerilerinin donem sonunda degisip degismedigini anlamak
amaclanmaktadir. Calisma ile iki farkli algi olcllecektir, hem her iki donemde dénem basi ve sonu alginin
farkhhgini hem de iki farkli donem arasinda olusturulan yontem farkhligi sonucu 6grenci algisinin ne sekilde
degistigini incelemek hedeflenmektedir.

3.2. Arastirmanin Yontemi

Ogrencilere bir takim icinde calisma hakkindaki duygu ve disiincelerini tanimlamalari icin istekli, isteksiz veya
endiseli olma durumlari sorulmustur. Agik uglu sorular ile dersin islenisi dogrultusunda gorilen en biyik fayda
ve zarar hakkinda bilgi saglanmistir. Veriler dersin ilk haftasi ve son haftasi (final sinavi 6ncesi) toplanmistir.
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Anketi dolduran 6grencilerin kimlikleri bilinmemektedir ve veriler bagimsiz gruplar olarak degerlendirilmistir.
Anket galismalar 2014 ve 2015 yillari bahar doneminde “Cokuluslu Sirketler” (MAN 391) dersinin islenmesi
sirasinda her iki donemin hem dénem basinda hem de donem sonunda yapilmistir. Bdylece aktif 6grenme
yontemi hakkindaki algiyi 6lgmek igin iki ayri grup Uzerinde c¢alisilabilmis ve iki gruba farkli yaklasimlarda
bulunularak farkli sonuglarin karsilastirilabilmesi sansi elde edilmistir. 2014 bahar déneminde uygulanan
yontemde ders daha yapilandiriimis bir yapidadir, 2015 bahar déneminde ise yapilandiriimamis bir yontemle
olusturulmustur.

“Cokuluslu Sirketler” (MAN 391) dersi, haftada bir glin 2 saatlik blok ders ve baska bir giin 1 saatlik tek ders
olmak Uzere haftada 3 saatlik bir derstir. Geleneksel 6gretme bicimini kullanmak yerine, 6grenciler 5-6 kisilik 6
gruba boélinmdistiir. 2014 bahar dénemi 6grencilerinden olusan birinci grupta, takimlar arasi akademik
performansi dengelemek amaciyla 6grenciler genel not ortalamalarina gore takimlara ayrilmistir. Bu dagitim
teknigiyle, takimlar arasi not ortalamalari 4’lik sistem Uzerinden sadece +/- 0.3 puan degiskenlik gostermistir.
Her hafta derslerde 6grenci takimlar bir hafta 6nceden kendilerine verilen konu veya 6rnek olayla ilgili
sunumlarini yapmaktadir, sunumlari soru ve cevap kismi izlemektedir. Her 6grencinin derse katilimi, dinlemesi,
takima sorular yoneltmesi ve dneriler sunmasi beklenmektedir. Takimin her Gyesi ayni notu almaktadir. Her
takim, sunum i¢in 20-25 dakika, soru-cevap kismi icin ise 5-10 dakikaya sahiptir. Boylece her hafta her takim bir
sunum yapmis olmaktadir. Dénem sonunda, dersin hocasi final notunun %20’sini olusturan bu sunumlari
degerlendirmektedir. Ogrencilerin sene sonu notu, 2 vize sinavina (%40 agirlikh), bir final sinavina (%40) ve
sunumlara (%20) bakilarak hesaplanmaktadir. 2014 bahar déneminde uygulanan bu yontemin en belirgin
ozelliginin dersin yapilandiriimis olusu oldugunu séyleyebiliriz.

2015 Bahar donemi Ogrencilerinden olusan ikinci grupta, birinci grubun aksine takimlar hoca tarafindan
belirlenmemistir, yapilan bu yontem degisikliginin temelinde, birinci grubun anket sonuclarinda karsilasilan
olumsuz geribildirimler rol oynamistir. Bu dénem her derste, derse gelen 6grenciler takimlarini kendi istekleri
dogrultusunda o anki sartlara gore olusturmuslardir. Ders katiimina gore, 4-5 takim olusmaktadir. Hoca,
tartisilacak vakayi birinci grupta yaptigi gibi 6nceden vermemekte, derste vermektedir, 6grenciler birinci grubun
aksine onhazirlik yapmadan derse katilmaktadirlar. Her takim ayni vakayi ders sirasinda okumakta ve takim
arkadaslanyla tartismaktadir. Ayrica, olay vakaya konu olan ¢okuluslu firmalarin Turkiye’de faaliyetleri varsa,
ogrenciler internette firma hakkinda bilgi sahibi olmaya yonelik arama yapmalari icin tesvik edilmislerdir. Dersin
sonunda, hoca okunan olay vaka hakkinda sorular sormakta ve her takim vakadan anladiklarini, disiincelerini,
varsa Tirkiye ile ilgili bulduklari bilgileri paylasmistir. Ogrencilerin final notu (% 60) ve iki vize notundan (%40)
olusmaktadir. ikinci grupta 6grenciler takimlarini olusturma, derse katkida bulunma konularinda daha &zgiir
birakilmis ve derse katiimlari notlandiriimamistir. 2015 Bahar déneminde uygulanan bu yéntemi bir dnceki
doénemki yontemden ayiran en 6nemli 6zelligin dersin yapilandiriimamis olusu oldugunu soyleyebiliriz.

3.3. Bulgular

2014 Bahar dénemi dgrencilerinden olusan birinci grupta, “Cokuluslu Sirketler” (MAN 391) dersine katilan 36
ogrenci bulunmaktadir. Tablo 1’e gore, dersin takim ¢alismasi yontemiyle yapilacak olmasi konusunda, dénem
basinda sinifin %56’s1 bu 6grenme bicimini denemeye karsi istekliyken, %11'i ilgisiz, geri kalan %33’U ise
endiselidir. Kiigiik takimlar halinde galisip dersi tamamlayan 6grencilerin endisesi donem sonunda artmistir.
istekli olan 6grencilerin orani %21’e diiserken, endiseli olan &grencilerin orani %52’ye yiikselmistir. Dersin
aktarilma yonteminin 6grenci 6gretili ders seklinde olmasi ile ilgili olarak ise 6grencilerin % 56 sinin baslangigta
endiseli oldugu, donem sonunda ise bu oranin % 46 ‘ya indigi gérilmektedir. Bu bulgulardan bagimsiz olarak,
donem basinda kendilerini sunum yapmakta, ders anlatmakta, teori gelistirmekte, ders gelistirmekte yetersiz
goren Ogrenciler, donem icinde bu yeteneklerini gelistirdiklerini belirtmislerdir.
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Tablo 1: 2014 Dénemi Bagimsiz Orneklerin Anket Sonuglar

Dénem basi(%) Dénem sonu(%)
n=36 n=33

Dersin islenisinin kiiglik takim ortaminda olmasi ile ilgili olarak kendinizi nasil
hissediyorsunuz?
Endiseli 33 52
ilgisiz 11 27
istekli 56 21
Dersin aktarilma yonteminin 6grenci 6gretili ders seklinde olmasi ile ilgili olarak
kendinizi nasil hissediyorsunuz?
Endiseli 56 46
ilgisiz 19 30
istekli 25 24
Metinleri elestirel degerlendirme ve sunum igin gerekli onemli noktalara karar
vermede kendimi yeterli gériiyorum.
Katilmiyorum 42 30
Kararsizim 53 12
Katiliyorum 5 58
Metnin taslagina bakarak ders gelistirmede kendimi yeterli gériiyorum.
Katilmiyorum 44 15
Kararsizim 47 42
Katiliyorum 9 42
Kurami belli bir olaya uyarlamada kendimi yeterli gorilyorum.
Katilmiyorum 56 15
Kararsizim 33 39
Katihyorum 11 46
Sinifa bir konuda sunum yapmakta kendimi yeterli gorilyorum
Katilmiyorum 47 9
Kararsizim 44 42
Katihyorum 9 49

Acik uglu sorulara verilen yazili bilgilere gore (Tablo 2), donem basinda, 6grencilerin ¢ogu dersin en blyuk
yararini, takim halinde ¢alismanin yollarini 6grenmek ve bunlari derste uygulamak olarak gérmektedir. Takim
bazli ders islenmesinin is hayatlarina pozitif etki edecegini ve takim icindeki farkli ve yaratici fikirlerin dersi daha
cekici yapacagini beklemektedirler. Donem sonunda ise, 6grencilerin buyik cogunlugu takim calismasindan
tatmin olmadiklarini ve doénem basinda distunduklerinin, beklentilerinin aksine takim calismasinin ise
yaramadigini, dersten gerekli bilgi ve verimi alamadiklarini disiinmektedirler. Dénem basinda, takim
calismasina en biylk engel olacagini diisindikleri iletisim eksikligi sorunu yasanmistir. Cogu 6grenci iletisim
eksikliginden yakinmaktadir ve takimlarini kendileri olusturma 6zgurlikleri olsa daha iyi sonuglar elde
edebileceklerini dislinmektedir. Kucik takimlar halinde calisma sistemine genel tavirlari soruldugunda, yine
memnuniyetsiz olduklarini belirtmislerdir. Baslangicta, bu 6grenme sistemine karsi istekli ve merakh olduklarini
belirtmislerdir, ancak donem sonunda bu 6grenme sistemini katihm eksikliginden ve takim Gyeleri arasindaki
sorumluluk dagilimindan dolayi yetersiz bulmuslardir. Tablo 2 ‘de derlenen ifadeler gosteriyor ki, 6grencilerin
takim bazlh 6grenme bigimindeki en blylk sorunu takim Gyeleri arasindaki sorumluluk dagilimi olmustur. Bu
problem, 6grencilerin takim calismasina karsi tavirlarini olumsuz etkilemektedir. Cogunlugu yiiksek ortalamaya
sahip bazi 6grenciler, takim icinde harcanan emekte esitsizlik oldugundan yakinmaktadir, bazi 6grenciler
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sorumluluk almaktan kaginmakta ve bu durum memnuniyetsizlige yol agmaktadir.

Basarisizhgin diger bir

nedeni ise, takimdaki tyelerin birbirini hi¢c tanimayan farkli insanlardan olusmasi olarak gorilmektedir.

Tablo 2: 2014 D6nemi Agik Uglu Sorulara Verilen Ortak Cevaplar

Sorular

Do6nem Basi

Donem Sonu

Kiglk takim halinde 6grenme bigiminin en

Baskalariyla galismayi 6grenme,

oniindeki en biiyiik engeli ne olarak
goruyorsunuz?

Kabiliyetsiz takim Gyeleri.

biyik yararinin ne olmasini Gergek hayat deneyimi, Verimli degil
bekliyorsunuz? Sorumluluk alma
Kiglk takim halinde 6grenme bigiminin Zayif takim calismasi, Zayif letisim

Free Rider problemi

Ogrenci dgretili ders anlatma bigiminin en
biyik yararinin ne olmasini
bekliyorsunuz?

Ogrencilerle daha iyi iletisim, ortak dil,
daha ¢ok eglence, yaraticilik, gergek
hayata hazirlik

Gelismis sunum teknikleri

Ogrenci dgretili ders anlatma bigiminin
oniindeki en biiyik engeli ne olarak
goruyorsunuz?

Ogrencilerin kendilerine giiven eksikligi ve
ingilizce yetersizliginden dolayi ders
kalitesinde disis

Daha fazla endise, 6grenmede
zorluk, daha ¢ok ¢alisma
gereksinimi

Kiglk takim halinde 6grenme bigimine

Kararsizlik ancak denemekten keyif alma,

Takim iginde koordinasyon

problemlerinden dolayi
mutsuzluk, yine de yararli

ilk deneyim, notlandirmaya etkisinde
tereddit. Takim Gyelerini se¢me istegi

karsi genel tavrinizi nasil
degerlendirirsiniz?

2015 Bahar dénemi 6grencilerinden olusan ikinci takimda, “Cokuluslu Sirketler” (MAN 391) dersine katillan 52
o0grenci bulunmaktadir. Tablo 3’e gore, dersin takim calismasi yontemiyle yapilacak olmasi noktasinda donem
basinda, sinifin %43’U bu 6grenme bicimini denemeye karsi istekliyken, %14°U ilgisiz, geri kalan %43’Q ise
endiselidir. Kuclk takimlar halinde calisip dersi tamamlayan 6grencilerin istekliligi donem sonunda artmis,
istekli olan 6grencilerin orani %58’e yikselmis, endiseli olan 6grencilerin orani %17’ye dismistir. Bu oranlari
Tablo 1 deki oranlarla karsilastirdigimizda (2014 ‘te donem basinda %56 istekli, %11’i ilgisiz, %33 endiseli) ilk
gruba verilen donem basi bilgilendirmesinin dersin yapilandiriimis niteligi nedeniyle daha az endiseye yol actigi
gorilmektedir. iki grubun dénem sonu verilerini karsilastirildiginda ise dénem sonunda yapilandiriimis
yontemin ters etki yaratarak endiseyi arttirdigini, yapilandiriimamis yontemin ise istekliligi arttirdig
gorilmektedir. Dersin aktarilma ydonteminin 6grenci 6gretili ders seklinde olmasi ile ilgili olarak ise 6grencilerin
% 39 unun baslangicta endiseli oldugu, dénem sonunda ise % 52 sinin bu konuda istekli oldugu gorilmektedir.

Tablo 1 ile karsilastirdigimizda bu konuda tamamen ters bir durumla karsilasilmaktadir. ikinci grupta da birinci
grupta oldugu gibi, dénem basinda kendilerini sunum yapmakta, ders anlatmakta, kurami uygulamaya
gecirmede, ders gelistirmekte yetersiz goren 06grenciler, donem icinde bu becerilerini gelistirdiklerini
belirtmislerdir.

Table 3: 2015 Donemi Bagimsiz Orneklerin Anket Sonuglari

Donem basi(%) Donem sonu(%)
n=51 n=52

Dersin islenisinin kiiglik takim ortaminda olmasi ile ilgili olarak kendinizi nasil
hissediyorsunuz?
Endiseli 41 17
ilgisiz 16 25
istekli 43 58
Dersin aktarilma yonteminin 6grenci 6gretili ders seklinde olmasi ile ilgili olarak
kendinizi nasil hissediyorsunuz?
Endiseli 39 27
ilgisiz 29 21
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istekli 32 52

Metinleri elestirel degerlendirme ve sunum icin gerekli onemli noktalara karar
vermede kendimi yeterli gérilyorum.

Katilmiyorum 18 13
Kararsizim 43 21
Katiliyorum 39 66
Metnin taslagina bakarak ders gelistirmede kendimi yeterli gériiyorum.

Katilmiyorum 4 5
Kararsizim 49 39
Katiliyorum 47 56

Kurami belli bir olaya uyarlamada kendimi yeterli gorilyorum.

Katilmiyorum 6 10
Kararsizim 47 38
Katiliyorum 47 52

Sinifa bir konuda sunum yapmakta kendimi yeterli gorilyorum

Katilmiyorum 26 8
Kararsizim 37 21
Katiliyorum 37 71

Tablo 4 ‘de derlenmis olan agik uclu sorulara verilen cevaplara gére donem basinda, 6grenciler dersin en blytk
yararini, takim halinde calismanin yollarini 6grenmek ,bunlari derse uygulamak ve degisik fikirlere sahip olmak
olarak gormektedir. Takim bazh ders islenmesinin is hayatlarina pozitif etki edecegini ve takim icindeki farkh ve
yaratici fikirlerin dersi daha cekici yapacagini beklemektedirler. Donem sonunda, 6grencilerin blyik cogunlugu
takim calismasindan memnundurlar ve donem basinda dasindikleri ve beklentileriyle dogru orantili olarak
takim calismasinin ise yaradigini, bu sekilde 6grenmenin daha kolay oldugunu ve dersten verim aldiklarini
disinmektedirler. Donem basinda, takim calismasina en biylk engel olacagini distindikleri iletisim eksikligi
yasanmistir, cogu 6grenci iletisim eksikliginden yakinmaktadir. Kiiclik takimlar halinde ¢alisma sistemine genel
tavirlari soruldugunda, yine memnun olduklarini belirtmislerdir. Ogrenciler, baslangicta, bu 6grenme sistemine
karsi bazi stipheleri oldugunu soyleseler de , denemeye merakl ve heyecanli olduklarini belirtmislerdir ve bu
isteklerine paralel olarak donem sonunda da bu sistemi ise yarar bulmuslardir.

Tablo 4: 2015 Donemi Agik Uglu Sorulara Verilen Ortak Cevaplar

Sorular Do6nem Basi D6énem sonu

Verimli
Ogrenmesi kolay

Kiglk takim halinde 6grenme bigiminin en
biyuk yarari olarak neyi bekliyorsunuz?

Baskalariyla galismayi 6grenme,
Gergek hayat deneyimi, Sinerji,
Degisik fikir cesitliligi

Kiglk takim halinde 6grenme bigiminin
oniindeki en biiyik engeli ne olarak
goruyorsunuz?

Takim Gyeleri arasinda uyumsuzluk
Kabiliyetsiz takim Gyeleri

Zayif iletisim
Free Rider problemi

Ogrenci dgretili ders anlatma bigiminin en Ogrencilerle daha v iletisim, ortak dil,

biyuk yarar olarak neyi bekliyorsunuz?

daha ¢ok eglence, yaraticilik, gergek
hayata hazirlik

Gelismis sunum teknikleri

Ogrenci dgretili ders anlatma bigiminin
oniindeki en biiyik engeli ne olarak
goruyorsunuz?

Ogrencilerin kendilerine giiven eksikligi ve
ingilizce yetersizliginden dolayi ders
kalitesinde disis

Daha fazla endise, 6grenmede
zorluk
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Kiglk takim halinde 6grenme bigimine Denemekten keyif alma, ilk deneyim, bazi lgi gekici
karsi genel tavrinizi nasil tereddiitler. vararh edrme Memnun
degerlendirirsiniz? 'Y & Mutlu

4. SONUC VE DEGERLENDIRME

Bu ¢alismanin sonuglari, Universitelerde takim bazli 6grenme ydnteminin isletme derslerinde uygulanmasi
konusunda yeni bir arastirma yolu agmistir. Bir aktif 6grenme yontemi olarak takim bazli 6grenme, takim
¢alismasi becerilerinde degil diger becerileri kazandirmada etkili bir yéntem olarak karsimiza gikmaktadir.
Dénem basinda kendilerini sunum yapmada, ders anlatmada, ders gelistirmede yetersiz géren Ogrenciler
donem icinde bu becerilerini gelistirdiklerini belirtmislerdir. Hem yapilandirilmis hem de yapilandirilmamis
yontemin kullaniminin, takim calismasi becerisi disindaki becerileri gelistirme konusunda ayni olumlu sonucu
vermis olmasi ¢alismanin énemli bir bulgusudur.

Takim ¢alismasi konusundaki algiya bakildiginda, iki grubun dénem basinda takim ¢alismasini algilayisinda
farkliliklari oldugu gorilmektedir. Yapilandiriimis yontem baslangigta endise yaratmamis ve daha yiksek
isteklilikle takim calismasina baslanmistir. Donem sonunda cogunlugu memnuniyetsizlik bildiren 6grenciler
takim galismasindan tatmin olmadiklarini ve dénem basinda dislindlklerinin, beklentilerinin aksine takim
calismasinin ise yaramadigini, dersten gerekli bilgi ve verimi alamadiklarini disiinmektedirler. Takim
calismasina en biylk engel olacagini dusindukleri iletisim eksikligi sorunu ve grup ici is dagilimi sorunlari
karsilarina cikmistir. Yapilandiriilmamis yontemde ise takim calismasi konusunda yola daha endiseli ¢ikilmistir.
Donem sonunda ise yapilandiriilmamis yontemin artan memnuniyete yol actigi gorilmektedir. Uygulama
surecinde yapilandirilmis yontemin yapilandiriimamis yonteme gére daha fazla 6n hazirlik, grup ici iletisim ve
koordinasyon gerektirmesinin bu sonug farkliligina neden olmus olmasi beklenebilir.

Bu galismanin sonuglari gosteriyor ki, 6grencilerin motivasyonu, takim ¢alismasinin is hayatina beklenen etkisi,
algilanan sonuglar ile gercek sonuglar arasindaki iliski gibi konularin anlasiimasi i¢in daha detayli arastirmalar
gerekmektedir. Bu ilk ¢alisma sonuglari, egitim amagh kurumlara ve isyerlerine, takimlarinin verimlilik ve
etkinligini arttirmak icin hangi becerileri hangi yontemlerle gelistirmeleri gerektigi hakkinda bilgi saglamaktadir.
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EK 1. Anket Sorulari

Boliim |
Dersin islenisinin kiiclik takim ortaminda olmasi ile ilgili olarak kendinizi nasil hissediyorsunuz?
Endiseli ilgisiz istekli

Dersin aktarilma y6nteminin 6grenci 6gretili ders seklinde olmasi ile ilgili olarak kendinizi nasil
hissediyorsunuz?

Endiseli ilgisiz istekli

Metinleri elestirel degerlendirme ve sunum icin gerekli 6nemli noktalara karar vermede kendimi
yeterli goériiyorum.

Katilmiyorum Kararsizim Katiliyorum
Metnin taslagina bakarak ders gelistirmede kendimi yeterli gériiyorum.
Katilmiyorum Kararsizim Katiliyorum
Kurami belli bir olaya uyarlamada kendimi yeterli gériiyorum.

Katilmiyorum Kararsizim Katiliyorum
Sinifa bir konuda sunum yapmakta kendimi yeterli goriiyorum

Katilmiyorum Kararsizim Katiliyorum
Bolim I

1) Kiigik takim halinde 6grenme bigiminin en bilyik yarari olarak neyi bekliyorsunuz?
2) Kiglik takim halinde 6grenme bigiminin éniindeki en biiylik engeli ne olarak gériyorsunuz?
3) Ogrenci 6gretili ders anlatma bigciminin en biiyiik yarari olarak neyi bekliyorsunuz?
4) Ogrenci 6gretili ders anlatma bigiminin dniindeki en biiyiik engeli ne olarak gériiyorsunuz?
5) Kiglik takim halinde 6grenme bigimine karsi genel tavrinizi nasil degerlendirirsiniz?
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ABSTRACT

Impact of information systems on firm performance is related with its alignment with business strategy. This study aims to analyze the
influence ofthe degree shared common knowledge, business environment scanning intensity, planning sophistication, and information
systems implementation effectiveness onthe degree of aligment between business strategy orientation and informationsystems
strategyorientation (i.e., strategic aligment); additionaly it also aims to analyze the effect of strategic aligment on rural bank organizational
performance. Not less than 78 rural bank managers are involved in this study. Path analysis was performed to test the proposed
hypotheses. It is recognized that strategic aligment provides signifcant contribution to rural bank organizational performance. Meanwhile,
the degree of strategic alignment is influenced by the intensity of business environment scanning, the degree of shared common
knowledge, planning sophistication, and the information systems implementation effectiveness.

Keywords: Rural banks, organizational performance, strategic alignment, business strategy orientation, info. sys. strategy orientation.
JEL Classification: G21, C30, M21.

1. INTRODUCTION

Banking system in Indonesia, in general, consists of two groups of banks, namely commercial banks and rural
banks or community banks. By Auguts 2015, in Indonesia there are 118 commercial banks along with more
than 20 thousand offices and not less than 1644 rural banks with approximately 5036 offices (Indonesia
Banking Statistics, 2015). However, based on their total asset, third party funds, and amount of distributed
funds, as illustrated in the following table, rural banks are substantially smaller as to compare with commercial
banks.

Table 1:Asset, TPF and DF Comparison between Ruraland Commercial Banks

Attribute Commercial Banks RuralBanks
Trillion IDR % Trillion IDR %
Assets 6,010.747 98.42 96.540 1.58
Third Party Funds 4,904.408 98.38 80.539 1.62
Distributed Funds 5,899.822 98.44 93.212 1.56

Source: Indonesia Financial Service Authority(Indonesia Banking Statistics, Vol. 13, No. 9, August 2015)

In the last decade, rural banks in Indonesia experienced a significant growth especially in terms of number of
banks, number of offices, amount of distributed funds, total asset, and amount of third party funds collected
(Sugiharto, 2012). Traditionally, rural banks are closely related to micro, small, and medium businesses (Hein et
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al, 2005) where these businesses play an important role in the Indonesia’s economy (lbrahim, 2003).
Accordingly, it is assumed that rural banks have the potential to provide significant contribution to the nation’s
economy.

The economic roles of rural banks, particularly their contribution to the nation’s economic growth (i.e., GDP), is
influenced by changes in technology, including information and communication technology (ICT) and
information systems, which occur relatively rapidly lately. In the face of such changes, rural banks owners and
or managers are required to select and implement the right strategy consistently so that their business
existence can be maintained and even, when the selected and applied strategies are appropriate to their
situation, their business can be improved both in term of organizational performance and size or, more
precisely, business expansion.

A number of studies, such as Mugler (2003), Ebben and Johnson (2005), Turgay and Kassegn (2005), and Wang
et al. (2006) indicated that strategic management for success, growth and increased competitiveness is of
importance to micro, small, and medium enterprises including rural banks; Eckhardt and Shane (2006), Locke
(2006) Lee et al. (2009), and Sugiharto et al. (2007; 2008a; 2008b; 2010a; 2010b) found that knowledge of and
the application of information and communication technologies (i.e., information systems) have the potentials
to improve innovation, motivation, control of information, productivity, and performance of these group or
scale of businesses. These suggest that business strategy and information systems strategy as well as their
strategic alignment adopted and applied by rural banks, at any levels, contribute to the firm organizational
performance (Chan et al., 1997; Singh and Desai, 2013).

This study, in accordance with the above mentioned research background, aims to analyze the influence of the
degree of shared common knowledge between business and information systems managers, the intensity of
business environment scanning, the existence of business planning sophistication, and the effectiveness of
information systems implementation on the degree of strategic alignment between business strategy
orientation and information systems strategy orientation and, in turn, on organizational performance of rural
banks.

The paper is organized as follows. This paper begins with the introduction section which explains the
background of the importance of and the objectives of this study. The next section is literature survey that
describes the theories and empirical evidences that support and align with the topics and objectives of this
study. The third section contains information about the type of data used in this study and how the data is
collected and analyzed. Results of the study and discussions are presented in the fourth section. Findings and
implications derived from the study results are presented in the last section.

2. LITERATURE SURVEY

2.1. Business Strategy Orientation and Rural Banks Organizational Performance

Nowadays, entrepreneurs, including rural bank managers and or operators, are faced with a rapid business
environment changes and tighter competition. Accordingly, they are required to equip themselves with
business management strategies to be able to preserve existence, increase productivity, and develop their
business competitiveness (Lazenby, 2005). Hanlon and Scott (1993) believe that a clear strategy is a "powerful
weapon" for businesses, including rural banks, in improving organizational performance. Ebben and Johnson
(2005) found that business organizations that implement management strategies, both efficiency strategies
and flexibility strategies, have a better performance than those business organzations which do not implement
management strategies. Wang et al. (2006) stated that in fact the implementation of management strategies in
business organizations is closely related to the motivation of entrepreneurs as well as business practitiners in
setting up and managing businesses they run.

Meanwhile, Turgay and Kassegn (2005), found that business organizations that do not implement management
strategies in the form of business planning, for example-whether formal or informal, will likely go bankrupt
because of competition. Therefore, according to Turgay and Kassegn (2005), business organizations need to
have and develop a competitive advantage strategies. With regard to the business environment and
competition, Daesoo et al. (2008), warned that the competition rules and the paradigm of business have

32



Research Journal of Business and Management- RIBM (2016), Vol.3(1) Sugiharto, Sulistiowati, Nofiyanti

shifted, among others, from the product to the customer, from business transactions to business associates,
and from information to knowledge.

In their study, Turgay and Kassegn (2005) develop an empirical model of management strategies (that is
empirical strategic management) for rural banks. In such a model the causal relationships and interdependence
between measures of each phase in the process of management strategies are considered. The business plan,
which is developed based on the analysis of the business environment, is an important aspect for micro and
small businesses, including rural banks, in improving their business performance, both managerial performance
and financial performance. In details, Turgay and Kassegn (2005) concluded that the intensity of business
planning is positively related to business performance and information-seeking behavior, which is closely
related to the activities of business environment analysis, positively associated with the perceived threat of
competition and the perception of competitive opportunities.

2.2. Information SystemsStrategy Orientation andRural Banks Organizational Performance

Badrinath and Wignaraja (2004) clearly stated that there are three approaches that can be applied to develop
and strengthen the competitiveness of business organizatios, namely: (i) a closer partnership between
government and business, (i) the effective involvement of national institutions in value chain, and (iii) the
application of cutting-edge technology more optimally. They furthermore explain that innovation in the
application of ICT (i.e., information systems) in business—or simply putting the letter "e" in the work—serves
as a controlling factor of competition that need attention.

The above mentioned statements of Wignaraja and Badrinath (2004), widely supported or aligned with a
number of studies on the relationship between the use of ICT (i.e., information systems) with the performance
and competitiveness of business organization. Some of them are Eckhardt and Shane (2006), Locke (2006), Hua
(2007), Amarasena (2008), Ashrafi (2008), lon and Andreea (2008), Masa'deh et al. (2008), Olugbode et al.
(2008), Lee et al. (2009), and Sugiharto et al. (2007, 2008a, 2008b, 2010a, 2010b).

Eckhardt and Shane (2006) based on the results of their research, suggest that technological innovations,
including ICT, help micro and small businesses to improve their performance. Locke (2006) found that the
growth of micro and small businesses in New Zealand is supported by the rate of adoption of ICT. Hua (2007),
through his study, concluded that both the micro, small and medium businesses requires information and
communication technologies to improve its performance, but its application requires a different strategy.

Amarasena (2008), in his study, concluded that in order to improve the performance of export-oriented
business organizations, the use of information systems should be combined with other factors, especially
human resources. His conclusions are based on facts that indicate a trend business organizations more focused
itself on technological aspects and slightly ignore aspects of human resources. In the mean time, Ashrafi
(2008), who conducted research in Oman, found that business organizations that use information systems,
which were relatively few, obtain the benefit from the ease of providing service to customers so they can
maintain their market competitiveness.

lon and Andreea (2008), who examine the application of information systmes among business organizations in
service sector, found that information systems facilitate businesses in (i) scanning the business environment
both in the search for business opportunities and in identifying the threat of business, (ii) increasing innovation
and productivity, and (iii) improving organizational performance. Therefore, the use of information systems in
business organizations is highly recommended by both investigators.

Masa'deh et al. (2008), in their study, suggest that the impact of information systems on business performance
has yet to reach a unanimous agreement or inconclusive. It is caused by a number of studies that do not
integrate the application of information systems and business strategies adopted by businesses, especially
causal relationship between information systems and business strategy alignment with business performance,
both organizational performance and financial performance. They recommend that the application of
information systems in a business should be tailored to the business strategy adopted by the business.

Lee et al. (2009) stated that business organizations are still largely left behind in the application of information
systems compared to medium and large businesses. They found that levels of knowledge of the business
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practitioners on information systems influence the performance of the organization's internal processes and
customer performance, both variables, in turn, contribute to financial performance.

Olugbode et al. (2008) concluded that information systems play an important role in maintaining a competitive
advantage and to enhance the growth and profitability of small and micro businesses. Meanwhile, Sugiharto et
al. (2007, 2008a, 2008b, 2010a, 2010b) found that the rate of information systems adoption of small business
practitioners is influenced by individual characteristics. This includes perceived usefulness, perceived ease of
use, internet self-efficacy, internet anxiety, and personal innovativeness. The adoption rate of the Internet,
except for micro and small entrepreneurs in agribusiness, affect the financial performance of the business. This
indicates that the application of information systems among micro and small businesses could potentially
improve business performance.

2.3. Strategic Alignment and Rural Banks Organizational Performance

Based on the research results discussed in the previous section, it can be drawn a universal conclusion that is
that the application of information systems among business organizations could potentially improve the
performance of the business, either by improving the innovation (innovativeness), productivity as well as
increasing the ability to scan the business environment (that is business environment scanning) in the form of
capturing opportunities and identify threats effort. Therefore, in an effort to empower these potentials, the
application of ICT, in terms of information systems, need to be combined with the knowledge and skills of
management strategies.

The linkage between ICT (i.e., information systems) and management strategies and the implications for
business performance improvement, both organizational performance and financial performance, quite clearly
elaborated by Turgay and Kassegn (2005), through their Empirical Strategic Management Model and by
Masa’deh et al. (2008) through their Strategic Alignment Model as depicted in figure 1. Both models mentioned
above refer to the concept of alignment or fit between business strategy with information systems strategy
whose model was developed by Henderson and Venkatraman (1989).

Figure 1: Strategic Alignment Model (Source: Ma’sadeh et al. 2008)

BUSINESS

STRATEGY ICT STRATEGY

ORGANIZATIONAL
INFRASTRUCTURE INFRASTRUCTURE

2.4. Research Model and Hypotheses Development

Based on the literature review discussed previously, research model and its associated hypotheses are
formulated. Hale (1995), Hussin (1998), Turgay and Kassegn (2005), and Ma’sadeh et al. (2008), however, were
used as primary references for developing model of the research. As illustrated in figure 2 below, there are
eight variables involved in this study. Details of these variables along with their associated indicators and
related validity and reliability tests results are depicted in table 2 which follows.
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Figure 2: Theoretical Path Analysis Model

The degree of strategic alignment between business strategy and ICT strategy (BISA) is estimated, referring to
Chan et al. (2006), by subtracting ideal values of dimensions of strategies orientation from their respective
existing values.

Table 2: Identification of Research Variables and Associated Validity and Reliability

Variables Measurement Criteria Indicators Corre!a.tlon Cronbach’s
Coefficient Alpha
Rural Banks Rural Banks relative Reputation 0.737
Organizational  performance to closest Introduction of new products 0.824
Performance competitor Return on asset 0.725 0.849
(RBOP) Net interest margin 0.787 ’
Business & technology innovation 0.826
Information system functions 0.657
Shared Shared common knowledge Information systems managers recieves business 0.926
Common between business and decision regulargy ’ 0.784
Knowledge information systems Business manager involvement in information systems 0.892 ’
(SCKN) managers development ’
Business Scope and frequency of Customer preference and demand pattern toward 0.883
Environment scanning of business bank product ’
Scanning environement Strategic steps taken by competitors 0.902 0.842
:r;tEesr:)sny Regulation and legislation on banking 0.836
Planning Importance of various Strategic plan mechanism 0.835
Sophistication busme§s information |r.1 Research and development 0.873 0.734
(BPSP) managing and developing
firm. Interdepartment coordination 0.713
Information Frequency or intensity of Information managers receives information regarding 0.881
Systems Information Systems business plan and strategi desision ’
Application Application Effectiveness of information systems in business plan
. . . 0.807 0.805
Effectiveness and strategic decision
(ISUE) Effectiveness of information systems in new poduct 0871
development )
Business & Difference between existing Defender strategy 0.879
Information and ideal level of Business Analytic strategy 0.826
Systems strategy orientation Risk averse strategy 0.627
Strategic Proactive strategy 0.688
Alignment Futuristic strategy NAl 0.688
(BISA) Agressive strategy 0.517
Difference between existing Operation support system strategy 0.875
and ideal level of Interdepartment coordination strategy 0.895
Information systems Marketing infromation system strategy 0.813
strategy orientation Decision support system strategy 0.896
Note: 'Each indicator has its own sub-indicators with correlation coefficients ranged from 0.642 to 0.936 which are valid.
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The are five hypotheses formulated and will be tested in the study. These hypotheses are as follows.

Hi: degree of shared common knowledge affects business and information systems strategic alignment.

H,: business environment scanning intensity affects business and information systems strategic alignment.

Hs: business planning sophistication affects business and information systems strategic alignment.

Hy: effectiveness of information systems usage/application affects business and information systems strategic
alignment.

Hs: business and information systems strategic alignment affects rural banks organizational performance.

3. DATA AND METHODOLOGY

The study scope, as mentioned clearly in the title of the study, was limited to rural banks, specifically those
which are associated with the Jakarta Chapter of the Indonesian Rural Banks Association (Perbarindo). A set of
questionnaires for measuring research variables were devepoded—mainly referring to Chan et al. (2006)—and
tested for its validity and reliability. Research variables were measured using a five-point Likert scale. Data
were gathered from 78 rural bank managers, which were selected using simple random selection approach,
using the developed and tested questionnaires. The formulated hypotheses were tested—as depicted in the
theorical path model—using path analysis model.

4. EMPIRICAL FINDINGS

4.1. Descriptive Statistics of Reseach Variables

Scores of each research variables, which cover minimum, maximum, average, standard deviation, and
coefficient of variation, are depicted in table 3 below.

Table 3: Descriptive Statistics of Research Variables

Variables Indicators Min Max Mean Stdev ov?
Ind’ var’ Ind’ var’ Ind’ var’ Ind’ var’
Rural Banks Reputation 1.0 5.0 3.38 0.74
Organizationa Introduction of new products 2.0 5.0 3.26 0.56
| Performance  Return on asset 2.0 5.0 3.47 0.61
(RBOP) Net interest margin 1.0 2.33 5.0 4.67 3.40 3.36 0.74 0.49 14.56
Business & technology innovation 2.0 5.0 3.27 0.61
Information system functions 3.0 5.0 3.38 0.56
Shared Infqrmatlon §Ystems managers recieves 1.00 5.00 3.64 0.80
Common business decision regulargy
Knowledge Business manager involvement in 1.00 5.00 3.65 0.69 18.76
(SCKN) information systems development 1.00 5.00 3.67 0.69
Bus!ness Customer preference and demand 1.00 500 362 0.68
Environment pattern toward bank product 5.00
S ; .
I;fe”n"s'i:f Strategic steps taken by competitors 100 100 500 358 368 067 060 1643
(BESI) . I .
Regulation and legislation on banking 1.00 5.00 3.83 0.72
Planning Strategic plan mechanism 1.00 5.00 3.67 071
(S;’E:St'cat'on Research and development 100 1.00 500 500 350 368 075 053 1434
Interdepartment coordination 1.00 5.00 3.88 0.51
Information Information managers receives
Systems information regarding business plan and 2.00 5.00 3.77 0.62
Application strategiC desision
Effectiveness i i i i K . . . .
iv Effgctlveness of mformatlpn sys.tfems in 2.00 2.00 5.00 5.00 351 3.56 0.69 0.60 16.84
(ISUE) business plan and strategic decision
Effectiveness of information systems in 1.00 5.00 3.41 0.79
new poduct development
Business-
Information Business strategy orientation -3.67 -383 -0.17 -0.61 -1.21 -1.22 0.42 0.40 33.14
Systems
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Strategic

Alignment Information systems strategy orientation -4.00 -0.23 -1.22 0.48
(BISA)

Note: ! Indicator
? Variable
3Coefficient of variance of variable

As shown in the table, scores of research variables, except for BISA (degree of strategic alighment between
business orientation strategy and information systems orientation strategy), varied from as low as 1 (minimum
score) to as high as 5 (maximum score). These indicate that respondents with respect to their perceptions
towards research variables have different level. For example, degree of shared common knowledge (SCKN) of
the involved rural banks ranged from 1 to 5 averaged at 3.65, with standard deviation and coefficient of
variation of 0.69 and 18.76 percent respectively. The degree of strategic alighment (i.e., BISA) was derived by
subtracting the ideal scores of dimensions of both business strategy orientation and information system
strategy orientation from their related real or existing scores. A value of zero indicates the degree of perfect
harmony, while the value of minus five (-5) showed the degree of perfect misalignment between business
orientation strategy and information systems orientation strategy. The degree of strategic alignhment, as
depicted in the table, ranged from -3.83 to -0.61, averaged at -1.22, with 0.40 standard deviation and 33.14
coefficient of variance.

4.2. Empirical Path Analysis Model and Evaluation Results
The empirical path model which was analyzed using SPSS Version 21 are depicted in the following figures.

Figure 3a: Empirical Path Analysis Model: Unstandardized Coefficients

Figure 3b. Empirical Path Analysis Model: Standardized (Path) Coefficients
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Significance of individuals unstandardized and standardized (path) coefficients with their associated variables
(that is independent or exogenous variables, intervening or mediating variables, and dependent or endogenous
variable) and coefficient of determination (R?) of each submodel are shown in the table below.

Table 4: Path Coefficients of Inter-variables Causal Relationships and Their Significance

Effect of Coefficients e e

WV on DV Ustd® St cD Significance
SCKN > BISA 0.164 0.257 0.043"
BESI > BISA -0.084 -0.119 0.475 0.358
BPSP > BISA 0.427 0.537 : 0.133
ISUE > BISA 0.067 0.097 0.000""
BISA > RBOP 0.362 0.321 0.103 0.358

Notes: °IV:IndependentVariable (exogenous); °DV: DependentVariable (endogenous);
“Ustd: Unstandardized ; °Std: Standardized; °Coefficient of Determination (R)
** significant at alpha 5 percent (0.05)
*** significant at alpha 1 percent (0.01)

Submodel 1: Determinants of Business and Information Systems Strategic Alignment

As clearly depicted in either figure 3 or table 3 (rows 1-4), it is found that business and information systems
strategic alignment is simultaneously affected by the degree of shared common knowledge (SCKN), business
environment scanning intensity (BESI), business planning sophistication (BPSP), and information systems usage
effectiveness (ISUE). These variables contribute to the strategic alignment between business strategy and
information systems strategy for 47.50 percent. This indicates that rural banks managers take these variables
into account when they set or formulate their business and information systems strategies. The resulting
regression equation is as follows.

BIS =-3.318 + 0.164SCKN - 0.084BESI| + 0.427BPSP + 0.067ISUE (1)

This finding is line with those of Lee et al. (2009), Locke (2006), McCann et al. (2001), and Luo (1999) which
generally found that the degree of shared common knowledge, effectiveness of information systems usage,
and sophistication of business planning, and business environment scanning intensity contribute significantly to
rural bank organizational performance—in this study through strategic alignment between business strategy
and information systems strategy.

In clearly shown in table 4 above, variables which partially significantly affect the degree of strategic alignment
between business and information systems strategies are information systems use/implementation
effectiveness—ISUE (p<0.01) and shared common knowledge between business and information systems
managers—SCKN (p<0.05). Rural bank managers consider effectiveness of information systems implement as
the most important factor or variable. Accordingly, it should receive more attention and should be taken
account in an effort to improve the degree of strategic alignment between business and information systems
strategies and, in turn, in increasing rural banks organizational performance. The second factor or variable that
requires special attention is the level of shared common knowledge between business and information systems
managers. Business managers should have adequate information systems knowledge and information systems
managers should have adequate knowledge regarding business management and its related strategies.

It should be further explained that although the two other variables partially have no significant effect on
strategic alignment (i.e., business scanning intensity and business palnning sophistication), it does not mean
that these two variables should be ignored. Rural bank managers must pay proportional attention towards
both variables these variables simultaneously provide contribute—in different magnitudes, strengths, and
direction—in influencing the degree of strategic alignment.
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Submodel 2: Impact of Business and Information Systems Strategic Alignment on Rural Bank Organizational
Performance

In a relatively similar magnitude, as shown in figure 3a and table 4 (row 5), the degree of business and
information systems strategic alignment significantly affects rural bank organizational performance. Following
is the resulting regression equation.

RBOP = 3.786 + 0.362BISA (2)

The importance of ICT (i.e., information systems) knowledge, skill, and usage in managing business, including
micro and small business as well as rural banks , has been mentioned by Lee et al. (2009), Olugbodeet al.
(2008), and Locke (2006). ICT strategy or strategic use, according to Masa’deh et al. (2008) and Parker (2000),
plays a substantial role in improving firm performance. Meanwhile, a comprehensive ICT strategy can only be
formulated if the micro and small business practitioners and rural bank managers have adequate and relevant
ICT and business environment knowledge and skill (Asgarkhani 2008; Abiodun 2009). Accordingly, finding of
this study is supported to some extent by findings of those previous mentioned researches.

It is generally accepted that a firm in any industries, including rural banks, regardless of the scale of its
business, operated in a business environment that is not a vacuum. The business environment is changing
rapidly and very dynamic, in terms of economic, political, social, cultural, legal and technology. Therefore, a
firm to be able to retain and develop its organizational performance is required to have well-developed
business strategy and information systems strategy. Moreover, according to the findings in this study, both
strategies (i.e., business strategy and information systems strategy) should have a high degree of strategic
alignment. Strategic alignment is required by a firm in order to face the rapid and dynamic changes in the
business environment that occurs primarily in the economic aspects, more precisely, aspects of management
(i.e., finance, marketing, human resources, operations, etc.) and aspects of technology whose changes are
driven primarily by rapid development in information and communication technology (ICT) including
information systems.

5. CONCLUSION

The degree of shared common knowledge amongst business and information systems managers, intensity of
business environment scanning, business planning sophistication, and effectiveness of information usage in
managing rural banks along with strategic alignment between business strategy and information system
strategy play important roles in improving rural bank organizational performance. They simultaneously affect
rural bank organizational performance through strategic alignment between business strategy and information
system strategy. Partially, however, only the degree of shared knowledge and effectiveness of information
systems usage that significantly affect business and information systems strategic alignment and, in turn, rural
bank organizational performance.

6. IMPLICATIONS

Since rural bank organizational performance is affected bythe degree of alignment between business and
information systems strategies, it is important for rural bank managers to have adequate knowledge andskills
related to these two strategies: business strategic management and strategic information systems
management. An integrated micro financial management training program that combine these subjects—in
addition to conventional subjects such as, among others, financial management, marketing management, and
human resource management—will be an appropriate alternative to improve organizational performance of
rural banks.
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ABSTRACT

The Creative Class Theory is founded on the idea of human capital being the main factor of growth in the economy, rather than jobs,
occupations or firms. The theory brings a new understanding to the changing city and its residents. This study determines the living and
working place factors of choice of the creative class and how the high skilled workforce is spread on the geographical place. The data is
obtained from a survey conducted with leaders, managers, entrepreneurs, scientists, artists who live and work in istanbul. The results
suggest that new job opportunities that the big city offers are main factors for settlement and the creative class is widely spread within the
city. Findings on the factors of choice reveal that, soft factors such as, cultural diversity, social opportunities, availability of comfort zones
play a role which support the Creative Class Theory. Findings also show that different factors are effective for various sub categories. The
findings are expected to help in developing political and managerial implementations in city and workforce planning.

Keywords : Creative class, high skilled workforce, leader, entrepreneur, city, Istanbul.
JEL Classification : 131, J24, M12

YARATICI SINIFIN SEHIRLERDE YASAM VE iS YERi TERCIHLERI: iISTANBUL ORNEGI

OZET

Yaratici Sinif Kurami ekonomik gelismenin 6ncisu olarak islerden, mesleklerden veya sirketlerden ziyade, kisileri ortaya koyan, iyi gelismis
insan sermayesini ekonomik buyiimenin ana etkenlerinden biri olarak kabul eden modern bir anlayis Gizerine kurulmustur. Kuram, degisen
sehri ve sehir sakinlerini tanimlayarak farkl bir bakis agisi getirmektedir. Bu ¢alismada, istanbul’da yasayan, lider, ydnetici, girisimci, bilim
insani ve sanatgilardan olusan yaratici sinifla yapilmis bir anketin verilerinden yola gikilarak, gelismis isgliciniin cografi alanda dagilimi ve
isyeri, yasam yeri tercihlerini hangi etkenlere gore belirledigi arastirilmistir. Sonuglar yaratici sinifin agirlikli olarak genis is imkanlari
nedeniyle biiyiik sehirde ikamet etmeyi tercih ettigini ve sehir icinde yerlesiminin olduk¢a daginik oldugunu géstermektedir. isyeri ve yasam
yeri tercihleri ile ilgili olarak elde edilen bulgular kaltirel gesitlilik, sosyal olanaklar, konfor alanlarinin varligi gibi yumusak etkenlerin tercih
yapmada rollinii ortaya koymakta ve Yaratici Sinif Kuramini dogrulamaktadir. Ayrica, sonuglar gesitli altgruplarda farkli etkenlerin etkili
oldugunu gostermektedir. Elde edilen bulgularin sehir ve isguicli planlamasi ile ilgili olarak gerek politik alanda gerek is alaninda yapilacak
uygulamalara yon vermesi hedeflenmektedir.

Anahtar Kelimler: Yaratici sinif, gelismis isgiicd, lider, girisimci, sehir, istanbul.
JEL Siniflandirmasi: 131, J24, M12
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1.GiRiS

Kiresellesen yeni ekonomi ortamlarini inceleyen bilimsel ¢alismalarda sehirlerin bilgi Gretme merkezleri olarak,
yenilikgilik temelli rekabetgilige katkilari son yillarda artan sekilde vurgulanmaktadir. Sehirler, farkl insanlar ve
isleri bir araya getiren cografi bir alan olarak cesitli 6zellikleriyle pek ¢ok farkli disiplin tarafindan
incelenmektedir. Sehirde yasayan ve sehre cekilen gelismis ve yaratici isglici de yaratici lretime katkida
bulunan, degisimi yaratan ve ayni zamanda bu yaratici Gretimin devamliligini saglayan bir kaynak olarak
sehirlesme ile ilgili calismalarin icinde yerini bulmustur.

Bilgi kaynakh olarak gelisen ve kiiresellesen ekonomik alanlar rekabetci avantajlarini biyik 6lclide sehirlerini
degisime karsi diizenleme yontemlerinden ve sehirlerine yetenekli, gelismis is gliclinii cekebilme becerilerinden
almaktadirlar. Yazinda siklikla rekabetin degisen dogasi ile sehirlerin roli arasindaki kuvvetli iliski
vurgulanmakta, sehirler yaraticiligin, yenilikciligin ve bilgi tGretiminin merkezleri olarak gérilmektedir (Brown ve
Meczynski, 2009; Agnew vd., 2001). Ekonomik gelismenin oncisi olarak islerden, sirketlerden ziyade kisileri
ortaya koyan, insan sermayesini Ozellikle iyi gelismis insan sermayesini ekonomik biylimenin ana
etkenlerinden biri olarak kabul eden modern anlayisin kokleri Jacobs'a (1961) kadar uzanmaktadir. Bu anlayis,
degisen yeni sehri ve sehir sakinlerini tanimlayarak farkli bir bakis acisi getiren Florida'nin (2002) yaratici sinif
kuraminin altyapisini olusturmaktadir (Brown ve Meczynski, 2009).

Florida’nin kuramina gore yaratici sinifi olusturan ve bilim, miihendislik, sanat, yonetim, girisimcilik alanlarinda
cahsan insanlar karmasik sorunlari ¢ézmek icin bagimsiz degerlendirme yapma yetenegine sahiptir. Bu
yetenekleri sayesinde istedikleri isyerini se¢cebilme hatta bagimsiz is yapma, proje bazli, esnek ¢alisma imkanlari
vardir. Boylece calisma ve yasama yerini belirlemede, is ve yer degistirme konusunda daha 6zgirdurler, islerini
gittikleri yere tasiyabilirler ve yasadiklari yerle ilgili tercihlerini belirlerken sehirdeki sosyal ve fiziksel yasam
kosullari ile ilgili belirgin 6ncelikleri vardir. Bu tercihlerin en 6nemlileri de sehrin sundugu 6zgir distnceyi
gelistiren ortamlarin ve farkh dislincelerin gelismesine imkan saglayan bir hosgor, aciklik ortaminin varhgidir.

Tercihlerini belirleme ve bulunmayi tercih ettikleri yerleri gelistirme giicline sahip gelismis isgtici ile ilgili olarak
dinyanin lider sehirleri ile ilgili yapilan gorgiil calismalar da sehir merkezlerinin hosgori ortami 6zellikleriyle
nitelikli isglicina ve isleri ¢ektigini, vasifsiz isglicin( ve isleri uzaklastirdigini ortaya koymaktadir ( Dublin igin
Murphy ve Redmond’un (2009), Paris icin Gilli'nin (2009) calismalari). Gelismis insan sermayesinin cografi alan
Gzerindeki esit olmayan ama belli noktalarda gittikce daha da yogunlasan dagiliminin nedenlerini Florida (2002)
sehrin cesitlilige ve hosgoriye acikhigl gibi "yumusak" etkenler ile agciklamaktadir. Sehirlerin gelismis isglicini
cekmekte sahip olduklari 6nemli fiziksel ozellikleri calismasinda; sehrin tekligi, tarihi, yasam alanlarinin
cekiciligi, kalturel ve eglence ortamlarinin zenginligi ve sosyal etkilesimi arttiran 'Gc¢lincli ortamlar' olarak
adlandirilabilecek kitabevi, kafe, park gibi ortak alanlarin varligi olarak belirlemistir. Sehrin sosyal karakterini
belirleyen ana etkenler ise etnik, cinsel, dinsel cesitlilige aciklik, farkli yasam sekillerine karsi hosgorilulik
olarak ortaya koyulmustur.

Bu gibi sehirlerin kendisine cekmeyi ve tutmayi istedigi yetenekli, iyi egitimli, yer degistirme olanaklari yiksek
"yaratici sinif' tanimlamasi Florida (2002) tarafindan, Gniversite egitimi Ol¢ii alinarak tanimlanan “insan
sermayesi” tanimindan farkli yapiimistir. Florida'ya gore yaraticilik okul disinda da 6grenilebilir, asil olan yapilan
isin ozellikleridir. Yaratici sinif (ic temel gruba ayirilmistir, birincisi bohem olarak adlandirdigi sanatsal yaraticilik
gerektiren islerde calisanlar(ressam, mizisyen, tasarimci, yazar vb.) ikincisi yaratici merkez olarak adlandirdigi
glnlik is hayatlarinda da yaratici ve yenilik¢i olan, genelde teknik yaraticilik gerektiren islerde calisanlar
(arastirmacilar, muhendisler vb. ), ve licinclsi yaratici ¢alisanlar dedigi sorun ¢6zmede yaratici olan yoneticiler,
hemsireler, avukatlar gibi ¢alisanlardir. Bu ¢alisanlarin ortak noktasi hayatlarini bilgileri, yetenekleri yoluyla
kazanmalaridir. Petrov (2007) c¢alismasinda Florida'nin ayrimini temel alarak vyaratici sinifi, yaratic
aktivitelerinin tiiriine gére dort gruba ayirmaktadir: Bilim insanlari, Bohemler, Liderler ve Girisimciler.

Yazinda Florida'nin kuramina getirilen elestiriler agirlikli olarak yaratici sinifin glicintin fazla abartildigi (Scott,
2006), sinif taniminin ¢ok genis oldugu, sinifin icinde yeralan bazi altgruplarin fazlasiyla 6nemsendigi (Petrov,
2007), yumusak etkenlerin 6l¢lilmesinin zor olmasi nedeniyle sunulan istatistiki kanitlarin gercekgei ve ¢ok glgli
olamayacagl (Reese vd., 2010), kuramin sadece buyuk bélgeler icin uygulanabilir oldugu (Hansen, 2014)
yonindedir. Yazinda, elestirilerin hakli yonleri oldugu kabul edilmekle birlikte dncelikle yaratici sinif kavrami
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daha net bir sekilde tanimlanarak, yaratici sinif hipotezlerini dogrulamak ya da yanlislamak igin farkli
cografyalarda yapilmaya devam edilmesi gerektigi de belirtilmektedir (Bontje ve Musterd, 2009).

Florida'nin kuramini ortaya attig1 glinden itibaren kuram pek c¢ok farkh llkede, yapisi farkh sehirler igin de test
edilmektedir. Yasam kalitesi ile gelismis isglicini ¢ekebilen Londra, Paris, Amsterdam gibi lider Avrupa
sehirlerinin sundugu, yiksek getirili is imkanlar, iyi ulasim ve iletisim yollari, genis yasam segenekleri,
odaklanmis kiltirel aktivite alanlari ve eglence imkanlari vb. avantajlar aciktir. Bu agilardan karsilastirildiginda
istanbul iyi ulasim ve iletisim yollari, genis yasam secenekleri, odaklanmis kiltiirel aktivite alanlari ve eglence
imkanlar sunamamakta, biyiklik kaynakh sorunlara sahip bir sehir gérintisi vermektedir. Ancak tim Tirkiye
capinda bakildiginda yeni is imkanlari yaratabilme ozelligiyle yaratici sinifi cekebilen blylik bir sehir oldugu
gorilmektedir. Kuramin ciktigi Avrupa ve Amerika disinda bulunan ve yazinda incelenen diger sehirlerden farkli
bazi 6zellikler gésteren bir sehir olarak, kuramin istanbul gibi farkli bir cografyada test edilmesi ile uluslararasi
yazindaki tartismalara yeni bulgular saglanabilecek ve yaratici sinif icin Turkiye'de en uygun ortami sunan sehir
olan istanbul’da yasayan yaratici sinifin tanimlanmasi bu ¢alismanin yazina 6zgiin katkilarindan biri olacaktir.

Bu calismanin amaglarindan biri de istanbul'da yasayan yaratici sinifi olusturan kisilerin 6zelliklerini ve sehirdeki
yasam oOrlintilerini ortaya koymaktir. Bunu yaparken yaratici sinifi olusturan kisilerin ne tiir semtlerde, hangi
nedenlerle yasadigl ve galistigi belirlenmeye calisilacaktir. Boylelikle ne tir Ozelliklere sahip semtlerin sehrin
gelisimine daha cok etki yaratabilecegi de aciklanabilecektir. Ayrica cesitli altgruplar arasinda tercih farkhliklari
olup olmadigi, varsa hangi etkenlerin hangi altgruplarda hangi nedenle farkhlik yarattigi tartisilacak ve kurama
katkida bulunulmaya calisilacaktir. istanbul'a gelme ve yasama noktasinda sert etkenlerin daha &nemli etkenler
oldugu mevcut yazindan bilinmekle birlikte yasanan semti segmede Yaratici Sinif Kurami'nin 6ngordigi gibi
yumusak etkenlerin 6nemi anlasiimaya ¢alisilacaktir.

Calismanin bundan sonraki asamalarinda oncelikle yazinda yaratici sinif ile ilgili yapilmis goérgil calismalar
anlatilarak bu calismanin yazina saglayacagi fayda ortaya koyulacak, daha sonra yontem ve veri ile ilgili bilgiler
verilecek, bulgular tartisildiktan sonra sonug kisminda ¢alismanin incelenen kurama katkisi degerlendirilecektir.

2. DUNYA VE TURKIYE YAZININDA "YARATICI SINIF" UZERINE YAPILMIS
GORGUL CALISMALAR

Yazinda yaratici sinif ile baglantii énemli yer tutan ana tartisma konusu yaratici sinifin bolgesel gelisimi
etkileme guicudur. Yaratic sinifin sehrin/boélgenin blylmesine etkisini arastiran bazi gorgtl calismalarda yaratici
sinif dlgltlerinin bolgesel gelismeyi agiklamada insan sermayesi Olgutlerinden daha destekleyici oldugu, 6rnegin
isvec (Mellander, Florida, 2006) ve Hollanda (Marlet, Van Woerken, 2004) 6rneklerinde gériilmektedir.
Amerika'da (Florida vd., 2008) yapilan bir calismaya gore ise bolgesel gelismeyi aciklamada yaratici sinif etkisini
calisan verimliligi, insan sermayesi ise bolgesel gelir ve zenginligi arttirarak gdstermektedir. iki kavramin
birbirini tamamladigi ve farkli yollarla bliyiimeye etki ettigi ortaya koyulmustur. Bu calismada ayrica bazi is
kollarinin biuyimeye katkisinin daha ¢ok oldugu bulunmustur, Egitim ve saglik islerinin etkisi azken, bilgisayar
teknolojileri, muhendislik, yonetim, finansal operasyon islerinin katkisi coktur. Sanat ve eglence islerinin de
blylimeye dogrudan etkisi bulunmaktadir.

Yaraticl sinifi cekebilen sehirlerin blylklGginin énemli bir etken oldugu Amerika ve Avrupa'yi inceleyen tim
cahismalarda belirlenmistir. Danimarka gibi kiicik ve gelismis bir ekonomide dahi gigli bir altyapiya ve
Universitelere sahip kiclk sehirler bile yaratici sinifi buytklikleriyle orantili olarak bulunduramamaktadirlar
(Lorenzen ve Andersen, 2012).

Blyume ile yaraticl sinif arasinda pozitif iliski bulunmakla birlikte aralarindaki nedensellik iliskisinin yona
yazinda tartisiilmaktadir (Van Aalst vd., 2014). Yaratici sinifin varligi mi biyimeyi getirmektedir, yoksa biiyiime
mi yaratic sinifi etkilemektedir? Florida vd. (2008) calismalarinda sunduklari gérgil modelin ve bulgularin
aradaki nedenselligi agiklayamadigini belirtmektedirler.

Florida'nin Gzerinde durdugu ve yazinda siklikla tartisilan bir baska konu da bu sinifin 6zelliklerinin ve yasamayi
tercih ettikleri sehrin 6zelliklerinin tanimlanmasidir. Sinifi tanimlamaya ¢alisan giincel calismalarda ortaya ¢ikan
bir 6zellik biyiuk sehirlerde yasayan bu sinifin tiiketim tercihlerinin bliylk sehirlerin sundugu imkanlarla
baglantili oldugudur. Bu sinif sehirdeki yerel kitabevi, kafe, festival gibi 6zellestirilmis Grinlerin temel alicilandir,
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ayrica konsere, sergilere gitme sikhg karsilastirildiginda tim Ulke orneklerinde sehirdeki diger gruplardan
anlamli farkhlik gosterirler, kendilerini aile, gegmis iliskiler vb. geleneksel sosyal baglantilarla bagl gérmezler
(Reese vd., 2010; Lorenzen ve Andersen, 2012).

Gelismis insan sermayesinin cografi alan Gzerindeki dagiliminin nedenlerini Florida (2002) sehrin gesitlilige ve
hosgoriiye acikligl gibi "yumusak" etkenler ile agiklamaktadir. Sehrin sosyal karakterini belirleyen ana etkenler
olan etnik, cinsel, dinsel gesitlilige agiklik ve farkli yasam sekillerine karsi hosgorullliik, yazinda etkisi en zor
Olcllen etkenler olduklari icin gorgul analizlerde ayrica tartisiimistir. Cesitlilige gosterilen hosgoriniin yetenek
ve teknoloji ile birlikte bolgesel gelir ve maaslarla baglantisi bulundugu Amerika ve Kanada orneklerinde
goriilmektedir. (Florida vd., 2008; Florida vd., 2010). Ozellikle Kanada érneginde gé¢cmen iscilere ve azinliklara
gosterilen aciklik ile bolgesel gelir arasinda teknolojinin sagladigindan daha fazla baglanti bulunmustur.

Marlet ve Van Woerkens (2014) calismalarinda, Hollanda 6rneginde baskent Amsterdam'in artik yaratici sinifi
cekmedigini, yaratici sinifin en yogun olarak bulundugu bdlgelerin disinda kalan sehirlerde artis oldugunu
bulmus ve bunun nedenlerini arastirmislardir. Sehirdeki bohem sinifin ve escinsellerin varlig, tarihsellik, dogaya
yakinlik ile yaratici sinif arasinda pozitif korelasyon varken, etnik cesitlilik ile yaratici sinif arasinda herhangi bir
iliski gorilmemektedir. Tiim etkenler bir arada degerlendirildiginde ise yine de is imkanlari ve sosyal bulusma
imkanlan asil farki yaratan etkenlerdir. Hosgori ve aciklik ortami tercihte aciklayici bir etken degildir, estetik
ozellikler, tarihi binalarin varligi, cevresel gizellikler ise 6nemli etkenlerdir. Tercih edilen sehirler tarihi bir
ortami kaltlrel sosyal imkanlarla birlestiren, dogal bir ortamda konumlanmis ama yine de yakininda is
yogunlasmalari bulunan yerlerdir.

Dublin icin yapilmis bir calismada (Murphy ve Redmond, 2009) ise isbulma imkanlari, ailenin orada olmasi ve bu
sehirde dogmus olma gibi sert etkenlerin daha 6nplanda oldugunu, yumusak etkenlerin arka planda kaldigini
gorliyoruz. Ancak sehirde vyasayanlarin sehri, imkanlarindan duyduklari memnuniyetleri agisindan
degerlendirdiklerinde sert etkenlerden memnun olmadiklarini, yumusak etkenleri ise tatmin edici bulduklari
ortaya cikmistir. Ayrica sehir hosgorill ve acik olarak degerlendirilmektedir.

Sehrin icinde ¢alisan sinifin dagihmini inceleyen blyiik sehir calismalarinda ise, 6rnegin Londra icin Davidson ve
Wyly (2012) cahsan sinifin ¢ok daginik ve parcali bir sekilde vyerlestigini gostermislerdir. Londra ile
karsilastirilinca daha yogun bir yerlesime sahip Paris 6rneginde (Halbert, 2004; Gilli, 2009) ise bulgular sehir
merkezinin nitelikli isglicinl ve isleri cektigini, vasifsiz isgliciini ve isleri uzaklastirdigini gostermektedir.

Florida'nin kuramindaki temel fikirlerden biri de yaratici sinifi olusturan kisilerin isten daha ¢ok, konum ugruna
yer degistirdigidir. Yaratici sinif Gyelerinin mobil olma konusunda daha rahat olup olmadiginin test edildigi
calismalarda da kuramla tam uyusmayan sonuglara ulasilmistir. Florida'ya (2000) gore bu sinifin bireysel
tercihleri onceliklidir ve talepleri karsilanmazsa sehirden sehire kolayca gidecektir. Hansen ve Niedomysl (2009)
cahismalarinda kuramin gelistirildigi Glke olan Amerika'daki yaratici sinifin kalabalikhginin ve arasinda gecis
yapabilecekleri cok sayida bolge olusunun farkl cografyalarda farkh sonuclar alinmasina yol agmis olabilecegini
savunmaktadir. Buna karsilik iskandinav Ulkelerinde niifusu bir milyonu gecen baskent disinda sadece bir iki
sehir daha bulunmaktadir ve herbirinin ekonomik olanaklari ve sosyal imkanlari onlari bélgelerinin tek secenegi
haline getirmektedir. isvec 6rnegi icin Hansen ve Niedomysl (2009) tarafindan yapilan calismanin sonuglarina
gore yaratici sinifin gé¢ oranlar diger gog eden gruplarla karsilastirilinca ¢ok yiksek cikmamistir. Ayrica yaraticl
sinifin en ¢ok Universiteyi bitirdikten sonra tasindigi ve yerden ¢ok is icin tasindigi ortaya koyulmaktadir.

Yazinda ayrica buyiksehirler disinda kalan ug alanlarda, kigik orta boy sehirlerde ve sanayilesme sonrasi
sehirlerde yaratici sinifin roliind inceleyen galismalar mevcuttur. Kanada'nin ug alanlarinda yaptigi calisma ile
Petrov (2007) bilgi Gretimi icin potansiyeli olan yerlerin aciklik ve tolerans gelistirme yetenegi ile birlikte yaratici
sinifi ¢ekebildigini ve ulusal seviyede rekabetci olabildigini gostermektedir. Rich (2012) ¢alismasinda eskiden
komurcilikle ugrasan, sanayilesme sonrasi donemde egitilmis is glcliinden gbd¢ veren Scranton sehrinin
yenilenme siirecinde yaratici sinifin gelistirilmesi icin yapilabilecekleri tartismistir. Sonu¢ olarak mevcut
isgliciinlin sosyal baglarini kuvvetlendirerek sehirde kalmalarini saglama stratejilerine yogunlasilmasi onerisi
getirilmistir.

Tiirkiye ve istanbul ile ilgili sehirlerdeki yasam kalitesi ile ilgili yapilmis olan ¢alismalardan Tiirksever ve Atalik'in
(2001) calismalarinda istanbul'un 22 semtinde yapilan anket sonuglarina gére istanbul genelinde yasam
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kalitesini belirleyen etkenler iklim, kalabalik, spor, saglik, konut olanaklari, ise ulasim, cevre kirliligidir. Ulengin
vd. (2001) calismalarinda istanbullularin iyi bir sehirden beklentisinin éncelikle sehrin tatmin edici is olanaklari
sunmasi, sonrasinda altyapi, belediye hizmetleri ve trafik akisi, toplu tasima ile ilgili oldugu yoniindedir.

Tirkiye ‘de yaratici sektorlerin cografi alan Uzerindeki yogunlasmasini inceleyen bir calismaya gore sadece Ug
ilde (istanbul , Ankara, izmir) sanayi yogunlasmasi tespit edilmis ancak il biyikligl ile yaratici kiime
yogunlagmasi arasinda net bir iliski kurulamamistir (Segilmis, 2015). Turkiye'de yaratici sektorleri inceleyen
glncel calismalara gore (Lazaretti vd., 2014; Giran ve Secilmis, 2013) Turkiye'nin sadece en ¢ok niifusa sahip iki
sehrinde, Istanbul ve Ankara'da yaratici yogunlasma gozlenebilmektedir. Yaratici sektérler (yazilim, film, video,
yayimcilik, mazik, mimarlik, reklamcilik, sanat-antika, el sanatlari, gosteri sanatlari, tiyatro, radyo ve tv) yaratici
sinifin calistigi is alanlarini kapsamakla birlikte yaratici sinifi olusturan kisiler yoneticilik, girisimcilik gibi farkli is
alanlarinda da calisabilmektedir. Ancak Florida'nin (2002) calismasina goére yaratici sektorlerde calisan kisiler
yaratici sinifin en ayirtedici kismini olusturduklari icin istanbul ve Ankara'nin yaratici sinif icin Tiirkiye'de en
uygun ortami sunan sehirler oldugunu duslinebiliriz.

Sonuc olarak, gorgil calismalar toplu olarak degerlendirildiginde, hicbir gorgil calismada sert etkenlerin
yumusak etkenlerden daha az etkili oldugu ispatlanmamistir ve Florida'nin tezleri sosyal politikalar gelistirmek
icin yeterli gorilmemektedir (Bontje, Mosterd, 2009; Van Aalst vd., 2014; Andersen ve Lorenzen, 2012). Ayrica
bireylerin hangi sehirde ya da hangi semtte yasamayi, neden tercih ettikleri, yumusak etkenlerin etkili olup
olmadigi konularinda agirlkl olarak ikincil verilerle calisildigi, birincil veri toplama yolu ile daha az ¢alisma
yapildigi gériilmektedir. Bilindigi kadariyla istanbul'da yasayan gelismis isgliciiniin yasam tercihleri ile ilgili
olarak detayli bir gorgil calisma heniiz yapilmamistir. Bu ¢alismanin amaci yazindaki bu boslugu doldurmak ve
istanbul 6rnegi ile ulusal ve uluslararasi yazina katkida bulunmaktir.

3.VERi VE YONTEM

Calismada kullanilan anket ve yéntem Brown ve Meczynski (2009)'nin galismasini temel almaktadir. Birincil
veriye ulasmayl saglamasi nedeniyle ¢alismada anket yontemi tercih edilmistir(Ek 1). Calismada kullanilan
veriler istanbul'da yasayan ve calisan, yaratici sinifi olusturan meslek gruplarina ait oda ve derneklere kayitl
olan, 2000'i askin kisiye Mayis- Ekim 2014 tarihleri arasinda internet Uzerinden yollanmis bir anketten
saglanmistir. 2000 Uzerinde kisiye elektronik posta yolu ile ilgili internet adresinin baglantisi yollanarak, yaklasik
50 kisiye de anketin ylizylze uygulamasi yapilarak sonuglara ulasiimistir. Yiizylze yapilan anketlerde daha
detayl bilgiye ulasilmaya calisiimamis, sadece anketin doldurulmasini kolaylastirmak amaci ile ylizyiize gérisme
yoluna gidilmistir, sorularin dogru anlamayi zorlastirici teknik bir yoni olmamasi nedeniyle de, yizylize ve
internet Gizerinden verilen cevaplar arasinda istatistiki olarak farklhlik bulunmamaktadir. Anketlerde 213 cevap
ile yaklasik %10 luk bir cevap verme yiizdesi saglanmistir. Yapilan detayli incelemede bu 213 cevaptan 173
tanesinin Florida’nin tanimladigl yaratici isglicline ait oldugu ortaya cikarilmistir ve sonuglar bu 173 gecerli
cevap (50 tanesi ylzylze, 123 tanesi internet araciligiyla gerceklestirilen anket verileri) Gzerinden
degerlendirilmistir.

Ankette kisilere demografik bilgiler yanisira yasadiklari semtin adi, calistiklari semtin adi, ne kadar siirede evden
ise ulastiklar sorulmustur. Semt secimi yaparken sert ve yumusak etkenlerle ilgili tercihlerini belirlemek amaci
ile hem isyerlerinin bulundugu semtle, hem de yasamay: sectikleri semt ile ilgili hem sert ve hem yumusak
etkenlerden tercihlerini belirlemeleri istenmistir. Yazinda belirtildigi gibi, sert etkenler kamu hizmetleri, ulasim
imkanlar, yasama maliyeti gibi etkenler, yumusak etkenler ise kiiltiirel ve eglence imkanlari, hosgori ve aciklik
dizeyi gibi etkenlerdir.

173 kisilik yaratici is gliclinlin demografik verilerine istinaden (Tablo 1), katilimcr grubun agirlikh olarak 25-45
yas grubu arasinda oldugu ( %76 ) ve 28 farkli is dalina mensup olduklari gézlemlenmistir'. Medeni durumlari,

! Yaratici is giicli meslekleri; Kiitiiphaneci, Ogretim (yesi / Ogretim gorevlisi, Mithendis, insan kaynaklari uzmani, Tip
doktoru, Satis uzmani, Mimar, Bankaci, Vergi Denetim/Danismanlik, Spor yénetim ve pazarlama, Sporcu, Yonetici, Denetgi,
ic mimar, Ressam, Finans uzmani, Sanatgl, Mali miisavir, Reklamci, Pazarlama uzmani, idari isler miidiirii, Editér, Dealer,
Sivil toplum 6rgiiti galisani, Proje koordinatord, Mali isler midir yardimcisi.
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cinsiyet dagilimlari ve ¢cocuk sahibi olmalari benzer sekilde esit gorilen kitlenin egitim dizeyleri %99 oraninda
Universite ve Ustl seklinde gergeklesmis olup, toplam kitlenin %57’sinin lisanslstu ve otesi egitim aldiklar
gbzlenmistir.

Katilimcilarin gelir diizeyleri agirlikh olarak (%54) 2000-6000TL arasindadir. Toplam kitlede yiksek gelir seviyesi
olarak tanimlanan 10000TL ve Uzeri gelir sahibi olanlar %12 seviyesinde iken degisken gelirli olanlar tim kitlenin
%4’tine denk gelmektedir.

Tablo 1: Yaratici isgiicii Demografik Dagilimi

18-25 14
25-35 72
Dagilimi 35-45 >9
& 45-55 13
55 ve Uzeri 15
. Kadin 88
Cinsiyet Erkek 85
Medeni Bekar 88
Durum Evli 85
Cocuksuz 95
Gocuklu 78
ilkégretim
e
Universite )
Egitim ( Lisans) 73
Diizeyi Universite "
( Lisansasti )
L . 27
Universite
( Doktora)

3.3. Bulgular
3.3.1. Cografi Alanda Dagilim ve Yer Tercihleri ile ilgili Bulgular

ilce belediyeleri diizeyinde yer dagilimlarina gére istanbul-Avrupa’da ikamet edilen 16 farkli ilce bulunmus, bu
say! istanbul-Anadolu’da 21 farkli ilce olarak goézlenmistir. Ayni karsilastirma is yerleri bazinda yapildiginda
istanbul-Avrupa tarafinda 20 farkli ilce saptanmis, istanbul-Anadolu tarafinda 11 farkli ilce seklinde
gergeklesmistir. Tiim c¢alismada toplam 17 kisinin is ve ev igin sectikleri ilgeler ayni ilge olarak gézlenmistir.
Katihmcilar, ev ve is yerleri arasinda 0-75 km arasinda bir yol katetmektedir ve ortalama is ve ev arasinda alinan
mesafe 21,3 km’dir. Bu esnada tek yonli ulasim icin gecen siire 0-120 dakika arasinda degismekte ve ortalama
63 dakika olarak gerceklesmektedir.

Katilimcilarin degerlendirmelerine istinaden is yerinin mekansal konumu g6z 6niine alindiginda, 6nem sirasina
gore isyeri tercihi yapmada rol oynayan sert etkenler: Ulasim agisindan elverislilik, is agisindan yeni firsatlar
barindirmasi ve daha yiiksek kazang ile ¢alisilabilmesi olurken yine 6nem sirasina goére ortaya konan yumusak
etkenler kiltarel gesitlilik, konfor alanlarinin ¢oklugu ( restoranlar, barlar, sinemalar, spor olanaklari vs. ) ve
kisisel giivenlik seklinde gdzlenmistir. istanbul’daki yaratici is giiciiniin bu anlamda yazindaki benzer calismalara
(Florida,R., Mellander, C., Stolarick, K., 2010) gore fark olusturmasi kiiltirel cesitliligin sosyal olanaklari da
beraberinde getiriyor olmasindan kaynaklanabilir.
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Ayni karsilagstirmada ikamet edilen evin mekansal konumu bazinda incelendiginde énem sirasina gore ulasim
acisindan elverislilik, semtteki yapilarin kalitesi ve dogaya yakin olmasi sert etkenleri olustururken; sosyal
olanaklarin fazla olmasi, konfor alanlarinin ¢oklugu ( restoranlar, barlar, sinemalar, spor olanaklari vs.) ve kisisel
givenlik en 6nemli yumusak etkenleri olusturmaktadir.

Trafik sikisikhgi, kisisel glvenlik ve su¢ orani olasi bir is degisikligini tetikleyebilecek sert etkenler olarak
gorulurken, o semtteki agresif/antisosyal davranislarin varligi bu alanda 6ne ¢ikan yumusak etkendir. Kisisel
glvenlik, trafik sikisikligi ve sug¢ orani ikamet edilen evin degistirilmesine yol acabilecek sert etkenler olarak
ortaya cikarken, o semtteki agresif/antisosyal davranislarin varligi bu alanda en 6nemli yumusak etken olma
ozelligini gbstermektedir.

3.3.2. Altgruplarin Karsilastirilmasi Sonucu Elde Edilen Bulgular

Yaraticl sinifin tercihlerini daha detayl olarak ortaya koyabilmek amaciyla farkli gruplar arasi tercihler de
karsilastirilmistir. Kadin-erkek, alt gelir -Ust gelir, 35 yas alti ve Ustl, evli-bekar, ¢ocuk sahibi olma-olmama
durumlarinin hangi etkenlerde farkliliklara yol agtigina bakildiginda hem isyeri hem de evyeri segciminde ve tim
etkenlerde istatiksel olarak en anlamli farkliliklarin kadin-erkek tercihlerinde oldugu gorilmektedir(Tablo 2, 3,
4,5).

isyeri seciminde kadin erkek farkliligina bakildiginda sert etkenlerden sadece altyapi ve bina kalitesinde,
yumusak etkenlerden ise kiltirel gesitlilik, escinsellige tolerans, semtin yumusak atmosferi, dogal alanlarin
varhg ve kisisel glivenligi etkenlerinde kadin erkek arasinda istatistiki olarak anlamli derecede farklilik oldugu
ortaya ctkmistir (Tablo 2,3).

Alt gelir ve Ust gelir arasinda farklilik gorilen etkenler, isyerinde sert etkenlerde sadece altyapi ve bina
kalitesinde, yumusak etkenlerde ise kisisel guvenlik, disik su¢ orani, disik uyusturucu kullanimi
alanlarindadir(Tablo 2,3).

Tablo 2: Yaratic isgiiciiniin isyeri Tercihlerinin Sert Etkenler Agisindan Karsilastirilmasi (t-test sonuglari)

Yer | Etken Tiirii | Etkenler Kadin | Erkek | Alt Gelir | Ust Gelir | 35 alti | 35 Gistii | Evli | Bekar S:;:: Degil
iyi Universitelere yakinhk 0.878 0.026 0.918 0.052* 0.561
Altyapi 0.049* 0.051 0.973 0.340 0.732
Bina kalitesi 0.070* 0.022 0.686 0.615 0.724
Bina imkanlari 0.619 0.289 0.934 0.346 0.284
Ekonomik Uygunluk 0.863 0.949 0.170 0.096* 0.185

isyeri Et::;:er Dogaya yakinlik 0.118 0.933 0.707 0.318 0.720
Ulasim 0.221 0.654 0.369 0.920 0.585
Mikroiklim Kosullari 0.221 0.912 0.799 0.238 0.856
Semtin BuyUklGgu 0.439 0.407 0.971 0.252 0.787
Gelir Getirme imkanlari 0.220 0.998 0.882 0.555 0.496
is imkanlarinin Coklugu 0.237 0.806 0.979 0.618 0.356

* % 5 gliven araliginda istatistiki olarak anlamli
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Tablo 3: Yaratici isgiiciiniin isyeri Tercihlerinin Yumusak Etkenler Agisindan Karsilastirlmasi (t-test sonuglari)

Yer | Etken Tiirii | Etkenler Kadin | Erkek | Alt Gelir | Ust Gelir | 35 alt1 | 35 istii | Evli | Bekar S:;::: Degil
Kaltarel Cesitlilik 0.033* 0.732 0.200 0.919 0.702
Sosyal imkanlar 0.555 0.130 0.494 0.597 0.666
Semtin Atmosferi 0.017* 0.976 0.574 0.823 0.109
Cinsel Cesitlilige Hosgorii 0.010* 0.115 0.750 0.255 0.100
Acikgoriisliilik ve bariscilik 0.524 0.976 0.773 0.709 0.501

isyeri g:;:?::( Farkli milliyetlere hosgorii 0.484 0.402 0.454 0.198 0.105
Konfor Alanlarinin Coklugu 0.104 0.177 0.887 0.554 0.576
Dogal zenginlikler 0.039* 0.151 0.677 0.274 0.575
Kisisel Glvenlik 0.010* 0.005* 0.327 0.130 0.020*
Dusik Sug Orani 0.385 0.001* 0.013* 0.037* 0.001*
Dustk Uyusturucu Kullanimi 0.904 0.009* 0.000* 0.019* 0.000*

* % 5 gliven araliginda istatistiki olarak anlamli

Ev yeri segciminde sert etkenler dogaya yakinlik, yumusak etkenler escinsellige tolerans ve arkadaslara yakinlik
olarak az sayida etkende karsimiza ¢ikmaktadir. Ev yeri se¢ciminde kadin erkek farkliigina bakildiginda, sert
etkenlerden dogaya yakinlk, mikro iklim kosullari, semt buyukliginde farkliliklar, yumusak etkenlerden ise
kiltarel farkhlik, sosyal olanaklar, semtin yumusak atmosferi, escinsellige tolerans, acikfikirlilik, bariscillik, farkli
milli kimliklere aciklik , konfor alanlarinin daha ¢ok olusu, dogal alanlarin varligi ve diistik sug orani etkenlerinde
anlamli derecede farkliliklar gérilmustir (Tablo 4,5). Yaratici Sinif kuraminda 6nemli bir yer tutan, farkhhklara
hosgori konusunda kadin ve erkegin farkl yaklasimi dikkat cekmektedir.

Tablo 4: Yaratic isgiiciiniin Ev yeri Tercihlerinin Sert Etkenler Agisindan Karsilastirilmasi (t-test sonuglari)

Yer | Etken Tiirii | Etkenler Kadin | Erkek | Alt Gelir | Ust Gelir | 35 alti | 35 Uistii | Evli | Bekar S:ﬁ::: Degil
iyi Universitelere yakinhk 0.712 0.680 0.009* 0.002* 0.039*
Altyapi 0.946 0.575 0.000* 0.000* 0.000*
Bina kalitesi 0.715 0.207 0.001* 0.000* 0.000*
Bina imkanlari 0.116 0.114 0.000* 0.000* 0.000*

Ev Et:::er Ekonomik Uygunluk 0.142 0.295 0.827 0.350 0.528
Dogaya yakinlik 0.002* 0.049* 0.694 0.065* 0.349
Ulasim 0.873 0.169 0.242 0.703 0.337
Mikroiklim Kosullari 0.000* 0.573 0.533 0.269 0.369
Semtin BuyUklGgu 0.018* 0.152 0.831 0.912 0.096*

* % 5 gliven araliginda istatistiki olarak anlamli

35 yas alti ve Ustlinde isyeri segiminde higbir sert etkende farklilik gérilmemekte, yumusak etkenlerde ise
sadece dusik sug orani, disiik uyusturucu kullanimi alanlarinda farklilik gérilmektedir(Tablo 2,3). Ev yeri
seciminde Universiteye yakinlik, altyapi, binalarin uygunlugu ve kalitesi sert etkenleri, semtin yumusak
atmosferi, acikfikirlilik ve bariscillik, cocuklar icin givenli olus, o semtte dogmus veya okumus olmak, kisisel
glvenlik, dislik suc orani, distik uyusturucu kullanimi yumusak etkenleri olusturmaktadir(Tablo 4,5).
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Tablo 5: Yaratici isgiiciiniin Ev yeri Tercihlerinin Yumusak Etkenler Agisindan Karsilastiriimasi
(t-test sonuglari)

Yer | Etken Tiirii | Etkenler Kadin | Erkek | Alt Gelir | Ust Gelir | 35 alti | 35 Gistii | Evli | Bekar S:;:: Degil
Kulturel Cesitlilik 0.000* 0.257 0.810 0.663 0.440
Sosyal imkanlar 0.001* 0.816 0.688 0.548 0.881
Semtin Atmosferi 0.001* 0.289 0.093* 0.851 0.478
Cinsel Cesitlilige Hosgori 0.002* 0.012 0.878 0.248 0.340
Acikgoriislilik ve bariscilik 0.019* 0.946 0.034* 0.018* 0.006*
Farkli milliyetlere hosgori 0.017* 0.456 0.336 0.893 0.376
Cocuklar igin Glvenlik 0.143 0.109 0.000* 0.000 0.000*
Arkadaslara Yakinlik 0.525 0.023* 0.346 0.361 0.216

gy | Yumusak ook Aileye Yakinlik 0.775 0.218 0.341 0.013* 0.194

Etkenler

Semtte dogmus olmak 0.402 0.355 0.014* 0.640 0.240
Semtte Okumus Olmak 0.156 0.218 0.067* 0.509 0.534
isyerine Yakinlik 0.536 0.476 0.183 0.695 0.674
Konfor Alanlarinin Coklugu 0.004* 0.987 0.967 0.034* 0.058
Dogal zenginlikler 0.002* 0.432 0.281 0.470 0.059
Kisisel Glvenlik 0.102 0.321 0.051* 0.130 0.000*
Dusik Sug Orani 0.013* 0.688 0.007* 0.117 0.000*
Dustk Uyusturucu Kullanimi 0.775 0.692 0.042* 0.209 0.003 *

* % 5 gliven araliginda istatistiki olarak anlamli

Evli veya bekar olma durumunda isyeri segciminde sert etkenlerde Universiteye yakinlik, ekonomik uygunluk,
yumusak etkenlerde dislk sug¢ orani, diisiik uyusturucu kullanimi gérilmektedir(Tablo 2,3). Ev yeri se¢iminde
35 yas UstU alti karsilastirmasiyla cok benzer sekilde sert etkenlerden (niversiteye yakinlk, altyapi, binalarin
uygunlugu ve kalitesi , yumusak etkenlerden ise acikfikirlilik ve bariscillik, cocuklar icin giivenli olus, farkh olarak
blyk aileye yakinlik ve daha ¢ok konfor alanlarinin olusu goriilmektedir(Tablo 4,5).

Cocuk sahibi olmak ya da olmamak durumu isyeri segciminde sadece kisisel glivenlik, disik su¢ orani, disik
uyusturucu kullaniminda farklilik yaratmaktadir(Tablo 2,3). Ev yeri segiminde 35 yas alti Ustii ve evli bekar olma
durumuyla benzer sekilde sert etkenlerden Universiteye yakinlik, altyapi, binalarin uygunlugu ve kalitesi ,
yumusak etkenlerden ise acikfikirlilik ve bariscillik, cocuklar icin givenli olus, kisisel glivenlik, disik sug orani,
disuk uyusturucu kullanimi, farkl olarak semtin buyakluga gérilmektedir(Tablo 4,5).

Farkli gruplarin karsilastirmasi gostermektedir ki 6zellikle yumusak etkenlerde, yumusak etkenler arasinda da
farkli kimliklere tolerans, bariscillik, agikfikirlilik gibi konularda anlamli farkhliklar 6n plana gikmaktadir.

3.3.3 Etkenlerin Karsilastiriimasi Sonucu Elde Edilen Bulgular

isyeri ve yasam alani seciminde altgruplar icerisinde degerlendirilen toplam 20 sert etkenden 6 etkende fikir
uyusmazhklarinin yasandigl gorilmektedir. Bunlar; lniversitelere yakin mesafe olus, ¢evredeki gelismis yapi
cesitliligi, semtteki yapilarin kalitesi, semtteki yapilarin elverisliligi, dogaya yakinlik ve mikro iklim kosullaridir.

Altgruplar sert etkenler agisindan birbirleriyle karsilastirildiginda Kadin-Erkek ve Alt-Ust Gelir altgruplarinda
uyusmazhk gosteren etkenler “dogaya yakinlik” disinda farklilik gosterirken; 35 yas alt1-35 yas Ustd, evli-bekar,
¢ocuk sahibi-degil gruplarinda %75 oraninda fikir uyusmazliklarinin ayni etkenlerde toplandig izlenmektedir
(Cevredeki gelismis yapi gesitliligi, semtteki yapilarin kalitesi, semtteki yapilarin elverisliligi). Bu etkenlerdeki
fikir uyusmazhg isyeri seciminde gozlemlenmezken, yasam alani segiminde etkili olduklari gérilmektedir.
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Sert etkenlerdeki fikir uyusmazhg géz 6niinde bulunduruldugunda en yiksek farkl gértsin 35 yas alti-35 yas
Usti, evli-bekar, gocuk sahibi-degil altgruplarinda, cevredeki gelismis yapilarin gesitliliginde ortaya ¢gikmaktadir.
Evli-bekar grubu bu etkene en hassas ve en yiksek farkhlikta yanit veren grup olarak éne gikmaktadir.

isyeri ve yasam alani seciminde altgruplar icerisinde degerlendirilen toplam 28 yumusak etkenden 14 etkende
fikir uyusmazhklarinin yasandigi gorilmektedir. Bunlar; semtteki sicakkanlilik, gay/lezbiyen toleransinin yiksek
olusu, kultirel gesitlilik, sosyal olanaklar, agikfikirli ve hosgorili olunmasi, farkl ulusal kimliklere agik olusu,
konfor alanlarinin ¢oklugu, dogal olanaklar, ¢ocuklar igin giivenli olusu, arkadaslara yakinlik, o semtte dogmus
olmak, kisisel gtivenlik, distik su¢ orani, uyusturucu kullaniminin diisiik olmasidir.

Yumusak etkenler konusunda fikir uyusmazliklari degerlendirildiginde %50’nin lzerinde oranla kadin-erkek
altgrubu en fazla farkh fikre sahip kiime olarak 6ne ¢ikmaktadir. Evli-bekar altgrubu ise yumusak etkenler
degerlendirildiginde sadece konfor alanlarinin ¢oklugu hususunda fikir ayriligi yasamaktadir.

Evli-bekar altgrubu disinda tim altgruplarin fikir farkliigina sahip oldugu etken sug oraninin diisiik olmasidir. En
yuksek fikir uyusmazhgi kadin-erkek altgrubunda yasam alani segiminde ortaya ¢ikan kdltirel gesitlilik etkenidir.

Genel resim degerlendirildiginde, is yeri segimini 22 etkenin etkileri agisindan degerlendiren 5 altgrupta yapilan
110 fikir uyumu karsilastirmasinda sadece 7 segimde farkliik ortaya ciktigi gorilmektedir. Yasam alani
seciminde ise bu oran 130 fikir uyumu karsilastirmasinda 38 farkllik olarak gézlemlenmektedir.

Her altgrup altinda yer alan 48 fikir uyumu karsilastirmasinda en ¢ok sayida benzer fikre sahip altgrup evli-bekar
altgrubu olurken, en ¢ok farkliligin yasandigi altgrup ise kadin-erkek altgrubudur. 48 fikir uyumu
karsilastirmasinin 19'unda her altgrup benzer fikre sahip olurken, 29'unda en az 1 altgruptan farkl fikirlerin
oldugu gozlemlenmektedir.

4. SONUC VE DEGERLENDIRME

Yaraticl Sinif Kurami, yaratici sinifi olusturan bireylerin blyilk sehirlerde yasamayi tercih etmesinde ve sehir
icinde belli semtlerde yogunlasmasinda yumusak etkenlerin 6zellikle de sehirde 6zglir dusiinceyi gelistiren
ortamlarin ve farkli dislincelerin gelismesine imkan saglayan bir hosgori ortaminin varliginin, belirleyici
oldugunu savunmaktadir. Yaratici Sinif Kurami’ni istanbul érneginde inceleyen bu calismanin amaci, yaratici
sinifi olusturan bireylerin hangi semtlerde, hangi nedenlerle yasadiginin, calistiginin belirlenmesi yoluyla yaratici
sinift tanimlamaktir. Bu tanimlamanin yapilmasi sonucunda hangi 6zelliklere sahip semtlerin yaratici sinifi
cekerek sehrin gelisiminde daha c¢ok etki yaratabileceginin de agiklanmasi amaglanmistir. Dogru bir
tanimlamadan yola cikilarak istanbul icin sehir planlamasina ve isgiicii politikasina yonelik uygulamalara yon
verilebilir.

istanbul'da yasayan yaratici sinif iizerine yapilan bu calismanin ilk bulgulari, 6zellikle yumusak etkenler
s6zkonusu oldugunda, is yerinin sagladigl avantajlar arasinda Florida'nin kuraminda hosgori kavramina karsilik
olarak kullanilan kiilturel cesitliligin 6ne ¢ikmis olmasi nedeniyle Yaratici Sinif Kurami’ni desteklemektedir.
Hosgori kavraminin farkh altgruplar icin farkli anlamlar tasiyor olmasi da g¢alismanin énemli bulgularindandir.
Kadin-erkek, alt gelir-tst gelir, 35 yas alti ve Ustl, evli-bekar, cocuk sahibi olma-olmama durumlarinin hangi
altgruplarda farkliliklara yol actigina bakildiginda tim etkenlerde en anlamli farkliliklarin kadin-erkek
tercihlerinde oldugu goérilmektedir. Tim altgruplarda bakildiginda, 6zellikle yumusak etkenlerde, farkli
kimliklere tolerans, bariscillik, acikfikirlilik gibi konularda anlamli farkliliklar bulunmaktadir. Fikir uyumu
karsilastirmasi yapildiginda da en ¢ok sayida benzer fikre sahip altgrup evli-bekar altgrubu olurken, en ¢ok
farkhhgin yasandigi altgrup kadin-erkek altgrubudur. Yaratici Sinif kuraminda 6nemli bir yer tutan cesitlilige
hosgori konusunda, altgruplarin tercihlerinin anlamli farklihklar gostermesi bu hususlarin gerek sehir
planlamasi yapilirken gerekse isgiici politikalar gelistirilirken gézoniine alinmasi gerektigini gostermektedir.

Bu calismanin sonuglari istanbul'da yasayan gelismis isgliciiniin yasama yeri konusunda bilingli tercihler
yaptigini gostermektedir. Hem isyeri hem ikamet yeri seciminde ulasim elverisliligi 6nemli bir etken olarak
belirtilmis olsa da is ve evin yakin mesafelerde olmamasi bilingli olarak belli mesafelerin katedildigini
gostermektedir. Bu sonuglardan yola cikilarak, sehir planlamasi ve isglci politikalari belirlenirken, sehirlerin
yaratici sinifi olusturan kisileri cekebilmesi icin hosgori ortamini destekleyen ve farkli kesimlerin paylasabilecegi
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ortak alanlar yaratilmasinin, sosyal olanaklarin ve konfor alanlarinin arttirilmasinin ve kisisel gtivenlik ihtiyacinin
karsilanmasinin dncelikli ihtiyaglar oldugu ortaya ¢ikmaktadir.

Bu asamadan sonra, bu ¢alismada altgruplar arasinda tespit edilen farklilik tespitlerinden yola gikilarak yaratici
sinif farkl kategoriler altinda detaylandirilarak, érnegin bilim insanlari, bohemler, girisimciler, liderler gibi alt
kategoriler Uzerinden benzer ¢alismalar yapilmalidir. Daha genis katilimli bir anket ¢alismasi ile herbir kategori
icin tercih nedenleri belirlenmesi yoluyla hangi semtlerin hangi ihtiyaglara cevap verdigini ve sehir icinde
dagihmin farklihk gosterip gostermedigini anlamak dncelikli hedef olmalidir.
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Ek:1 YARATICI SINIF ANKETI

S1 Lutfen asagidaki bilgileri doldurunuz.
Yas:
Cinsiyet:
Meslek:
S2 Lutfen Egitim durumunuzu son bitirdiginiz okula gore isaretleyiniz.
ilkdgretim
Lise
Universite ( Lisans )
Universite ( Yiiksek Lisans )
Universite ( Doktora )
S3 Lutfen aylk gelir diizeyinizi asagida belirtilen araliklar arasindan segerek belirtiniz.
0-2000 TL
2000-4000TL
4000-6000TL
6000-8000TL
8000-10000TL
10000 TL Gzeri
Degisken
S4 Lutfen is igin segtiginiz semti ve bu semti neden tercih ettiginizi belirtiniz.
S5 Lutfen ev igin segtiginiz semti ve bu semti neden tercih ettiginizi belirtiniz.
S6 Lutfen ev-is arasi mesafeyi yaklasik olarak “km” cinsinden belirtiniz.
S7 Lutfen ev-is arasi mesafeyi katedmek igin ihtiyaciniz olan zamani “dakika” cinsinden belirtiniz.
S8 Lutfen galistiginiz is adresinizin , lokasyon agisindan sert faktorlerini isaretleyiniz.( Birden gok segim kullanilabilir. )
iyi Universitelerin yakin mesafede olmasi
Cevredeki gelismis yapi gesitliligi
Semtteki yapilarin kalitesi
Semtteki yapilarin elverisliligi
Semtteki yapilarin ekonomik olusu
Dogaya yakin olusu
Ulasim agisindan elverisliligi
Mikro iklim kosullari
Semtin blyuklugu
Daha yuksek kazang ile galisilabilmesi
is acisindan firsatlari barindirmasi
S9 Lutfen galistiginiz is adresinizin, lokasyon agisindan yumusak faktorlerini isaretleyiniz.( Birden g¢ok segim kullanilabilir.)
Kultarel Cesitlilik
Sosyal olanaklarin fazla olmasi
Semtteki sicakkanhhk
Konusulan dil
Gay/Lezbiyen toleransinin yiiksek olusu
Acik fikirli ve hosgorulu olusu
Farkli insan kimliklerine agik olusu
Konfor alanlarinin goklugu ( Restaurantlar, Barlar, Publar, Sinemalar, Spor olanaklari vs.)
Dogal olanaklar( Parklar, Bahgeler, Trafikten uzak olusu, Guraltd kirliligin azhigi, Hava kirliliginin azligi vs. )
Kisisel glivenlik
Sug oranin duslik olusu
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Uyusturucu kullaniminin diisiik olusu

S10 Latfen gahistiginiz is adresinizi lokasyon olarak degerlendirdiginizde etkili olan sert faktérleri 6nem derecesine gore belirtiniz.

(10- En Onemli / 1 En Onemsiz )

10

lyi Giniversitelerin yakin mesafede olmasi

Cevredeki gelismis yapi gesitliligi

Semtteki yapilarin kalitesi

Semtteki yapilarin elverigliligi

Semtteki yapilarin ekonomik olusu

Dogaya yakin olusu

Ulagim agisindan elverisliligi

Mikro iklim kosullari

Semtin blyuklugu

Daha yuksek kazang ile galisilabilmesi

is agisindan firsatlar barindirmasi

S11 Latfen gahistiginiz is adresinizi lokasyon olarak degerlendirdiginizde etkili olan yumusak faktorleri Gnem derecesine gore belirtiniz.

(10- En Onemli / 1 En Onemsiz )

Kulturel Cesitlilik

Sosyal olanaklarin fazla olmasi

Semtteki sicakkanlilik

Konusulan dil

Gay/Lezbiyen toleransinin yiiksek olusu

Acik fikirli ve hosgorilu olusu

Farkli insan kimliklerine agik olusu

Konfor alanlarinin goklugu ( Restaurantlar, Barlar, Publar, Sinemalar, Spor olanaklari vs.)

Dogal olanaklar( Parklar, Bahgeler, Trafikten uzak olusu, Gurultd kirliligin azligi, Hava kirliliginin azhgi vs. )

Kisisel glivenlik

Sug oranin disiik olusu

Uyusturucu kullaniminin diisiik olusu
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S12 Lutfen ikamet ettiginiz ev adresini segmenizde etkili olan sert ve yumusak faktorleri isaretleyiniz.( Birden g¢ok secim kullanilabilir. )
lyi Giniversitelerin yakin mesafede olmasi
Cevredeki gelismis yapi gesitliligi
Semtteki yapilarin kalitesi
Semtteki yapilarin elverisliligi
Semtteki yapilarin ekonomik olugu
Dogaya yakin olusu
Ulasim agisindan elverisliligi
Mikro iklim kosullari
Semtin blyuklugu
Daha yuksek kazang ile galisilabilmesi
is acisindan firsatlari barindirmasi
Kultarel Cesitlilik
Sosyal olanaklarin fazla olmasi
Semtteki sicakkanhhk
Konusulan dil
Gay/Lezbiyen toleransinin yiiksek olusu
Acik fikirli ve hosgorilu olusu
Farkli insan kimliklerine agik olusu
Coguk icin guvenli olusu
Arkadaslara yakinlik
Buyuk aileye yakinhk
O semtte dogmus olmak
O semtte okumus olmak
is yerinin yakin olmasi
Konfor alanlarinin goklugu ( Restaurantlar, Barlar, Publar, Sinemalar, Spor olanaklari vs.)
Dogal olanaklar( Parklar, Bahgeler, Trafikten uzak olusu, Guraltd kirliligin azhigi, Hava kirliliginin azligi vs. )
Kisisel gtivenlik
Sug oranin dustik olusu
Uyusturucu kullaniminin disik olusu

S13 Lutfen ikamet ettiginiz ev adresini segmenizde etkili olan tiim sert faktorlerin 6nem derecesini belirtiniz.
(10- En Onemli/ 1 En Onemsiz)

lyi Giniversitelerin yakin mesafede olmasi

Cevredeki gelismis yapi gesitliligi

Semtteki yapilarin kalitesi

Semtteki yapilarin elverigliligi

Semtteki yapilarin ekonomik olusu

Dogaya yakin olusu

Ulagim agisindan elverisliligi

Mikro iklim kosullari

Semtin blyuklugu

Daha yuksek kazang ile galisilabilmesi

is agisindan firsatlar barindirmasi
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S14 Latfen ikamet ettiginiz ev adresini segmenizde etkili olan tim yumusak faktorlerin 6nem derecesini belirtiniz.

(10- En Onemli / 1 En Onemsiz)

Kulturel Cesitlilik

Sosyal olanaklarin fazla olmasi

Semtteki sicakkanlilik

Konusulan dil

Gay/Lezbiyen toleransinin yiiksek olusu

Acik fikirli ve hosgorilu olusu

Farkli insan kimliklerine agik olusu

Cocguk igin glivenli olusu

Arkadaslara yakinlik

Blyuk aileye yakinhk

O semtte dogmus olmak

O semtte okumus olmak

is yerinin yakin olmasi

Konfor alanlarinin goklugu ( Restaurantlar, Barlar, Publar, Sinemalar, Spor olanaklari vs.)

Dogal olanaklar( Parklar, Bahgeler, Trafikten uzak olusu, Gurultd kirliligin azlig, Hava kirliliginin azhgi vs. )

Kisisel glivenlik

Sug oranin disiik olusu

Uyusturucu kullaniminin diisiik olusu
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S15 Lutfen is adresinizi degistirmeye sebep olabilecek sert faktorleri isaretleyeniz .( Birden gok segim kullanilabilir. )
lyi Giniversitelerin yakin mesafede olmasi
Cevredeki gelismis yapi gesitliligi
Semtteki yapilarin kalitesi
Semtteki yapilarin elverigliligi
Semtteki yapilarin ekonomik olusu
Dogaya yakin olusu
Ulasim agisindan elverisliligi
Mikro iklim kosullari
Semtin blyuklugu
Daha yuksek kazang ile galisilabilmesi
is acisindan firsatlari barindirmasi
S16 Lutfen is adresinizi degistirmeye sebep olabilecek yumusak faktérleri isaretleyeniz Birden gok segim kullanilabilir. )
Kultrel Cesitlilik
Sosyal olanaklarin fazla olmasi
Semtteki sicakkanhhk
Konusulan dil
Gay/Lezbiyen toleransinin yiiksek olusu
Acik fikirli ve hosgorulu olusu
Farkli insan kimliklerine agik olusu
Coguk icin guvenli olusu
Arkadaslara yakinlik
Buyuk aileye yakinhk
O semtte dogmus olmak
O semtte okumus olmak
is yerinin yakin olmasi
Konfor alanlarinin goklugu ( Restaurantlar, Barlar, Publar, Sinemalar, Spor olanaklari vs.)
Dogal olanaklar( Parklar, Bahgeler, Trafikten uzak olusu, Guraltd kirliligin azhigi, Hava kirliliginin azligi vs. )
Kisisel gtivenlik
Sug oranin dustik olusu
Uyusturucu kullaniminin disik olusu
S17 Lutfen ikamet ettiginiz ev adresinizi degistirmeye sebep olabilecek sert faktorleri isaretleyeniz .( Birden ¢ok segim kullanilabilir. )
lyi Giniversitelerin yakin mesafede olmasi
Cevredeki gelismis yapi gesitliligi
Semtteki yapilarin kalitesi
Semtteki yapilarin elverisliligi
Semtteki yapilarin ekonomik olusu
Dogaya yakin olusu
Ulasim agisindan elverigliligi
Mikro iklim kosullari
Semtin blyuklugu
Daha yuksek kazang ile galigilabilmesi
is acisindan firsatlari barindirmasi
S18 Lutfen ikamet ettiginiz ev adresinizi degistirmeye sebep olabilecek yumusak faktorleri isaretleyeniz Birden ¢ok segim kullanilabilir. )
Kulttrel Cesitlilik
Sosyal olanaklarin fazla olmasi
Semtteki sicakkanhhk
Konugulan dil
Gay/Lezbiyen toleransinin yiksek olusu
Acik fikirli ve hoggoriilu olugu
Farkli insan kimliklerine agik olusu
Goguk igin glivenli olusu
Arkadaslara yakinlik
Bliytk aileye yakinhk
O semtte dogmus olmak
O semtte okumus olmak
is yerinin yakin olmasi
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Konfor alanlarinin goklugu ( Restaurantlar, Barlar, Publar, Sinemalar, Spor olanaklari vs.)

Dogal olanaklar( Parklar, Bahgeler, Trafikten uzak olusu, Girultu kirliligin azhgi, Hava kirliliginin azligi vs. )
Kisisel glivenlik

Sug oranin dustik olusu

Uyusturucu kullaniminin disuik olusu
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ABSTRACT

The costs of finance for SMEs and access to financial services by unbanked individuals are often discussed in the academic and professional
world. Credit crunch, financial inclusion, SME loans, venture capital, business angels, protection of financial consumers and its rights
became more important after 2008 global financial crisis. Ensuring prosperity with economic recovery and sustainable growth has become
a priority for all countries. However, central banks’ policy interest rates at zero level which caused “Liquidity Trap”, has not affected and
made any impact on economic growth and the lending facilities. Despite these monetary policies of central banks, inflation and GDP
growth cannot be realized because of the “Neurality of Money Theory”. High transaction and lending costs of financial intermediaries
create a negative impact on companies’ profitability and operating costs increase. In this study, nonbank financial institutions, alternative
finance without banks and lending without financial intermediaries, as well as direct lending from and doing transactions with central
banks for a global economic recovery, for GDP growth and markets efficiencies are analyzed theoretically and conceptually for future
academic and professional works.
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ARACISIZ FINANSAL HiZMETLER: MERKEZ BANKALARININ SiRKETLER iLE DOGRUDAN iSLEM
YAPMASININ FAYDALARI VE ETKILERI

OZET

Finansal tiiketicilerin ve basta KOBI’lerin yiiksek maliyetlerle finansman imkanlarina ve finansal hizmetlere erisimi ve bankasiz kesimler
akademik ve profesyonel diinyada sik¢a giindemde yerini bulmaktadir. Kredi sikismasi, finansal tabana yayilma, KOBI kredileri, girisim
sermayesi, melek yatirnmcilik, finansal tiiketicinin ve haklarinin korunmasi gibi bashklar 2008 global finansal krizinden sonra daha fazla
guindeme gelmistir. Ekonomik toparlanma ve sirdurulebilir biylime ile refahin saglanmasi tim Ulkelerin 6nceligi olmustur. Ancak, “Likidite
na neden olan merkez bankalarinin sifir seviyelerindeki politika faiz oranlarinin, kredi kanal ile ekonomik biyiimeye herhangi bir

s

Tuzagi
etkisi olmamistir. Bu para politikalarina ragmen enflasyon ve GSYiH'da biiylime “Paranin Yansizhg” kurami nedeni ile
gerceklesememektedir. Bulytk sirketlerin finansal aracilarla galisma nedeni ile katlandigi maliyetler karlliklari ve isletme maliyetleri
tizerinde olumsuz etki yaratmaktadir. Bu nedenler ile bu galismada, fon arz edenler ve talep edenlerin finansal aracisiz bulugmalari,
alternatif finansman teknikleri, banka olmayan finansal aracilar, ekonomik canlanma ve piyasa etkinligi icin merkez bankalarinin dogrudan
sirketler ile islem yapmasi yeni bir yaklasim olarak kavramsal ve kuramsal olarak analiz edilmekte ve ilerideki akademik ve profesyonel
uygulamalara yonelik farkli bir bakis agisi ve yaklasim sunulmasi hedeflenmektedir.

Anahtar Kelimeler: Merkez bankacilig, finans, blytime, finansal aracilik, kredi.
JEL Siniflandirmasi: G23, 016, 042
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1. GiRiS

Finansal tiiketicilerin ve basta KOBI’lerin yiiksek maliyetlerle finansman imkanlarina ve finansal hizmetlere
erisimi son yillarda akademik ve profesyonel glindemde sik¢a yer alan ve tartisilan konu baslklari arasinda
bulunmaktadir. (Hercei and Hernandez, 2014) Bankasiz kesimlerin finansal hizmetlere ulasimina yonelik olarak,
mobil bankacilik basta olmak Gzere, teknolojinin ve mevzuatin izin verdigi 6l¢lide gelistirilen ¢dzlimler her gecen
gln artmaktadir. Bu gelismelere kayitsiz kalamayan finansal hizmetler sektoriine, banka olmayan finans hizmeti
veren kurumlar da yeni yasalar ile dahil olmuslardir. Finansal tiiketicilerin ve sirketlerin yiksek islem
maliyetlerinden kaginmak amaci ile farkli ¢dziim arayislari bu alandaki gelismeleri hizlandirmistir.

Ote yandan, KOB/’lerin yatirimlarina ve isletmelerinin giinliik calismalarina yonelik sermaye ihtiyacini disiik
maliyetler ile saglamasi, ekonomik aktivitelerin canlanmasi ile GSYiH’sini biyiitmek isteyen tim devletlerin
ortak hedefi haline gelmistir. Bir diger baslk ise, bu KOBI’lerin kurumsallasarak daha fazla istihdam yaratmasi ve
surdirilebilir bliyumeyi saglayarak issizlik, bltce ve dis ticaret acigl gibi makroekonomik denge(sizlik)lere
olumlu katkida bulunmasidir. Kurumsallasmis daha biyilk ve uluslararasi sirketlerde ise oOlcek ekonomisi
Gzerinden kar maksimizasyonu hedeflenmekte, finansal ve operasyonel verimlilik ile sermaye karlihginin
korunmasi arzu edilmektedir.

2008 kiiresel finansal krizinin etkileri ile diinyada artan kaydi para arzina ragmen, blylimesi yavaslayan
ekonomiler, artan kamu biitce aciklari, musteri taleplerindeki ve beklentilerindeki degisimler nedeni ile
bankalar ve diger tim sirketler bilancolarini sermaye karlihgi ve aktif karliigi acisindan daha verimli ve sonug
odakli yonetmek durumunda kalmislardir. Kiiresel anlamda 2008 krizinin bankacilik sisteminde yasattig
sorunlar nedeni ile sirketler acisindan “Kredi Sikismasi” yasanmis, likiditenin diinyada bollasmasina ragmen,
“Paranin Yansizhigl” ile kurumsal olcekli sirketlerin bu fonlari istedikleri sekil, maliyet ve zamanda kullanim
imkanlarinda degisiklik olmamistir. Basel 3’'iin devreye girmesi ile risk yonetimini ve karliligi daha ¢ok 6n plana
koyan bankacilik sistemi, gelir modellerinde ve karlilikta daha ¢ok sikinti yasadikca, reel sektoriin ve tiketicinin
finansmani yerine yiksek getiri firsatlari nedeni ile daha ¢ok sermaye piyasalarini tercih etmektedir. Keynes’in
“Likidite Tuzag Teorisi” dahilinde sifir seviyesine diisen faiz oranlar karsisinda, daha cok likit kalarak para ve
sermaye piyasalarindaki firsatlari degerlendirmek isteyen girisimci ve yatirimcilar, reel sektér yerine finansal
piyasalarda kar maksimizasyonu amacini gitmektedir. Tlrkiye’de ise bankacilik sisteminin (cret ve
komisyonlarda yaptigi artislar finansal aracilar ile finansal tiiketiciler arasindaki mesafeyi daha da arttirmistir.
Aracilik vasfi ile kopri vazifesi goren bankalarin ve diger finansal aracilarin islem maliyetlerindeki artis, ekonomi
karar vericilerinin krediler yolu ile toparlanma ve biyime modellerine yeterli destegi verememistir. Turkiye’de
ise finansal tiiketicinin, KOBI’lerin ve kurumsal sirketlerin diisiik maliyetli finansman ve finansal Griin ihtiyaglari
ile 6zellikle Anadolu’da faizsiz bankacilik beklentileri aynen devam etmektedir.

Bu calismada, reel sektériin fon arzina dogrudan ulasabilmesi icin finansal aracilik maliyetlerinin ortadan
kalkmasi, banka olmayan finansal hizmet veren kurumlarin finansal hizmetler sektériine ve finansal tiiketicilere
olan etkileri ve “Merkez Bankaciligi’'nin” ekonomik biyiumeyi destekleyecek sekilde reel sektorle piyasalarda
dogrudan islem yapabilmesi basliklari kavramsal ve kuramsal olarak incelenmektedir. Bu dogrultuda, literatir
taramasi yapilarak, piyasa ve diinya uygulamalari analiz edilerek konular degerlendirilmektedir. ileride yapilacak
akademik ve profesyonel anlamdaki “Ekonomik biyime modelleri” konulu calismalara, “Merkez bankaciliginin
gelecegi” ve “Finansal aracisiz alternatif finansman modelleri” tartismalarina ve ¢alismalarina yénelik farkh bir
bakis agisi ve yaklasim sunmasi hedeflenmektedir.

Literatlir analizi bélimiinde, merkez bankalarinin piyasalarda dogrudan oyuncu oldugu limitli 6rnekler, banka
olmayan finansal aracilar ve niye finansal aracisiz finansman ve finansal hizmetler modellerinin islerlik
kazanmasi gerektigi ekonomik kuramlar i1siginda arastirilmis ve incelenmistir. Yontem ve tartisma kisminda ise
Tirkiye’de ve dinyada bu basliklardaki farkh is modelleri ve alternatif yaklasimlar tartisiimistir. Bulgular
kisminda “Merkez Bankaciligl” ve piyasa Ozelinde, finansal hizmetler sektériinde atilmasi gereken adimlar ve
oneriler listelenmistir. Sonug olarak, diinyada biylmenin saglanmasi ve sirdurilebilir refah agisindan bu
islemlerin hizlandirlmasinin saglayacagi faydalara deginilerek, calismanin basliginda yer alan islemlerin hayata
gecirilmesi 6nerilmektedir.
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2. LITERATUR ANALIzi

Finansal hizmetler sektdriini bes unsur olusturmaktadir: Fon arz edenler ve fon talep edenler, finansal aracilar,
finansal Urlinler ve mevzuat. (Uludag ve Arican,1999)

Finansal aracilar; Sigorta, tiketici finansmani, leasing, factoring, portfoy yonetimi, araci kurumlar, foreks,
gayrimenkul yatirnm ortakhgi, yatinm fonu, bireysel emeklilik, fatura ddeme merkezi, elektronik para, 6deme
sistemleri, bankalar gibi sirket ve kuruluslardan olusmaktadir. Paranin bulunmasindan bu yana fona ulagsmak
isteyenler ile fon fazlasini degerlendirmek isteyenler arasindaki giivenli kopri vazifesini bu finansal aracilar ve
kreditér kurumlar saglamaktadir. Bankalar, bu finansal aracilar arasinda, tasarruflarin yatirmcilara kredi olarak
ulasmasi ve finansman kaynaklarina erisim acisindan 6nemli bir gorev Ustlenmektedir. Finansal aracilik
kapsaminda mevduat - kredi iliskisini yonetirken, misterilere sunduklari gesitli finansal Grinler ve hizmetler ile
faiz veya komisyon geliri elde ederler, kambiyo ve sermaye piyasasi islemlerinden kar etmeyi hedeflerler.

Bankalar fonksiyonel olarak farkh sekillerde siniflandirilabilir:

i. Emisyon yani para basma yetkisi bulunan Merkez Bankalari,
ii. Belli sektérlerin finansman islemleri icin kurulan ihtisas Bankalari,
iii. Sermaye piyasalari, yatirim projelerinin finansmani ve kurumsal krediler gibi alanlarda finansal aracilik
hizmetleri veren Yatirim ve Kalkinma Bankalari,
iv. Bankacilik Kanunu’nda yer alan drunleri ve hizmetleri sunan, Ticaret veya Mevduat Bankalari,
v. Faizsiz Bankacilik isleyis modelini temel alan islami Bankacilik, Katilim Bankacilig1.

Bankalar faiz oranlarindaki diisiis nedeni ile zaman zaman negatif reel faizler kapsaminda (Rusya’da 2015 ve
2016 yillarinda tahvil faizleri ile enflasyon orani farklarinda goruldigi gibi) ve aktif pasif yonetiminde tasidiklari
actk pozisyonlar nedeni ile kredi ve tahvil portféylerinde, keza volatilite nedeni ile de kambiyo ve sermaye
piyasasi kalemlerinde zarar yazmakta ya da bekledikleri gelir ve karlihik seviyelerini tutturamamaktadirlar.
Tirkiye 6zelinde, 2008 kiresel finans krizi sonrasinda, diinyada oldugu gibi kredi sikismasi yasanmistir. Ancak
2001’deki finansal krizler sonrasinda Bankacilik Diizenleme ve Denetleme Kurumu’nun (BDDK) aldig1 dnlemler
ve dizenli yaptigl kontroller sonucu, Tirk Bankalarinin sermaye gilici artmistir. Bu sekilde krizin ve kredi
sikismasinin etkileri kolay atlatiimis, KOBI’lerin ve sirketlerin finansman imkanina ulasamamasi sorunu daha hizli
¢6ziimlenmis ve GSYiH’nin biiylimesine paralel olarak bankacilikta aktif kaynakli bilanco biiyiimesi hizla devam
etmistir. (Demir ve Eken, 2015)

Tirkiye’de 5411 sayili “Bankacilik Kanunu” (5411 s. Bankacilik K.) ve ilgili mevzuat dahilinde diizenlenen ve
denetlenen bankacilik sektériiniin, Eylil 2015 itibari ile aktif biytklGgi GSYiH' nin %114’(ine denk gelmektedir.
(BDDK, 2015) Ekim 2015 tarihi itibari ile Tirkiye’de bankaciligin 6zet son durumu asagida Tablo 1.'de yer
almaktadir. (TKBB, 2015)

Tablo 1: Tiirk Bankacilik Sistemi Ozet Karsilastirmasi, Ekim 2015

Mevduat Bankalari 32 90,4 93,7 89,9

Katilim Bankalari 5 51 6,3 5,2

Kalkinma ve

Yatirim Bankalari 13 45 0 49
1 1 1

Toplam 50 0o 00 0o

Kaynak: Turkiye Katilim Bankalari Birligi, Web Sitesi. Anasayfa, Arastirma Ve Yayinlar, Sunumlar, Genel Sunum. Tiirk Finans Sisteminde
Katilim Bankalari. (Ekim 2015 Gincelleme: Aralik 2015)
http://tkbb.org.tr/images/documents/KATILIM_BANKALARI_GENEL_SUNUM_Ekim2015.ppt

Ayni raporlarda gorilebilecegi tzere, Tlrkiye’de bankacilik sektoriiniin temel gelir kalemlerinde, sermaye ve
aktif karhihklarinda dislis devam etmektedir. Benzer durumlar diinyadaki bankalar, finansal aracilar ve sirketler
icin de gegcerlidir. 2016 yilinda, basta Avrupa bankalari olmak Uzere, riskli kredi portfoyleri nedeni ile bankalarin
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karlihgi Gzerine kaygilar daha da artmistir. Bu tespitlerin 6tesinde, finansal aracilari ve bankalari yakindan
etkileyen baska gelismeler de bulunmaktadir. Ornegin, teknolojik gelisimler bunlarin basinda gelmektedir.

5 Haziran 2014 tarihli “Finansal Erisim, Finansal Egitim ve Finansal Tiketicinin Korunmasi Stratejisi ve Eylem
Planlari Konulu Basbakanlik Genelgesi” dogrultusunda, BDDK tarafindan yapilan bireysel bankacilik Griin ve
hizmet komisyonlari dizenlemesi, perakende bankacilik agirlikh galisan bankalarin gelirlerinde énemli etkiler
yaratmistir. Ayrica cari agigin dusirilmesi amaci ile kredili mevduat ve kredi karti faiz oranlarina getirilen st
limit ve kredi karti taksitlerine getirilen taksit sinirlamasi bankalarin karhliklarini olumsuz etkilemistir. Teknoloji
tarafinda ise, 2013 yilinda kabul edilerek, 27 Haziran 2015’de yiiriirliige giren “6493 sayili Odeme ve Menkul
Kiymet Mutabakat Sistemleri, Odeme Hizmetleri ve Elektronik Para Kuruluslari Hakkinda Kanun (6493 s. Odeme
Sistemleri. K.)” ve yine daha dnceden kabul edilen mevzuat hikimleri cercevesinde elektronik fatura benzeri
uygulamalar, bankalar arasindaki rekabeti farkli bir noktaya gotiirmektedir. Artik, banka/finansal olmayan
finans hizmeti veren kurumlar belli alanlarda bankalar ile rekabete girebilmektedirler. 1990’ yillardan sonra
maliyetleri distrmek igin bir avantaj olarak gorilen elektronik bankacilik kapsamh alternatif dagitim
kanallarindaki gelismeler, gecen zaman dilimi icerisinde fatura 6deme merkezleri, elektronik para ve 6deme
sistemleri kuruluslari gibi rakipleri oyunun icinde dahil etmistir.

Ote yandan, fon arz edenler ve ihtiyaci olanlar arasindaki vade, doviz kuru, tutar, kredi gibi riskleri dengeleyen
finansal kuruluslar, merkez bankalarindan, tasarruf sahiplerinden, dolayli olarak Hazinelerden alinan bu fonlari
tim dilnyada ikincil piyasalarda kredi ihtiyaci olanlara aktarmakta zorlaniyorsa, bilinen finansal hizmetler
anlayisinin global olarak sorgulanmasinin ve yeniden yapilandiriimasinin tartisilmasi gerekmektedir. Literatiirde
ve genelde bankalar disindaki finansman/kredi saglayan kurumlar denildiginde akla leasing, factoring, tuketici
finansmani gibi diger kurumlar gelmektedir. Ancak, “Paranin Yansizligl” kurami dahilinde kiresel ekonominin
blylime hizinda beklenen ivmenin olusamadigl dikkate alindiginda, mevcut kreditor kurumlarin ve kredi
sisteminin 6tesinde bir is modeline ihtiyag¢ oldugu iddia edilebilecektir. Bu savdan hareketle fon arz edenler ile
ihtiyaci olanlarin dogrudan bulusabilmesi ve birbirleri ile islem yapabilmesi, finansal aracilarin devre disi
birakilmasi 6nemli bir alternatif olabilecektir.

Bu sekilde, reel ekonominin ve sektoériin temel unsuru olan sirketlerin birincil piyasalarda merkez bankasi ile
veya kendi aralarinda bu piyasalarda dogrudan fonlama islemi yapabilmesi tartisilmaya deger bir baslik olarak
gorinmektedir. Merkez bankalarinin kredi verdigi AAA ratingli sirketlerden zorunlu (munzam) karsilik
ayirmasini istemesi, “APi (Acik Piyasa islemleri)” ve kendi “Para Piyasalarinda” bu sirketlere sagladigi fonlar icin
bankalardan istedikleri ile ayni sekilde bu sirketlerden teminat, komisyon talep etmesi durumunda, gerekli
kosullar bu sirketlerce saglandiginda bu olasilik imkansiz bir senaryo olarak goriilmemelidir. Keza yenilenen
reglilasyonlar kapsaminda bu kosullari karsilamaya hazir reel sektor sirketlerinin oldugu varsayimi
disunuldiginde, merkez bankalarinin ekonomik biylimeyi destekleme roliiniin daha ¢ok gercekleseceginin
iddia edilmesi de miimkiin olabilecektir. Bankalarin gecmiste APi islemleri kapsaminda Tiirkiye Cumhuriyet
Merkez Bankasi’'na (TCMB) portfoylindeki teminat senetlerini reeskont faiz oranlari ile iskonto ettirmesi bu sava
Tirkiye’den bir 6rnek olarak gosterilebilecektir. (TCMB ihracat Reeskont Kredilerinin Kapsaminin
Genisletilmesine iliskin Basin Duyurusu - 23/01/2015, (2015-04)) Sirketlerin finansman amaci ile portfdyiindeki
alacak tahsil senetlerini bankaya kirdirmasi (iskonto ettirilmesi) sonrasinda, bankalarca TCMB’na bu senetlerin
ikincil piyasa islemi ile yeniden kirdirilmasi ile yapilan bu islemler, aslinda dolayl olarak sirket kredi risklerinin
Merkez Bankasinca bir faktor kurulus olarak devir alinmasi seklinde yorumlanabilir. Bir diger 6rnek olarak,
tahsilatlarini yogunlukla ¢ek ile yapan sirketlerin araci maliyetlerini disirmek ve karhliklarini arttirmak igin
dogrudan TCMB Bankalararasi Takas Odalari Merkezleri iye olmasi ve ¢ek takasinda islem yapabilmesi
gosterilebilir. Keza, yeni Odeme Sistemleri Kanunu kapsaminda, ileride bu sirketlerin dogrudan TCMB EFT
Sistemine liye olmasi da bir olasilik olarak degerlendirilmelidir.

Bu sekilde, mevcut ornekler Uzerinden tartismaya agcilan finansal aracilarin ve maliyetlerinin ortadan
kaldirilmasi ve merkez bankalarinin ekonomik biyimeye destek olmak adina reel sektor sirketleri ile dogrudan
islem yapmasi durumlari, yurtdisinda ve literatlrde yer alan benzer érnekler kapsaminda asagida detayh olarak
incelenmektedir.

ilk érnek olarak, ingiltere’deki kredi pazarinin gelisimi ile ilgili yazilmis olan rapordaki alternatif finansman
modelleri verilebilir. (M&G Investments, 2013) Raporda, 2008 Lehman Brothers krizi sonrasinda, ingiltere’de
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KOBI’lerin ve sirketlerin krediye ulasmalarinin zorlastig ve kredi sikismasinin etkileri 6zetlenmis ve sirketlerin
finansman imkanlari igerisinde banka kredilerinin ile sermaye piyasalarinin payi verilmistir. Raporda yer alan
2013 yilina ait veri “Long Term Finance and Economic Growth (Group of Thirty) Washington DC”, sirketlerin 5
yil lizerinde borglanma imkanlari arasinda banka kredilerinin payinin ABD’de %20, ingiltere’de %59, Almanya’da
%71, Fransa’da %61 oldugunu gostermektedir, kalan diger ylzdelik kisim ise sermaye piyasalarindan temin
edilen borca aittir. Bu duruma gore yatirnmlar ABD hari¢ diger gelismis ekonomilerde agirlikli olarak banka
kredileri ile finanse edilmektedir. Son olarak raporda, 2008 sonrasindaki alternatif finansman kaynaklari
arasinda hangi islemlerin bulundugu oOzetlenmistir. Sirketler tarafindan kurumsal finansman icin tahuvil
ihraclarinin arttigi belirtilmis ancak KOBI’lerin bu imkdndan faydalanmakta zorlandiklari ifade edilmistir. Bir
diger metod olarak “Dogrudan Kredi Temini” (Direct Lending) aciklanmistir. Bu metoda gore bankalar
haricindeki bir fon yoneticisi piyasadaki fon fazlalarini bir araya getirmekte ve dogrudan sirketlere kredi
kullandirmaktadir. Bu yontem, Tirkiye’de bir dénem BDDK’nin da gindemine giren “Otel Bankaciligina”
benzemektedir. Tlrkiye’de BDDK’dan kurulus ve faaliyet izni almadan kiraladiklari otel toplanti odalarinda veya
ofislerde yurtdisi bankalar adina kredi pazarlayan, genelde eski yatirim bankacisi olan kisilerin bu gayri resmi
bankacilik ve finansman faaliyetlerine islemin mabhiyeti olarak benzetilebilir. Bir diger finansman metodu olarak,
sirketin duran varliklarindaki binalarin ve tasinmazlarin satilmasi ve leasing ile (Property Sales and Lease Back)
yeniden kiralanmasi yontemidir. Son olarak, bankalarin aracilik yaptigi ve karsiliginda komisyon aldigi is modeli
“Private Placements” olmaktadir. Burada, uzun vadeli fon arz etmek isteyen sermayedar/yatirnmcilar ile fon
ihtiyaci olanlari bankalar bir araya getirmektedir. Sermayedar tarafindan verilen édiin¢ fon banka kredisi olarak
degil bir nevi girisim sermayesi veya melek yatirimcilik modeli olarak diistinilebilir, banka araciliktan komisyon
alir. Banka merkezli kredi finansmani modelinin islevselliginde son donemlerde yasanan kredi sikismasi ve
ekonomik biiyiime gibi sikintilar nedeni ile ingiltere Hikiimeti tarafindan tiim bu modellerin desteklendigi
belirtilmektedir. (M&G Investments, 2013)

Kredi ve finansman imkanlar disinda, merkez bankalari ve sistemleri ile reel sektor arasinda kurulan dogrudan
ticari iliskilere Amerika Birlesik Devletleri’'nden diinyanin en bliyik perakende marketi Wal-Mart
verilebilecektir. (Lepro & Sposito, 2011). Wal-Mart uzun siredir banka aracilik maliyetlerini kaldirmak igin ACH
(Automated Clearing House) nezdinde ve diger nakit yonetimi ile ilgili resmi kurumlar nezdinde micadele
vermektedir. JP Morgan Bankasinin geklerinin 6deme noktasi olmasi (Taylor, 2014), American Express ile ortak
kart ¢ikarmasi, Money Center isimli noktalarinda finansal islemlere dogrudan girmis olmasi ile Wal-Mart, banka
olmayan finansal aracilardan biri olmus durumdadir. Bu dogrultuda, “Federal Deposit Insurance, FDIC”
nezdinde (Turkiye’deki Tasarruf Mevduat Sigorta Fonu, TMSF karsiligl)) makaleye dahi konu olan Wal-Mart
sirketi, FED tarafindan dizenlenen “perakende 6demelerde sahtecilik islemleri” konulu yuvarlak masa
toplantisina davet edilen tek reel sektor sirketidir. (PSPAC, 2007) Wal-Mart’in takas sistemlerine dogrudan lye
olmak ve bankalari devre disi birakmak istemesinin dayandigi mantik operasyonel verimlilik ve karllik artisi ile
alakalidir. Glinde milyonlarca maas ¢ceki 6demesine aracilik eden Wal-Mart’in kasalarindan ve POS cihazlarindan
gecen kredi karti provizyon islemleri en az bir banka islem sayisi kadardir ve islem hacimi ayni biylklik
seviyelerindedir. Kasalarinda, kartlar gibi kabul ettigi 6deme cekleri ve para transferlerine aracilik islemlerinde
en az bir banka kadar ginluk islem yapmakta ve hatta bircok yerde banka ve kredi kooperatifinden ¢ok daha
blylk hacimlere aracilik etmektedir. Bu nedenle, mevzuat geregi bu islemleri mecburen bir banka tizerinden
gecirmesi kendi finansal performansinda ve nakit akislarinda gereksiz bir ek aracilik maliyeti dogurdugundan,
bunlar ortadan kaldirmanin mucadelesini vermektedir. Wal-Mart'in bu 06zetlenen konularda daha hizh
ilerleyebilmek adina FDIC nezdinde banka kurulusu ile ilgili olarak basvurusu da olmustur. (Wilmarth, 2007)

Banka olmayan finansal aracilara yonelik ornekler cogaltilabilir. Belgika merkezli kurulus SWIFT (Society
Worldwide Interbank Fund Transfer) sisteminde aracisiz finansal islemlere yonelik bir baska oOrnek
deneyimlenmistir. Finansal kurumlar ve bankalar arasindaki givenli ve sifreli mesajlasma, bilgi ve para transferi
sistemi olan SWIFT, gelirlerini arttirmak icin altyapisini biiyik montanl ve adetli islem yapan sirketlere agmis
durumdadir. Her giin tedarikgilerine cok sayida SWIFT ile 6deme islemi yapmak zorunda olan buytk sirketler,
banka araci maliyetlerini kaldirmak icin sisteme direk Uye olarak, mesajlarini kendileri diizenlemek
istemektedirler. (J.P. Morgan) Bu sekilde bankalarin iddia ettigi operasyonel maliyeti kendileri Ustlenerek
karsiliginda bankalara 6dedikleri komisyon tutarlarini azaltmaktadirlar. Posta isletmelerinin de, Eurogiro gibi bir
o6deme sistemi kurmus ve bankalarin 6deme sistemi disinda para transferi yapabiliyor olmalari da bankalar
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disindaki para génderim sistemlerine ayri bir 6rnek olacaktir. Posta isletmelerinin finansal hizmetlere araciligi
¢ok daha farkli ve derin bir konudur.

Crowdfunding ve mikro finansman kuruluslarinin alternatif finansman uygulamalari, teknolojinin de verdigi
imkanlarla, banka olmayan finansal aracilar igin diinyada gorilen son érneklerdendir. Kiwa ve FINCA ABD’den,
EFSE ise Avrupa’dan uluslararasi mikrofinansman kuruluslari olarak, dinyanin en bdylkleri arasinda
bulunmaktadir. Nobel 6dualli mikro krediler bankalarin kredilendiremedigi veya kredilendirmek istemedigi
miusteri segmentlerinin, 6zellikle bankasiz kesimlerin, girisim amach ve kigik tutarli yatirnmlari igin énemli bir
rol Gstlenmektedirler. Mikrofinansman ve mikro kredi basliklarinda yeni teknolojiler ile P2P (Person to Person)
yani bir araciya ihtiya¢ duyulmaksizin fon aktarimi yapilabilmektedir. Bu is modelinde, fon arz eden kisi bir web
sitesi Gzerinden fon ihtiyaci olan kisinin projesini inceleyerek bagis seklinde geri 6demesiz veya geri 6demeli
kredi verebilmektedir. Bu anlamda olgeklerinin kiiciklGgline ragmen bu aracilik cesidini melek yatirimcilik
modeline benzetmek miumkin olabilmektedir. Crowdfunding veya fundraising islemleri de bankalarin siirecte
olmadigi, daha ¢ok bagislar yolu ile fonlarin bir araya getiriimesine ve bir amaca yénlendirilmesine aracilik eden
yapilardir. (UKFC) Son olarak, telekom operatorleri finansal hizmetlere bizzat kendilerinin m-ctizdan, mobil para
transferi gibi uygulamalan ile girmis durumda bulunmaktadirlar. G-20 (lkelerinin ulasmak istedikleri, tim
diinyada bankasiz kesimin kalmamasi ve ekonomileri blylitmek Gzere tim ekonomik birimlerin finansal sisteme
dahil olmasidir ve bunun gerceklesmesi yoniinde finansal aracisiz is modelleri diinyada her gecen giin
artmaktadir. Nitekim FED baskan yardimcisi Stanley Fischer Almanya’da diizenlenen bir konferansta, gerek
ABD’de gerekse diinyada banka olmayan finansal sektoriin 6nemi Gzerine detayl bir konusma yaparak, degisen
finans kosullarina ve bunlarin ekonomik etkilerine vurgu yapmistir. (Fischer, 2015)

Banka olmayan finansal aracilara Tiirkiye’den bir érnek olarak “Fatura Odeme Merkezleri, (FOM)” verilebilir.
Temmuz 2013’de Meclis’te ilgili kanunun kabull sonrasinda BDDK’nin 2015 Haziran ayinda tamamladigi lisans
basvuru sireci ile gerekli mevzuat sartlarini gerceklestiren elektronik para ve 6deme sistemleri kuruluslari gibi
FOM’ler de finansal aracilik hizmetleri vermeye baslamislardir. 2014 Ekim tarihli 29021 Sayili Genelge “Finansal
Erisim, Finansal Egitim, Finansal Tiketicinin Korunmasi Stratejisi ve Eylem Planlari” kapsaminda “Finansal
Tabana Yayllma” (G-20 Financial Inclusion) projeleri ile bu c¢alismalarin daha c¢ok 6Ozendirilecegi
disiunilmektedir. G-20 toplantilarinda glindeme gelen ve Uye (lke olarak Tirkiye’nin de altina imza koydugu
“Finansal Tabana Yayllma” bashigi kapsaminda, bankasiz kesimlerin finansal hizmetlere ulasimi kolaylastirilmaya
cahsilmaktadir.

3. YONTEM VE TARTISMA

Gelismis ekonomilerin merkez bankalarinin, 2000°li yillarin basindan itibaren kaydi para arzinda yarattig
blylime (Artigas, 2010) kiresel anlamda likiditeyi arttirmistir. Finansal hizmetler sektériinde, bilangolarda ve
piyasalarda likiditenin artmasi ile basta bankalar daha fazla pozisyon ag¢mis, para ve oOzellikle sermaye
piyasalarinda daha cok yatirim aktiviteleri yapmaya baslamislardir. Amerika Birlesik Devletlerinde, bankalarin
aktif karhhgini ve calisanlarin satis performans primlerini arttirmasi amaci ile uzun vadeli mortgage ev kredileri
alacaklarinin sekdiritize edilmesi ve piyasalarda varliga dayali menkul kiymet (VDMK) olarak satilmasi, elde
edilen iskontolu likiditenin bir déngi icerisinde ayni silire¢ ve islemlerle devam ettirilmesi buna bir 6rnektir.
Teminata konu olan ev bedelinin Uzerindeki bir tutarla kredilerin menkul kiymetlestirilmesi, bu menkul
kiymetlerin finansal piyasalarda kaldirag etkisi ile daha biyiik hacim ve risk yaratarak yatirimcilar arasinda elden
ele dolasimi ile kiiresel tahvil piyasasinda daha biyik riskler olusmustur. Vadesi ¢cok uzun olan bu tahvillerin,
piyasada likidite riski ve dayal oldugu teminat olan kredi alacaklarinda, geri donmeyen kredi (Non Performing
Loan, NPL) riskine maruz kalmasi ile 2008 yilinda Lehman Brothers Yatirim Bankasi batarak buytk bir kiresel
finansal krizi tetiklemistir.

Yasanan kiresel likidite sorunu ve bankalar arasindaki kredi sikismasi nedeni ile (Mizen, 2008) daha fazla banka
ve finansal kurulus iflas etmesin diye, tiim dinyada gelismis devletler ve ekonomiler, 2008 6ncesine gore ¢ok
daha fazla parasal genisleme yapmislardir. Merkez bankalarinin glidimiinde para politikalari ile piyasalar daha
likit hale getirmeye calismislar, kredi piyasalarindaki sikismalari (credit crunch) engellemek icin piyasayl ve
bankaciligi varlik ahimlari (menkul kiymet) yaparak fonlamaya baslamislardilar. Kriz sirasinda, ikincil ipotekli
konut finansmani piyasasinda likiditeyi desteklemek amaciyla ABD’de ipotekli konut kredilerini alip satan,
Amerikan Kongresi tarafindan 1938 yilinda imtiyaz verilerek kurulan, Fannie Mae, Freddie Mac ve Ginnie Mae
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kuruluslarinda yasanan sorunlar, Avrupa’daki birgok bankada oldugu gibi ilgili Glkelerin hazinelerine sigramistir
ve bu kurumlarin portfoylerindeki menkul kiymetleri Glke hazineleri devir almak zorunda kalmistir. (Yilmaz,
2011) Bu siirecte, kamu butge agiklari ve bu tarz menkul kiymetlere sahip olmalari nedeni ile iflas eden Portekiz,
Yunanistan, irlanda, izlanda, Giiney Kibris gibi {lkelerin yaninda italya, ispanya gibi gelismis ekonomilerin
zorlandigi gorilmustir. Avrupa Birliginden ve Euro Bolgesinden Uye Ulke ¢ikislarinin olmamasi ve Gye dlkelerin
ekonomilerinin daralmamasi adina, iki ana kurucu (llke Fransa ve Almanya’nin ¢abalar glinimiizde hala devam
etmektedir. Fakat Avrupa Birligi'nde ekonomilerin bliyiimemesi ile birlikte yiksek issizlik oranlari ayni anda
deneyimlenmeye devam etmektedir. Benzer sekilde, issizlik, ekonomik durgunluk ve GSYiH daralma senaryolari
Japonya, Rusya, ingiltere gibi gelismis ekonomilerde de yasanmaktadir. Bu durumlarin ve olumsuz sonuglarinin
giderilmesi amaci ile ABD’de Federal Reserve Bankasi’nca (FED) uygulanan parasal genisleme (Quantitative
Easing) programi, Avrupa Merkez Bankasi (ECB) ve diger merkez bankalarinca uygulanmaya baslanmistir. (Ugai,
2007; Joyce, Lasaosa, Stevens & Tong, 2011; Fawley & Neely, 2013). “Paranin Yansizligi” kapsaminda, merkez
bankalarindan ucuza temin ettikleri fonlari tekrar merkez bankalarina gecelik olarak depo eden bankalari tekrar
kredi kanalina yonlendirmek amaci ile ve parasal genislemenin beklenen makroekonomik etkileri istenilen
diizeyde gerceklestirememesi nedeni ile Avrupa Birligi’'nde ve Japonya’da merkez bankalar negatif (eksi) faiz
uygulamasina gegmislerdir. (Mankiw, 2009; Boulden, 2016) Biitce agiklarinin Glke GSYiH’larina oraninin %100’e
yakin oldugu bu gelismis ekonomilerde, bankacilik kredi kanali ile ekonomik canlanma hedefleyerek, merkez
bankalarinin ticari bankalardan tahvil alim programlar ile hazinelerin borglanmasina dolayli olarak destek
verilmektedir. Merkez bankalarinin para politikasindaki en likit ¢dziim yéntemi olan Acik Piyasa islemleri ile bu
destekler verilmekte ve parasal genisleme (M1, M2) siratle sirmeye devam etmektedir. Diinyanin en bagimsiz
merkez bankasi sayilan FED’in bilancosunda dogrudan (US Treasury securities) ve dolayli (Mortgage backed
securities) tasinan ABD Hazinesi varliklarinin aktif baydklik icinde payr % 95’ler seviyesindedir.
(www.federalreserve.gov) Bu anlamda, FED'in bilangosundaki ABD tahvilleri ve varliklari nedeni ile Cin ve Japon
Merkez Bankasi ile beraber dinyanin en bagimli merkez bankasi oldugu iddia edilebilecektir. Bu parasal
genisleme politikalari ile hedeflenen esas amacg, parasal taban buytdikge, bankacilik sistemine aktarilan likidite
sayesinde bankalar kanali ile kredi musluklarinin acilmasi, gegici olarak geliri artan bireyler ile hizli ve ucuza
tiketici kredisine ulasan finansal tlketicilerin reel ekonomide talep yaratmasidir. Harcamalar arttikca
perakende satislarin, sanayi kapasite kullanim oranlarinin toparlanmasi beklenmekte ve dolayisi ile yatirimlarin
artmasi ile bu ekonomilerde tekrar denge seviyesine ulasiimasi hedeflenmektedir. Ancak, ABD 6rneginde FED
verileri bunu bir tiirli gostermemektedir. Ayrica, “kur ve ticaret savaslarl” olarak adlandirilan kuram dahilinde
bu ekonomilerde para arzi arttirilmakta, arzi fazlalasan para birimlerinin deger kaybi ile yaratilmasi beklenen
daha fazla ihracat talebi sonucunda doviz arzinin ve rezervlerinin fazlalasmasi hedeflenmektedir. Bu sekilde,
artan ekonomik aktiviteler ile vergi gelirlerindeki artis Gzerinden kamu bitcesi aciklarini ve doviz rezervlerindeki
artis ile dis ticaret agiklarini kapama imkani hedeflenmekte, yine olusacak yatirimlar Gzerinden istihdam ile
issizlige care bulunmasi ayni sekilde bir amag olarak glidilmektedir. Bu hedefin dncli gdstergesi olarak tim bu
ekonomilerde enflasyon oranlari kullanilmaktadir. Enflasyon oraninin yikselmesi ve konulan hedeflere dogru
¢cikmasi bu hedeflere dogru gidildigi fikrine hizmet etmektedir. Pratikte bu durum Japonya Ornegi
incelendiginde pek mimkin olmamistir. Institute for New Economic Thinking baskani Adair Turner’in World
Economic Forum’da yayimladigi makalesine gore, (Turner, 2016) 2013 yilinin Nisan ve Ekim aylarinda parasal
gevseme (Quantitative Easing) yapan Bank of Japan (Japonya Merkez Bankasi) kendisine koydugu enflasyon
hedeflerine 2015 yili sonu itibari ile hala ulasamamistir. Benzer bir durum FED ile ABD igin de gegerlidir. FED her
ne kadar issizlik tarafindaki beklentilerin gerceklesmesi nedeni ile 2015 Aralik ayinda politika faizinde artisa
gitmis olsa da, Cin’deki bliyime verilerinin bozulmasi nedeni ile faiz arttirma kararinda daha kontrolli
gidecegini, Acik Piyasa islemleri Komitesi Subat 2016 tutanagi ile tiim diinyaya deklare etmistir.

2008 sonrasinda yasanan bu siirecte, kamu biitgesi agiginin GSYiH’ya olan oraninin yiiksekligi nedeni ile maliye
politikalari 6n plana ¢ikarilamamistir. Maliye politikalarinin énemli iki unsuru olan ek ya da dolayh vergilerin
konmasi, vergi orani artisi ile bltce aciklarinin kapatilmasi veya Keynesyen yaklasimla kamu harcamalarini
arttirarak ekonomik aktivitelerin arttirilmasi imkani, biitce aciklari ve “Wall Street’i isgal et” gibi toplumsal
konular nedeni ile zorlasmistir. Bu kisir dongl slrecinde, Keynes'in “Likidite Tuzagi Teorisi” (Baydur ve Sisl,
2011) dahilinde, 2008’den bu yana sifir seviyelerindeki merkez bankasi politika faiz oranlari ve para politikalari
ile ekonomik canlanma hedefini devam ettirmislerdir. Bu sekilde iktisattaki denge teorisi “Y = C + 1 + G + (N-
X)” Uzerinden ekonomik toparlanmayi hedefleyen gelismis ekonomiler “Paranin Yansizhgl” kavrami dahilinde
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reel ekonomilerin blylumelerinin beklendigi gibi olmadigini deneyimlemek durumunda kalmislardir. Bu
anlamda bilinen iktisadi doktrinler dahilindeki parasal politikalarin iflas ettigi 6ne sirilebilecektir. 2008
sonrasindan giinimiize kadar gegen zaman diliminde, merkez bankalarinin para musluklarindan bankalara
likidite akmasina ragmen, bunlarin kredi olarak reel ekonomiye degil, getiriyi maksimize etmek isteyen
yatirimcilar nedeni ile borsalara aktigini Diinya Borsalar Federasyonu’nun ve FED’in verileri teyit etmektedir.
Dolayisi ile Rahman ve Toyoda’nin 2009’da belirttigi gibi “Paranin Yansizligi Teorisi” kapsaminda (Tugcu, 2015;
Dogan 2005) diinya ekonomisi biylime oraninin artan global likiditeye ragmen degismiyor olmasi, gelismis Glke
enflasyon oranlarinin, alinan tim para politikalar kararlarina ragmen, global talebin arttigini teyit edecek
gostergeleri vermiyor olmasi, sirketler ve dlkeler 6zelinde verimlilik, etkinlik, karlilik basliklarini daha elzem hale
getirmektedir.

Tim bu nedenlerle, diinyada blylme ve refah igin artik yeni yaklasimlar, doktrinler, kuramlar gelistirilmeli,
bunlarin i1sig1 altinda farkli finansal ¢éziimler Uretilmelidir. Basta bankacilik ve banka kredileri kaynakl yasanan
finansmana ulasim sorunlari nedeni ile ekonomik canliligin, blyiimenin mevcut finansal hizmet anlayislari ile
saglanamadig gorilmektedir. Literatir boliminde aktarildigi ve belirtildigi gibi finansal aracilik
mekanizmasinda farkli yaklasimlara, kamu otoriteleri ve dlizenleyicileri tarafindan daha sicak bakilmasi gereken
bir donemin geldigi dusinilmektedir. Merkez bankalarinin dogrudan reel sektér sirketlerine yatirrm amagli
kredi kullandirmasi ve finansal aracilik maliyetlerinin azaltilmasi ile reel sektoriin karlihigin ve strdirilebilirligin
arttirilmasi, ekonomik biyiime modelleri agisindan 6nemli hale gelmistir. Ustelik bu sekilde merkez
bankalarinca dogrudan sirketlere kredi kullandiriimasi ile kaydi paranin kontrol edilemez etkileri de dnlenecek,
kredilerin dogru kanaldan aktarimi saglanacaktir. (Polleit, 2011) Keza, karliigi artan sirketlerin Grln fiyat
politikalari tuketici lehine gelisecek ve toplumsal refaha daha hizli ulasilabilecektir. Bu savi destekleyen
akademik galisma ile profesyonel diinyada yapilan sdylemler yapilan arastirmalarda limitli olarak gérilmastar.
Tirkiye'den akademik anlamda bir teori ve akademik galisma goériilememis, uygulamada ise sadece Eximbank
kredileri icin TCMB’sinca tanimlanan kredi limitleri, eskiden APi amagl ticari senetlerin TCMB tarafindan iskonto
edilmesi, TCMB tarafindan hazineye dogrudan agilan avans hesaplari gorilmustir. Limitli sdylemlerden bir
tanesi ingiltere Merkez Bankasi (Bank of England) eski politika belirleyicisi Adam Posen’e aittir. Posen verdigi
demegte, merkez bankalarinin hazine tahvilleri disinda aktiflere daha fazla yatirrm yapmasi gerektigini
soyleyerek sirket tahvillerini ve hisse senetlerini ifade etmistir. (The Telegraph, 2012). Bir baska akademik
¢alismada salt parasal genislemelerin faydali olmayacagi, merkez bankalarinca hedeflenmis varlik alimlarinin
etkin olacagi analiz sonucunda ifade edilmistir. (Curdia & Woodford, 2011).

4. BULGULAR

Literatlr ve tartisma bolUimlerinde gorildigi Gzere, merkez bankalarinin kreditér kurulus olarak dogrudan
sirketlere kredi kullandirmasi pratikte pek sikg¢a gorilen bir durum degildir. Yatirim, isletme ve ¢alisma
sermayesi kredilerinin, tiiketim amach bireysel ve tiizel kredilerin, risk yonetimi basta olmak tzere kredi
politikalari ve prosediirleri cercevesinde, ticari bankalar tarafindan verilmesi alisilagelmis bir durumdur. Diinya
genelinde basta Uluslararasi Odemeler Bankasi (Bank for International Settlement, BIS) Basel Komitesi’nin
cahismalari olmak Gzere yasal diizenlemeler bu yondedir. Merkez bankalarinin gérevleri her (ilkede kanunlar ile
belirlenmistir. Oncelikli hedefleri enflasyonun yénetimi ve paralarinin degerini korumak olan merkez
bankalarinin, ABD FED gibi, ekonomik canliik ve biyime gibi birincil veya ikincil gérev fonksiyonlari da
bulunmaktadir. Tirkiye’de 2016 Nisan ayinda yapilacak TCMB baskanlik secimleri ve politika faizlerinin
yuksekligi tartismalarinda, TCMB’nin gorevleri arasina kanun degisikligi ile ekonomik biyime hedefinin
konulmasi durumu da tartisiimistir. Her ne kadar ekonomik biyime ile enflasyon hedeflemesi uygulamada
ekonomik konjonktiriin durumuna gore celisebilecek basliklar olsa da, 2008 sonrasinda ekonomik blylime
Ulkelerce ilk siraya konulan amag haline gelmistir. Bu nedenle, para politikalari ve likidite arzi ile bu amag
gerceklestiriimeye calisiimistir. Merkez bankalarinin bagimsizligi noktasinda hazineler (zerinden devlete
dogrudan borg verilmesi durumu merkez bankaciliginin ruhuna ters kalmaktadir. Bu disiince kapsaminda,
finansal aracilik sisteminin varligl 1siginda merkez bankalarinin reel sektor sirketlerine dogrudan kredi
kullandirmasi ve islem yapmasi da bu dogrultuda bankaciligin ruhuna ve 6ziline ters olarak distnulecektir.
Aslinda isin mevzuat ve algisal boyutu bir kenara birakildiginda, bilanco teknigi ve siire¢ agisindan acik piyasa
islemlerinde karsi taraf riski olarak adlandirilabilecek kredi riski alinirken sadece banka riski dikkate
alinmaktadir, dolayli olarak kredi agilan (Hazine) tarafindan kredi degerliligi dikkate alinmamaktadir. Hazinelerin
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batmayacagi dislincesinden hareketle, 3A’dan baslayan rating’ler kapsaminda, agik piyasa islemleri dahilinde
repo - ters repo veya kesin alim - satim islemleri ile merkez bankasi bilangosunda devlet tahvili ve bonolari
tasinarak dolayli olarak karsi taraf (Hazine) ve kredi riski (banka) alinmaktadir. Yunanistan érneginde oldugu gibi
bu menkul kiymetler “junk bond” yani ¢ép seviyesine indiginde, 6dememe riskinin veya default etme (batma)
durumunun gerceklesmesi halinde merkez bankalari aslinda “Non Performing Loan, NPL” (geri dénmeyen
krediler) ile stipheli alacaklar kalemine sahip olmaktadir. Yani, bankalarin kredileri gibi, bilangoda aktifte tutulan
Hazine varlklari da artik giinimuizde yiksek risk icermektedirler. Her ne kadar sermaye yeterliligi ile ilgili
diizenlemelere tabii olmasa da ve karsiliksiz para basarak veya TCMB’nin mevzuatinda oldugu gibi kendi banka
likidite bonosunu cikartarak kendini fonlama imkani olsa da, yine dinya lzerinde batan merkez bankasi
ornegine pek rastlanilmamis olsa da, merkez bankalari da batma riski ile karsilasabilirler. Ki, dnimuzdeki
yillarda yasanabilecek 2008 benzeri bir global kriz ile bu ¢ok buyik bir olasiliktir. Bu nedenle, asagidaki gibi
sirketlere dogrudan kredi kullandirimina aracilik etme disincesinin merkez bankalarinin risk yonetimi ve aktif
pasif yonetimi politikalarinda ¢ok daha riskli bir islem oldugu soylenemeyecektir. Ancak dogaldir ki, sirketlere
kredi verilmesinin dusinilmesi halinde bu konunun daha detayl ve dikkatli bir sekilde ele alinmasi
gerekecektir. Cek veya EFT sistemlerine dogrudan Uye olacak reel sektor sirketleri agisindan da, aynen
bankalarda oldugu gibi takas borglarinin ve yikimliltklerin yerine getirilememesi riskinin degerlendirilmesi
gerekmektedir. Ancak bu riske aciklik (exposure) belli bir Olcege sahip ve kabul goren kriterlere uygun
sirketlerde bankalardan daha fazla olmayacaktir.

Bu bilgiler 1s18inda, literatlr béliminde detayl aktarildigi gibi belli sekil sartlarini saglayan ratingi (kredi notu)
yiiksek sirketlerin varliklari da (menkul kiymetleri) merkez bankalarinca degerlendirilebilecektir. ikincil piyasada
acik piyasa islemleri ile yapilabilecek bu islemlerin birincil piyasada gergeklesmesi mimkin olabilir mi? Bu
soruya verilecek cevap, ekonomik biyime ve canllg gézetmek durumunda olan merkez bankalari tarafindan
bu islemin de gecelik para piyasasinda GLP (Geg Likidite Penceresi) ve GIL (Giin ici Likidite) kapsaminda
yapilabilecegi seklindedir. Zaten, biyik kurumsal firmalar Reuters kullanimi ile TRL Libor ile para piyasalarinda
bankalararasi borglanma faiz oranlarini gorebildiklerinden, bu piyasalarda dogrudan alici veya satici da
olabileceklerdir. Bu sekilde kredinin kullanim amacinin yatirrma dénecegi garantisi ve taahhtidl altinda, birincil
ve ikincil piyasada ihrag¢ aninda merkez bankasi sirketlerin bu menkul kiymetlerini gegici veya kati olarak alarak
fonlama imkani saglayabilmelidir. Bu durumda akla merkez bankalarinin bir nevi girisim sermayesine veya
melek yatinmciya dondigi gelebilecektir. Karsi gbris olarak bu fonksiyonu piyasada saglayacak 6zel girisimlerin
oldugu savi ileri sirilecektir. Keza, merkez bankalarinin bagimsizligi kapsaminda, merkez bankalarinin baz
holding ve sirketlerin giidimiine girebilecegi, merkez bankalarinin kaynaklarinin belli islemler 6zelinde yanlis
kullanilabilecegi iddia edilebilecektir. Merkez bankalarinin bagimsizligi noktasindan aslinda bu goériisler dogru
olarak goriilse de, Turkiye'de 5411 sayili Bankacilik Kanunu’nun krediler ve 6zkaynaklar ile ilgili kanun maddeleri
distindldiginde, ayni prensipler veya gelistirilmis prensipler dahilinde merkez bankasinca dogrudan kredi
kullandirimlarinin kontrol edilebilecegi ileri sirilebilir. Fakat bu durumda, yeni bir tartisma bashg olarak
BDDK’nin kontroliine tabii olmasi gereken bir merkez bankasi durumu ortaya ¢ikacaktir. Regilator roll de olan
bir kurumun bir baska regilatdor kurumca denetleniyor olmasi noktasinda, Merkez Bankasi Kanunu ve BDDK
Kanunu agisindan dizenlemeler gerektigi asikardir. Ancak, kamu kurumlarinin bir baska kamu kurumu olan
Sayistay tarafindan denetlendigi diistiniildiiglinde, bu durum en azindan distince olarak ¢ok uzak bir senaryo
olarak gorilmemelidir. Burada esas tartisilacak konu, diinyada bankacilik sistemini dizenleyen ve
denetleyenlerin agirlikli merkez bankalari olmasi noktasindan, yurtdisindaki merkez bankalarinin sirketlere
kredi kullandirabilmesi durumudur. Kendi kendini denetleme imkani s6z konusu olamayacagindan bu ornege
uyan diinyadaki merkez bankalari igin ayr bir kontrol ve diizenleme mekanizmasina ihtiya¢ bulunmaktadir. Bu
noktada, Basel Bankacilik Komitesi ile merkez bankalarinin bankasi “Bank for International Settlement, (BIS)” bir
Ust mekanizma olarak bunlari diizenleyen yer olarak dusunilebilecektir. Literatiirde merkez bankalarinin bu
degisen rolii ile ilgili daha dnce tartisiimig galismalar ayrica i1sik tutacaktir. (Peek, Rosengren & Tootell,1999)

Son olarak, arglimanlarimizi ve savlarimizi desteleyecek limitli ancak en Ust érnekler olan merkez bankalarinin
kendi yaptig ¢alismalar ile bulgulari 6zetlemek gerekirse; Bu galismada yukaridaki bilgiler i1siginda glindeme
getirdigimiz, merkez bankalarinin sirketlere dogrudan fonlama imkani saglanmasi durumu aslinda 2008
sonrasinda Ingiltere ve Japon Merkez bankalarinca yapilan bir islemdir. ikincil bono piyasasinda kurumsal
sirketlerin bonolarinin merkez bankasi aktiflerine alinmasi ile bu islemler pratikte gergeklesen islemlerdir. Ancak
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bilango biyiklikleri igerisinde oranlandiginda ¢ok limitli kalmaktadir. (IMF, 2013) Yine, Richmond Fed baskani
Jeffrey Lacker ve ekonomisti Renee Haltom tarafindan “Richmond FED Economic Brief” yayininda ele alinan
makalede, merkez bankalarinca acil durumlarda reel sektor sirketlerine dogrudan kredi imkani sunulmasi ve
merkez bankalarinin “Land of Last Resort” gorevini bu tarafta da kullanmasi durumu dile getirilmistir. FED’in
kurulus tarihgesi ve organizasyonel yapisi dikkate alindiginda, ABD’nin tarihinde yasadigi i¢ savas nedeni ile
glcun tek bir merkezde veya kitlede toplanmasindan duydugu kaygi FED’in organizasyonel yapisina da
yansimistir. Dagitik bir yapida 12 ayri merkez bankasinin olusumu ile kurulan ve her FED’de 9 direktdr (3 tanesi
reel sektori temsilen) ile yonetilen Federal Reserve Sistemi’nden boyle bir 6nerinin gelmis olmasi ayrica dikkate
alinmahdir. (Southwood, 2014; Lacker & Haltom, 2014) Bu makaleye karsi goériis olarak zordaki firmalarin
kurtarilmasinin dogru olmayacagi yoniinde goris yayimlanmis olsa da, onerilen yapida merkez bankalarinin
dogrudan para piyasalarinda sirketlere yapacagl fonlama islemlerinin yatirim kredileri ile alakali olmasi
beklenmelidir. Her ne kadar sirketlerin bu krediyi ¢ektikten sonra hangi amagla kullanilacagi bilinmese de,
Tirkiye’den érnek verilecek olursa, Eximbank veya KOSGEB KOBI kredileri 6rneginden hareketle, bu islemler
rahatlikla kurallara baglanabilir ve kontrole tabii tutulabilir. (Michel, 2014) Dolayisi ile merkez bankalarinin reel
sektor sirketleri ile dogrudan islem yapmasi, finansal aracilik sisteminde farkli finansman is modellerinin ilgili
hikimetlerce detayl ele alinmasi ve galisma gruplarinca sekillendirilmesi yeni diinyanin gereksinimlerinden
biridir.

Bu islemlerin merkez bankalarinca ve yasa koyucular ile regilatérler tarafindan dikkate alinmasi durumunda ilk
incelenmesi ve tartisiimasi gereken konular asagidadir. Bunlarin disinda konunun birgok farkli detay bileseni
vardir. Bunlara ayrica galisiimasi gerekecektir.

i Reel sektor sirketlerinden hangilerinin, hangi esas ve sartlar dahilinde, hangi islemleri finansal aracisiz
ve TCMB ile dogrudan yapabileceginin belirlenmesi
ii. Bu belirlenen basliklar ile diizenlenmesi gereken mevzuatin tespit edilmesi
iii. ilgili kanunlarda ve Bankalararasi Takas Odalari Merkezi Yénetmeligi’nde (5.9.1985 Tarih ve 18879
saylli Resmi Gazete’de Yayimlanmistir.) reel sektér firmalarinin ¢ek takasina katilmasi ile ilgili
diizenlemelerin yapilmasi
iv. EFT sistemine yeni Odeme Sistemleri ve Elektronik Para Sirketlerinden hangilerinin dahil olabileceginin
tespiti ve isleyis sartlarin belirlenmesi
V. Bankalararasi Kart Merkezi'ne bankalar disinda hangi sirketlerin dogrudan (ye olabilecegi, kart
takasina ve SWITCH’e dahil olabilecegi ve sekil sartlarinin tespiti
vi. Kredi kayit biirosu ve TCMB Risk Santralizasyon esaslarinin finansal aracisiz sisteme gore diizenlenmesi
vii. Eger, bu yapilara Uyelik s6z konusu olamayacaksa, bunlarin ikame sistemlerinin nasil kurulacagi ve
mevzuatinin diizenlenmesi
viii. TCMB Para Piyasasi ve Acik Piyasa islemleri Midrliklerinin sirketlere dogrudan fonlama yapabilmesi
imkaninin mevzuat ve isleyis olarak diizenlenmesi
ix. Borsa istanbul (BiST) piyasalarinda 6diing para kapsamli isleyis ve mevzuatin diizenlenmesi,
X. Para ve sermaye piyasalarinda reel sektor sirketlerinin birbirlerine dogrudan fonlama yapabilmesinin
TCMB ve BIST tarafindan diizenlenmesi
Xi. SPK nezdinde, halka acik sirketlerin bu islemleri yapabilmesi ile ilgili dizenlemelerin saglanmasi ve
Odiing Para Verme Kanunu ile Ortiili Kar Payi Transferi esaslarinin bu dogrultuda gézden gegirilmesi
Xii. TCMB piyasalarinda dogrudan kredi kullanimi s6z konusu oldugunda munzam karsilik, sermayeden
kredi karsilig, teminat ve komisyon gibi uygulama esaslarinin tespiti
Xiii. TCMB analitik bilangosunda reel sektor sirketlerinin tahvil, bono ve hisse senetlerinin tasinmasi
durumuna yonelik mevzuat ve gerekli diizenlemelerin yapilmasi, esaslarinin belirlenmesi
Xiv. Alternatif finansman modellerine yonelik, 6rnegin crowdfunding, fundraising veya direct lending
esaslarinin ve mevzuatinin BDDK, TCMB, Hazine ve SPK énderliginde diizenlenmesi (Orn. Mevduat ve
para toplama esaslari)
XV. islemlerin vergi boyutunun Maliye Bakanlgi tarafindan ilgili kurumlarla koordineli olarak diizenlenmesi
XVi. Kredi faizlerinden olusan Banka Sigorta Muamele Vergisi (BSMV) boyutunun sirketler dikkate alinarak
yeniden diizenlenmesi (Bu baslik zaten istanbul Finans Merkezi calismalarinda diizenleme icin
glindeme getirilecek bir bashktir)
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Xvii. Piyasa riski, sistemik risk gibi risk yonetimi esaslarinin bu dogrultuda sirketler i¢cin tanimlanmasi ve
esaslarinin belirlenmesi
Xviii. Sirketler arasinda dogrudan fonlama islemi yapilmasi durumunun Rekabet Kanunu’na etkisinin
degerlendirilmesi ve maddelerin buna gore diizenlenmesi
XiX. Sistemden cikis sartlarinin, faaliyet ve lisans belgesi esaslarinin belirlenmesi
5. SONUC

“Perakende Bankacilik bitti, Perakendecilerin Bankaciligi ylkseliyor” (Retail Banking is dead, Retailers Banking is
rising) cimlemiz dahilinde banka olmayan finansal aracilar her gegcen giin finansal hizmetler sektoriinde daha
fazla yer almaktadirlar. Finansal tiiketicinin alternatiflerinin artmasi ve bankasiz kesimlerin finansal hizmetlere
daha kolay ulasabilmesi nedeni ile bu gelismeler olumlu olarak yorumlanacaktir. Ote yandan, diinyada
blylimede yasanan sikintilarin asilmasi kolay gorilmemektedir. Paranin Yansizligl Teorisi bugiin piyasalarda
yasanmaktadir. Banka kredileri kanali etkin ¢alismamaktadir. FED verilerine gore tiketici kredilerinde 2008’den
bu yana biyime hizla artiyor olsa da, bu kapasite kullanim oranlarina, perakende satis rakamlarina, enflasyon
oranina ayni hizda yansimamaktadir. Bu nedenle, yatirimlarin maliyetlerinin disiridlmesi ve kredi kanalinin
etkin calismasi adina, merkez bankalarinca birincil ve ikincil piyasalarda belli sekil sartlarini tasiyan ve teminat,
komisyon gibi gerekleri yerine getiren kurumsal sirketlere kredi imkani saglanabilmelidir. Halka arz islemlerinin
Hazineler tarafindan dogrudan yapilabildigi distinildiiginde, Merkez Bankalari tarafindan da birincil piyasada
reel sektor sirketlerine kredi agilabilmesi ya da ikincil piyasalarda APi gibi cesitli araclar ile fonlama imkani
yaratilmasi mimkin olabilmelidir. 2008 sonrasinda BOJ ve BOE’nin yaptigi gibi, FED’in pilot olarak uyguladig
sirket tahvili (varlik) alim programi ile piyasalari fonlamasi ya da Rusya’ya yonelik ambargo uygulamasinda Rus
Merkez Bankasi’nin finansal olarak zorda olan sirketlere kredi verecegini agiklamasi (Ostroukh, 2014) bu
duruma birer ornektir. Trkiye’de kur hareketlerinin oynakligi nedeni ile TCMB’nin kamu kurumlarinin déviz
ihtiyaclarini dogrudan karsilama karari da diger ornekler gibi tim diinyada merkez bankalar tarafindan daha
genis uygulamalar icin dikkate alinabilir. Elektronik Para uygulamalari ve yasalari ile senyoraj gelirlerinin
azalmasi bir tehditken, para basma yetkilerini tGglincl partilere birakan Merkez Bankalari icin, tersi bir durumla
kredileri dogrudan reel sektére kullandirma yetkisini belli sartlarda geri almasi global ekonominin gidisati
acisindan degerlendirilmesi gereken bir baslik olmaya baslamistir. Basel kredi mevzuatina uygun, belli kredi
derecelerine ve Ozelliklere sahip sirketlerin, sirket tahvil ve bonolari ile borsalar disinda, Merkez Bankasi’'ndan
kredi almasi ya da ortlli sermaye/kar transferi kontrollerinin yapildigi bir regile edilmis piyasada, gecelik depo
islemler vasitasi ile Para Piyasasi’nda birbirlerine dogrudan kredi vermesi piyasalarin derinlesmesine destek
verecektir. Hatta sirketlerin bu piyasalarda bankalara kredi verebilmesi de miimkdindur.

ikinci bir birincil piyasa olmali mi, ya da ikincil piyasa birincil piyasa ile birlesmeli mi soru basliklarinda, bu
sayllanlar disinda degerlendirilmesi gereken riskli ve olumsuz yonler bulunmaktadir. Fakat finansman
kolayligina, faiz ve komisyon maliyetine daha diisik katlanarak ulasabilen bir reel sektor, yatirimlarini daha
ucuza finanse edebilecek, daha kolay dis kaynak bulabilecek, dolayh vergi ve kendi finansman bonolari ile
sermaye piyasalarinin da gelisimine 6n ayak olabilecektir. Diger yandan, enflasyonu ydonetmek gibi birincil
gdrevi icin piyasalara APi, munzam karsilik, tasarruf mevduati para carpani, kaydi para yaratma gibi dolayli
mekanizmalarla miidahale etmek zorunda kalan Merkez Bankalari da, kredilerin dogru kanala gittiginden emin
olabilecektir.

Yapilmasi gereken diizenlemelere bakildiginda, piyasa isleyis sartlarinda kokli dizenleme ve degisikliklerin
yapilmasi gerektigi gorilmektedir. Bu kadar calisma yapmak yerine piyasanin etkin islemesi durumunun
saglanmasi ya da vergiler, devlet tesvikleri ile yatirimlar 6zendirilebilir dislincesi ileri siriilebilecektir. Bu
noktada, KOSGEB kredileri, mevcut tesvikler, banka bilancolarindaki KOBI kredilerinin payi, melek yatirimcilik
aglari, Turkiye’de KOBI’lerin kurumsallasmasina ve biiylimesine yonelik finansman ¢alismalari olarak olumlu
gelismeler olarak yorumlanabilir. Ancak, 3. Havaalaninin finansmanina sadece bir Turk bankasinin giriyor olmasi
ornegi dikkate alindiginda, kurumsal sirketlerin fona ulasmasi noktasinda Tirkiye’de proje finansmani
imkanlarinin diinya 6lgcegine heniiz ulasamadig gérilmektedir. Yine, bankalarin insaat sirketlerine ve KOBi’lere
teminat mektubu verme istahindaki azalmanin ikame edilmesi adina, sigorta sirketlerince kefalet bonosu
(surety bond) ihraci alternatif finansman tekniklerinden biri olacaktir. Gayri nakdi kredi pazarinda, sigortacilik
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sektorii ve sermaye piyasalarinda olusacak Ugli kazancn yaninda krediler kanali ile yatirimlar
desteklenebilecektir, banka teminat mektuplarina bir alternatif olusabilecektir. Keza, diinya oOrnekleri
incelendiginde benzer bir durum bulunmaktadir. Kredi kanalinin etkin isleyebiliyor olmasi, bankalar basta olmak
Uzere kreditor kurumlarin fon verme arzusunun cgesitli sebeplerle kesildigi bir durumda, sirketlerin birbirlerine
odiing verebilecegi, dogrudan merkez bankalarindan kredi temin edebilecegi yapinin saglanmasi, alternatif
finansman modellerinin mevzuatinin dizenlenmesi, piyasalarin kilittenmemesi ve islerligin devam etmesi adina
onemlidir. Bu piyasalardaki likidite riskini de azaltacaktir ve sermaye piyasalari disinda bir alternatif de
yaratacaktir.

iste bu nedenlerle, aract maliyetlerinin minimize edildigi bir ekonomik ortamda, ekonomik canlanmanin daha
hizli gelisecegi ve daha da 6nemlisi merkez bankalarinin hazineler ve bankalar disinda kredi portfoyu risklerini
dagitma imkanina kavusarak hem kendisinin hem de hazineler (zerindeki baskilari azaltma imkanina
kavusacagini iddia etmek zor olmayacaktir. Strdirulebilirlik, inovasyon, fattrizm, girisimcilik, sosyal medya, big
data (buyuk veri), cloud computing (bulut teknolojisi), kuantum, reiki, melek yatirimcilar diinyadaki son yillarda
maddi ve manevi anlamda yer alan trendlerin basliklaridir. Ortak paydalari olarak piyasalarda ve insanlik
tarihinde gelinen nokta itibari ile tikanmislik kelimesinin gézlemlendigini iddia etmek mimkindir. Cikis arayan
insanlik ve ekonomiler, bu yeni fikirler ve trendler ile yeni Urinler ve pazarlar yaratabilmeyi ve Whatsapp,
Facebook, IPhone gibi yeni degerler yaratarak buyimenin ve karhligin sarddrilebilir olmasini saglamayi
hedeflemektedir. Globalde toplamda yaklasik 70 trilyon Dolarlik GSYiH biiyikliigiinde, ekonomik biiyiimenin
artmasi i¢in finansal aracilik ve maliyetlerinin kalkmasi bu calismalara destek olarak yeni bir kapi aralayacaktir
ve 700 trilyon Dolar civarindaki buyiklGge sahip finansal sistemin lzerindeki baskilari basta kaydi para olmak
Uzere azaltacaktir.
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ABSTRACT

Leadership as a topic holds an important place in literature in the area of organization and management. Despite the research on
managerial approaches and practices based on the cultural characteristics of western societies is abundant, the research reflecting cultural
characteristics of eastern societies in the same field is scarce. On the other hand, recent research has frequently demonstrated that the
leadership model based on paternalism phenomenon which reflects the dominant cultural characteristics of eastern societies is highly
effective in those societies (Pellegrini et al., 2010). As substantial amount of studies show paternalistic leadership phenomenon is also a
positive cultural value in our country. It is important to investigate the effects of this phenomenon on different affective and cognitive
mechanisms that lead to positive employee behaviours. Regarding this, the purpose of this study is to examine the mediating role of trust
in the leader on the effect of paternalistic leadership on organizational identification. The data is collected from 148 employees who work
in three different industries in izmir. The path analysis findings indicated that trust in leader mediates the relationship of benevolent
leadership and identification. These findings compatible with hypothetical model.

Keywords: Paternalism, paternalistic leadership, trust in leader, organizational identification, SEM.
JEL Classification: M10, D23, M50

PATERNALIST LIDERLIGIN ORGUTSEL 6ZDESLESME UZERINE ETKiSi: LIDERE GUVENIN
ARACILIK ROLU

OZET

Orgiit ve ydnetim arastirmalarinin temel ¢alisma alanlarindan birini teskil eden liderlik arastirmalari alan yazinda énemli bir yer tutmaktadir.
Ancak, bati toplumlarinin kiiltiirel 6zelliklerine dayali etik baglamdaki yonetsel anlayis ve uygulamalara iliskin arastirmalar yaygin olmasina
karsin, dogu toplumlarinin kilturel 6zelliklerini yansitan emik arastirmalar oldukga yetersizdir. Bununla birlikte son yillardaki arastirmalarda,
dogu toplumlarinin baskin kaltirel 6zelligini yansitan paternalizm olgusuna dayali bir liderlik modelinin bu toplumlarda daha etkili oldugu
siklikla ifade edilmektedir. Ulkemizde de olumlu bir kiiltirel degeri yansittigi bir cok arastirmada ortaya konan paternalist liderlik
olgusunun, isgérenleri olumlu is davranislari sergilemeye yonlendiren farkhi duyussal, bilissel ve tutumsal mekanizmalari ne yonde
etkilediginin arastirilmasi bu agidan 6nem arz etmektedir. Bu baglamda calisma, paternalist liderligin orgutsel 6zdeslesme (izerindeki
etkisinde lidere giivenin aracilik roliinii incelemeyi amaglamaktadir. Arastirmada veriler, izmir ilindeki ti¢ farkl endistrideki 148 calisan
tizerinden kolayda 6rnekleme yontemi ile toplanmistir. Arastirma amaci dogrultusunda, path (yol) analizi bulgulari, paternalist liderlik
boyutlarindan yardimseverlik ile 6zdeslesme iligskisinde varsayimlanan modele uygun olarak lidere glvenin aracilik roli oldugunu
gostermektedir.

Anahtar Kelimeler: Paternalizm, paternalist liderlik, lidere gtiven, 6rgitsel 6zdeslesme, YEM.
JEL Siniflandirmasi: M10, D23, M50
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1. GiRiS

Etkili liderlik ozelliklerinin belirlenmesi ve kavrami tanimlama gabalari, uzun yillardan beri tartisma konusu
olmustur. Ozellikle, Hofstede’in (1980) farkli toplumlarin kiiltiirel dzelliklerini belirlemeye yénelik calismasi ile
birlikte, liderlik arastirmalarinin da farkh kdltirel baglamlar igine sirlklenmesini giindeme getirmistir. Ancak
mevcut bilgi ve anlayislarin etkili liderlik 6zeliklerini kiiltir baglaminda agiklamalarinin sinirli kaldigi gérialmustar
(Pellegrini ve Scandura, 2008: 566). Buradan hareketle, liderlik arastirmalarinda farkh kiltirel 6zellikleri de
dikkate alan yaklasimlarin gelistiriimeye baslandigi ve etkili liderlik 6zellikleri ile davranislarinin belirlemesine
yonelik arastirmalarin  yogunluk kazandigi goézlemlenmektedir. Bu vyaklasimlardan biri, 6zellikle dogu
toplumlarinin kiiltirel 6zelliklerini yansitan paternalist liderlik anlayisidir. Paternalist liderlik, genellikle bir inang
sistemi olarak, babacan yardimseverlik ve ahlaki butlinlik ile birlestirilen yiksek disiplin ve otorite seklinde
tanimlanmaktadir (Farh ve Cheng, 2000: 84). Bu anlayisa, Turkiye’nin de icinde bulundugu Ortadogu, Dogu Asya
ve Latin Amerika gibi tlkeler olumlu bakarlarken, bati toplumlari olguyu sadece otoriter liderlik cercevesinde
degerlendirdikleri icin olumsuz yaklasmaktadirlar (Aycan, 2006; Niu vd., 2009). Paternalist liderlikte, lider
Uyelerinden yliksek derecede baglilik ve sadakat beklerken; izleyiciler ise, liderlerinden yardimsever, ahlaki ve
glven veren bir durus ortaya koymasini beklemektedirler. Paternalist lider-lye etkilesimi icerisinde isgdrenlerin
olumlu tutum ve davranislar sergilemeleri, bireysel beklentilerinin ne derecede karsilanmis olduguna ve
liderlerini ne sekilde algiladiklarina baglidir. Buna bagh olarak, onlari olumlu is davranislari sergilemeye
yonlendiren farkli duyussal, bilissel ve tutumsal hangi mekanizmalarin harekete gecirdiginin belirlenmesi 6nem
arz etmektedir. Bu karsilikh beklentiler temelinde isgorenler, bir yandan lidere karsi bir aile Uyesi gibi gliven
duymayl beklerken diger yandan lider, izleyicilerinden itaat, baghhk gostermelerini beklemektedir. Bu
beklentilerin karsilanmasi sonucu, izleyicilerin hem liderine ve hem de kurumuna duygusal ydnden
baghliklarinin giiclenmesi ve kurum kimligi ile 6zdeslesmeleri olasiligi dogabilecektir. ilgili alan yazinda
paternalist lider-liye etkilesim sirecinde karsilikli beklentileri dikkate alan sinirli sayida arastirma oldugu
gorilmektedir. Yazindaki boslugu gidermek lizere bu calisma, paternalist liderlik ve o6rgitsel 6zdeslesme
iliskisinde lidere givenin aracilik roliini incelemeyi amaglamaktadir.

Bu amag dogrultusunda, asagida 6ncelikle ¢alismanin kavramsal ve kuramsal yapisina iliskin literatir incelenmis
ve bir yapisal esitlik modeli olusturulmustur. Daha sonra model, uygun istatistiksel tekniklerle analiz edilmis,
elde edilen bulgular 1s18inda sonug ve Oneriler getirilmistir.

2. LITERATUR TARAMASI
2.1. Paternalist Liderlik

Paternalizm teriminin kokeni Latince “pater” kelimesine dayanmakta ve Tirkce karsiig “baba” anlamina
gelmektedir (http://www.etimolojiturkce.com). Paternalizm, kaynagini kiiltiirden (Erben ve Okten, 2014: 106)
ve ataerkillikten (Yeh vd., 2008: 85) almaktadir. Ozellikle, aile birimi icerisinde ataerkillik ve ayni soydan gelenler
Uzerine glicli bir sekilde vurgu yapan gelenekgci ailesel degerler, paternalizmin temel destekleyicisi olarak
degerlendirilmektedir (Aycan, 2006: 446). Bu yoni ile paternalizm, bireyin Gzerinde otorite sahibi oldugu diger
kisileri bir baba gibi koruma ve bu koruma karsiliginda onlardan cocuklariymis gibi sadakat ve itaat bekledigi
(Pasa vd., 2001; Aycan, 2006; Gelfand vd., 2007) bir stire¢ (Koksal, 2011a: 159), iliskisel bir inang sistemi ve bir
miibadele iliskisi (Aycan vd., 2000; Kabasakal ve Bodur, 2001) olarak tanimlanabilir.

Bilimsel yazarlarin paternalizmin koékeninini agiklamaya iliskin olarak iki farkl bakis acgisini arastirmalara konu
ettikleri goriilmektedir. Bazi yazarlar, (Pellegrini ve Scandura, 2008) Weber’in Birokratik yapi icerisinde ele
almis oldugu otorite ve geleneksel yetki kavramlarina vurgu yaparak bati bakis acisini yansitirlarken, digerleri
(Niu vd., 2009; Cheng vd., 2004; Yeh vd., 2008) ise (genellikle uzakdogu kdkenli) Konflgyus’'in 6gretilerinde
stkca kullanilan otorite, itaat ve ahlak kavramlarina deginmektedir.

Daha cok toplulukcu kiltiirlerde karsilasilan ve bir inang sistemini temsil eden paternalist anlayis icerisinde,
paternalist liderlerin calisanlarinin 6zel hayati icerisinde bir figiir olmasi ve onlarin yerine karar almasi arzu
edilen bir durum iken, bireyci toplumlarda bu durum 6zel hayatin ihlali olarak degerlendiriimektedir (Aycan,
2006: 450). Kultlrler arasi karsilastirmalarin yapildigi arastirmalarda (6rn. Aycan vd., 2000), kiiltirden kiltire
farkh algilandigl ortaya konan paternalizm olgusu, 6zellikle dogu kiltirlerinde etkili bir yonetim tarzi olarak
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degerlendirilirken, batili toplumlarda arzu edilmeyen bir yonetim tarzini yansitmaktadir (Pellegrini vd., 2010:
392). Daha once belirtildigi gibi paternalizm yardimseverlige vurgu yapmasindan oOtirl otoriterlikten
farklilagsmasina karsin, bati bakis agisi paternalizmi, sadece otoriterlikle es anlaml tutarak olumsuz bir durum
olarak degerlendirmektedir (Aycan, 2006; Farh ve Cheng, 2000; Niu vd., 2009; Cheng vd., 2004; Pellegrini ve
Scandura, 2008; Pasa vd., 2001; Aycan, 2006). Oysa, giic mesafesi ve toplulukcu kiltir degerleri yiksek olan
Dogu Asya, Orta Dogu ve Latin Amerika tlkelerinde paternalizm, karsilikli inang sistemini yansitan kiltirel bir
deger sistemi olarak, olumlu bir 6zellik olarak kabul gérmektedir (Aycan, 2006: 446; Niu vd., 2009: 32).
Ozellikle, Cin basta olmak lzere dogu toplumlarinin kiiltiriinde paternalizm tzerinde, Konfiicyis ilkeleri, lider
ve izleyicileri arasindaki dikey iliskinin merkeziyetgiliginin 6nemli etkileri vardir. Aycan vd.’nin (2000) on Ulke
Uzerinde gerceklestirmis olduklari kilturler arasi karsilastirmada, bireycilik yoni 6ne cikan dlkelerin disiik
paternalist ozellikler sergiledikleri gorilurken; toplulukgu yonia 6ne cikan Ulkelerde ise, yuksek paternalist
ozellikler gozlemlenmektedir. Bununla birlikte Aycan (2006), gelismis ve endustrilesmis batili toplumlarin
paternalizme bakis acilarinda degisme goruldigiini ve 6zellikle son dénemlerde paternalizmi sosyal ve orgitsel
sorunlara uygun bir ¢6zim olarak distndiklerini belirtmektedir.

Paternalist liderlige iliskin arastirmalarin ¢ikis noktasi olarak, Silin (1960)’in doktora ¢alismasi gosterilmektedir.
Silin (1960) Tayvan’ da biylk Olcekli isletmeler Uzerinde yaptigl calismasinda, batili liderlik tarzlariyla
karsilastirildiginda, ahlaki standartlar ve otorite glici yonlyle paternalist liderligin, batili liderlik tarzlarindan
farkhlasan bir liderlik anlayisi oldugunu ortaya cikarmistir (Yeh vd., 2008: 85).

Bir liderlik tarzi olarak paternalizm, babacan yardimseverlik ve ahlaki bltinliik ile birlestirilen yiksek disiplin ve
otorite olarak tanimlanmaktadir (Farh ve Cheng, 2000: 84). Uh-Bien ve Maslyn (2005)’in ifadesiyle, iliskisel ve
karsihkli bir inanci tanimlayan paternalizm, bir tarafta otoritesi altindakini koruyan, ona yardim eden,
onemseyen ve yardim eden bir otorite profili ortaya koyarken, diger tarafta ise otoritenin kendilerine iliskin
davraniglarini sadakat, saygl ve itaatle bulusturan bir ast profili cizmektedir (Aktaran: Koksal, 2011b: 103).
Gelfand vd., (2007) paternalist liderligi, hiyerarsik bir iliski icinde liderin astlarinin 6zel ve mesleki yasantilarina
iliskin olarak onlara tipki bir ebeveyn gibi rehberlik etmesi ve karsiliginda onlardan baglilik ve itaat beklemesi
olarak tanimlamaktadir. Bu yoniyle, otoritenin gostermis oldugu ilgi ve bu ilginin karsiliginda saygi ve itaat
beklentisi ile butlinlesen paternalizm olgusu (Pellegrini ve Scandura, 2008: 567), bati bakis agisinin tanimladigi
hiyerarsik iliski diizeninin 6tesinde ¢ok daha fazla karmasiklik iceren (Bérekei, 2009: 104) karsihkl bir degisim
sureci olarak (Aycan ve Kabasakal, 2006: 474) iliskisel bir inang¢ sistemini yansitmaktadir.

GUnUmuzde yeni paternalist liderlik olarak tanimlanan anlayis otoriter, yardimsever ve ahlaki liderlik olmak
Gzere ¢ boyutlu ele alinmaktadir (Farh ve Cheng,2000; Niu vd. 2009; Cheng vd. 2004; Wu vd. 2012). Paternalist
liderler, astlan lzerinde glicli otoritelerini vurgulamak icin kontrol stratejileri kullanirlar ve siki bir disipline
vurgu yaparak otoriter yonlerini ortaya koyarlar. Yardimseverlik boyutu ile astlarinin mutlulugu icin 6zel bir ilgi
gosterirler. Ahlaki boyut ise, paternalist liderlerin davranislarinda erdem ve 6z disipline sahip olmasi, bencilligin
yer almamasi gerektigini vurgulamaktadir (Niu vd.,2009: 32; Cheng vd., 2004: 91).

2.2. Lidere Giiven

insanlarin birlikte calisabilmesi dayanismayi icermekte ve bu sayede kisisel ve 6rgiitsel hedeflere ulasabilme
baskalarina bagh hale gelmektedir (Mayer vd. 1995: 710). Driscoll (1978), etkilesim halindeki bireylerin
davraniglarini belirleyen en kritik degiskenin gliven oldugunu belirterek, birey davranislarinin baskalarindan
yalitilmis ya da bagimsiz olmasini beklemenin olasi olmadigini ifade etmektedir. Glven, en yalin haliyle bir
olayin sonuglarina iliskin bireyin iyimser beklentisidir (Hosmer, 1995: 381). Gliven kavraminda, glivenilen ve
glvenen olmak Gzere iki taraf s6z konusudur (Mayer vd., 1995: 712). Buna gore glven, glivenen tarafin kendisi
icin 6nem arz ettigi durumlarda, givenilen tarafin kontrol ya da gozetim altinda tutamadigi faaliyetlerine karsi
savunmasiz kalmasi konusunda goniilliilik géstermesidir. iliskilerde yiiksek seviyedeki giiven, bireylerin olumlu
tutum gelistirmelerinde ve isbirliginde bir artisa yol acmakta, ayni zamanda, isyerindeki davranislarini
gelistirmelerine zemin hazirlamaktadir (Dirks ve Ferrin, 2001: 451). Gliven, orgtsel iliskileri gelistiren bir etmen
(Bunker vd., 2004: 413), orgutin istikrarli bir gelecege sahip olmasi ve orgit Gyelerinin iyi olma hali (Cook ve
Wall, 1980: 39) bakimlarindan da énemli bir kavramdir. Culbert ve McDonough (1986) giivene dayali iliskilerin,
yoneticiler acisindan etkili ve gicli bir ara¢ oldugunu iddia etmekte ve bu temeldeki iliskiler sayesinde
mikemmel olmayan planlarin bile basarili olabilecegini bildirmektedir.
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Ozellikle 90’li yilardan sonra giiven olgusu, yogun bir sekilde arastirmalara konu olmustur (Bunker vd., 2004:
413). Yonetim ve oOrgit yazininda gliven kavrami; is arkadaslarina gliven, yénetime gliven, amire giiven,
kurumsal gliven gibi cok cesitli boyutlar ile incelenmistir (McCauley ve Kuhnert, 1992: 261). Lidere giiven takim
performansi (Dirks, 2000), genel performans (Rich, 1997), gbrevin icsellestirilmesi ve gorevi basarabilmek icin
¢cabalama (Oldham, 1975),6rgltsel baglilik (Podsakoff vd., 1996), tatmin (Rich, 1997), 6rgitsel vatandaslik (Pilai
vd., 1999) ve orgitsel ses (Gao vd., 2011) gibi degiskenlerle iliski olmasi nedeniyle 6nem kazanmistir.
Yoneticilere/lidere duyulan glivenin hangi yonetici/lider davranislari ile sekillendigi (Whitener vd., 1998; Burke
vd., 2007) yonetim yazininda oldukca ilgi ¢eken bir konu haline gelmistir. Lidere given konusundaki
cahsmalardaki artis konunun derinlesmesine ve paradigmanin giclenmesine yol agmistir. Karar vericiye olan
glven, bir yandan o6rgltteki memnuniyet durumunu arttirirken, diger yandan, kararlara katilim seviyesinden
bagimsiz olarak karar sonuglarina olan memnuniyeti etkilemektedir (Driscoll, 1978: 58).

2.3. Orgiitsel Ozdeslesme

Psikolojik ve sosyolojik bir kavram olarak kullanilan 6zdeslesme terimi, diger insanlarla olusan duygusal bagin
rehberlik ettigi ve benzer olma algisinin olustugu siire¢ olarak tanimlanmaktadir (Tokg6z ve Seymen, 2013: 63).
Ozdeslesme kavraminin 6rgiitsel alana ilk kez Asforth ve Mael (1989) tarafindan tasindigi ve sosyal kimlik
kurami ¢calismalari izerine insa ettikleri gorilmektedir. Sosyal kimlik kurami, kisilerin grup Gyeligi yoluyla sosyal
kimlik ve dolayisiyla bireysel kimlik kazandigini varsaymaktadir. Bu bakis iki ana varsayima dayanmaktadir.
Birincisi, calisanlarin kendi 6z saygilarini gliclendirmek icin motive olmalari, ikincisi ise, kisilerin kategorilerini
karsilastirmalari ile kendi cevrelerini olusturmak ve bu cevre icerisinde kendilerine bir yer tanimlamak igin
kullanmalaridir (Turung ve Celik, 2010: 188). Yine ayni kurama gore, insanlar kendilerini ve digerlerini
organizasyon Uyeligi, dini Uyelik, cinsiyet ve akranhk gibi cesitli sosyal kategoriler altinda siniflama
egilimindedirler. Burada gruba atfedilen temel degerler lye tarafindan 6zimsenmektedir.

Orgiitsel 6zdeslesme, isgdrenin 6rgitle birlik olmasi ve kendini 6rgiite ait hissetmesi (Mael ve Ashforth, 1992:
4), kendini ¢alismis oldugu orgitin bir parcasi olarak gérmesi (Wiesenfeld vd.,2001: 215) ve 6rgitin genel
norm ve uygulamalarini i¢sellestirdigi bir sirec¢ olarak tanimlanabilir (Wiesenfeld vd.,1999: 778). Bu baglamda,
orgitsel 6zdeslesme, isgorenin Gyesi oldugu orglitin 6zellikleri Gizerinden kendisini ne ol¢iide tanimladigini
anlatmaktadir(Dutton vd., 1994: 239-240).

Tokgdz ve Seymen, (2013: 63) 6zdeslesmenin algisal ve bilissel bir kavram oldugunu belirtirken, isgérenlerin
orgutleriyle 6zdeslesmelerinin onlarin orgitleriyle aralarindaki temel baglanti gorevini géren psikolojik bir alan
(O’Reilly ve Chatman, 1986: 494) olarak degerlendirmektedirler. Dolayisiyla, 6rgitsel 6zdeslesme oOrgitteki
bircok 6nemli tutum ve davranisi etkileme 6zelligine sahip bir kavram olarak karsimiza ciktigi séylenebilir.

Diger taraftan, Albert vd.,(2000) 6zdeslesme ile ilgili olarak iki farkl glicten s6z etmektedirler. Bunlardan ilki,
bireyin kendini konumlandirma ihtiyacini tatmin etme arzusundan kaynaklanan giictiir. Bu durumda, her bireyin
oncelikle biz kimiz sorusuna yanit vermesi ve ayni zamanda diger bireylerle etkin bir etkilesim saglamak icin
onlar kim sorusunu sormasi gerekli olmaktadir. ikinci gii¢ ise, 6zdeslesmenin bireyin kimligini olusturucu ve
bltlnlestirici yapisindan kaynaklanmaktadir.

2.4. Paternalist Liderlik ve Lidere Giiven iliskisi

Guven olgusu Uzerinde ilgili alan yazinda kabul goéren 3 temel yon bulunmaktadir. Bu temellerden ilki giivenilen
tarafin davranislarinin kontrol edilemedigi durumlarda giivenin gergeklesmesi, ikincisi glvenen tarafin
¢iktilarinin glvenilen tarafin davranislarindan etkilenecek diizeydeki bagimliligi ve son olarak glivenilen tarafin
yardimsever (benevolently) sekilde hareket edecegine dair glivenen tarafin inanci ya da beklentisidir (Whitener
vd. 1998: 513). Mayer ve Gavin (2005) calismalarinda yoneticinin yardimseverligi (benevolence) ve diristlagi
(integrity) yoneticiye duyulan gliven seviyesini pozitif yonde etkiledigini bulgulamislardir. Glven niyetinin
olusabilmesi icin glivenilen tarafin yardimsever olacagi (benevolence belief) ve diirlst olacagl (honesty belief)
inanci 6nemli bir etkendir (McKnight vd., 1998: 479-480).

Kisinin davranislarini temelden etkileyen giiven gibi psikolojik bir unsurun, lider Gye etkilesimi icerisindeki yeri
tartisiimasi gereken bir konudur. Nitekim, lidere olan glivenin 6nemi arastirmacilar tarafindan yillar icerisinde
genis sekilde ortaya konmus ve cesitli is davranis ve tutumlariyla olan bagi kurulmustur (Otken ve Cenkgi, 2012:
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526). Ancak, Paternalizm olgusu igerisinde lider liye etkilesiminin psikolojik yonini arastiran ¢alismalarin sayisi
olduk¢a azdir (Chen vd., 2014: 797). Pellegrini ve Scandura (2006) yardimseverlik, dogruluk ve duristlGgin
paternalist liderlik Ozelliklerini olusturan &nemli faktorler oldugunu belirtmektedirler. Brown vd. (2005)
cahismalarinda, diristlik (dogru soéyleyen), dogruluk (ilkeli davranan), giivenilirlik (glivenilebilir, yardimsever)
oOzellikleri ile karakterize etmis olduklari etik liderlik ile lidere olan duygusal gliven arasinda olumlu yonde iliski
bulmuslardir. Yine bu sonucla paralel olarak, Shoorman vd. (2007) yapmis olduklari betimleyici ¢alismada,
yardimseverlik ve durustlik gibi faktorlerin astlarin Ustlerine karsi giivenini olumlu yénde etkiledigini
belirtmislerdir. Ayrica, Mishra (1996) gliveni olusturan kaygilanma (Colquitt vd., 2007: 913-921), dogruluk ve
glvenilirlik boyutlarinin sirasiyla paternalist liderligin yardimseverlik ve ahlak boyutlarina karsilik geldigini ifade
etmistir. Wu vd.’nin (2012) gorgil calismasinda, paternalist liderligin otoriterlik ve ahlak boyutlarinin lidere olan
glveni dogrudan etkiledigini, ancak otoriterlik boyutuyla gliven arasindaki etki yéniinin negatif oldugunu
gostermislerdir. Yine ayni calismada, yardimsever liderligin, etkilesimsel adalet algisi izerinden lidere olan
glveni arttirdigini belirtmislerdir.

Ote yandan, Dirks ve Ferrin (2001) liderin astlarina yénelik davranisinin, onlarin lidere karsi olan giivenlerini
dogrudan etkiledigini ifade etmektedirler. Cinki isgorenlerin liderlerine olan glivenleri, onlarin davranislarini
glvenilir olarak degerlendirmelerine baghdir (Wu vd.,2012: 99). Paternalist liderlerin davranislari ile gliven
arasindaki iliskiyi gosteren arastirmalarda, ahlaki ve yardimseverlik boyutlarinin lidere giiven ile pozitif;
otoriterlik boyutu ile negatif iliski icinde oldugu gorilmektedir (Wu vd.,2012; Chen vd.,2014). Gonci vd.’nin
(2014) arastirmalarinda ise, tek boyutlu olarak &l¢iilen paternalist liderligin gliven ve 6zdeslesme ile pozitif
iliskili oldugu bulunmustur.

2.5. Lidere Giiven ve Orgiitsel Ozdeslesme iliskisi

Liderler/amirler genellikle 6rglitte daha deneyimli kisilerdir ve 6rgutlerin onayli temsilcileri olmalarindan dolayi
orgltin degerlerini simgelemektedirler (Schaubroeck vd., 2013: 1153). Bu nedenle liderle/amirle etkilesim
icerisindeki bireyler orgitleriyle daha fazla psikolojik bag kurmaktadirlar (Schaubroeck vd. 2013: 1153).
isgérenler érgitlerine ve liderlerine giiven duydukca dzdeslesme baglarini daha kolay olustururlar (Deconinck,
2011: 620). Edwards ve Cable (2009) érgitsel 6zdeslesmenin 6ncilleri arasinda gliven olgusunun yattigini iddia
etmektedirler. Restubog vd. (2008) ¢ ayri modelde 6rgitsel giivenin psikolojik so6zlesme ihlali ve orgitsel
O0zdeslesme arasinda aracilik roli oynadigini vurgulamaktadirlar. DeConinck (2011: 621) satis elemanlarinin
amirlerine duyduklari giivenin artmasi halinde, bunun érgitleriyle 6zdeslesme dizeylerini olumlu etkileyecegini
belirlemistir. Diger bir calisma bulgularina gore, 6rgite yeni katilan isgérenlerin liderlerine olan duyussal ve
bilissel glivenleri orgutsel 6zdeslesmelerini olumlu etkilemektedir (Schaubroeck vd., 2013: 1161).

2.6. Paternalist Liderlik ve Orgiitsel Ozdeslesme iliskisi

Giray ve Sahin (2014) gergeklestirdikleri ¢calismada yetkeci liderligin duygusal baghlik arasinda negatif bir iligki
tespit etmislerdir. Zhu vd. (2015) dirist, glivenilir, adil ve ilgi gbsteren 6zellikleri ile tanimladiklar etik liderligin
orgitsel ozdeslesmeyi etkiledigini ifade etmislerdir. Bu ozelliklerin paternalist liderligin ahlaki butinlGgu
icerisinde dusliniilmesi sebebiyle paternalist liderligin ahlak boyutunun orgitsel 6zdeslesmeyi gelistirdigi
distnilmektedir.

Paternalist liderligin ikinci diizeyde ele alindigi bir calismada, 6rglitsel 6zdeslesme ile arasinda pozitif anlaml bir
iliski oldugu tespit edilmistir (Goncu vd., 2014). Benzer sekilde, diger calismalarda paternalist liderligin Gg
boyutunun orgitsel 6zdeslesme Uzerinde anlamli etkilerinin oldugunu belirtilmektedir (Liu vd., 2010; Kim ve Jin,
2013). Bir baska calismada, orglitsel 6zdeslesme ile paternalist liderligin yardimseverlik ve ahlak boyutlari
arasinda pozitif; otoriterlik boyutu ile negatif bir iliskinin var oldugu saptanmistir (Cheng ve Wang, 2015).

Paternalist liderlik ile 6rgiitsel 6zdeslesme arasindaki iliskide lidere glivenin bir aracilik etkisinden s6z edebilmek
icin olusturulacak yapisal esitliklerde Baron ve Kenny’nin (1986:1177) onerdigi 3 kosulun saglanmasi gereklidir.
Birinci kosul, birinci esitlikte bagimsiz degiskenin araci degiskeni etkilemesi gereklidir. ikinci kosul, ikinci
esitlikteki bagimsiz degiskenlerin bagiml degisken {zerinde bir etkisinin olmasidir. Uclincii ve son kosul ise,
Uglnci esitlikteki araci degiskenin bagimli degiskeni etkilemesidir. Eger bu tiim kosullar saglanirsa 3. esitlikteki
bagimsiz degiskenin bagimli degisken Uzerindeki etkisinin 2 esitliktekinden daha az olmasi durumunda bir
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aracilik etkisinden sdz etmek olasidir. Buradan hareketle, yukaridaki kuramsal agiklamalar 1siginda asagidaki
hipotezler gelistirilebilir:

H1: Paternalist liderlik boyutlarindan yardimseverlik boyutu ile 6rgiitsel 6zdeslesme iliskisinde lidere giivenin
aracihk etkisi vardir.

H2: Paternalist liderlik boyutlarindan ahlak boyutu ile orgitsel 6zdeslesme iliskisinde lidere glivenin aracilik
etkisi vardir.

H3: Paternalist liderlik boyutlarindan otoriterlik boyutu ile 6rgitsel 6zdeslesme iliskisinde lidere glivenin aracilik
etkisi vardir.

Yukarida belirtilen g¢alismanin amaci dogrultusunda ve kuramsal agiklamalar 1siginda, Sekil 1'de gosterilen
sematik arastirma modeli olusturulmustur. Modele gére, paternalist liderlik boyutlarinin lidere gliven Gzerinden
orgitsel ozdeslesmeyi yordayacagl dusinilmektedir. Diger bir ifade ile modelde, paternalistik liderlik
boyutlarinin érgitsel 6zdeslesme lizerine etkisinde lidere glivenin aracilik roli oynadigi gériimektedir.

Sekil 1: Arastirma Modeli
Paternalist Liderlik

I Otoriterlik '—

IYa rdimseverlik I /
}7 Lidere Giiven

IAhIak

Orgiitsel Ozdeslesme

3. VERi VE METODOLOJi

Nesnelci bakis agisiyla “agiklayici” bir ¢alisma olarak tasarimlanan bu ¢alismada survey yéntemi kullaniimistir.
Arastirma verilerinin elde edilmesinde yapilandiriimis soru formundan yararlanilmistir. Soru formu, toplam 47
maddeden olusmaktadir. 8 madde katilimcilarin demografik 6zelliklerini belirlemek {zere hazirlanmistir.
Arastirma degiskenlerinden paternalist liderligi 6lgmek lzere, Cheng vd. ,nin (2004) l¢ boyutlu ve 26
maddeden olusan 6lgeginden, isgérenin lidere olan glivenini 6lgmek Gzere Robinson ve Rousseau’nun (1994) 7
maddeli tek boyutlu 6lgeginden, érgitsel 6zdeslesme icin ise, Mael ve Asforth’un (1992) 6 maddelik tek boyutlu
Olceginden vyararlanilmistir. Anket formundaki 6lcekler (1) Kesinlikle Katilmiyorum’dan...... (5) Kesinlikle
Katiliyorum’a dogru olumsuzdan olumluya dogru 5’li Likert tipi 6lcek diizenindedir. Arastirma verileri 6rneklem
cercevesini izmir ilinde Ui¢ farkli sektdrde faaliyette bulunan 198 firma calisani olusturmus ve kolayda
ornekleme yontemi kullanilmistir. Ancak 50 katilimcinin yanitlari eksik olmasi nedeniyle analize katilmamis,
toplam 148 adet katihmcidan elde edilen veriler analizlerde kullaniimistir. Katihmcilarin demografik 6zelliklerini
gosteren bulgular Tablo 1’de sunulmustur. Tablo 1‘den, katiimcilarin cinsiyet dagilimlan incelendiginde
katihmcilarin biyik boliminin (%70.3) erkek olduklarn gozlemlenmektedir. Egitim durumlarinin ise, agirlikli
Lisans ve Uzeri bir dereceye sahip kisilerden olustuklari anlasiimaktadir. Katilimcilarin % 43.9’u 30 yasin altinda
geng calisanlardan %41.2’si ise orta yas grubuna dahil olduklari gériilmektedir. Ote yandan, katilimcilarin
¢ogunlugunun (%60.1) evli ve blylk kisminin (%81.1) 5 yildan daha az bir siire ile kurumlarinda galistiklari
onemli bir bulgu olarak séylenebilir.

78



Research Journal of Business and Management- RIBM (2016), Vol.3(1) Ciraklar, Ucar, Sezgin

Tablo 1: Katiimcilarin Demografik Ozellikleri

Degisken Adi Sikhik (‘(l'.i:;esi]
Cinsiyet
Erkek 104 70.3
Kadin 34 29.7
Belirtiimemis - -
Medeni Durum
Evli 89 60.1
Bekar 58 39.2
Belirtilmemis 1 0.7
Yas
<30 65 43.9
30-39 61 41.2
40-49 18 12.2
50-59 3 2.0
60 ve Gzeri - -
Belirtilmemis 1 0.7
Egitim
Lise 28 18.9
On Lisans 14 9.5
Lisans 68 46.0
Yiksek Lisans 20 135
Doktora 2 1.4
Diger 12 8.1
Belirtilmemis 4 2.7
Cahisma Yil
S Yil ve Daha Az 120 81.1
6-10 17 11.5
11-15 8 54
16-20 1 0.7
21 Yl ve Uzeri 2 1.4
Belirtilmemis - -

Olgeklerin ic tutarliliklarini degerlendirmek iizere verilere giivenilirlik analizi, ardindan faktériyel yapilarini test
etmek Ulzere veriler faktor analizi uygulanmistir. Glvenilirlik analizi sonuglarina gore, paternalist liderlik
degiskeninin yardimseverlik, ahlak ve otorite boyutlarina iliskin Cronbach Alfa degerleri sirasiyla a=,915,
a=,790, a=0,822 ve lidere gliven degiskeninin a=,858 ve 6zdeslesme degiskeninin ise a=,888 olarak bulunmus
ve degiskenlerin maddeleri arasinda i¢ tutarliligin mevcut oldugu saptanmistir. Glvenilirlik analizi bulgularina
gore, paternalist liderligin yardimseverlik boyutundan 1 madde, ahlak boyutundan 3 madde ve otoriterlik
boyutundan 3 madde ve lidere giiven degiskeninden ise 1 madde i¢ tutarhhig) disirdikleri icin cikarilmistir.

Paternalist liderlik 6lgcek maddeleri faktor analizi sonucunda 3 boyutlu, lidere gliven ve orgiltsel 6zdeslesmenin
ise tek boyutlu olduklar saptanmistir. Faktor analizi sonrasi birden fazla faktéri niteleyen maddelerin
cikarnimasi sonucu kalan maddeler ve faktor yikleri Tablo 2’de gosterilmistir. Paternalist liderlige iliskin KMO
degeri (,879) Bartlett test degeri (1360,183) p=,000<,05 6nem dizeyinde anlamlidir. Toplam varyansi agiklama
yuzdesi ise %59.833'tiir.Lidere gliven degiskeninin faktoér analizi sonucunun KMO degeri (,858) Bartlett test
degeri (605,628) p=.000<,05 6nem dizeyinde anlamlidir. Toplam varyansi aciklama yuzdesi ise %70,630'dur.
Orgiitsel 6zdeslesme degiskeninin faktdr analizi sonucuna gére KMO degeri (,815) ve Bartlett test degeri
(486,763) p=,000<,05 6nem diizeyinde anlamhdir. Toplam varyansi agiklama yilzdesi %65,060'tir. Daha sonra,
temel bilesenler analizinin Urettigi faktor yapilarini dogrulamak icin dogrulayici faktor analizi yapilmis ve
dogrulayici faktor analizi sonuglari temel bilesenler analizinin Urettigi faktor yapilarini desteklemistir.
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Tablo 2: Temel Bilesenler Analizine Gore Degiskenlerin Faktor Yiikleri(n=148)

Madde Faktor 1 1
1 2 3
Y3 ,822
Y4 ,786
Y2 777
Y1 , 740
Y10 ,727
Y7 ,708
Y3 ,691
Yil 668
Y8 ,654
Y5 ,603
05 ,739
07 ,736
09 , 709
05 ,690
04 ,645
02 627
AS ,842
AS ,774
Ad ,659
G3 911
G4 ,840
GS 834
G2 ,834
G1 833
G6 ,783
0z2 ,859
0z1 ,845
024 ,838
0z3 ,819
0z5 ,778
026 687

Y: yardimseverlik, O: otoriterlik, A: ahlak, G: gliven, Oz: 6zdeslesme

4. BULGULAR

Arastirmanin amaci dogrultusunda oncelikle verilerin i¢ tutarliliklari ve faktoriyel yapisini belirlemek (lizere
veriler glvenilirlik ve faktor analizine tabi tutulmus, daha sonra olusturulan arastirma modeli ve hipotezleri test
etmek Uzere tanimlayici istatistikler (ortalama, standart sapma), korelasyon analizi ve yapisal esitliklerin
¢O6zUmlenmesi igin path (yol) analizi uygulanmistir. Bu analizlerin uygulanmasinda SPSS 20 ve Lisrel 8.1 paket
programlarindan faydalaniimistir.

Asagidaki Tablo 3 degiskenler ve degiskenlere iliskin boyutlarin tanimlayici istatistikleri, korelasyon katsayilari
ve Cronbach Alpha katsayilarini géstermektedir. Buna gore, paternalist liderlik boyutlarindan ahlaki liderlik
boyutunun 3.76 aritmetik ortalama ile en yiiksek degere sahip oldugu gorilmektedir. Orgiitsel giiven ve
orgutsel ozdeslesmeye iliskin aritmetik ortalama degerlerinin Glcek ortalamasinin (izerinde oldugu
gozlenmektedir. Otokratik liderlik davranisinin 6lcek ortalamasinin altinda olmasi 6nemli bir bulgudur. Bu
anlamda c¢alisanlarin amirlerinin paternalist liderlik boyutlarina yonelik davranislarin yardimsever, ahlaki ve
otoriter olmayan bir sekilde algiladiklari séylenebilir.

Ote yandan, degiskenler arasi korelasyonlar incelendiginde o6rgiitsel 6zdeslesme ve ahlaki liderlik arasinda
anlamli bir iliskinin olmadigi, ancak yardimseverlik boyutu ile pozitif ve otokratik liderlik boyutu ile negatif
anlamli bir iliski oldugu Tablo 3’ten anlasiimaktadir.

Orgiitsel gliven degiskeni ile otokratik liderlik disindaki tiim degiskenler arasinda pozitif anlamli bir iliski oldugu,
otokratik liderlik ile ilgili ise negatif anlaml bir iliski oldugu bulgulanmistir.

Diger taraftan, paternalist liderlik boyutlarinin kendi aralarindaki korelasyonlar incelendiginde otokratik
liderligin ahlak ve yardimseverlik boyutu ile negatif iliskili; ahlak ve yardimseverlik boyutlari arasinda ise pozitif
anlamli iliskili olduklari saptanmis, ancak bu iliskinin cok gicli olmadigi, dolayisiyla boyutlar arasindan ¢oklu
baglanti sorunundan bahsedilemeyecegi soylenebilir.
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Tablo 3: Degiskenlere iliskin tanimlayici istatistikler (Ortalama, Standart Sapma), Korelasyon ve
Cronbach Alfa Katsayilar

Degiskenler Ortalama Standart 1 2 3 q S
Sapma

1. Yardimseverlik 3.4459 87109 (.915)

2.Ahlak 3.7545 1.08003 .548-~ (.790)

3.0Otokratiklik 2.3824 84754 -, 423+~ -,392*~ (.B22)

4.0rgitsel Guaven 3.7083 92102 750"~ 613~ -, 480" " (.915)

gzodf;:‘::le 3.7162 82870 308"~ 151 -,2a6*> | ,277-- (.888)

=+ p<0.01, Cronbach Alpha degerleri parantez igerisinde gosterilmektedir.

Calismanin amaci dogrultusunda Sekil 1'deki varsayimlanan yapisal esitlik modeli test etmek lzere verilere yol
(path) analizi uygulanmistir. I. asamada model bir biitlin olarak test edildikten sonra Sekil 2’de gériuldugi gibi
paternalist liderligin otokratiklik boyutunun giiven degiskenini yordamadigi anlasiimistir. Bu durum Baron ve
Kenny’nin (1986) varsayimlarindan birincisini ihlal etmektedir. Dolayisiyla, bu boyut modelden gikarilarak model
testi tekrarlanmalidir (Simsek, 2007:146).

Sekil 2: Yardimseverlik, Ahlak ve Otokratiklik Tam Aracilik Modeli t Degerleri
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Chi-Square=723.79, df=430, P-value=0.00000, RMSEA=0.056

Il. asamada, otoriterlik boyutu modelden gikarilip model tekrar test edildiginde, yardimseverlik ve ahlak
boyutlarinin giiven ile anlamli iliskili oldugu ve gliven degiskeninin de 6zdeslesme ile anlamli bir iliskisi oldugu
Sekil 3’te gorllmektedir. Buradan hareketle Baron ve Kenny’nin (1986) ikinci varsayiminin saglanip
saglanmadigini teyit etmek icin aracilik etkisinde olan giiven degiskeni kaldirllarak ahlak ve yardimseverlik
boyutlarinin dogrudan etkileri incelenmelidir (Simsek, 2007:147).
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Sekil 3: Yardimseverlik ve Ahlak Tam Aracilik Model Testi (Korelasyon ve T Degerleri)

Chi-Square=410.84, df=270, P-value=0.00000, RMSEA=0.060

lll.asamada, yardimseverlik boyutunun orgiitsel 6zdeslesme degiskeni arasinda anlamh bir iliski oldugu
gbdzlenmesine karsin ahlak boyutu ile 6zdeslesme arasinda anlamh bir iliski olmadigl bulgusuna rastlanmistir.
Dolayisiyla Baron ve Kenny’'nin (1986) kosuluna gore ahlak boyutu igin bir aracilik iliskisi olmadigi Sekil 4’teki t
degerlerinden anlasilmaktadir. Buna bagli olarak, ahlak boyutu modelden cikarilarak, yardimseverlik boyutunun
orgitsel 6zdeslesme ile iliskisinde glivenin aracilik rollini belirlemek icin siire¢ bastan tekrarlanmalidir.

Sekil 4: Yardimseverlik ve Ahlak Boyutlarinin Ozdeslesme Uzerindeki Dogrudan Etkileri
(Korelasyon ve T Degerleri)

Chi-Square=233.45, df=146, P-value=0.00001, RMSEA=0.064

Bu dogrultuda Sekil 5, yardimseverlik boyutunun 6rgitsel 6zdeslesme Uzerine etkisinde gliven degiskeninin
aracilik roli oynadigl izlenimi vermektedir. Ancak séz konusu aracilik rolini ortaya koyabilmek igin,
yardimseverligin orglitsel 6zdeslesme (izerindeki dogrudan etkisini de test etmek gerekecektir. Bu durum,
Baron ve Kenny’nin (1986) ikinci kosulunu test etmek agisindan 6nem tasimaktadir.

Sekil 5: Yardimseverlik Tam Aracilik Testi (Korelasyon ve T Degerleri)
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Chi-Square=258.04, df=200, P-value=0.00353, RMSEA=0.044

Sekil 6, yardimseverlik boyutu ile érgitsel 6zdeslesme arasinda anlamli bir iliski oldugunu bulgulamaktadir. Bu
sonug bir aracilik etkisi oldugunu gostermektedir. Fakat bu etkinin tam araciik mi yoksa kismi aracilik mi
oldugunu belirlemek igin kismi aracilik testi gergeklestirilmistir.

Sekil 6: Yardimseverligin Ozdeslesme Uzerindeki Dogrudan Etkisi (Korelasyon ve T Degerleri)

.;c.umen 0.00 .—3.?65.?8

Chi-Square=153.31, df=100, P-value=0.00049, RMSEA=0.060
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Sekil 7'de gosterilen kismi aracilik testi sonuglarina gore, gliven aracilik roliinde iken yardimseverlik ve érgitsel
O0zdeslesme arasindaki dogrudan etkisi diismekte ve anlamsizlasmaktadir. Bu durum Baron ve Kenny’nin (1986)
tim kosullarini saglandigini gésteren bir bulgudur. Tim bu analizler 1s1ginda, yardimseverlik ile 6zdeslesme
iliskisinde giivenin tam aracilik roliinde oldugu soylenebilir.

Sekil 7: Yardimseverlik ile Ozdeslesme Etkisinde Giivenin Kismi Aracilik Testi (Korelasyon ve T Degerleri)
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Bu baglamda, analiz sonucu elde edilen model gbzlenen degiskenlerle birlikte sekil 8'deki gibi gosterilebilir.

Q

Sekil 8: Yardimseverlik ile Ozdeslesme iliskisinde Giivenin Tam Aracilik Rolii
(Gozlenen Degiskenler Dahil Model)
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Modelin uyum iyiligi degerleri Tablo 4’te verilmektedir. Uyum iyiligi degerlerinin ¢ok yiksek oldugu ve modelin
anlamli oldugu goézlenmektedir.
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Tablo 4: Modellerin Uyum lyiligi Degerleri

indis Model 4 Olmasi Sonug
Gereken

X2/df 1.2902 <2 iyi Uyum
GFI 0.86 >0.90 Kabul Edilebilir Uyum
AGFI 0.83 >0.90 Kabul Edilebilir Uyum

CFI 0.99 >0.90 fyi Uyum

IFI 0.99 >0.90 iyi Uyum

RMSEA 0.044 <0.05 iyi Uyum
RMR 0.057 <0.05 Kabul Edilebilir Uyum

Crictical N 129.44 < 148 iyi Uyum

NNFI 0.98 > 0.90 iyi Uyum

NFI 0.95 >0.90 iyi Uyum

5. SONUC

Bu galisma, paternalist liderlik ile 6rgiutsel 6zdeslesme iliskisinde lidere glivenin aracilik etkisini ortaya koymayi
amaclamistir. Bulgular, paternalist liderligin yardimseverlik boyutu ile orgitsel 6zdeslesme iliskisinde lidere
gilivenin tam aracilik roll oldugunu gostermistir. Yardimsever liderlik davranisi, astlarina sadece isinde degil,
Ozel hayatinda da ilgisini esirgemeyen ve astlariyla iliskilerinde belirli ahlaki standartlara sahip bir liderlik
anlayisini ifade etmektedir. Bu tip bir liderlik davranisi dogrudan astlarin 6zdeslesmelerine yol acgabildigi gibi,
astlarin liderlerine karsi gliven yarattigi, dolayisiyla gliven Gzerinden orgitleri ile 6zdeslesmelerini daha da
giiclendirdigi sdylenebilir. Ote yandan, paternalist liderligin diger iki boyutunun lidere giiven iizerinden érgiitsel
o6zdeslesmeyi aciklamadig goralmustar.

Ozellikle paternalist liderlik boyutlarindan ahlaki liderlik ile 6rgiitsel 6zdeslesme arasinda dogrudan bir iliski
bulgulanamamistir. Ancak ahlaki liderligin giiven Uzerinde pozitif bir etkisi gérilmektedir. Diger bir ifade ile,
ahlaki liderlik davranisinin astlarda liderlerine yonelik bir gliven olusturdugu ancak orgitlerine aitlik
olusumunda yetersiz kaldigi anlasilmaktadir. Ahlaki liderlik davranisi ile lidere gliven iliskisi astlarin Gstleri ile
bireysel diizeydeki etkilesimlerine dayanmaktadir. Bu baglamda, astlarin amirlerinin ahlaki standartlara ve
deger yargilarina gore davranislar sergiledigi algisi, amirlerinin astlarinin zaafiyetinden yararlanmayacagi
disuncesi ile birlikte amirine giiven olusumunu etkilemesi dogal bir sonuctur. Diger bir anlatimla, ahlaki liderlik
davranislar daha cok kisilik 6zellikleri ile bagintili oldugundan dolayi bir yandan bireye giiveni sekillendirirken
diger yandan birey, grup ve orgiit diizeyinde farkh 6zdeslesme seviyelerine yol agabilir.

Otoriter liderlik davranisi ile 6rgiitsel 6zdeslesme ve lidere gliven arasinda negatif bir iliski tespit edilmis ancak,
bu liderlik davranisinin lidere gliven lizerinden 6rgitsel 6zdeslesmeyi aciklamadigl saptanmistir. Bu sonuca, bu
tip liderlik davranislarinin genellikle astlarin kayitsiz bir sekilde emirlere uymasi, karar ve amaglara katihmina
olanak tanimamasinin neden oldugu séylenebilir. Bireyci kiltirlerinde gorulebilecek bu sonug kiiresellesme,
ulasim ve iletisim teknolojileri sayesinde kultlrlerarasi etkilesimin artmasinin dogal bir sonucu olarak
aciklanabilir. Bu gelismelerin sonucunda toplumlar degisim gosterebilmektedir. Bu noktada Uzerinden uzun
yillar gecmis arastirma bulgularina dayal kiltirel siniflamalarin glinimiz kosullarinda yinelenmesinde yarar
vardir. Boylece dogu ve bati toplumlarinin kiltirel 6zelliklerinde yakinlasma ya da uzaklasma baglaminda ne
Olclde bir degisimin oldugunu gérmek mimkin olacaktir.

Bu calismanin sonugclari 6rneklemi cercevesinde degerlendirilmelidir. Daha genis 6rneklemlerle arastirma
modelinin sinanmasi, modelin gegerliligi ve genelleme yapabilme bakimindan yerinde olacaktir. Bunun yaninda
arastirmacilar gelecekte, paternalist liderlik ile 6zdeslesme iliskisinde lidere gliven yaninda, yénetime gliven, is
arkadaslarina giliven gibi diger gliven tirlerini ara veya dizenleyici degisken olarak degerlendirebilirler. Ayrica
paternalist liderligin is doyumu, isten ayrilma niyeti, iyi olma hali gibi baska 6rgltsel davranis ciktilari ile
iliskilendirilmesi alan yazina katki saglayacaktir.
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ABSTRACT

Performance-based remuneration system has come into use widely in the affiliated institiutions of the Ministry of Health of the Republic of
Turkey since 2004. In this system, all working personnel benefit from extra pay whereas only the activities performed and finalized by
physicians are scored. The activities conducted by non-physician personnel including nurses are not scored. This study intends to
determine nurses’ views concerning the performance-based remuneration system and its effects. The questionnaire developed by
researchers for this purpose was responded by 149 nurses working in a public hospital in the province of Konya (Turkey). According to the
findings, the performance-based remuneration system increases the workload of nurses, forces nurses to fulfill the duties that are not
included in their job description, makes physicians financially more privileged, has negative effects on the quality of patient care and the
relationships between nurse-physician, nurse-patient, nurse-family and causes nurses to experience professional burnout syndrome. The
majority of nurses (80.5%) want the direct performance-based remuneration system that is applied to physicians to be also applied to
nurses.

Keywords : Ministry of health, performance, remuneration system, nurses, hospitals
JEL Classification : 118, 119, M21

1. INTRODUCTION

People employed in any organization differ from one another in terms of personal traits, educational status,
knowledge and skills, belief-attitude and behavioral patterns and modus operandi. Owing to such differences,
each employee demonstrate a different individual performance while doing his/her task. One of the most
important issues encountered in a place of business is the failure to establish a just remuneration system based
on different individual performance levels. For the majority of employees facing a such problem, the real issue
is not receiving less wages for the work done but seeing those who spend less effort than themselves get
similar or higher amounts of wages than themselves. When considered from this point of view, equal pay for
equal work or performance-based remuneration system stands out among the alternatives (Erkan, 2011).

Performance based remuneration is defined as the “distribution of money or pecuniary benefits in accordance
with the previously set performance objectives or measurable behavioral conditions” (Eichler, 2006).
Performance based remuneration constitutes the fundamental part of the performance management which
makes it compulsory to determine the wages or bonuses in accordance with the previously set criteria or
objectives. This way, the individual or group based performances of the employees are measured, and the
performance can be associated with the wages (Kestane, 2003).

In order for a performance based remuneration system to work in a workplace, it is necessary to identify the
performance standards and criteria with which to measure the performance of the employees (Eraslan and
Tozlu, 2011). Identification of performance standards and criteria is important for both the employees and the
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management. This way, the employees realize what is expected of them and have the opportunity to shape up
their performance and skills in line with such expectations. While the management, on the other hand, has the
opportunity to get to know the performance and skills of its employees, establish fair grounds for the decisions
it may take regarding them and test out the results of the methods and technical changes it may choose to
introduce. With this in mind, however, some issues need to be taken into account while identifying the
performance standards and criteria. First of all, the criteria set should be fair and just, in that it should not favor
one certain person or group over others. The criteria should focus on measuring what is important and
avoiding unnecessary issues. It should be presented in such a way as to be perceived by each and every
employee and it should not include processes that are beyond the employees’ control. And lastly, the results
should be made available to the employees and feedback should be provided (Kestane, 2003).

Practices of performance based remuneration system differ in public and private sectors. The frequently used
methods in the private sector include profit distribution, commission, bonus and premium payments and share
ownership. In the public sector, however, the most favored method is the distribution of benefits -created
through point scoring systems- to the employees (Erkan, 2011). The public and private sectors also differ from
each other in terms of their objectives while implementing their respective remuneration systems. While the
main goal in designing a performance based remuneration system in private sector is to maximize profits, the
main goal of the public sector is to meet the requirements of the citizens in the best possible way or to ensure
the common good (Eraslan and Tozlu, 2011).

One of the public institutions that implements the performance based remuneration system in the most
effective manner is the Ministry of Health. Having first introduced a pilot scheme in 10 hospitals in 2003, the
Ministry of Health extended the performance based remuneration system to all medical institutions from 2004
onwards (Ministry of Health, 2006). The legal basis for the system is provided by the “Law on the Circulating
Capital to be Allocated to the Medical Institutions and Rehabilitation Facilities Associated with the Ministry of
Health” (Erkan, 2011). Individual and quantitative performance criteria were found to be effective in the
system in 2004, which paved the way for the addition of corporate performance criteria in 2005, thus bringing
a qualitative aspect into the system. One of the important elements of the system is the point-based
assessment of the medical procedures conducted in the medical institutions by identifying their relative values.
For the point based assessment, the physical and cognitive activities that are actually conducted by the
physicians (e.g. treatment, surgery, interventional procedures etc.) are taken into account whereas the
procedures that are actually conducted by other medical personnel (e.g. injections, laboratory procedures etc.)
are not considered even if they are under the responsibility of physicians. The medical and administrative
personnel whose services are not scored are rated in accordance with the average rating of the institution. In
this system, clinician doctors’performance is directly measured while administrators, laboratory physicians and
other medical personnel’s performance is meausured indirectly and the amounts thus calculated are reflected
in the wages as contributions other than the actual wage (Ministry of Health, 2006).

Performance based remuneration system is an efficient method in bringing about a quantitative increase in
health services and setting in motion an otherwise cumbersome structure (Ministry of Health, 2006). However,
the system has some significant drawbacks such as the increase in health costs and competition, favoring
quantitative increase over qualitative increase, and inability to rate every single procedure (Kizilkan et al.,
2012). Moreover, in this system, the activities performed by non-physician personnel cannot be directly rated.
Therefore the system may have some negative consequences for the said personnel. This study has been
conducted for the purpose of identifying the views of the nurses regarding the performance based
remuneration system and its effects. This research performed for this purpose consists of four parts. The
second part followed by this part includes the details regarding the method such as location where the
research was conducted, the population of the research, the number of respondents and the data collection
tool. The analysis findings are presented in the third part of the research. In the last section, findings are
assessed and suggestions are presented. This study is important because it includes non-physician personnel’s
views unlike the previous studies on this topic.
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2. DATA AND METHODOLOGY

This study has been conducted in a public hospital located in Konya, Turkey. The hospital in question employs
290 nurses. Efforts have been made to contact all the nurses without limitation. In the end, 154 nurses have
agreed to participate in the study. 5 of the questionnaires were cancelled as they were found to have
contained significantly insufficient data, and thus 149 questionnaires were taken into evaluation.

A survey method was employed in the collection of the study related data. The survey used was originally
developed by the researchers and it consists of two parts. The first part contains questions regarding the
personal and professional characteristics of the nurses. The second part of the survey contains 11 questions
aiming to identify the views of the nurses regarding the performance based remuneration system and its

» u

effects which included 3 choices for each question indicating “yes”, “partially” and “no”.

3. FINDINGS

149 nurses have participated in the present study aiming to determine the nurses’ views on the performance
based remuneration system and its effects, and the distribution of the participants based on their personal and
professional characteristics is shown in the Table 1 below.

Table 1: Distribution of Participants Based on their Personal and Professional Characteristcs

Variables Number Percentage
Gender
Female 105 70,5
Male 44 29,5
Total 149 100,0
Age (Years)
- 25 40 26,8
26-35 64 43,0
36-45 45 30,2
Total 149 100,0
Marital Status
Married 97 65,1
Not Married 52 34,9
Total 149 100,0
Educational Status
High School 22 14,8
Associate Degree 60 40,3
Undergraduate Degree 62 41,6
Graduate Degree 5 3,3
Total 149 100,0
Total Period of Service (Years)
-3 27 18,1
4-6 47 31,5
7-9 34 22,8
10 + 41 27,5
Total 149 100,0
Period of Service at the Institution (Years)
-3 67 44,9
4-6 64 43,0
7-9 13 8,7
10 + 5 3,4
Total 149 100,0
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Department
Emergency Department 14 9,4
Intensive Care Units 35 23,5
Operating Theater 11 7,4
Inpatient Services 80 53,7
Other Departments 9 6,0
Total 149 100,0

Of the participants, 105 were women (70.5%) and 44 were men (29.5%). While 64 participants (43%) were
aged between 26 and 35 years, 45 of them (30.2%) were aged between 36 and 45 years, and 40 participants
(26.8%) were below 26 years of age. A majority of the participants (65.1%) were married. When reviewed in
terms of their educational status, it was seen that 62 of them (41.6%) had an undergraduate degree, 60 (40.3%)
had an associate degree, 22 (14.8%) had a high school diploma, while 5 of them (3.3%) had a graduate degree.
47 of the participants (31.5%) had worked in the hospital for 4 to 6 years. When reviewed in terms of their
employment history with the hospital, it was seen that 131 of the participants (88%) had been working in the
same institution for 6 years or less. Of the said personnel, 80 (53.7%) were employed in the inpatient services,
35 (23.5%) in the intensive care units, 14 (9.4%) in the emergency department, 11 (7.4%) in the operating
theater, and 9 (6%) in the other departments of the hospital.

Figure 1: Nurses’ Awareness of Performance Based Remuneration System (%)
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Figure 1 shows the nurses’ awareness of performance based remuneration system. According to the figures
above, a majority of the nurses (69.1%) believe that they are sufficiently informed about the performance
based remuneration system. The ratio of those who think that they are partially informed about the said
system is 16.1%, while the ratio of those who think they are insufficiently informed about the system is 14.8%.
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Table 2: Participants’ Views on the Effects of Performance Based Remuneration System
Items || n || %

Does performance based remuneration system increase the nurses’ workload?

Yes 135 90,6
Partially 8 5,4
No 6 4,0
Total 149 100,0

Does performance based remuneration system cause nurses to perform tasks
that are not included in their job description?

Yes 121 81,2
Partially 19 12,8
No 9 6,0

Total 149 100,0

Does performance based remuneration system make physician more privileged?

Yes 125 83,9
Partially 16 10,7
No 8 5,4

Total 149 100,0

Does performance based remuneration system result in an inefficient use of the
hospital’s resources?

Yes 68 45,6
Partially 64 43,0
No 17 11,4
Total 149 100,0

Does performance based remuneration system reduce the patient care quality?

Yes 101 67,8
Partially 35 23,5
No 13 8,7

Total 149 100,0

Does performance based remuneration system affect the relationship between the
physician and nurse in a negative way in terms of labor peace?

Yes 104 69,8
Partially 41 27,5
No 4 2,7

Total 149 100,0

Does performance based remuneration system affect the relationship between the
nurse and patient in a negative way?

Yes 105 70,5
Partially 32 21,5
No 12 8,0

Total 149 100,0
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Does performance based remuneration system affect the nurses’ domestic life in a
negative way?

Yes 97 65,1
Partially 30 20,1
No 22 14,8
Total 149 100,0

Does performance based remuneration system trigger a professional burnout
syndrome in nurses?

Yes 111 74,5
Partially 24 16,1
No 14 9,4

Total 149 100,0

The participants’ views on the effects of the performance based remuneration system are listed in the Table 2.
90.6% of the nurses stated that the performance based remuneration system increased their workload. Again a
great majority of the participants (81.2%) said that the performance based remuneration system cause nurses
to perform tasks that are not officially included in their job descriptions. In a similar manner, a great majority of
the participants (83.9%) believed that the said system made physicians financially more privileged.

According to the findings, the performance based remuneration system was influential on the overall quality
and efficiency. In this respect, 45.6% of those participating in the survey stated that it resulted in an inefficient
use of the hospital’s resources, while 67.8% of them stated that it reduced the patient care quality.

Moreover, according to the Table 2, the performance based remuneration system had also negative effects on
the relationships between nurses and physicians, between physicians and patients, and between nurses and
their families. The ratio of those who believed that the performance based remuneration system affected the
relationship between the nurses and physicians in a negative way was 69.8%; while the ratio of those who
thought it affected the relationship between the nurses and patients in a negative way was 70.5%; and the
ratio of those who thought that it affected the relationship between the nurses and their family in a negative
way was 65.1%. 74.5% of the nurses stated that they experienced professional burnout syndrome due to the
aforementioned and other related negative consequences of the performance based remuneration system.
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Figure 2: Nurses’Willingness to Subject Themselves Directly to the
Performance Based Remuneration System
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Moreover the nurses were asked the following question "would you like the performance based remuneration
system being applied to the physicians to be directly applied to you?". While 80.5% of the nurses replied to this
question affirmatively, only 14.1% of them said “no” (Figure 2).

4. CONCLUSION

Performance-based remuneration (extra pay) system has been implemented in the Ministry of Health of the
Republic of Turkey since 2004. The purpose of the system is to integrate the corporate objectives with that of
the individual ones and shape the value created by individuals in line with these common purposes and targets.
(Ministry of Health, 2006). However, when the actual practice is observed, it is seen that only the activities of
the physicians are translated into performance scores, while the tasks accomplished by the other personnel are
not subject to the rating. From this point of view, it is important to identify the non-physician health
personnel’s views on the performance based remuneration system. Thus this study has been conducted for the
purpose of identifying the views of the nurses regarding the performance based remuneration system and its
effects.

According to the findings of this study, the nurses are sufficiently aware of the performance based
remuneration system. The fact that the extra pay received by all the personnel employed at the hospital is
more or less influenced by this system can be regarded as the proof of sufficient awareness of the system.

A significant number of nurses participating in the study stated that the performance based remuneration
system increased their workload and caused them to perform tasks that are not officially included in their job
description. This could be explained by the increase in the bureaucratic procedures brought about by the
system and through unnecessary analyses, inspections, procedural interventions etc. or by the reflection of the
increase in the physicians’ performance on the nurses in a positive way. The study conducted by the Turkish
Physicians Association (2009) with 1469 physicians employed in the 1st, 2nd and 3rd echelons found that the
performance based remuneration system served to increase various procedures carried out in health institutes.
According to Sulki (2011), performance based extra pay system helped increase the efficiency of the health
personnel and the number of healthcare services provided.
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Another finding of this study suggests that the system makes physicians financially more privileged. Physicians
are the group of employees that most benefits from the performance based remuneration system. The
financial difference between the physicians and other personnel may go as high as tenfold in this respect.
Moreover, even if the non-physician health personnel go out of their way to get things done, the extra pay they
receive will not be any different. The aforementioned reasons can be regarded as the grounds on which the
nurses claim that the physicians are made financially more privileged by the system. According to the
literature, various studies conducted on the subject (Bolat, 2012; Kigik et. al, 2012; Fettah and Sahin, 2009)
put forward the view that the performance based remuneration system implemented by the Ministry of Health
is not fair.

According to the findings of this study, the performance based remuneration system is also influential on the
overall quality and efficiency. In this respect, 45.6% of the nurses participating in the survey stated that it
resulted in an inefficient use of the hospital’s resources, while 67.8% of them stated that it reduced the patient
care quality. Such views held by the nurses can be explained by the physicians’ discretion to minimize the
amount of time they spend with each patient so that they can tend to more patients and carry out some
procedures that others may find unnecessary. The other studies conducted on the subject (Bolat, 2012; Kiiglik
et. al, 2012) also found that the system did not actually improve the patient care quality. Moreover, the
findings of the study regarding efficiency were also contradictory (Silki, 2011; Bolat, 2012).

According to the majority of the nurses, the performance based remuneration system had also negative effects
on the relationships between nurses and physicians, between physicians and patients, and between nurses and
their families. As mentioned above, the performance based remuneration system increases the nurses’
workload and causes them to perform tasks that are not officially included in their job description. Moreover,
the huge difference between the extra pay received by the physicians and nurses and the lack of difference
between the hard working and not so hard working nurses in terms of extra pay may cause tensions in the
relationships. This will inevitably be reflected on the patients and family members. As a matter of fact, 74.5% of
the nurses stated that they experienced professional burnout syndrome because of this system.

In the light of the findings of this study, the following suggestions could be made;

e Asin the case of the physicians, the performance of the other health personnel should also be directly
measured and rated. To do this, the performance criteria and standards for non-physician health
personnel should be created. This way, the extra pay allocated to the hard working and not so hard
working nurses will be fair and just. As a matter of fact, according to the findings of this study, a large
majority of the nurses (80.5%) wish to have the same kind of direct performance based remuneration
system that is currently being applied to the physicians.

e The huge gap between the physicians and other health personnel in terms of extra pay should be
minimized. This way, the communication between the physicians and nurses can be improved and the
level burnout syndrome experienced by the nurses may be reduced.

e Measures should be taken to avoid increasing the nurses' workload, such as increasing the number of
nurses and not assigning them the tasks that are outside their job description.

e Measures should be taken to avoid wasting the health institutes’ resources and arrangements should
be put in place to increase the amount of time physicians spare for their patients.

95



Research Journal of Business and Management- RIBM (2016), Vol.3(1) Demirkiran, Yorulmaz, Unal, Taskaya

REFERENCES

Bolat, G. (2012). Performansa Dayali Ucret Sisteminin isgéren Motivasyonuna Etkisi, Atilim Universitesi Sosyal Bilimler Enstitiisii Yiiksek
Lisans Tezi, Ankara.

Eichler, R. (2006). Can “Pay for Performance” Increase Utilization by the Poor and Improve the Quality of Health Services?, Discussion Paper
for the First Meeting of the Working Group on Performance-Based Incentives Center for Global Development.

Eraslan, M. T. and Tozlu, A. (2011). “Kamu Yénetiminde Performansa Dayal Ucret Sistemi”, Sayistay Dergisi, 81, p. 33-61.
Erkan, A. (2011). “Performansa Dayali Odeme: Saglik Bakanhgi Uygulamasi”, Maliye Dergisi, 160, p. 423-437.

Fettah, K. and Sahin, B. (2009), “Birinci Basamak Saglk Kuruluslarinda Calisan Personelin Performansa Dayali Déner Sermaye Ek Odeme
Uygulamasina iligkin Degerlendirmeleri”, Hacettepe Saglik idaresi Dergisi, 12(2), p. 177-201.

Kestane, D. (2003). “Performansa Dayali Ucret Sistemi ve Kamu Kesiminde Uygulanabilirligi”, Maliye Dergisi, 142, p. 126-144.

Kizilkan, A.C., Oztiirk, G. and Yildiran, N. (2012). “Saglikta Déniisiimde Performans Uygulamalari”, TAF Preventive Medicine Bulletin, 11(6),
p. 757-766.

Kiugiik, A., Gokginar, D., Aksoy, E., Albayrak, D., Erdem, D., Akan, B. and Goégiis, N. (2012). “Performansa Gére Ek Ucret Odenmesinin
Anestezi Uygulamalarina Etkileri”, Turkish Journal of Anaesthesiology and Reanimation, 40(5), p. 262-268.

Ministry of Health. (2006). Saglikta Performans Yénetimi Performansa Dayali Ek Odeme Sistemi, Saglik Bakanligi Yayinlari, Ankara.

Siilkd, S.N. (2011). “Performansa Dayali Ek Odeme Sisteminin Kamu Hastanelerinin Verimliligi Uzerine Etkileri”, Maliye Dergisi, 160, p. 242-
268.

Turkish Physicians Association. (2009). Hekimlerin Degerlendirmesi ile Performansa Dayali Odeme, Tiirk Tabipleri Birligi Yayinlari, Ankara.

96



Research Journal of Business and Management — (RJBM) ISSN: 2148-6689

PressAcademia s i e

[

Bty e aal

THE IMPACT OF TRANSFORMATIONAL LEADERSHIP ON MANAGEMENT INNOVATION: AN
EMPIRICAL RESEARCH IN TURKEY

DOI: 10.17261/Pressacademia.2016116548

Faruk Kalay', Turgay Ozturk®

Yuzuncu Yil University, Faculty of Business. kalayfaruk@hotmail.com

2Kara Kuvvetleri Komutanhgi. turgayozturkkibris@gmail.com

ABSTRACT

The number of academic researches on innovation has been steadily on the rise. Yet these researches focus primarily on economic impacts
of technological transformations and product and process innovations based on technology (Damanpour, 2014). The number of researches
and academic publications about management innovation are relatively low with respect to technological innovation. Yet organizational
innovations occurred as a result of management innovations, are considered as a prerequisite for technological innovations (Sanidas,
2005). In this regard, the aim of this study is to analyze the impact of transformational leadership sub-components such as idealized
influence (charisma), inspirational motivation, intellectual stimulation and individual consideration on management innovation. The
research data are obtained through 198 Turkish public managers. The analyses reveals that individual consideration has a positive and
significant impact on management innovation, whereas other sub-components such as idealized influence (charisma), inspirational
motivation, intellectual stimulation do not cause a significant impact.

Keywords: Management innovation, innovation, transformational leadership, Leadership, administrative innovation.
JEL Classification: M1, 030, 031

DONUSUMSEL LIDERLIK DAVRANISININ YONETiIM iNOVASYONU UZERINDEKI ETKISi:
TURKIYE’DE AMPIRIK BiR ARASTIRMA

OZET

inovasyonla ilgili akademik arastirmalarin sayisi her gegen giin artmaktadir. Ancak bu arastirmalarin daha ¢ok teknolojik degisimlerin
ekonomik etkilerine ve teknoloji tabanli Uriin ve sureg¢ inovasyonlarina odaklandigi goérilmektedir (Damanpour, 2014). Yonetim
inovasyonuyla ilgili arastirma ve akademik yayin sayisi, teknolojik inovasyona nazaran goreceli olarak daha azdir. Ancak, y6netim
inovasyonlarinin yapilmasi sonucu olusacak organizasyonel degisimlerin, aslinda ¢ogu zaman teknolojik inovasyonlari yapmanin bir 6n
kosulu oldugu ifade edilmektedir (Sanidas, 2005). Bu baglamda bu galismanin amaci, dontsimsel liderlik davranisi alt boyutlari olan
ideallestirilmis etki (karizma), ilham verme (telkinle giidileme), entelektiel tesvik ve bireysellestirilmis ilgi liderlik davranisinin yonetim
inovasyonu Uzerindeki etkisini arastirmaktir. Arastirma Turkiye’de bir kamu kurumunda calisan 198 yoneticiden alinan verilerle
gercgeklestirilmistir. Analizler sonucunda bireysellestirilmis ilgi liderlik davraniginin yonetim inovasyonu lzerinde pozitif ve anlamli bir etkiye
sahip oldugu tespit edilmistir. Bununla birlikte diger boyutlar olan ideallestirilmis etki (karizma), ilham verme (telkinle giidileme) ve
entelektiel tesvik liderlik davraniglarinin yénetim inovasyonu tizerinde anlamli bir etkiye sahip olmadiklari tespit edilmistir.

Anahtar Kelimeler: Yonetim inovasyonu, inovasyon, dontisumc liderlik, liderlik, idari inovasyon.
JEL Siniflandirmasi: M1, 030, 031
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“..Atatiirk’te ashinda ¢ok yénler vardir. Atatiirk’te olan, her zaman kolay bulunmayan ve her liderde
gGriilmeyen bir yén daha vardir. Atatiirk, her zaman akilci, ileriye déniik, gelismeden yana, demokratik
diizenden yana bir lider olmustur” (Mendes, 1981).

1. GiRiS

Birgok akademik disiplinde popiiler bir arastirma alani olan inovasyon, yeni endustriler yaratmak, ekonomik
blylime saglamak, rekabet avantaji elde etmek, firma performansini artirmak ve hem 6zel sektor isletmelerini
hem de kamu sektérid kurumlarini etkili yonetebilmek icin temel bir kavram olarak degerlendirilmektedir.
Dolayisiyla inovasyonla ilgili akademik arastirmalarin sayisi her gecen giin artmaktadir. Ancak bu arastirmalarin
daha ¢ok teknolojik degisimlerin ekonomik etkilerine ve teknoloji tabanli Griin ve sire¢ inovasyonlarina
odaklandigi gorilmektedir (Armbruster vd., 2008; Birkinshaw vd., 2008; Vaccaro vd., 2012; Damanpour, 2014).
Baska bir ifadeyle yonetim inovasyonuyla ilgili arastirma ve akademik yayin sayisi, teknolojik inovasyona
nazaran goreceli olarak daha azdir (Vaccaro vd., 2012).

inovasyon literatiiriiyle ilgili bu istatistiki bilgiler, aslinda inovasyonun 6ncelikle teknoloji tabanli bir olgu olarak
kavramsallastirildigini  géstermektedir. Ancak, hem ekonomi hem de organizasyonel arastirmacilar,
inovasyonun aslinda sadece teknolojik bir olgu olarak alinmamasi gerektigini, inovasyonun ayni zamanda
teknolojik alanin 6tesinde bir olgu oldugunu ifade etmektedirler (Damanpour, 2014; Vaccaro vd., 2012).
Rekabet kosullar, teknolojik degisimler ve cevresel degisimler, isletmelere sadece yeni Uriin ve hizmetler
yaratmanin 6tesinde ayni zamanda isletmelerde yonetimin dogasini da degistirmeyi dayatmaktadir. Dolayisiyla
rekabet avantaji gibi son derece degerli bir kaynaga sahip olmak i¢in 6rgit yapisinda, slireclerde ve yonetim
pratiklerinde yonetim inovasyonlari yapmak son derece onemlidir. Arrow (1962), Nelson (1991) ve Sanidas
(2005), yonetim inovasyonlarinin yapilmasi sonucu olusacak organizasyonel degisimlerin, aslinda ¢ogu zaman
teknolojik inovasyonlari yapmanin bir 6n kosulu oldugunu ifade etmektedirler. Benzer sekilde organizasyon
alaniyla ilgili arastirmacilar, organizasyonlarin sirdirilebilir bir performans ve blylime yakalamalari igin
stratejilerini, yapilarini ve sireglerini degistirecek yeni yonetim pratikleri Gretmeleri gerektigini ifade
etmektedirler (Armbruster vd., 2008; Birkinshaw vd., 2008; Damanpour ve Aravind, 2012; Damanpour, 2014).

Birkinshaw vd. (2008) y6netim inovasyonunu; organizasyonel amaglari gerceklestirme niyetiyle yénetim sanati
icin yeni olan bir yénetim pratigi, sireci veya tekniginin Uretilmesi ve uygulanmasi olarak tanimlamaktadirlar (s.
829). En iyi bilinen yonetim inovasyonu o6rnekleri; Toyota tarafindan gerceklestirilen yalin Uretim (lean
production) ile Procter & Gamble tarafindan gelistirilen marka yonetimi 6rnekleridir (Vaccaro vd., 2012).
Johnson’a (2010) gore ise, 15. ylizyilda ortaya cikarilan “cift-kayit muhasebe sistemi (double-entry accounting)”,
en oOnemli yonetim inovasyonu olarak degerlendirilebilir. Arastirmacilar, liderlik davranislarinin
organizasyonlarda inovatif dislinceyi ve organizasyonel secimleri etkiledigini ifade etmislerdir (6rn., Zhou ve
George, 2003; Vaccaro vd., 2012). Bu baglamda bu ¢alismanin amaci, dontsimsel liderlik davranisi alt boyutlari
olan karizma (ideallestirilmis etki) liderlik davranisi, ilham verme (telkinle glidileme) liderlik davranisi,
entelektiel tesvik liderlik davranisi ve bireysellestirilmis ilgi liderlik davranisinin yonetim inovasyonu lzerindeki
etkisini arastirmaktir. Genel itibariyle yonetim inovasyonuyla ilgili ve daha spesifik olarak déntsimsel liderlik
davraniglarinin yonetim inovasyonu Uzerindeki etkisiyle ilgili arastirma sayisinin ¢ok kisitli olmasi, bu calismayi
onemli kilmaktadir. Calisma, yonetimsel ve sektorel bir bakis acisiyla dontisimsel liderlik davranislarinin
yonetim inovasyonunu nasil etkiledigini anlama konusunda énemli bulgular sunmaktadir. Calisma ayni zamanda
yonetim inovasyonu ve donlstimsel liderlik iliskisiyle ilgili olarak mevcut kisith literatiire 6nemli ampirik
bulgular sunmaktadir.

2. TEORI VE HIPOTEZLER

2.1. Yonetim inovasyonu

Buglin yonetim inovasyonunun temellerini olusturan yeni yonetim teknikleri ve pratikleri konusu, aslinda
ybnetim inovasyonu kavrami ortaya atilmadan ¢ok onceleri de giindemde olan konulardi. Bununla birlikte
inovasyonun ¢agdas kavramsallastirilmasi ve inovasyonun tipolojileri 20. yiizyilin baslarinda Schumpeter (1911,
ingilizce baski, 1934) tarafindan yapilmistir. Schumpeter (1934), inovasyonu, yeni kombinasyonlarla iiretilen
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yeni ciktilar olarak tanimlamakta ve inovasyonu; 1) yeni Grtnler (“yeni bir Griinn Gretilmesi ... veya var olan bir
Urlinln yeni bir kalitede Uretilmesi”), 2) yeni Uretim teknikleri, 3) yeni pazarlar, 4) yeni tedarik kaynaklari ve 5)
isletmeleri organize etmenin yeni yollari olmak Uzere bes tipolojiye ayirmaktadir (Schumpeter, 1934, s. 66).
Schumpeter, bu tipolojileri ekonomik gelisme ve teknolojik degisim baglaminda Gretmistir (Damanpour, 2014).
Dolayisiyla sd6z konusu tipolojiler, organizasyon sisteminden ¢ok ekonomik sisteme, hizmet
organizasyonlarindan c¢ok imalat organizasyonlarina, teknolojik olmayan inovasyonlardan c¢ok teknolojik
inovasyonlara uygulanabilirler. Yonetim inovasyonu organizasyonel dizeyde bir olgudur ve Schumpeter’in
inovasyon tanimi ve siniflandirmasindan sonra ortaya c¢ikmis bir kavramdir. Schumpeter, inovasyonun
ekonomik gelisme {zerindeki roliiyle ilgili olarak iki perspektif sunmaktadir (Sanidas, 2005). ilk ¢alismasinda,
Schumpeter Mark | olarak da adlandirilan “inovasyon girisimcilik modelini (entrepreneurial model of
innovation)” savunmaktadir. Bu model, dncelikle yeni endistriler (6lcek ekonomileri) ve trin siniflari Greterek
ekonomik blyimeye katki saglayacak start-up isletmelere odaklanmistir. Daha sonra, biyik 6lcekli ve kurumsal
isletmelerin ekonomik blyime ve inovasyon yaratmadaki ncelikli roliine odaklanan Schumpeter Mark Il olarak
da adlandirilan “inovasyon kurumsal modelini (corporate model of innovation) gelistirmistir (Schumpeter,
1942). Sanidas (2005), girisimcilik ve kurumsal modellerini sirasiyla “yaratici yikim” ve “yaratici birikim”
modelleri olarak ele almistir.

Yonetim inovasyonunun teknolojik inovasyondan farkini tanimlamak acisindan inovasyon girisimcilik modeli ve
inovasyon kurumsal modeli arasindaki fark 6nemlidir. Zira kicuk start-up isletmeler icin yonetim inovasyonlari
Uriin veya slreg inovasyonlari kadar énemli olmayabilir. Diger taraftan, orta veya biyik o6lgekli bir isletmede
aktivitelerin ve fonksiyonlarin karmasikligi ve blylklGgl, operasyonlarin ve sistemlerin etkinlik ve etkililigini
artirmak ve stratejik donlstiime imkan saglamak icin yeni yonetim pratikleri ve teknikleri Gretmek gerekebilir.
Arastirma sonuglari, yonetim inovasyonunun kiclk isletmelere nazaran daha cok buyik isletmelerle ilgili
oldugunu ve dolayisiyla inovasyon girisimcilik modelinden ziyade inovasyon kurumsal modeliyle iliskili oldugunu
gostermektedir (Chandy ve Tellis, 2000).

Yonetim inovasyonu (management innovation); ayni zamanda idari (administrative) inovasyon, yonetimsel
(managerial) inovasyon, organizasyonel (organizationel) inovasyon ve sosyal (social) inovasyon gibi birbiriyle
ortlisen bircok kavramla ifade edilen bir inovasyon tipidir (Damanpour, 2014). Bu terimler arasindaki ortak
nokta, bu inovasyon tiplerinin teknolojik inovasyondan farkh oldugu hususudur. Yonetim inovasyonu
kavraminin bu kadar farkli disiplinel bakis agisiyla farkh terimlerle kavramsallastiriimasi, kavramin anlasilmasini
ve gelisimini engellemektedir. Damanpour (2014), birbirlerinden farkh kavramsallastirmalarin 6nceliklerinden
yola c¢ikarak, yeni bir ydnetim inovasyonu taniminin yapilmasi gerektigine isaret etmektedir. Damanpur’a (2014)
gore, teknolojik inovasyonun drin ve sireg¢ inovasyonu olmak (zere iki gruba ayrildigi hususunda konsensis
saglandigi gibi, yonetim inovasyonu tipleri lGzerinde de konsensis saglamak yonetim inovasyonu kavramiyla
ilgili belirsizligi diisirecek ve konuyla ilgili arastirmalari kolaylastiracaktir.

Yonetimsel inovasyon (managerial innovation) terimini ortaya atan Kimberly (1981), terimin tanimini
“yoneticilerin ne oldugu ve ne yaptigiyla” iliskilendirmistir. Yoneticileri karar vericiler olarak degerlendiren
Kimberly (1981), yonetimsel inovasyonunu ise karar verme slreglerindeki degisim olarak ele almistir. S6z
konusu yazar, yonetim inovasyonunu, “karar verme siireglerinde kullanilan bilginin dogasini, kullanim yerini,
kalitesini ve niceligini etkileyen, mevcut durumda var olan yonetim sanatindan anlamli bir sekilde farkh yeni bir
program, lirlin veya teknik” olarak tanimlamaktadir (Kimberly, 1981, s. 86).

Yonetimsel inovasyondan daha yeni bir terim olan yonetim inovasyonu “yoneticilerin ne yaptigl ve nasil
yaptigiyla” iliskilendirilmistir (Hamel, 2006). Yonetim inovasyonu, yonetim isinin yapilis yolunu, yoneticilerin ne
yaptigini ve nasil yaptigini ve organizasyon icinde islerin yapilis kural ve yordamlarini degistirmek icin geleneksel
yonetim ilkeleri, siiregleri ve pratiklerinden uzaklasmak olarak tanimlanmaktadir (Birkinshaw vd., 2008; Hamel,
2006). Yonetim inovasyonlari, yoneticilerin ve organizasyon Uyelerinin ¢alismasini degistirecek strateji, yapi ve
suregler olusturmaya yonelik yeni yaklasimlardir (Vaccaro vd., 2012; Walker vd., 2011). Birkinshaw vd. (2008),
inovasyonun odaklandigi hususlari da goéz 6niinde bulundurarak, yonetim inovasyonunu, yonetim sanatinin
mevcut durumundan farkli yeni bir sey olarak tanimlamaktadirlar. OECD (2005) Oslo kilavuzunda yonetim
inovasyonu; firmalarin ticari uygulamalarinda, disariyla olan iliskilerinde veya is yeri organizasyonunda yeni
organizasyonel yontemleri uygulamasi seklinde tanimlanmaktadir (s. 55). Genel olarak driin, hizmet ve
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teknolojik siire¢ inovasyonlarindan farki baglaminda kavramsallastirilan ydnetim inovasyonu terimi, bu
¢alismada, organizasyonun ydnetimsel prosedirlerinde ve idari sistemlerinde degisimlere neden olacak
ybnetim isinin yapilmasiyla ilgili yeni bir yaklasim, yeni bir organizasyonel strateji ve yapi veya yeni siregler
gelistirmek ve kullanmak olarak tanimlanmaktadir (Birkinshaw vd., 2008; Damanpour ve Aravind, 2012; Vaccaro
vd., 2012).

Yénetim inovasyonu tipleri: Arastirmacilar yonetim inovasyonu cesitlerini farkli sekillerde siniflandirmislardir.
Ornegin Whittington vd. (1999), ydnetim inovasyonunu yapi, siirec ve sinirlar olmak Uzere U¢ gruba
ayirmislardir. Damanpour (2014), stratejik ve yapisal inovasyonlar olarak ayirmistir. Walker vd. (2011) ise,
bilisim teknolojileri tabanli ve idari tabanh yodnetim inovasyonu olmak (zere iki gruba ayirmislardir.
Organizasyonlar arasi baglamda bir sire¢ perspektifini benimseyen arastirmacilar ise amaclarda, calisanlari
motive etmede, aktiviteleri koordine etmede, kaynak dagiliminda kullanilan karar sireglerinde yapilan
inovasyonlar olarak siniflandirmislardir. Armbruster vd. (2008), o6rgitsel yapida (merkezilesme, capraz
fonksiyonel takimlar), organizasyonlar arasi yapisal iliskilerde (ittifaklar, dis kaynaklardan yararlanma),
organizasyon icindeki prosedirlerde (is zenginlestirme, kalite c¢emberleri) ve organizasyonlar arasi
prosediirlerde (tedarik zinciri yonetimi, misterilerle tam zamanl etkilesim) yapilan yénetim inovasyonlari
olmak Uzere dort alt gruba ayirmislardir. Battisti ve Stoneman (2010), y6netim inovasyonunu strateji,
organizasyon (yapi) ve yonetim (slireg¢) inovasyonu olarak ayirmistir. Son zamanlarda OECD (2005) Oslo kilavuzu
(Oslo manual) ve topluluk inovasyon arastirmasi (CIS), yonetim inovasyonu tipleri icin cesitli standartlar
dnermektedir. Tiirkiye’de de Tiirkiye istatistik Kurumu tarafindan inovasyon anketi olarak uygulanan CIS (2012,
s. 8), Ug¢ tip yonetim inovasyonuyla ilgili verileri toplamak icin gerekli sorulari icermektedir. CIS (2012, s. 8)'deki
yonetim inovasyonlari sunlardir: (1) Organizasyon sireci igerisinde yeni is yapma yontemleri gelistirmek
(tedarik zinciri yonetimi, bagimsiz calisan is danismanligi, bilgi yonetimi, yalin Gretim, kalite yonetimi vb.), (2)
Karar alma organizasyonlari ve is sorumluluklarinda yeni metotlarin gelistiriimesi (¢alisanin sorumluluklari,
takim calismasi, sorumlulugun dagitilmasi, yeni birim olusturulmasi, egitim/staj vb. konusunda yeni bir sistemin
ilk defa kullanilmasi), (3) Diger kurumlar veya kamu kurumlariyla olan iliskilerde ortaklik, taseronluk ve isbirligi
gibi yontemlerle yeni isbirliklerinin gelistiriimesi (ilk kez Universiteler ve diger arastirma kurum/kuruluslariyla
isbirligine girmek). Evangelista ve Vezzani (2010), CIS'te gecen lg¢ yonetim inovasyonu tipine ek olarak
pazarlama inovasyonunu da alarak doért alt boyut seklinde ele almislardir. Bu 6rnekler, yénetim inovasyonu
tipleri siniflandirmalarinin daginik oldugunu ve tzerinde fikir birligine varilan bir tipoloji siniflandirmasinin
olmadigini géstermektedir.

2.2. Déniisiimsel Liderlik Davranisi ve Yonetim inovasyonu iliskisi

Lider orglt kiltGrind olusturan en onemli unsurlardan biri olarak degerlendirilmektedir. Liderligi grup
faaliyetlerini etkileme siireci olarak ele alan Werner (1993), liderlik davranislarini; belirli bir durum, zaman ve
kosullar altinda orglitsel amaglari basariyla gergeklestirebilmek icin mensubu oldugu grubun Gyelerini, génilli
olarak caba gostermeye tesvik eden, onlara ortak amaglara ulasmalarinda katki saglayan ve deneyimlerini
aktaran, takipgilerinin sergilenen liderlik tarzindan memnun olmalarini saglayan davranislar bitind olarak
tanimlamaktadir. Burns (1978) ve Bass’in (1985) liderlik davranislariyla ilgili calismalarindan sonra 6ne ¢ikan en
onemli liderlik davranislarindan biri donisiimsel liderlik davranisidir (Vaccaro vd., 2012). Dénistimsel liderlik,
kendi amac¢ ve hedefleri etrafinda bir izleyiciler kimligi olusturmayla tanimlanmaktadir. Baska bir ifadeyle
dontsimsel liderlik, Gst dizey ihtiyaclarina hitap ederek (kendini gerceklestirme gibi) calisanlarin
organizasyonel amaclara katilmalarini tesvik eder (Bass, 1985; Burns, 1978). Donislimsel liderlikte, taraflarin
birbirlerine uzun sireli ve psikolojik olarak baglanmasi, liderin takipgilerinin inang, deger ve ihtiyaclarini
degistirerek onlarla ortak bir vizyonu gerceklestirmek (zere beraber hareket etmeleri s6z konusudur.
Donastimsel liderlik; ideallestirilmis etki (karizma) liderlik davranisi, ilham verme (telkinle giidileme) liderlik
davranisi, entelektiel tesvik liderlik davranisi ve bireysellestirilmis ilgi liderlik davranisi seklinde dort alt boyut
olarak ele alinmaktadir (Avolio vd., 1999).

ideallestirilmis etki, liderlere duyulan begeni, saygl ve giivenin derecesini ifade etmektedir. Bu boyut;
izleyicilerin kendilerini liderle tanimlamalarina ve amaclari basarmak icin izleyiciler arasinda bir i¢sel motivasyon
duygusunun olusmasina neden olan karizmatik davranislardan olusmaktadir. Dondsiimci liderler,
ideallestirilmis etkiyle inovatif faaliyetlerin riskini izleyicileriyle paylasarak ve mevcut yonetim sireglerine,
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pratiklerine ve yapilarina meydan okumak igin izleyicilerini glglendirerek ydnetim inovasyonunu tesvik
edebilirler (Bass vd., 2003). ideallestirilmis etki liderlik davranisi, yonetim faaliyetlerindeki karmasikligi
dislrerek, yeni inovatif fikirler igin izleyiciler arasinda degisim ajani kimligini olusturarak izleyicileri etrafinda
toplayabilir (Vaccaro vd., 2012).

ilham verme, izleyicilerinin gelecekteki cekici durumlarin pesinden gitmesini (cekici durumlari hayal etmesini)
cesaretlendirerek ve takim ruhunu olusturarak izleyicilerine anlam sunmaktadir. ilham verme liderlik
davranisiyla donasiimci liderler, birlikte calisma sinerjisini cesaretlendirerek isleri yapmanin yeni yollarini
aramaya vurgu yaparlar (Sosik, 1997). ilham verme davranisi, yonetimsel siirecler, pratikler ve yapilarda yaratici
yeni yollar aramak icin izleyicilerin icsel motivasyonu artirir (Amabile, 1998).

Entelektiiel tesvik, varsayimlari sorgulamak ve yaratici olmak icin izleyicilerini tesvik eder. Dontisimcu liderler,
yaraticilk ve inovasyonun problem c¢6zme sireclerinin bir parcasi oldugunun farkinda olan liderlerdir.
Entelektiel tesvik ile donislimci liderler, organizasyonun mevcut yénetim faaliyetlerinin etkililigini sorgulamak
icin izleyicileri cesaretlendirir (Sosik, 1997). Donlstumci liderler, izleyicilerin sabit bir tek ¢6zlimden ziyade yeni
ilerici cozlimler aramasi icin ylksek gliven ve beklenti icerisinde olurlar (Jung vd., 2003). Bu manada entelektel
tesvik, mevcut is faaliyetlerine meydan okur ve islerini yaparken degisik bakis acilarini dikkate almalari
hususunda izleyicileri cesaretlendirir. Bu sekilde, izleyiciler yeteneklerine uygun ve en iyi yapabilecekleri islere
atanir.

Bireysellestirilmis ilgi, izleyicilerin bireysel ihtiyaclariyla ilgilenme, onlara 6grenme firsati verme ve gelisimleri
icin destekleyici bir ortam olusturmanin dizeyiyle ilgilidir (Bass vd., 2003). Bireysellestirilmis ilgiyle dontsimci
liderden, her bir izleyiciyi veya her bir izleyicinin fikirlerini takdir etmesi beklenir. Bireysellestirilmis ilgi ayni
zamanda yonetim pratikleri ve sireclerinin degisimi asamasinda genis bir katiimin olmasini saglar. Ayrica,
izleyiciler arasinda islerinin 6nemli oldugu ve organizasyonel liderler tarafindan degerlendirildigi diisiincesini
olusturarak degisim siirecinde izleyicilerin gerekli 6zeni gostermesini saglar (Amabile, 1998). Bu bilgiler 1siginda
asagidaki hipotezler gelistirilmistir:

H1: Déniisiimsel liderlik boyutlarindan a) ideallestirilmis etki, b) ilham verme, c) entelektiiel tesvik ve d)
bireysellestirilmis ilgi liderlik davranislarinin yénetim inovasyonu iizerindeki etkisi pozitif ve anlamlidir.

3. YONTEM

3.1. Orneklem ve Veri Toplama

Arastirmanin orneklemini, Tilrkiye’de bir kamu kurumunda calisan yoneticiler olusturmaktadir. Veri alinan
kurum, Tlrkiye’nin en blylk kurumu olarak kabul edilmektedir. Kurum, gevresel degisimlere paralel olarak
teknolojik degisimleri takip eden ve kendisini teknolojik degisimlere gbére konumlandirmaya calisan bir
kurumdur. Kurumun orgit yapisi hiyerarsik ve karar alma mekanizmalari genel olarak merkezi olmakla birlikte,
kosullara gore ademi merkeziyetcilik de 6n plana ¢ikmaktadir. Kurum, sayi temeline gére orgitlenmis bir
kurumdur. Veriler hazirlanan bir anket vasitasiyla toplanmistir. Coklu sorulardan olusan anket, yazarlar
tarafindan kolayda ornekleme yontemiyle dagitilarak tekrar geri toplanmistir. Veri toplama siireci sonucunda
198 yoneticiden veriler analiz edilmistir. Tablo 1’de 6rneklemin sosyo-demografik bilgileri verilmektedir. Buna
gore; orneklemin gorev siiresinin %47 ile birinci sirada 11-15 yil araliginda toplandigi ve %26.3 ile ikinci olarak
16-20 yil araliginda toplandigi goriilmektedir. Orneklemin biyiik cogunlugunu %41.4 ile lise mezunlari
olustururken ikinci sirada %34.3 ile tniversite mezunlari yer almaktadir. Orneklemin biyiik kismi %64.1 ile 30-
39 yas araligindadir. Yonetim dizeyleri agisindan bakildiginda ise 6érneklemin %63.6’si alt diizey, %31.8'i orta
diizey ve %4.5’i ise Ust diizey yoneticidir.
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Tablo 1: Orneklem Profili

Organizasyonel

gorev siiresi Egitim Duzeyi Yas Pozisyon

Kategori % Kategori % Kategori % Kategori %
1-5yil 3.0 Lise 41.4 20-29 yil 5.1 Alt kademe yonetici 63.6
6-10vyil 10.6 Yiksekokul 17.2 30-39 yil 64.1 Orta kademe yonetici 31.8
11-15vil 47.0  Universite 343  40-49yil 28.8  Ust kademe ydnetici 4.5
16 - 20 yil 26.3 Master 6.6 50 ve lzeri 2.0

21 ve Uzeri 13.1 Doktora 0.5

3.2. Olgiim Araglar

Arastirmanin hipotezlerini test etmek igin gerekli veriler, daha onceki ¢alismalarda kullanilan ¢oklu 6lgek
maddeleri kullanilarak toplanmistir. Yénetim inovasyonu, Vaccaro vd. (2012) ve Nieves ve Segarra-Cipres’in
(2015) calismalarinda kullanilan 6lgekler derlenerek hazirlanan 6 maddelik bir dlcekle dlcilmustir. Donlisimsel
liderlik davranisi, Bass (1985) tarafindan gelistirilen “Cok Faktorlii Liderlik Olcegi (MLQ)”  kullanilarak
OlcUlmustir. MLQ'da dontsumsel liderlik davranisi ideallestirilmis etki (karizma) (6 madde), ilham verme
(telkinle glidileme) (5 madde), entelektiel tesvik (5 madde) ve bireysellestiriimis ilgi (4 madde) liderlik
davranisi olmak Gzere dort boyut seklinde ele alinmaktadir. Katilimcilar, 6lcek maddelerine katihm diizeylerini 1
ile 5 arasinda (1= hi¢ katilmiyorum, 5=tamamen katiliyorum) Likert tipi dereceleme yéntemiyle belirtmislerdir.
Degiskenler arasindaki iliskiler ve tanimlayici istatistikler Tablo 2’de verilmektedir.

Tablo 2: Korelasyon Matrisi

Degiskenler iYnoonvea\ts:\r/T:)nu ideallestirilmis etki :/szr:lne f:;\?illf ktiiel Bireysellestirilmis ilgi
Yonetim inovasyonu -

ideallestirilmis etki 0.233" -

ilham verme 0.285 0.794" -

Entelektiiel tesvik 0.275 0.659 0.696 -

Bireysellestirilmisilgi ~ 0.339" 0.601" 0.677  0.7137 -

Ortalama 2.325 3.382 3.355 3.220 3.082

Standart sapma 0.702 0.815 0.738 0.835 0.882

Not: ~ p<.01; ‘p<.05 (cift yonlii); N=198.
3.3. Psikometrik Ozellikler

Olgeklerin giivenirligi Cronbach’s Alpha testiyle incelenmistir. Biitiin dlceklerin giivenirlik analizi sonuglar Tablo
3’te verilmektedir. Tablo 3’teki degerler incelendiginde bitin 6lgeklerin glvenirlik katsayilarinin 0.7'nin
Uzerinde ve oldukca yiiksek oldugu gériilmektedir. Olceklerin psikometrik 6zelliklerini test etmek icin
dogrulayici faktor analizi (DFA) yapiimistir. Bu baglamda 4 faktorli dénlsiimsel liderlik modeli ve tek faktorlu
yonetim inovasyonu modeli olmak tzere iki farkli 6lciim modeli test edilmistir. Her iki modelin DFA sonuglari
Tablo 3’te ve modellerin program ciktilari Sekil 1 ve Sekil 2’de verilmektedir. Tablo 3 ve sekiller incelendiginde
her boyutu agiklayan madde yiklerinin ilgili boyutla 0.01 diizeyinde anlamli oldugu ve yeterli bir madde yiikine
sahip oldugu gorilmektedir. Ayrica 6lgiim modelleri uyum istatistikleri, modellerin olduk¢a iyi bir uyum
verdigini gostermektedir (donisimcu liderlik 6lcim modeli: x2=354.634, sd=164, x2/sd=2.162, GFI=0.852,
CFI=0.921, NFI=0.864, IFI=0.922, RMSEA=0.077, p<0.01; yonetim inovasyonu o6l¢cim modeli: x2=13.299, sd=7,
x2/sd=1.900, GFI=0.979, CFI=0.983, NFI=0.965, IFI=0.983, RMSEA=0.068, p>0.05).
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Tablo 3: DFA Sonuglari

Doéntigiimcii liderlik davranisi 6l¢ciim modeli (Uyum istatistikleri: x2=354.634, sd=164, x2/sd=2.162, GFI=0.852, CFI

=0.921, NFI = 0.864, IFI =0.922, RMSEA = 0.077, p<0.01)

Standardize

Blcekler edilmis Standa*rt Givenirlik
madde hata katsayisi
yiikleri

ideallestirilmis etki (karizma)

D_KL1: Yoneticim ile gurur duyuyorum. 0.795 0.080

D_KL2: Yoneticim, kisisel ¢ikarlarin pesinde degildir. 0.660 0.085

D_KL3: Yoneticime saygl duyarim. 0.755 0.081

D_KL4: Yoneticim, glicll ve kendine glivenen biri olarak gorindr. 0.780 0.078 0.885

D_KL5: Yoneticim, konusmalarinda sahip oldugu degerlere vurgu 0.700 0.082

yapar.

D_KL6: Yoneticimin sahip oldugu ahlaki degerler, bize 6rnek teskil 0.804 )

eder. )

ilham verme (telkinle giidiileme)

D_IVL1: Yor.1.et.|.c:|m, degerlendirme yaparken ahlaki degerleri goz 0.808 0187

oniinde bulundurur.

D_IVL2: Yoneticim, konusmalarinda ortak amaglari vurgular. 0.708 0.174 0819

D_IVL3: Yoneticim, olaylar hakkinda iyimser konusur. 0.615 0.175 )

D_IVL4: Yoneticimin davraniglari gliven uyandirir. 0.846 0.220

D_IVL5: Yoneticim, coskulu bir sekilde konusur. 0.518 -

Entelektiiel tesvik

D_ETL1: Yoneticim, dnemli konularin farkina varmamizi saglar. 0.602 -

D“_ETLZ: YOh.etICIm, karar vermeden 6nce alternatif fikirleri yeniden 0.794 0154

gozden gegirir. 0877

D_ETL3: Yoneticim, farkli gorlsleri 6grenmeye c¢alisir. 0.811 0.179

D_ETL4: Yoneticim, sorunlarin ¢éziimiinde yeni yollar énerir. 0.821 0.159

D_ETLS5: Yoneticim, sorunlarin ¢éziimiinde farkl bakis agilari dnerir. 0.833 0.159

Bireysellestirilmis ilgi

D_BIL1: Yoneticim, galisanlariyla bireysel olarak ilgilenir. 0.836 -

D_BIL2: Yoneticim, ¢alisanlarinin gli¢ll yonlerine odaklanir. 0.787 0.072

D_BIL3: Yoneticim, is ile ilgili konulari iyi 6gretir ve bizi iyi yetistirir. 0.723 0.079 0.844

D_BIL4: Yoneticim, hepimizi bireysel olarak tanir. 0.692 0.083

Yénetim inovasyonu 6l¢iim modeli (uyum istatistikleri: x2=13.299, sd=7, x2/sd=1.900, GFl = 0.979, CFl = 0.983, NFI

=0.965, IFl = 0.983, RMSEA = 0.068, p>0.05)

YI1: Kurumumuzda, kurallar ve proseddrler diizenli bir sekilde
yenilenmektedir.

Y12: Kurumumuzda, diizenli bir sekilde yeni yonetim sistemleri
(teknikleri) uygulanir.

Y13: Kurumumuzda, personele yonelik tazmin ve maas politikasi son Ui¢
yil icinde degismistir.

Yl4: Kurumumuzda, departmanlar (birimler-boliimler) icindeki ve
departmanlar arasindaki iletisim kanallari dizenli bir sekilde yeniden
yapilandirihr.

Y15: Kurumumuzda, 6rglt yapisinin belli unsurlari (6rgut yapisi) dizenli
bir sekilde degistirilir.

Y16: Kurumumuzda, kamu kurumlariyla veya diger kurumlarla olan
iliskilerimizin daha etkili bir sekilde yonetilmesi igin sik sik yeni iliski
yontemleri gelistirilir (6rnegin yeni ortakliklar, yeni isbirlikleri gibi).

0.542

0.705

0.341

0.668

0.743

0.793

0.124

0.102

0.109

0.096

0.091

0.794

Not: "Biitiin madde yukleri 0.01 dizeyinde anlamlidir; SD: Serbestlik derecesi.
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Sekil 1: Déniisiimcii Liderlik Davranisi Olgiim Modeli Sekil 2: Yoénetim inovasyonu Olgiim Modeli
D_ETL1
K2y \° — Y2
D_KL3 —
] D_ETL3 —
" ,v\ ) Yénetim
— SND_ETL4 ' inovasyonu
B/ 18 Yi4
gk —
D_ETLS
D_KL6 — YI5
— YI6

IU
=
-
=

o Bl Not. Uyum istatistikleri: x2=13.299; sd=7;

: X2/sd=1.900; GFI=0.979; CFI=0.983;
D_IVL3 [ NFI=0.965; IFI=0.983; RMSEA=0.068; p>0.05

D_IVL4 =52

79

Not. D_KL: Karizma (ideallestirilmis etki); D_IVL: ilham verme
(telkinle gidiileme); D_ETL: Entelektiiel tesvik; D_BIL:
Bireysellestirilmis ilgi liderlik davranisi. Uyum istatistikleri:
X2=354.634; sd=164; x2/sd=2.162; GFI=0.852; CFI=0.921;
NFI=0.864; IFI=0.922; RMSEA=0.077; p<0.01.

3.4. Hipotez Testleri

Arastirmanin hipotezlerini test etmek igin yapisal esitlik modellemesi (YEM) kullaniimistir. YEM sonucunda
model uyum degerlerinin kabul edilebilir sinirlar icerisinde degerler verdigi tespit edilmistir (x2=960.184,
sd=286, x2/sd=3.357, GFl = 0.729, CFl = 0.761, NFI = 0.694, IFl = 0.764, RMSEA = 0.109, p<0.01). YEM sonucu
Sekil 3’te verilmektedir. Sekil 3 incelendiginde; bireysellestirilmis ilgi liderlik davranisinin yonetim inovasyonu
Uzerindeki etkisinin pozitif ve anlamh oldugu gorilmektedir (B = 0.34, p < 0.001). Bu durumda H1d hipotezi
kabul edilmistir. Bununla birlikte ideallestirilmis etki (karizma) liderlik davranisi (B=-0.07, p>0.05), ilham verme
(telkinle gduleme) liderlik davranisi (=0.14, p>0.05) ve entelektiiel tesvik liderlik davranisinin (B=0.05, p>0.05)
ybnetim inovasyonu (izerinde anlamli bir etkiye sahip olmadig tespit edilmistir. Boylece Hla, Hlb ve Hilc
hipotezleri reddedilmistir.
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Sekil 3: YEM Sonucu

|D7ETL1| |D7ETL2| |D7ETL3| |D7ETL4| |D7ETL5|

D_KL1 S5 - 2 e 83

— S e
D_KL3
. @ b
-07 50
i)
"36
69
68
.74
.83

D_KL4

D_KLS
Yi2

D_KL&

Y3

1
Y4

78
=
70
&
D_IvL1 Y5
76 a4
D_IvL2 &) Y16
D_IvVL3 51 @
88
Fa9

D_IVL4

D_IVLS a2 71 78

|D_BIL4| ID_EIIL3| |D_BIL2| |D_BIL1|

Uyum istatistikleri: x2=960.184; sd=286; x2/sd=3.357; GFI=0.729; CFI=0.761; NFI=0.694; IFI=0.764;
RMSEA=0.109; p<0.01.

4. SONUC

Bu calisma, donlsimci liderlik davranisi boyutlari olan ideallestirilmis etki (karizma), ilham verme (telkinle
glduleme), entelektiel tesvik ve bireysellestirilmis ilgi liderlik davranislarinin yénetim inovasyonu Uzerindeki
etkisini arastirmak amaciyla gergeklestirilmistir. Tlrkiye’de bir kamu kurumunda galisan 198 yoneticiden alinan
verilerle gerceklestirilen ¢alismada 6nemli bulgulara ulasilmistir. Déusimsel liderlik davranisi alt boyutlar
arasinda yonetim inovasyonunun en 6nemli belirleyici olarak, bireysellestirilmis ilgi alt boyutunun oldugu tespit
edilmistir. Bununla birlikte diger alt boyutlar olan ideallestirilmis etki (karizma) liderlik davranisi, ilham verme
(telkinle gudileme) liderlik davranisi ve entelektiel tesvik liderlik davranisinin yonetim inovasyonu Uzerinde
anlamli bir etkisi tespit edilememistir.
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ABSTRACT

This research is officially intended to investigate the dynamic alteration relating to the knowledge of management fields, particularly in
responding the unpredictable changes of either internal or external environments. Besides, we employ the quantitative and qualitative
approaches in discovering the triggering factors cause the non-management students conducting their study in the graduate, and post
graduate school of management. We use 80 respondents comprise of 30 students who study in Doctoral program and 50 students from
Master program. This sample is meticulously selected by implementing judgement sampling method and involving students who have
nonlinear background referring to management studies. Hereby, we note that there are various types of reasons from the respondents to
commence their study in management program (Master and Doctoral). These all factors are regarding to students’ decisions, process,
tuition fee, social economics background, motivation, facilities, references, reputations, and the products offered by the service provider.
We inferred that the main factor which makes the management program become more interesting and remarkably growth than the other
fields of study, is relating to its ability in responding the significant changes of internal or external needs of users. Also, the social science
knowledge obviously performs the dynamics alteration in various perspectives, especially in terms of human resource management,
operational and production, marketing, finance, information system, and service sector. Therefore, management program seems to be
more interesting and shows promising progress with respect to the origin of social science.

Keywords: Management, decisions, quality, process, motivation, reputation.
JEL Classification: M10

1. INTRODUCTION

In the recent days, the number of people who wants to conduct their study in school of management is
increasing significantly. It can be seen from the high interest of students who take master and doctorate in
management program as their choice. This phenomenon is also followed by the dynamic alteration of business,
relating to globalization which has offered a wide opportunity for job applicants to work as professionals (Bruce
et al.,, 2010). Besides, self empowerment by participating in educational process can be directed toward
entrepreneurships activity, in which the potential and managerial skill of every individual is optimally explored
to conduct business activity (Fisher et al., 2007).

The development of business widely opens an opportunity in terms of job availability. Hereby the process of
self improvement conducted by job applicants is not limited on the undergraduate level only, but also has
moved to graduate or even postgraduate level. It denotes that people who have good education incline to have
better life future and bigger opportunity of getting the appropriate job. DIKTI (Directorate of higher education
Republic of Indonesia) has revealed that there are more than 1.005 higher education (state and private)
providers which have been focusing their concerns in school of management. DIKTI shows that the increasing
number of department of management is obviously in line with the growing number of master and doctorate
program. In 2014, it is cited that there were 310 graduate programs for master of management and 32
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doctorate programs in management. These programs are separated in two form, namely applied and science
program.

Specifically, DIKTI', Okezone?, and Detik.com® had announced that in May 2014, department of management
had been chosen as the most favorite program in Indonesia following by accouting program, Information and
Technology (IT), psychology, communication, pharmacy, and medical respectively. Further, Wood & Gordon,
(2009) report that scholar who finished their undergraduate program with non management background
actively participate studying about management sciences in graduate program. This phenomenon is triggered
by the necessity of preparation of being a leader in future. Moreover, due to the widely open of career
opportunities, the number of prospective student who has interests with management studies is increasingly
higher. Yeaple, (2010); Dillon et al., (2011) also point out that this path considerably helps the potential
students in determining whether they will continue their study to graduate program or not. They assume that it
is essential for them to add more new insight in regard to managerial skills. The motive is particularly
supported by the need of managerial skills about how to manage people in order to achieve organizational
goals (Cornuel, 2011).

As pointed out by the previous studies, the need of managerial skills is commonly needed by the people who
have strategic position in determining the optimum decision (Latham & Brown, 2006). Management studies are
conjectured to provide the students as decision makers. In particular, the available alternative options of
management studies comprise of financial management, marketing management, operational and production
management, human resource management, and then system information of management. Gupta et al.,
(2007) document that the various options of specific majors will not turn to a difficult challenge for the student
in conducting their study in management studies. Conversely, the dynamic of management studies is obviously
needed for providing each individual with numerous numbers either of soft skills or hard skills. Herewith,
virtually all managerial skills which are commonly needed by the professional focus on the service activity in
public management, and non-profit organization.

The dynamic development of management science provides a great opportunity for college to prepare
prospective students as individuals who can take strategic decisions precisely (Wood & Gordon, 2009; Yeaple,
2010; Linden et al., 2013). Universities as institutions and the providers of education are also getting new
challenges stemming from the needs of stakeholders at the international level. Ritz & Martin, (2013) mention
that until now, market demand and global challenges are the top priorities for school of management in order
to produce competitive outputs. Additionally, Kuipers (2011) adds that the factors such as time changes, the
support of capable human resources, human aspects, the presence of industrial society, the increasing number
of people who has awareness relating to information, globalization, and business competition are the
challenges that must be anticipated by the graduates of school of management.

The high demand with regard to the implementation of business school has been followed by the increasing
challenges faced by graduates. Schools of management are required to provide students with optimum quality
and flexibility to the changing of times and global challenges (Fisher et al., (2007). This study specifically
identifies the factors of what make students with non-management background are attracted to continue their
studies at the graduate level, particularly on master and doctorate program with the specific area of
management studies. In addition, the comparative dynamism in respect to the advance of management
science will be explored, in which this research is also focused to identify and investigate the broadening
development of interest and expectations from students who decide to continue their formal education in
management programs. In order to gain robust result, we employ the judgement sampling technique in
collecting the samples. Also, we use descriptive quantitative analysis and in-depth interview in elaborating the
influencing factors attributing to students’ decision for studying at school of management.

! Data can be retrieved on the official website of Directorate Higher Education on URL page: www.forlap.dikti.go.id

2 News can be retrieved on the on-line media Okezone.com on page: www.kampusokezone.com/read/2014/05/26/373/990241/manajemen-prodi-terfavorit-
di-snmptn-2014.

® News can be accessed on the on-line media Detik.com on page:
News.detik.com/read/2014/05/26/180450/2592871/10/manajemen-jadi-primadona-di-snmptn-ini-daftar-10-jurusan-favorit.

108



Research Journal of Business and Management- RIBM (2016), Vol.3(1) Kamaludin, Usman

The structure of our paper is designed as follows. Firstly, we present the theoretical background to support the
content and elaboration relating to the dynamics and decision making proces to study in management studies.
Secondly, we explain the sampling method, data generation, descriptive analysis about demographical profile
of respondents, and the procedures of correlation analysis of inter-variables used in the study. Thirdly, we
develop the results and discussion regarding to the output. Finally, we comprehensively conclude the finding of
this paper along with the opportunity of developing the future research.

2. LITERATURE SURVEY

2.1. Motivation and Satisfaction Theory

Motivation can be employed as energy, lead to persistence, and enthusiasm in order to conduct a specific task
assigned to someone. Studies on motivation have long earned its own focus, thus providing an appeal to be
elaborated in greater depth. Lussier (1997) reveals that motivation is a hope to achieve a goal. While Robbins
(2007) states that motivation is the result of the interaction between individual in a formal situation, so there is
an attempt to do the same thing in achieving that goal. Procedures taken to achieve these objectives must be
sustained, in which one's motivation in general is derived from organizational goals. Furthermore, Robbin
(2007) also points out that the theory of motivation can be classified into satisfaction theory, and the classical
theory of motivation.

Satisfaction theory or famously known as content theory, is an approach based on the factors of individual
needs and satisfaction that causes someone acting and behave in a certain way. This theory focuses on the
factors comprising of individual’s strengthens, directing, supporting, and decision in stopping certain behavior.
The motive is relating to person's motivation to meet the needs of material and non-material satisfaction
obtained from the results of his work. The level of satisfaction will reflect the spirit of person. Further, Classical
motivation theory as stated by FW Taylor (single needs theory) reveals that an individual is able to meet the
needs and satisfaction of any biological. Herzberg's two factor theory of motivation also reveals that the ideal
motivation can stimulate businesses to perform tasks that can be executed with skills and good opportunities.

2.2. Expectancy for Studying in Graduate School of Management

The concept implemented on the selection process and the decision to commence a program can be associated
with expectancy theory. According Kreitner & Kinicki (2000), motivation is a series of attitudes and values that
can affect individuals to achieve something specific for their intended purposes. Hereby, attitudes and values
are the dimension that are not visible to the human eyes, in which the attitude giving someone the power to
encourage individuals in initiating and directing the behavior toward activity.

Victor Vroom’s expectancy theory (1964) as quoted by Stahl & Harrell (1981) states that individuals tend to act
in a specific way, particularly with the basic expectation that such actions can be followed by results preceded
from certain businesses. The results of these efforts are obviously the main attraction for another people as an
example to follow. Stahl & Harrell (1981) also point out that the expected behavior in a person's work will soon
increase. This results in the positive causal relationships which is implemented and measured by specific
performance.

Moreover, the theory of needs is developed by Maslow (1943). He states that human needs are divided into
five categories which come out into the hierarchy of prepotency, namely (1) Basic needs, related to human
physiological needs including the need for food, beverages, housing and so forth. (2) The need for a sense of
security, related to security concerns of protection and stability. (3) Social needs which are triggered due to the
need for a sense of friendship, kinship, and feeling to be accepted in a group. (4) The need for recognition (self-
esteem), which became one form of manifestation of one's self recognition. Self recognition can be associated
with status, position, confidence, reputation, achievement, appreciation, self-respect, and appreciation. (5) The
need of self-actualization, the manifestation of all forms of self-expression or the potential self-development.
Further, based on the a priori explanation, it is obviously known that consumers will have numerous reasons
for continuing their education with respect to expectancy of studying in school of management.
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2.3. Planned Behavior of Studying in Graduate School of Management

Ajzen (1991) revised the theory of reasoned action (TRA) and replaced it with the theory of planned behavior
(TPB). This theory fundamentally explains that the behavior of an individual is formed by certain ways.
According to Ajzen and Fishbein (1985), attitude and personality of individuals contribute to a particular
behavior only if it is not directly influenced by several factors associated with the behavior. In line with the
concept of TRA, there are three concepts that are related as a determinant of intense as expressed by Ingram
et al., (2000) as follows.

Figure 1: Theory of Reasoned Action Model

[ Attitude

4{ Behavioral Intention ]

[ Subjective Norm

Sources: Fishbein & Ajzen, (1985).

Ingram et al., (2000) explain that TRA model relating to student’s decision to major in management is
associated to several factors namely, 1) Attitude toward the behavior, which leads to the level that is owned by
a person in making decision, and to make the results of the evaluation is favorable or unfavorable to a
behavior, 2). Subjective Norm, is a value that refers to the social pressures faced by an individual to display
certain behavior or decide not to show such behavior, 3). The degree of perceived behavioral control refers to
the ease or difficulty level displaying certain behaviors as well as assumptions made by individuals, who reflect
past experience as an ingredient of anticipation in facing challenge or problems. Further, the concept of TRA
has been extended to TPB as can be seen in Figure 2.

Figure 2: Theory of Planned Behavior
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Sources: Ajzen, (1991).

Seminal studies have been conducted to identify and investigate the behavior of individual consumers,
particularly in making decisions relating to the use of interest toward products or services in education. It is not
a simple activity, and even quite difficult. In this case, Engel et al., (1994) define consumer behavior as activities
that directly involve themselves to acquire, consume, and spent the best product, either goods or services in
education itself. This procedure is including the decision process that precedes the captured activity. Thus, it
can be emphasized that consumer behavior in the field of education is a chain of process.

Furthermore, Kotler (2003) mentions that the attitude tends to be described as evaluation that reflects the
emotional feelings and tendencies to act favorably or unfavorably. In this context, the attitude is consistently
expected to form a pattern or trend of individuals. This is in line with the research as reported by Engle et al.,
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(1994) in which the attitude is defined as thorough evaluation activities that allows individuals to give feed
backs, or responds in a favorable or unfavorable way.

Theoretically, TPB is built as the development of TRA. Dharmesta (2002) demonstrates that TRA implementing
the concept of consumer behavior and buying behaviors which are influenced by the intention of the
individual, the attitude toward behavior, and subjective norms. In particular, TRA is the fundamental concept of
TPB. It explains that attitudes will influence the behavior of a person through a decision-making process which
is conducted carefully and rationally. According to Sihombing (2003), this process impacts on three important
areas, where 1) the behavior is not only influenced by the general attitude, but behavior can also be affected
by a more specific attitude toward an object judged. 2) The behavior of a person is not only influenced by the
attitude, but also influenced by subjective norms. This norm is closely related to the level of a person's beliefs
about what other people want to do. 3) Attitude toward behavior along with subjective norms would include
an intention to behave. According to the theories of TRA and TPB, it can be seen that the intention of acting as
potential students in school of management are strongly shown by the high needs of consumers itself.

3. DATA AND METHODOLOGY

3.1. Sampling and Procedure

This study is a combination of quantitative and qualitative research, in which trying to investigate and identify
the factors that make students with non management background deciding to continue their formal studies at
the graduate school of management. In this regard, respondents are obtained by employing judgment sampling
method, and should have meticulously following these criterion, 1) scholars who enroll their program in master
of management, 2) scholars who have non-management background from their undergraduate program, 3)
scholars who enroll their study in doctorate of management with non-management educational background
either in undergraduate or graduate level. Hereby, we finally obtain 50 respondents from master of
management program and 30 respondents from doctorate of management program who actively study in the
Faculty of Economics and Business, University of Bengkulu.

3.2. Data Generation

The data generation performed in this study is focused by utilizing questionnaires and in-depth interview.
Interview is needed in order to explore and to collect the comprehensive information relating to the factors
that push students to continue their formal studies in the field of management studies. Whereas, the use of the
guestionnaire is intended to quantitatively identify the factors that trigger an individual to continue the formal
study either in master of management of doctorate of management. In addition, the analysis is meticulously
conducted by employing descriptive statistical analysis. Particularly, we measure the mean of every question in
regard to respondents' perception toward the indicators of questionnaire.

In operationalizing the constructs, we adapted a subset of items from Maslow (1943), Vroom’s Expectancy
theories (1964) as quoted by Stahl & Harrell (1981), Ajzen (1991), Ingram (2000), and several adjustments to
Indonesian context. To ensure a high degree of reliability and result validity, the operationalization of the
variables was based on several steps. First, we measure the validity and reliability of indicator by adopting the
Indonesian characteristics. Second, we drop every item which shows invalid indicator in the correlation test
results. Third, we employ 0.70 of Cronbach alpha as the threshold level of reliability test. Lastly, we conduct the
descriptive quantitative analysis by counting the mean of every variable.

Totally, as many as 80 questionnaires were collected from master and doctorate students. The survey was
grouped into two parts. The first part was intended for master students who have non management
background in their undergraduate program (50 questionnaires). The second part was for those who study in
doctorate program and have non management background for their undergraduate and or graduate program
(30 questionnaires). As stated by Cooper & Schindler, (2011) questionnaire is required as data collection
techniques by sending a compilation of questions that needs to be filled by the respondents. Every question
regarding to the employed variables in the questionnaire is equipped with alternative answers. Hereby,
respondents use likert scale from 1 to 5 to indicate their answers. The specific score of each alternative answer
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consists of 1 = Strongly disagree with mean score between 1,00 and 1,80. 2 = Disagree (1,81-2,60), 3 = Neither
agree nor disagree (2,61-3,40), 4 = Agree (3,41-4,20), and 5 = Strongly agree (4,41-5,00).

Moreover, we conduct the data collection by implementing in-depth interview. Interview is a form of verbal
communication that is needed to obtain comprehensive information (Cooper & Schindler, 2011). Interview
method is employed to collect the data, to explore, and to gain depth information about the variables from 10
students at master of management programs, and 10 doctoral students in management program.

3.3. Validity, Reliability Test, Correlation Inter-variables

We acknowledge that the sample size in this study is not large, in which we have 80 respondents as
consolidated samples. Nevertheless, the sample size was sufficiently large for all of the zero-order and multiple
correlations to be statistically significant beyond the 0.05 level, as the reader will soon observe. Some of the
smaller and insignificant partial effect may well have been significant were sample size larger, but it is always
the case that probably faced by many researchers. The result of correlation test by implementing pearson
correlation can be seen as follow.

Table 1: Correlation Table in Consolidated Samples (N=80)

. Pearson Correlation
Variables

DECISION  PROCESS  TUITION  SOSEC_BACK MOTIVATION FACILITY REFERENCE REPUTATION PRODUCT
DECISION R 1
Prob.Sig
PROCESS R 0.616 1
Prob.Sig 0.000
TUITION R 0.408" 03247 1
Prob.Sig 0.006 0.003
SOSEC_BACK R 0.349" 0.240" 03137 1
Prob.Sig 0.002 0.032 0.005
MOTIVATION R 0630 0.737" 0.257 0.242° 1
Prob.Sig 0.000 0.000 0.021 0.030
FACILITY R 03717 0.657" 04217 0.265 0617 1
Prob.Sig 0.001 0.000 0.000 0.043 0.000
REFERENCE R 0271 04217 0.405" 0296 0360 0.548" 1
Prob.Sig 0.023 0.000 0.000 0.008 0.001 0.000
REPUTATION R 0272 0.228 0.398 03517 0375~ 0.278 0.288 1
Prob.Sig 0.025 0.042 0.048 0.001 0.001 0.024 0.044
PRODUCT R 0.460" 0.557" 0.297 0.482" 0.416" 0.445" 0.384" 0.403" 1
Prob.Sig 0.000 0.000 0.030 0.000 0.000 0.000 0.000 0.000

**_ Correlation is significant at the 0.01 level (2-tailed).
*. Correlation is significant at the 0.05 level (2-tailed).
Source: The data was processed, 2014.

We have been conducting the validity and reliability test regarding to the indicators that are used to measure
the specific variables comprise of decision, process, tuition, social economy background, motivation, facility,
reference, reputation, ad product. Our output have passed the validity test and performed the high reliability
with the threshold level in 0.70 Cronbach alpha scores for each variable. Therefore, in order to make sure that
the factors used are relating to the dynamics reasons of prospective students to continue their study in school
of management, we provide the correlation Table for each variable as can be observed on Table 1.

3.4. Demographic Profiles of Respondents

Elaboration relating to the demographic profile of respondents is the basic information about the
characteristics of respondents. Based on the results obtained by performing statistical descriptive analysis, it is
known that all respondents were drawn from master of management and doctorate of management provide
basic information such as the demographical characteristics. The number of respondents who has non-
management educational backgrounds that enrolling master and doctorate program is 80 respondents. The
demographic information processed by employing descriptive analysis can be observed in Table 2 as follow.
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Table 2: Summary Statistic of Respondents’ Demography

Doctorate in Management  Master of Management

Demography Characteristics
Total Total

GENDER Male 14 22
Female 16 28

AGE 20-25 years old 5 11
26-30 years old 11 12
31-35 years old 6 17
36-40 years old 5 5
>40 years old 3

JoB Civil Servant 22 28
Lecturer 8 0
Entrepreneur 13
Professional 9

TENURE 1-5 years old 5 14
6-10 years old 6 13
11-15 years old 8 9
16-20 years old 9 8
>20 years old 2 6

INCOME (IDR) 1-5 Million 11 42
6-10 Million 16 8
11-15 Million 3 0
16-20 Million 0

CITY Bandung 19 4
Bengkulu 5 30
Bengkulu selatan 5
Bengkulu utara 3
Kepahiang 3
Kaur 3
Lubuk Linggau 2

Source: The data was processed, 2014.

4. EMPIRICAL FINDINGS

This study uses nine indicators which reflect the preferences of each respondent in deciding to pursue graduate
program in master and doctorate programs in management. The motive of using nine variables is expected to
be parsimony measuring tool. Therefore, the main objective and focus of consumers can be identified
comprehensively. The nine variables consist of the student's decision in education, the implementation of
educational process, cost of education, socio-economic background, motivation, facilities, references,
reputation, and products.

The most recent phenomenon happening today shows that there is a significant needs about skill improvement
and competences, either in form of hard skills or soft skills. Besides, the needs of industry relating to the
competence of human resources are driven to the rapid economic growth, so that human resources that is fully
loaded with managerial and technical skills is clearly required by the market. Management program in
undergraduate, graduate, and post graduate provide a specific competencies, and a core product that can lead
students to meet the criteria as desired by professional market. Recently, many state and private universities
widely spread throughout Indonesia area and establishing management courses in their institution. In addition,
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the recapitulation of SBNMPN 2014 as reported by okezone.com and detik.com also note management as the
desirable course in Indonesia.

High interest of studying in management program is not only just a phenomenon in undergraduate level, but
many business schools also accept students who pursuing graduate program in management. In fact, their
educational backgrounds are totally different from management studies. For instance, in Master of
Management (MM), Faculty of Economics and Business, University of Bengkulu, many graduate students who
have non-management background are conducting their study in management program. They are obviously
have various backgrounds such as medical, law, social and political science, police academy, institute of
domestic governance, and so forth. Furthermore, there is also a graduate student at the Doctorate program in
management (DIM) who previously studied in medical school, continued to graduate school of public
administration program, and finally decided to study in doctorate program in management. When it is viewed
from the relevance of her field, the student cannot be said having a clear linearity. However, the job condition
demands the student to have managerial and conceptual competence as supporting factors in making strategic
decisions. The compilation of respondents’ perception obtained from the questionnaire can be summarized in
Figure 3 as follow.

Figure 3: Consolidated Output of Respondents Identified from Nine Influencing Factor for Continuing study
in Graduate School of Management
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Source: The data set was processed, 2015.
“Strongly disagree” with mean score between 1,00 and 1,80, “Disagree” (1,81-2,60), “Neither agree nor
disagree” (2,61-3,40), “Agree” (3,41-4,20), and “Strongly agree” (4,41-5,00).

The information provided in Figure 3 reflects that, generally respondents provide high valuation on the decision
(mean score: 4.33) and motivation (mean score: 4.50) to continue their studies at the level of master or
doctoral degree. The Figure is processed by employing consolidated data as the supporting information in
identifying the phenomenon of students who continue their studies with non-management educational
background. Moreover, the phenomenon of fresh graduate students who decide to continue their study in
master program also becomes a new trend. It can be seen from the high interest of students who follow the
selection into master program (see Figure 4).

In line with the research conducted by Thurau et al., (2001) students tend to have a high degree of loyalty to
the institution where they had studied. Also, there is a concern that the high number of scholars who passed
the undergraduate program difficult to find a job. So that, most students decide to continue their studies in
hope of increasing value added and competences. Further, the rapid growth of higher education institutions
tries to attract many students. The segment market of graduate students either in master or doctoral degree is
widely open (Urchick, 2004; Sharabi, 2013). This is in line with the wishes of prospective students who eager to
have competence in accordance with their needs and market conditions. No wonder, even though public
universities are not heavily promoting, but still many students chose to continue their studies in state
universities which have been recognized and have offered resources that can provide good quality services.
This condition is slightly different from the conditions experienced by the private universities. Private colleges
will conduct a vigorous campaign with the hope of meeting target in achieving the desired number of students.
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Information relating to the trend of students who apply and be accepted in the graduate school of
management program from 2008 to 2012 can be observed in Figure 4.

Figure 4: Trend of Magister Management Students Who Followed Selection Procedure
and Passed the Entry Test from 2008 to 2012
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Source: Accreditation Documents of Master of Management Program FEB Unib 2012.

Figure 4 displays the declining trend relating to the number of students accepted from 2008 to 2012.
Meanwhile, the data specifically informs that the public interest to study in master of management programs
tend to be stable. However, not all prospective students could pass and continue their study. Only 50-75
percent on average from the total number of students who participate in the selection process is accepted. This
indicates that quality control is necessarily important.

In accordance to the in-depth interviews with 10 students who enroll in master of management, and 10
doctoral students in management program, the respondents believe that instead of different educational
background, they clearly reveal the decision to continue graduate study in management science is a right
decision. Furthermore, Kass & Grandzol (2012) state that students with non-management background want to
have value added which is different from the competencies acquired during their education in undergraduate
program. For instance, a master degree student who has profession as a doctor decides to study in marketing
management. In this context, the student wants to develop his core competence as a doctor and combining it
with managerial skill, so that the profession as a doctor and his efforts can be well operationalized. By having
the combination between medical insight and managerial skill, the doctor can gain more customers and build a
long term relationship with the customers. Managerial skill was certainly not provided when he took medical
courses, but it can be learn when he continues his study in marketing management studies.

The interviews with respondents also concentrate on extracting information relating to the focus on quality.
Respondents mention that the current condition of good management courses at undergraduate level, master,
and doctoral degree became a consideration when deciding to continue their studies in the field of
management. In general, respondents satisfy with the mean score of reputation as 4.33. It is identified by the
quality of services that meet the expectations of users. Moreover, in line with the findings of Lee et al., (2009)
learning process also helps students to understand more about the content of subjects. This implies that
satisfaction has shown strong correlation between perceptions and expectations. Therefore, competence
which is offered through the curriculum can be delivered properly. These all considerations are conjectured to
trigger the students to choose management program.

If we trace back, management science has been dynamically and quickly developed. This advanced
development brings changes and significant differences time by time. At first, the concept and managerial
ability only focus on how to achieve the determined target, maximizing value, and increasing profit (Hall, 2007).
In the past, Homburg & Furst, (2005) display that targets and objectives can only be obtained by implementing
the concept of mechanistic management. Consequently, the targeted plans cannot be achieved optimally.
However, this phenomenon is no longer exists, this is relevant to the findings of research conducted by
Neumann (2005). He shows that for the nearly decade, doctoral profession or individual who has a PhD in
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social sciences such as law, art, education, and management contribute greatly to the development of science
and the broadening practical insights in Australia.

During its development, management concept has been changed from mechanistic (based on establishing
guidelines) to organic (based on creating favorable internal environment) concept (Homburg & Furst, 2005).
Spencer, 1994 documents that mechanization sometimes is very bureaucratic that makes organization became
less responsive to the spontaneous and flexible environment. However, the development of the concept of
management has become more organic by adopting the theme of Total Quality Management (Lawrence &
McCollough, 2001). Total Quality Management (TQM) is primarily known as a strategic planning which is
flexible to the adjustment of internal and external environment (Aponte, 2011). With this concept, decision-
making process is no longer done with the concept of bureaucratic authoritarianism, but it is made
democratically in order to obtain a lot of input in speeding up the process of learning organization. Thus, the
dynamics relating to the process of management science is attracting a lot of businesses with mean score as
4.39 The desired competencies from graduate students are not only in terms of conceptual improvements, but
also relating to the hard skills and soft skills as required by the market.

Significant development of service sector in the field of educational activities, especially management program
is also conjectured as one of triggering factors of the rapid progress in economy growth. When it is viewed
from the perspective of globalization and the growth of service sector such as universities, the interdisciplinary
education has become a common thing. This development will eventually able to provide pressure on the
competition in the market services (Yeo, 2008; Sharabi, 2013).

Globalization also contributes to the rapid development of science. This trend can be observed from the
alteration of wide variety of industries, such as banking, insurance, aviation, telecommunications, retail,
consultants, and others. Also, alteration is happening on the non-profit organizations such as Non Government
Organizations (NGOs) that needs to be managed with the effective implementation of managerial concepts. As
revealed by Maddzar & Ciron, (2008) government institutions such as hospital and non-profit organizations can
be managed effectively and efficiently when it is handled by individual who has integrity and qualified ability.
The implication of this phenomenon intensively leads to the need of more competent human resources.
Therefore, this factor obviously causes the managerial science become more developed and has experienced
faster adjustments compared to the other disciplines.

Moreover, the invasive growing of management program and the increasing interest of prospective students
provide sufficient supply of competence human resources to labor market. Brand image and brand awareness
with respect to university became a major factor when students deciding to continue their studies. Also, the
result of interviews with respondents reveals that in the industrial and informational era, brand is supposed to
be intangible assets for consumers (Thurau et al., 2001). Brand is an entity that is very crucial as a power in the
arena of market competition. The obtained results from several students in master of management program
reveal that master of management program has shown good brand for its users and consumers. This is proven
by the high rate of absorption of graduates from master of management program in the labor market

Study program of management is considered to accommodate the complexity and the dynamic changes in
socio-economic conditions, political, and cultural with mean score as 3.75. Most of students believe that by
conducting further study in the field of management studies, their analytical skills, decision-making skills, and
the ability to evaluate the implementation of certain policies are getting better. This is supported by the results
of in-depth interviews conducted on bureaucrat in Central Bengkulu district. Respondents said that the study
undertaken by the students during their doctoral degree trains them in terms of analyzing, and implementing
public policy. They realize that such policies should be certainty measured, so it can be useful as basis for
refinement in other strategic policies.

4.1. Discussion and Implication

The theory of expectation as expressed by Robbins (2007) demonstrates that the decision to choose, and do
something closely related to the motivation behind the decision. Motivation is described as a process that
explains the intensity, direction, and persistence of individuals to achieve specific dreams or goals. The
expectations theory itself also became one of factors that affect an individual’s in making decision. The
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tendency to take a particular action is highly dependent on the strength of expectation that inclines to make
the decision itself performing an action as followed by individuals. In line with the motivation expressed in this
theory, maximum efforts will result in an impact and contribute to the good performance (Li & Seale, 2007).
This output will eventually be rewarded in form of rewards or recognition, in which the expectancy theory
focuses on three things, such as business relationships and performance, relationship with the awarded
performance, and awards relation to the objectives and personal goals.

Results of the present study show the theories of motivation, expectancy, TRA, and TPB can increase
understanding with respect to the factors that affect and determine student’s behavior for majoring in
management studies. When all variables were examined simultaneously by employing correlation test, the
output performs the existence of connection between all variables. Even though we did not examine the
causality test, our results have shown that there are various considerations from the prospective students
when deciding to commence their graduate or post graduate study in school of management.

As shown in the results obtained by performing quantitative and qualitative study of the 80 respondents in the
graduate and post graduate students in school of management, we find that the phenomenon of continuing
studies with non-management background to school of management become a new trend. This happens in
particular program such as master of management, and doctorate programs in management. Virtually all of
students who continue their study in these programs argue that management is a type of science which is
positioned in a field of strategic management. Therefore, many people want to learn it as a provision in facing
the problematic situation that is fully loaded of challenges and dilemmas either in profit or non-profit
organizations.

The findings from this study also provide valuable information concerning the dynamics of management
studies. According to Yeo (2008), the management of an organization without proper managerial concept will
lead to the less efficient, less effective, and un-optimal implementation of corporate governance. Thus, the
dynamic development of management science is attracting more prospective students with non-management
background to study in graduate and postgraduate program. Their main motivation to conduct doctoral
program is due to the demands of the profession that requires them to have a doctorate title. Herewith, such a
title would make them able to develop in-depth capacity and capability.

These study results must be interpreted in light of the study’s limitation. Although the response rate obtained
from every respondent was good, given the limited number of specific respondents who take management
studies even though they have no background in management, there were insufficient numbers to examine
causality test among variables employed. In addition, we assumed that the individuals who completed the
survey instruments were the most qualified respondents to answer the question offered.

5. CONCLUSION

This paper specifically presents a more thorough insight of the phenomena associated with desires, motives,
and expectations behind the goals of student with non-management background to continue their study in
school of management. The previous empirical research and the use of questionnaire are still implicitly based
on general investigation of management sciences. Hereby, our study particularly tries to compare between
management sciences and the other fields of science. The results obtained from this study also perform that
decision to continue the study, quality of the delivery in educational services, motivation, and the reputation of
service providers are rapidly changing the essence of knowledge management in building student capacity. We
have argued that a priority consideration must be devising the high interest of the student on graduate
program (Master of Management) and postgraduate program (Doctorate of Management).

In this case study, the summarized management story can be elaborated into two pertinent evidences. Firstly,
we inferred that the main factor which makes the management program become more interesting and
remarkably growth than the other fields of study, is relating to its ability in responding the significant changes
of internal or external needs from the users. Secondly, the social science knowledge obviously performs the
dynamics alteration in many kind of perspective, especially in terms of human resource management,
operational and production, marketing, finance, information system, and service sector. Therefore,
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management program seems to be more interesting and shows promising progress with respect to the origin
of social science.
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