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ONSOZ
Degerli katilimcilar

Tiirkiye’de ilk kez gerceklestirilen Uluslararasi Insan Kaynaklar1 Yonetimi Kongresi (IHRM),
temelleri 1978 yilina dayanan ve koklii bir gelenege sahip olan Kayseri Universitesi ev sahipliginde
gerceklestirilmistir.

Her yil insan kaynaklar1 ydnetimi (IKY) alaninda hem ulusal hem de uluslararas1 diizeyde birgok
degerli bilimsel calisma yapilmaktadir. Bu c¢alismalarin IKY 6zelinde incelenebilecegi ve
tartisilabilecegi bir platform olan Uluslararasi insan Kaynaklar1 Yonetimi Kongresi (UIKY), IKY
alaninda uluslararasi bir kongre olmasi agisindan insan kaynaklar1 alaninda c¢alisan bilim insanlar1
icin biiylik nem tagimis ve ilgi gérmiistiir.

Farkli iilke ve sektorlerden insan kaynaklari uygulama ve fonksiyonlarini igeren bir¢ok ¢aligmanin
sunuldugu 1.UIKY (IHRM) Kongresi, ¢ok sayida akademisyene farkli iiniversitelerden
meslektaslari ile ortak caligsmalar iiretme firsat1 sunmus, yeni akademisyenlerin meslektaslari ile
tanigmasina, akademisyen ruhunu ve disiplinini kazanmasina katki saglamistir.

Gergeklestirilen ve IKYY alaninda iilkemizde ilk uluslararasi kongre olan IHRM nin diizenlemesinde
emegi gegen tiim takim arkadaglarima, desteklerini esirgemeyen kongre danigma kurulu iiyelerine,
bildiri degerlendirme siirecinde 6zveri ile gorev alan hakemlerimize, sunmus olduklari bildirilerle
ve dinleyici olarak katilan tiim konuklarimiza, oturum baskani olarak katki saglayan tiim
hocalarimiza ve gerek online gerekse yliz ylize sunumlari ile kongreye destek veren tim
katilimcilara siikranlarimi sunuyorum.

Ayrica kongremize sponsor olarak destek veren Erciyes Anadolu Holding, Kayseri Organize Sanayi
Bolge Miidiirliigli, Kayseri Sanayi Odasi, Kayseri Biiyiiksehir Belediyesi, Melikgazi Belediyesi,
Talas Belediyesi, Kayseri Erciyes A.S., Yatas Grup, Erkut Insaat, Denk Makine, Teknoform A.S. ve
son olarak Akform Levha’ya ¢ok tesekkiir ediyorum.

Uluslararasi Insan Kaynaklar1 Yonetimi Kongresi’nin daha uzun yillar basariyla gergeklestirilmesi
timidiyle hepinizi saygilarimla selamliyorum.

Prof. Dr. Ebru AYKAN

Kongre Diizenleme Kurulu Bagkani



ONUR KURULU

Gokmen CICEK Kayseri Valisi
Dr. Memduh BUYUKKILIC Kayseri Biiyiiksehir Belediye Baskani
Prof. Dr. Kurtulus KARAMUSTAFA Kayseri Universitesi Rektorii

Mustafa YALCIN Talas Belediye Baskani
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1.ULUSLARARASI iNSAN KAYNAKLARI YONETiMi KONGRESI

KONGRE PROGRAMI
14 Ekim 2023

09:00-09:30 Kongre Kayit
09:30-09:45
UBF Prof. Dr. Ebru AYKAN
Agis Oturumu Ag¢1s Konugmasi rot. Dr. Ebru
Konferans Kongre Diizenleme Kurulu Baskan1
Salonu
09:45-10:15 Agis Miizigi
10:15-10:30 Ara

Prof. Dr. Susanne DURST
Knowledge Risk Management (KRM) — What is it

10:30-12:15 Keynote Speakers /a&bl(;ut and why does it matter in the age of generative
Konferans Agis Paneli Programi Dr. Cesar CARRION
Salonu

Digital Skills Related to Atrtificial Intelligence and
Digital Transformation

12:15-13:30 Ogle Aras

Oturumlar
13.30-14.30 | 1. Oturum (Yiiz yiize) 2. Oturum (Yiiz ylize) 3. Oturum (Online- ing.) 4, Oturum (Online-ing.)
14:30-14:50 Ara
14:50-15:50 | 5. Oturum (Yiiz yiize) 6. Oturum (Yiiz yiize) 7. Oturum (Online) 8. Oturum (Online)
15:50-16:10 Ara
16:10-17:10 | 9. Oturum (Yiiz yiize) 10. Oturum (Yiiz yiize) 11. Oturum (Online) 12. Oturum (Online)
17:10-17:30 Ara

Kapanig Konusmalar1
17:30-18.00 Tesekkiir Belgelerinin / Plaketlerin Takdimi

Devir Teslim Toreni

18:00-21:30 Gala Yemegi

*Oturum programlari asagida listelenmistir.
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OTURUM 1 (YUZ YUZE)

Oturum Baskami: Prof. Dr. Génen ilkar DUNDAR

Oturum Konusu: Giincel Konular

Saat: 13:30-14:30

Salon: UBF Konferans Salonu

1 Dr. Ogr. Uyesi Muharrem AKSU Yetenek Yénetimi Baglaminda Elde Tutma ile ilgili Metaforik

" | Goézde Nur TURIDI Kavramlarin Analizi

Doktora Ogr. Salih OZDEMIR Siirdiiriilebilirlik Performansmin Degerlendirilmesinde Yesil

2. | Dog. Dr. Neslihan DEMIREL Tedarik Zinpiri Yonetimi ve Yesil Insan Kaynaklar1 Yénetimi
Prof. Dr. Tuncay CELIK Arasindaki Iligki
Dog. Dr. Osman Kiirsat ACAR . . . . .

3 . - RV Kariyer Yonetiminde Liyakat Uygulamasi Olarak Degerlendirme
Ars. Gor. Muhammed Y usu Merkezleri: Ozel Sektor Uzerinden Bir Uygulama
ERTEK
Ml e e Giincel Insan Kaynaklar1 Yonetimi Calismalarinda Yetenek

4, Ogr. Gor. Hiiseyin Ozgiir EROL Yonetimi: Biyometrik Analizlerle Gelecekteki Saha Arastirmalari
Dog. Dr. Ahmet YILDIRIM icin Yeni Yonelimler

5. | Dog.Dr. Esin ERTEMSIR IK Analitigi Uygulamalar1 Uzerine Nitel Bir Arastirma

OTURUM 2 (YUZ YUZE) |

Oturum Bagskani: Prof. Dr. Tuncay YILMAZ
Oturum Konusu: Calisma iliskileri
Saat: 13:30-14:30
Salon: iKY Z08
Yargitay Kararlar1 Isiginda Atipik Calisma [liskilerinde Bagimlilik
1. | Ogr. Gor. Dr. Kemal YAVUZ gl%usunuq Ils ve Sosyal Giivenlik Hukuku Mevzuati Kapsaminda
egerlendirilmesi
R . Kayseri” de Temininde Giigliik Cekilen Meslekler ve Bu
2. | Sumeyya KUS GURBEY Mesleklerde Isgiicii Yetistirme Durumu
3. | Ars. Gor. Nesrin KAPLAN IKY Mezunlar i¢in Is Firsatlar1: Kariyer.Net Uzerine Bir Inceleme
YL. Ogr. Rukiye BASKAYA
4. | Dog. Dr. Osman Kiirsat ACAR Evden Calismanin Bireyin Sosyallesmesi Uzerindeki Etkileri
YL. Ogr. Mert KARACAN
Dog. Dr. Seyhan OZDEMIR
5. ) Insan Kaynaklart Yonetimi ve Kirli Ts Tliskisi Uzerine Bir Inceleme
Dr. Ebru DEMIREL
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OTURUM 3 (ONLINE INGILIiZCE)

Oturum Baskani: Dog. Dr. Esra KAHYA OZYIRMIDOKUZ

Oturum Konusu: IK SURECLERI

Saat: 13:30-14:30

Toplanti1 No: 2558 900 2997

Katilim Linki: https://kayseri.webex.com/kayseri- o
tr/j.php?MT1D=m0e4517181db7054719a49a18f933a596 Oturum Sifresi: 46Cs4SEMTGd

Rima Mammadova

Current State Of Human Resource Management at Private Heis in
Azerbaijan

Pjereta AGALLIU

Analysis Of Legal and Practical Aspects of the Vetting Process

Marat Jumanazarov

Turkey, Russia and China are the Main Pillars of The New Eastern
Civilization. And the Central Asia is Center of the New

3 Bolotbek Batilov Civilization
Nevriye Simge Effects of Covid-19 on National Human Resources Policies and
4. OZGULEC Analysis of Transformations in Human Resources Strategies

5. | Yodgarova Muslima

Crisis Management and Human Resource Management: A
Comprehensive Approach

6..| Teodora Franich

HR management and sustainable development

Doktora Ogr. Buket

KILIC
Prpf. Dr. Qlca
SURGEVIL DALKILIC

A Systematic Review Study on the Concept of Human ResourcesAnalytics

OTURUM 4 (ONLINE INGILIZCE) |

Oturum Baskani: Prof. Dr. Ozgiir DEMIRTAS

Oturum Konusu: ORGUTSEL KONULAR

Saat: 13:30-14:30

Toplant1 No: 2556 802 9155

Katilim Linki: https://kayseri.webex.com/kayseri- L
tr/j.php?MTID=m1b31d474b0c28efc86f92abba75afdee Oturum Sifresi: gHWVQ7ghS25

Mr Abdul Wadood

Dr Naveed Saif

1. | Miss Amelia Rubin

The Dynamic Relationship Between Leadership Styles and

Mr. Abner Rubi

Employees Ocb; The Mediational Role of Trust in Leaders

Zaryab Fatima

Zahra Zulfigar

Nida Riaz

Community Dynamics in Co-Working Spaces: A Grounded

2. | Dr. Umair Ahmed

Theory Approach

Rahat Fatima

3. | Blerina GJERAZI

Fostering Workplace Harmony: Promoting Constructive
Employee Communication

4 | Vilma Tubutiené

Assessing The Efficiency Of Performance Appraisal System Of
Public Servants: Multiplicity Aspects

5 | Ramazan Ozkan YILDIZ

Exploring The Impact of Crew Wellbeing on Maritime Safety

Dr. Sunitha V Ganieger

Addressing The Prevalence and Attitude Towards Gender

6. | Ms. Sharadambi G

Stereotyping in Management and Decision Making in An
Organizational Set Up

7. | Prof. Dr. Ozgiir DEMIRTAS

The Relationship between the Power of Human Resource
Management Systems and Voice Behavior
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OTURUM 5 (YUZ YUZE) |

Oturum Baskani: Prof. Dr. A. Asuman AKDOGAN
Oturum Konusu: Dijital IKY

Saat: 14:50-15:50

Salon: UBF Konferans Salonu

Insan Kaynaklar1 Yénetiminde Dijitallesmenin Ayak Sesleri: IK
1. | Dr.Canan YILMAZ Yoneticilerinin IKY 4.0 Algisi

Dr. Gézde KATIRCIOGLU

Prof. Dr. Emel KIZILKAYA
» | AYDOGAN
Dog. Dr. Yilmaz DELICE

Ars. Gor. Ramazan Furkan OZKUL | Dijital Oyunlar ve Temel Motivasyon Kaynaklari: Universite

IK Siireclerinin Dijitallesmesi Kosullarinda Performans
Degerlendirmesi igin Bir Veri Madenciligi Uygulamasi

3 Dog. Dr. Ahmet Sait OZKUL Ogrencileri Uzerine Bir Arastirma
Dr. Ogr. Uyesi Giilcin EROKSAL .
4 | 'LGER Ise Alimda Yapay Zeka Kullanim

. Bilisim ve Yazilim Sektériinde Istihdam ve Mesleki Yeterlilik
5 | YL.Ogr. Anil BEREKET

Uygulamalar Iletisim Teknolojileri

OTURUM 6 (YUZ YUZE) |

Oturum Baskam: Dog¢. Dr. Osman Kiirsat ACAR
Oturum Konusu: IKY de Nitel Calismalar

Saat: 14:50-15:50

Salon: IKY Z08

1. | Doktora Ogr. Merve ERTURK

Prof. Dr. Ebru AYKAN

Ogr. Gor. Sermed DOGAN

Prof. Dr. Harun DEMIRKAYA

3 | Dog.Dr. Esra AYDIN GOKTEPE
Ogr. Gor. Hilal YILDIZ

Doktora Ogr. Onur CATALTEPE Yesil Insan Kaynaklar1 Yonetimi Uzerine Yapilan SSCI

Yonetim Alanindaki Psikolojik Iyi Olus Makalelerinin Vosviewer
Kullanilarak Bibliyometrik Analizi

2. Miitevazi Liderlik: Sistematik Literatiir Taramasi

Cam Metaforu Baglaminda Kariyer Engelleri: Bibliyometrik Bir
Analiz

4 Dog. Dr. Yasemin HARMANCI Makalelerinin Bibliyometrik Analizi
Ars. Gor. Hande KARAKOC Tiirkiye’de Turizm Sektdriinde 2013-2023 Yillar1 Arasinda insan
5. Kaynaklar1 Yonetimi ile ilgili Yapilan Caligmalar:

Dog. Dr. ibrahim DURAK

Bibliyometrik Bir Analiz




OTURUM 7 (ONLINE)

Oturum Baskani: Dog. Dr. Esin ERTEMSIR
Oturum Konusu: GUNCEL CALISMALAR |
Saat: 14:50-15:50 Toplanti No: 2553 227 0112
Katihim Linki: https://kayseri.webex.com/kayseri-
tr/j.php?MTID=mb54c5baff4ce2c606603dcc1011770814 Oturum Sifresi: Q8HrFDjDQ83
1. | Kiibra Nur SAHIN Insan Kaynaklarinda Dijital Déniisiimiin Kamu Sektériine Etkisi
2 | Dr.Ogr. Uyesi Abdurrahman PIPRECIA Yéntemi ile Yesil insan Kaynaklar1 Y6netimi
YILDIZ Faaliyetlerinin Onceliklendirilmesi
Ars. Gor. Caner GUNAYDIN
3 | Prof. Dr. Vala Lale TUZUNER Gitmek Mi Zor Kalmak M1?
Prof. Dr. Gonen Ilkar DUNDAR
4 Selin MALKAYA Insan Kaynaklar1 Yénetimi Uygulayicilar Perspektifinden Endiistri
Dog. Dr. Ece KUZULU 4.0: Nitel Bir Arastirma
G7 Ulkelerinin Kiiresel Yetenek Rekabetciliginin Kritik-Mairca
5. | Dog. Dr. Fulya ZARALI Yontemiyle Degerlendirilmesi
6 Dr. Ogr. Uyesi Abdurrahman LBWA Yontemi Kullanilarak Kurumsal Bagliligi Artiran
" | YILDIZ Faaliyetlerin Siralanmasi

OTURUM 8 (ONLINE) |

Oturum Baskam:: Dog¢. Dr. Ahmet YILDIRIM
Oturum Konusu: GUNCEL CALISMALAR I
Saat: 14:50-15:50 Toplant1 N0:2551 442 2264
Katihm Linki: https://kayseri.webex.com/kayseri-
tr/j.php?MT1D=m3470ce9179d6e0bbe884fhdf27fd4248 Oturum Sifresi: z326Can3Mdh

Dr. Ogr. Uyesi Selma Tiirkiye'de Insan Kaynaklar1 Yatirimlar1 ve Siirdiiriilebilir Biiyiime
1. | BUYUKKANTARCI TOLGAY Arasindaki liski

Sosyal Teorinin Insan Kaynaklar1 Yénetimi Arastirmalar Igin

2. | Prof. Dr. Fuat MAN Sundugu Olanaklar: Norbert Elias ve “Uygarlik Siireci”

Dr. Aysegiil ELMIN Insan Kaynaklar1 Yénetiminde Popiiler Bir Yaklagim Olarak
3 Ior. Tugba ULASTIRAN Calisan Deneyimi

Doktora Ogr. Halide YARAR Covid-19’un “Is-Yasam Dengesi” Calismalarina Etkisinin
4" | Prof. Dr. Altan DOGAN Icerik Analiziyle incelenmesi

Prof. Dr. Suayyip CALIS

Dr. Ogr. Uyesi Sule AYDIN

TURAN _ Standardizasyon ve Profesyonellesme: ISO’nun IKY Standartlari
5. | Dr. Ogr. Uyesi Sevgi DONMEZ Uzerine Bir Degerlendirme

MAC
6. | Hillya HANCERKIRAN Insan Kaynaklarinda Kisisel Verilerin Korunmasi

xi




OTURUM 9 (YUZ YUZE)

Oturum Bagkani: Prof. Dr. Duygu KIZILDAG

Oturum Konusu: IKY Fonksiyonlari

Saat: 16:10-17:10

Salon: UBF Konferans Salonu

Dog. Dr. Osman Kiirsat ACAR Insan Kaynaklari Yénetiminin Bir Fonksiyonu Olarak Insan
1. | Ogr. Gér. Miizeyyen Bilge Kaynaklari Planlamasi: Ozel Sektérde Insan Kaynaklari Planlamasi
CIRAGOZ Uzerine Nitel Bir Calisma
2 Prof. Dr. Ebru AYKAN Isletmelerde Ucret ve Hizmet I¢i Egitim Sistemlerinin
YL. Ogr. Tugce SOYMAZLUMO Calisanlarinis Tatminleri Uzerine Etkisi: Kayseri'de Bir Alan
Calismasi
Prof. Dr. Ebru AYKAN Is Saglig1 ve Giivenligi Uygulamalarinin Calisan Performansini
3 Etkisi Uzerine Kayseri ilinde Bir Arastirma
YL. Ogr. Buse Yildiz KOCER y $
Doktora Ogr. Nimet
4 ELMACIOGLU Dematel Yontemi ile Lojistik Sektériinde Personel Segiminde
Dog. Dr. Neslihan DEMIREL Etkili Olan Kriterlerin Degerlendirilmesi
Prof. Dr. Oguz OCAL
5 YL.Ogr. Ayse DUZ Egitim ve Gelistirme Faaliyetlerinin Calisanlarm Orgiitsel
" | Dr.Ogr. Uyesi Giil KARAKUS Bagliligina Etkisi: Otomotiv Sektoriinde Bir Arastirma

OTURUM 10 (YUZ YUZE)

Oturum Baskam: Prof. Dr. Ilhan EGE

Oturum Konusu: IKY’de Orgiitsel Caligmalar

Salon: IKY Z08

Saat: 16:10-17:10

YL. Ogr. Betiil AKSOYLU
1. [Prof. Dr. Ebru AYKAN

Sefkat Yorgunlugunun Is ve Yasam Tatminleri Uzerindeki Etkisi

2. | Prof. Dr. ilhan EGE

Insan Kaynaklar1 (IK) Doniisiimii: IK'da Yapay Zeka
Uygulamalari

YL. Ogr. Tugba MARASLI

Dog. Dr. Ebru SONMEZ
KARAPINAR

Is Giivencesizliginin Isgorenotivasyonu ve Performansina Etkileri:
Tibbi Satig Temsilcileri Uzerine Bir Arastirma

Prof. Dr. Harun DEMIRKAYA
Ogr. Gor. Burcu YILDIZ

Doktora Ogr. Semra ERENER
4. | OZALCIN
Doktora Ogr. Hakan OZTURK

Insan Kaynaklarinda Sessizligin Yankilari: Orgiitlerde Sessiz Istifa
Fenomeninin Anatomisi
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OTURUM 11 (ONLINE)
Oturum Bagkam: Dog. Dr. Seyhan OZDEMIR

Oturum Konusu: IKY FONKSIYONLARI

Saat: 16:10-17:10

Toplant1 N0:2558 723 5400

Katihim Linki: https://kayseri.webex.com/kayseri-
tr/j.php?MTID=mba37c8d7d83clda8hae8428cc5119d8d

Oturum Sifresi: 3mUxgnaNF75

Uluslararasi Insan Kaynaklar1 Y 6netimindeki Gelismelerin Ulusal

Prof. Dr. Mine Afacan Findikh

1. | Ogr. Gor. Hacer ORUN KAVAK Insan Kaynaklar1 Yonetimine Etkisi: Son Gelismeler Uzerine
Teorik Bir Inceleme
2. | Dr. Ertugrul YAZAR Ce.t.hsap Deneyimi Dezavantajli Gruplarm Insan Kaynaklart
YoOnetimi
YL. Ogr. Giilsenem Aleassa
3 | Dr.Ogr. Uyesi Burgin CETIN Farkli Calisma Stillerinin Calisan Performans: Uzerindeki EtKisi
KARABAT
4 Beste UZUN Orgiitsel Kariyer Planlamasinin Calisan Motivasyonuna Etkisi:
Dog. Dr. Ece KUZULU Uretim Sektorii Uzerine Bir Arastirma
5 Dr. Ogr. Uyesi Gozde Morgiil Proaktif Kisilik ve Is Performans1 Arasindaki iliskide Algilanan

Istihdam Edilebilirligin Moderatér Rolii

OTURUM 12 (ONLINE)

Oturum Bagkam: Dr. Ogr. Uyesi Muharrem AKSU

Oturum Konusu: ORGUTSEL CALISMALAR

Saat: 16:10-17:10

Toplant1 No: 2551 758 8650

Katilim Linki: https://kayseri.webex.com/kayseri-
tr/j.php?MTID=m0c1c4c8d4a7bd45f778fed4f960e52ca

Oturum Sifresi:m7hYPhCWu36

Ogr. Gor. Dr. Giilsah VURAL
OZKAN
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Sosyal Teorinin insan Kaynaklar1 Yonetimi Arastirmalari icin Sundugu Olanaklar:
Norbert Elias ve “Uygarhk Siireci”

Opportunities Presented by Social Theory for Human Resource Management Research: Norbert Elias
and “The Civilizing Process”

Prof. Dr. Fuat MAN
Sakarya Universitesi - ORCID: 0000-0002-7135-8320

OZET

Norbert Elias, tarihin genis bir perspektiften ele alindiginda, belirli bir yone dogru degistigine inanir.
Bati toplumlan baglaminda Elias, bu degisim egilimi “Uygarlasma Siireci” olarak adlandirir. Elias
baglamda, orta ¢agdan 19. yiizyila kadar saray toplumundaki gorgii ve sosyal davramislardaki
degisikliklere odaklanarak davranislarin giderek daha zarif hale geldigini gosterir. Elias, basyapiti olan
Uygarlagsma Stireci kitabinda bu doniisiimiin dinamiklerini agiklamaya c¢aligir. Elias, analizini hem
sosyolojik hem de psikolojik temellere dayali olarak yapar, nitekim bu iki disiplinin 6nemini de kitabin
alt bagliginda vurgular. Elias, teorisini makro bir baglamda sunsa da kavramlari, orgiit ¢aligmalarinda ve
insan yonetimi aragtirmalarinda kullanilma potansiyeli tagir.

Elias, teorik ¢ercevesinde merkezilesme egilimlerini ve artan kesisimleri temel unsurlar olarak tanimlar.
Ona gore, bir yanda vergilendirme yoluyla ulus-devletlerin olusumuna bagli olarak siddet kullanimi
tizerindeki tekellesme merkezilesmeye yol agmis, diger yanda dogal ekonomiden para ekonomisine
gecisle vurgulanan islevsel boliinme ve bunun sonucunda artan karsilikli bagimlilik, uygarlasma
stirecinin gelisimini beslemistir

Bu c¢alismada, Elias’in teorisinin insan kaynaklar1 yonetimi tarihindeki belirli gelismeleri yorumlamak
icin nasil uygulanabilecegini gostermeye calisacagim. Ozellikle, Bruce E. Kaufman’in IK yonetimi
tarihini a¢iklamak i¢in kullandig1 degiskenler kiimesinin bir parcasi olan devlet diizenlemelerini (ve
uluslararas1 diizenlemeleri) Elias’in teorisindeki merkezilesme egilimlerinden biri olarak yeniden
gozden gecirecegim. Bu sekilde, insan kaynaklar1 yonetiminin erken donemlerinde bir meta olarak
goriilen ve ele alinan insan unsurunun, uygarhk siirecinin bir yansimasi olarak ana akim giincel IKY
sOyleminde bir degere doniistiiglinii gdstermeye ¢alisacagim.

Anahtar kelimeler: Norbert Elias, uygarlik siireci, figiirasyon, 1KY tarihi

ABSTRACT

Norbert Elias believes that when viewed from a broad perspective, history tends to have a certain
direction. In the context of Western societies, Elias refers to this tendency as the “Civilizing Process”.
In this context, he focuses on the changes in etiquette and social behaviour within the court society from
the Middle Ages to the 19th century, demonstrating that behaviours gradually became more refined. In
his magnum opus, The Civilizing Process, Elias attempts to elucidate the dynamics of this
transformation. He conducts this analysis based on both sociological and psychological foundations, and
the significance of these two disciplines is emphasized in the subtitle of the book. Although Elias
presents his theory in a macro context, his concepts can be applied to organizational studies and research
in human management.

Elias identifies certain centralization tendencies and increasing intersections as fundamental elements
in his theoretical framework. According to him, on one hand, the monopoly on the use of violence
associated with the formation of nation-states through taxation has led to centralization, while on the
other hand, the functional division highlighted by the transition from a natural economy to a monetary



economy and the consequent increase in interdependencies have nourished the development of the
civilizing process.

In this study, I will attempt to demonstrate how Elias’s theory can be applied to interpret certain
developments in the history of HRM. Specifically, I will re-examine state regulations (and international
regulations), which are one of the variables in Bruce E. Kaufman’s set of variables used to explain the
history of HRM, as one of the centralization tendencies in Elias’s theory. Thus, I will endeavour to show
that in the early stages of HRM history, where humans were viewed as commodities, they have now
become a value in mainstream HRM as a reflection of the civilizing process.

Keywords: Norbert Elias, Civilizing Process, Figuration, HRM History



Insan Kaynaklan Analitigi Kavramma Ozgii Bir Sistematik Derleme Cahsmasi

A Systematic Review Study on The Concept of Human Resources Analytics

Doktora Ogrencisi Buket Kilig
Dokuz Eyliil Universitesi - ORCID: 0000-0002-4407-500X
Prof. Dr. Olca SURGEVIL DALKILIC
Dokuz Eyliil Universitesi - ORCID: 0000-0002-7667-8104
OZET

Bu calismada insan kaynaklar1 yonetimi ve teknoloji alanlarimi bir araya getiren Insan Kaynaklari
Analitigi (IK Analitigi) kavrammin literatiirde Insan Sermayesi Analitigi, Insan Analitigi, Is Giicii
Analitigi, Yetenek Analitigi, IK Metrikleri gibi farkli tanimlamalarla nasil ele alindigini ortaya koymak
amaciyla sistematik derleme calismasi gerceklestirilmistir. Google Scholar ve Scopus veri tabanlari
kullanilarak yapilan aragtirmada 1998-2022 yillar arasinda gerceklestirilen 106 makale incelenmis olup
kavramsal ¢erceve, odak alani, kullanilan analiz yontemleri, y1l ve iilke bazli dagilimlar analiz edilmistir.
Bu calisma kapsaminda IK Analitigi ile ilgili kavramsal biitiinliik saglanmas1 adma mevcut durum
hakkinda 6nemli ¢iktilar sunulmasi 6ngdriillmektedir.

Anahtar Kelimeler: insan Kaynaklar1 Analitigi, IK Analitigi, IK Metrikleri, Sistematik Derleme

ABSTRACT

In this study, a systematic review study was carried out to reveal how the concept of Human Resources
Analytics (HR Analytics), which brings together the fields of human resources management and
technology, is handled in the literature with different definitions such as Human Capital Analytics,
People Analytics, Workforce Analytics, Talent Analytics, HR Metrics. In the research conducted using
Google Scholar and Scopus databases, 106 articles published between 1998-2022 were examined and
the conceptual framework, focus area, analysis methods used, year and country-based distributions were
analyzed. Within the scope of this study, it is considered to present important outputs about the current
situation in order to ensure conceptual integrity regarding HR Analytics.

Keywords: Human Resources Analytics, HR Analytics, HR Metrics, Systematic Review



Giincel insan Kaynaklar1 Yonetimi Calismalarinda Yetenek Yonetimi: Biyometrik Analiz
ile Gelecekteki Saha Arastirmalan I¢in Yeni Yénelimler

Talent Management in Current Human Resource Management Studies: New Directions for Future
Field Research with Biometric Analysis

Ogr. Gor. Hiiseyin Ozgiir EROL
Isparta Uygulamali Bilimler Universitesi - ORCID: 0000-0003-1212-9285
Dog¢. Dr. Ahmet YILDIRIM
) Siileyman Demirel Universitesi - ORCID: 0000-0002-1208-071X
OZET

Teknolojideki yenilikler, COVID-19 pandemisi, kiiresellesme, artan rekabet ve benzeri gibi durumlar
pek cok alanda koklii degisimlere, yeniliklere ve farklilagmalara neden olmaktadir. Orgiitlerin degisen
ve gelisen bu olgularla kiiresel bir 6l¢ekte basa ¢ikabilmesi ve rekabet avantajini elde edebilmesi igin
cagin gerekleri dogrultusunda insan degerini pro-aktif bir sekilde yonetmelidir. Ciinkii Endiistri 4.0 ve
Toplum 5.0 gibi koklii degisim ve doniisiimlerin yaninda kiiresel ¢aptaki salgin hastaliklar (COVID-19
gibi) ile verimliligin ve daha fazla kazanmanin yolunun makinalardan ge¢medigini insan-makine
etkilesiminin son derece 6nemli oldugu diisiincesi bir kez daha gdzler oniine serilmistir. Degisen calisma
kosullari, yeni nesil is modelleri ve insan odakliligin giderek daha fazla 6n plana ¢ikmasi orgiitlerin
insan kaynaklar1 yonetimi birimlerini daha da 6nemli hale getirmistir. Dahas1 ise alim, kariyer yonetimi,
performans degerleme, motivasyon, egitim ve gelistirme, Odiillendirme ve yiikselme gibi farkh
fonksiyonlarinin yaninda yetenek yonetimi uygulamalarinin da insan kaynaklari yonetiminin odak
noktasmi olusturmasi ydnetimi organizasyonel baglamda kritik bir noktaya getirmektedir. Ozellikle
dijitallesmenin de etkisiyle yetenek yonetimi kavrami, veri bilimi, yetenek analitigi, IK analitigi gibi
konularla sikca dile getirilmekte ve boylece hem is diinyasinda hem de akademide kavrama yonelik ilgi
giderek artmaktadir. Bu durumda insan kaynaklar1 ydnetimi pro-aktifligini ve gilincelligini
koruyabilmesi ve/veya siirdiirebilmesi igin yetenek yonetimi faaliyetlerini efektif bir sekilde
uygulamalidir. Rekabet avantaji saglamada; yeni yeteneklerin kesfedilmesi, ise alinmasi, icerideki ve
yeni ise almman insan degerinin egitilmesi, kariyer gelisimlerinin saglanmasi ile performanslarinin
optimum hale getirilmesi i¢in yetenek gelistirme faaliyetlerinin gerceklestirilir ve bu durum
yeteneklerden en verimli sekilde yararlanilmasi icin isletmeleri yetenek savasina yoneltmistir. Bu
baglamda insan kaynaklar1 yonetimi orgiitlere rekabet avantaji saglamak i¢in insan degerinden stratejik
olarak tam manastyla yararlanmali ve bu dogrultuda is faaliyetlerini, siireclerini ve i modellerini hizli
ve derinlemesine doniistiirerek uluslararasi nitelikte bir yetenek yonetimi ile igerdeki ve disaridaki insan
degerinin yetkinliklerini ve becerilerini iyi bir sekilde analiz etmelidir. Sonug olarak orgiitlerin ihtiyag
duydugu yeteneklerin orgiitte ¢ekilmesi veya elde tutulmasi rekabet avantaji saglamakta ve boylece iyi
bir yetenek yonetimi ile elde tutulan yetenekler orgiit igin biiyiik farklar yaratabilmektedir. Buradan
hareketle bu calismada, giincel insan kaynaklar1 yonetimi baglaminda yetenek ydnetiminin mevcut
durumunu belirlemek i¢in bibliyometrik analiz yontemi kullanilarak literatiir incelenmis ve bdylece
gelecekteki alan arastirmalari igin yeni yonler ortaya konmustur.

Anahtar Kelimeler: Yetenek Yonetimi, Insan Kaynaklari Y&netimi, Dijitallesme, Veri Bilimi,
Uluslararasi Yetenek Yonetimi

ABSTRACT

Innovations in technology, COVID-19 pandemic, globalization, increasing competition, and similar
situations cause radical changes, innovations, and differentiation in many fields. For organizations to
cope with these changing and developing phenomena on a global scale and gain competitive advantage,
they must proactively manage human value in line with the requirements of the age. Because, in addition



to radical changes and transformations such as Industry 4.0 and Society 5.0, global epidemics (such as
COVID-19), have once again demonstrated that achieving efficiency and earning more is not through
machines, but that human-machine interaction is extremely important. Changing working conditions,
new-generation business models and the increasing prominence of human orientation have made human
resources management units of organizations even more critical. Moreover, talent management practices
constitute the focal point of human resources management in addition to its different functions such as
recruitment, career management, performance appraisal, motivation, training and development,
rewarding and promotion brings management to a critical point in the organizational context. Especially
with the impact of digitalization, the concept of talent management is frequently mentioned with topics
such as data science, talent analytics, HR analytics, and thus, interest in the concept has gradually
increased both in the business world and in academia. In this case, human resource management should
effectively implement talent management activities in order to maintain and/or sustain its pro-activity
and currency. In providing competitive advantage; talent development activities are carried out to
discover and recruit new talents, train the internal and newly recruited human value, ensure career
development and optimize their performance, and this situation has led businesses to the war for talent
in order to make the most efficient use of talent. In this context, to provide a competitive advantage to
organizations, human resource management should make full use of human value strategically, and in
this direction, it should rapidly and deeply transform business activities, processes, and business models,
and analyze the competencies and skills of internal and external human resources with an international
talent management. As a result, attracting or retaining the talents needed by organizations provides
competitive advantage, and thus, the talents retained through good talent management can make a big
difference for the organization. Therefore, this study examines the literature using bibliometric analysis
to determine the current state of talent management in the context of contemporary human resource
management, and thereby identifies new directions for future research in the field.

Keywords: Talent Management, Human Resources Management, Digitalization, Data Science,
International Talent Management



Insan Kaynaklar1 Yénetiminde Dijitallesmenin Ayak Sesleri: IK Yéneticilerinin IKY 4.0
Algisi

Foot Sounds of Digitalization in Human Resources Management: HR Managers' Perception of HRM
4.0

Dr. Canan YILMAZ
Sakarya Universitesi = ORCID: 0000-0003-2618-3215

OZET

Endiistri 4.0 ile insan kaynaklarinin igleri artan oranda makineler tarafindan yapilir hale gelmektedir. Bu
durum is diinyasinin yapisal degisimine neden olmaktadir. Endiistri 4.0 etkisiyle insan kaynaklar
yonetimi 1KY 4.0 kavramina evrilmektedir. Ancak 1K yéneticilerinin IKY 4.0 kavrami hakkinda
algisinin ne oldugu herhangi bir arastirmaya konu edilmedigi goriilmiistiir. Bu kapsamda calismanin
amact; IKYY 4.0’a gegis tecriibesi olan IK yoneticilerinin Endiistri 4.0 etkisiyle olusan IKY 4.0 algilarim
belirlemektir. Calismada calisan sayisinin ¢ok olmasi bakimindan ISO 500 listesinde yer alan Endiistri
4.0’a gecis yaptiklarini ilan eden 12 igletmenin insan kaynaklar1 ydneticisiyle yar1 yapilandirilmig
miilakatlar gergeklestirilmistir. Elde edilen verilere nitel yonlendirilmis icerik analizi yapilarak
bulgulara ulasgilmigtir. Elde edilen bulgularin veri gorsellestirilmesi MAXQDA 2020 ile
gerceklestirilmistir. Calisma sonucunda IK yéneticilerinin IKY 4.0 ile ilgili dzellikleri bildikleri ancak
tam anlamini bilmedikleri; IKY 4.0’a gecis yapilmis olmasina ragmen isletme, insan kaynaklar1 ve 1K
yoneticilerinin heniiz hazir olmadig: tespit edilmistir. IKY 4.0’a gegisin maliyet, teknoloji benimseme
zorlugu, is kaybi korkusu, insan kaynaklarini gecise ikna zorlugu ve yetenek ¢ekme konusunda giicler
barindirmasina ragmen maliyet avantaji, insan kaynaklarina kendini gelistirerek 6ne ¢ikma sans1 ve IK
yoneticilerine yetenekli kisileri yonetme kolaylig1 sagladigi belirlenmistir. Bu avantajlar yaninda IKY
4.0 maliyet olusturma, is kayb1 ve yetenekleri elde tutmada zorluklar1 gibi dezavantajlara sahip oldugu
goriilmektedir. Son olarak IKY 4.0 igin biitge, insan kaynaklarmin kendini gelistirerek sisteme uyum
saglama istegi ve IK yoneticilerinin tiim bu yenilikleri 6grenmesine gerek oldugu goriilmiistiir. Endiistri
4.0’m gerekliligi olarak ortaya ¢ikan IKY 4.0 bazi dezavantajlar getirse de genel anlamda sagladig1
faydalar nedeniyle gecis zorluklarina katlanilmasi gereken bir siire¢ gibi goriinmektedir.

Anahtar Kelimeler: IKY 4.0, Endiistri 4.0, IK Y&netici Algist

ABSTRACT

Industry 4.0 causes structural change in the business world. With the influence of Industry 4.0, HRM is
evolving into HRM 4.0. In this context, the aim of the study is To determine the HRM 4.0 perceptions
of HR managers who have experience in transition to HRM 4.0, formed by the influence of Industry
4.0. The study conducted semi-structured interviews with the HR managers of 12 businesses that
declared their transition to Industry 4.0, which is on the ISO 500 list. Findings were reached by
performing qualitative-directed content analysis on the data obtained. Data visualization of the findings
was carried out with MAXQDA 2020. As a result, it was determined that HR managers knew the features
of HRM 4.0 but did not know its whole meaning. Although the transition to HRM 4.0 has been made, it
has been determined that business, employees, and HR managers are not yet ready. HRM 4.0 has cost,
difficulty in adopting technology, fear of job loss, difficulty in convincing employees to transition, and
difficulties in attracting talent. At the same time, it has been determined that a cost advantage, a chance
to stand out by improving themselves, and ease of managing talented people. HRM 4.0 has
disadvantages such as cost creation, job loss, and difficulties retaining talent. It has been seen that there
is a need for a budget, the desire of employees to adapt to the system by improving themselves, and the
need for HR managers to learn all these innovations.

Keywords: HRM 4.0, Industry 4.0, HR Manager Perception



Exploring the Impact of Crew Wellbeing on Maritime Safety
Dr. Ramazan Ozkan YILDIZ
ORCID: 0000-0002-4382-2480

ABSTRACT

The purpose of this qualitative research is to look at the link between crew wellbeing and maritime
safety in the shipping industry. Human resource management practices (HRM) is crucial in safeguarding
seafarers' physical and psychological health, which directly influences their performance and, as a result,
the safety of maritime operations. This study intends to obtain insights into the numerous elements that
affect crew wellbeing, the techniques employed by shipping companies to promote it, and its effect on
the overall safety culture at sea via in-depth interviews and content analysis. This study is expected to
provide numerous major conclusions based on preliminary research and qualitative data obtained. The
first thing to consider is how a variety of factors, including working conditions, social interactions, and
access to support services, would affect crew wellfare in the shipping industry. Second, the research
might reveal the tactics and activities used by shipping corporations to solve these issues and enhance
crew wellbeing. Furthermore, the study is anticipated to emphasize the relevance of crew wellbeing in
improving maritime safety, perhaps demonstrating a link between enhanced wellbeing and fewer
accidents or incidents at sea. Finally, the research may highlight areas where shipping industry HRM
practices may be changed to better support seafarers' physical and mental health, ultimately contributing
to a safer and more efficient maritime environment. The results of this research may be used to influence
HRM practices and regulations in the shipping industry, thereby ensuring safer and more sustainable
shipping operations.

Keywords: Human Resources Management (HRM), Employee Wellbeing, Maritime Safety, Qualitative
Methods, Shipping Industry.
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Insan Kaynaklar1 Yonetimi ve Kirli Is Iliskisi Uzerine Bir inceleme
A Review on Human Resource Management and The Dirty Work Relationship

Dog. Dr. Seyhan OZDEMIR
Siileyman Demirel Universitesi - ORCID: 0000-0002-3530-6689

Ogr. Gor. Dr. Ebru DEMIREL
Nevsehir Hac1 Bektas Veli Universitesi - ORCID: 0000-0001-50730683
OZET

Bu ¢alismanin amaci, insan kaynaklar1 yonetimi ile kirli is iliskisini ele almaktir. Ashforth vd. (2007)
kirli isleri ahlaki, fiziksel ve sosyal olarak tige ayirmistir. Ahlaki kirli is, toplumun bireyin yaptig1 isi
ahlaki olarak dejenere edici, etik olmayan veya aldatmaya dayanan meslekler olarak tanimlamasini ifade
etmektedir Fiziksel kirli is, yapilan isin somut bir sekilde kirlenmeyi gerektirmesini, atik, ¢op veya
toprakla galigilma gibi unsurlari ifade etmektedir. Sosyal kirli is meslek sahibinin igini icra ederken
calismak zorunda oldugu bireylerin toplum tarafindan damgalanmis, dislanmis ve Gtekilestirilmis
kimseler oldugunu ifade etmektedir. Buna gore bu ¢aligmada kirli is konusu mesleki ¢ergevede insan
kaynaklar1 yonetimi agisindan ele alimustir. Insan kaynaklar1 yonetimi meslegi genel itibariyle kirli is
olarak diistinlilmemektedir. Fakat bu meslek ister ise alim sirasinda maas pazarlig1 yapmak olsun, ister
kurulus i¢in calisgan maliyetini diigirmek olsun, ister yOnetimin insanlari isten ¢ikarma kararini
aciklamak olsun, IK her zaman kirli isi yapabilmektedir. Ornegin Dick (2005), insanlar1 'isten
¢ikarmanin' veya onlara kotii haber vermenin ahlaki agidan siipheli bir gérev ve kirli is 6rnegi oldugunu
belirtmistir. Bu baglamda IK isinin sosyal ve ahlaki agidan kirli bir is olarak kavramsallastirilabilecegini
diisiinmekteyiz. Bu calisma ile kirli isi, insan kaynaklar1 meslegi alanindaki ¢alismalara entegre etme
ihtiyac1 vurgulanmaktadir.

Anahtar Kelimeler: Kirli Is, insan Kaynaklar1 Y&netimi, Ahlaki Kirlilik, Sosyal Kirlilik, Alg1

ABSTRACT

The aim of this study is to address the dirty work relationship with human resources management.
Ashforth et al. (2007) divided dirty work into three categories: moral, physical, and social. Moral dirty
work refers to the fact that society defines the work done by the individual as morally degenerating,
unethical, or deceptive professions. Physical dirty work refers to the fact that the work done requires
concrete pollution, and refers to elements such as working with waste, garbage, or soil. Social dirty work
means that the individuals who must work while performing their jobs are people who are stigmatized,
excluded, and marginalized by society. Accordingly, in this study, the issue of dirty work is discussed in
terms of human resources management within the professional framework. The human resources
management profession is generally not considered dirty work. However, HR can always do the dirty
work, whether it is negotiating a salary at the time of hiring, reducing the cost of employees for the
organization, or explaining the management's decision to fire people. Dick (2005), for example, noted
that 'firing' people or giving them bad news is a morally dubious task and an example of dirty work. In
this context, we think that HR business can be conceptualized as a socially and morally dirty business.
This study emphasizes the need to integrate dirty work into studies in the field of the human resources
profession.

Keywords: Dirty Work, Human Resource Management, Moral Dirtiness, Social Dirtiness, Perception



Yaratic1 ve Yenilikci is Davramislarinin Gelistirilmesinde Kapsayic1 Liderligin Rolii
The Role of Inclusive Leadership in Development of Creative and Innovative Work Behaviors

Ogr. Gor. Dr. Giilsah Vural Ozkan

Istanbul Bilgi Universitesi - ORCID: 0000-0002-2996-2823
OZET
Bu calismanin temel amaci kapsayici liderlik olarak adlandirilan giincel pozitif liderlik tarzinin ve
boyutlarinin ¢alisanlarin yaratici ve yenilik¢i davranislart iizerindeki etkilerini incelemektir. Bunula
birlikte, yaratici ve yenilik¢i is davraniglarinin gelistirilmesinde baglamsal faktorlerin 6nemine dikkat
¢ekmeyi ve kapsayici liderligin Tiirk kiiltiirlindeki etkilerini incelemyi hedeflemektedir. Arastirmanin
degiskenlerini 6lgmek i¢in Carmeli, Reiter-Palmon ve Ziv (2010) tarafindan gelistirilen Kapsayici
Liderlik Olgegi ve De Jong ve Den Hartog (2010) tarafindan gelistirilen Yenilik¢i Is Davranisi Olgegi'nin
Tiirkce formlar1 (Vural Ozkan, 2016) kullamlnustir. Calisma grubunu Istanbul'daki 13 farkli sektdrde
calisgan 311 beyaz yakali olusturmaktadir. Demografik veriler tanimlayici istatistiklerle incelenmis,
aragtirma hipotezlerini test etmek icin Pearson korelasyon analizi ve basit regresyon analizi
kullanilmigtir. Sonug¢ olarak calisanlarin yaratict ve yenilikgi ¢aligma davraniglarinin liderlerin
kapsayiciligindan etkilendigi tespit edilmistir. Kapsayici liderligin ii¢ alt boyutu karsilastirildiginda,
liderin acikliginin yaratici is davraniglar iizerinde en yiiksek etkiye sahip oldugu goriiliirken liderin
ulasilabilirliginin yenilik¢i i davranislari {izerinde en yiiksek etkiye sahip oldugu saptanmustur.
Anahtar Kelimeler: Pozitif Liderlik, Kapsayic1 Liderlik, Yaratic1 Is Davranislari, Yenilikgi is
Davranislari

ABSTRACT

The main purpose of this study to is to examine the effects of a contemporary positive leadership style
named inclusive leadership and its dimensions on creative and innovative behaviors of workers. The
study aims to provide support to the importance of contexual factors in development of creative and
innovative work behaviors. It also aims to extend our knowledge of positive leadership and examine
inclusive leadership and its effects in Turkish culture. Turkish forms (Vural Ozkan, 2016) of Inclusive
Leadership Scale developed by Carmeli, Reiter-Palmon ve Ziv (2010) and Innovative Work Behavior
Scale developed by De Jong ve Den Hartog (2010) are used to measure the variables of the study. The
sample consists of 311 white collar workers from 13 different working areas in Istanbul. Demographic
data is examined by descriptive statistics and Pearson correlation analysis and simple regression analysis
are conducted to test the hypotheses. As a result, it is found that employees’ creative and innovative
work behaviors are effected by leaders’ inclusiveness. Among three dimensions, openness of the leader
has the highest effect on creative work behaviors and the accessibility has the highest effect on
innovative work behaviors.

Keywords: Positive Leadership, Inclusive Leadership, Creative Work Behaviors, Innovative Work
Behaviors



Evden Cahsma Yonteminde Bireyin Sosyallesmesi Uzerindeki Etkileri

The Effects of Working from Home on The Socialization of The Individual
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OZET

Teknolojinin gelismesiyle birlikte caligma sistemi ve kosullar1 da degismeye baslamistir. Kol giiciinden
beyin giiciine gecilmis, bilgi cagina ulasilmistir. Ozellikle de Covid-19 salgini ile birgok firma ve sirket,
caligma sistemlerini degistirip evden ¢alisma sistemine gecerek mevcut durumu firsata ¢evirmistir.
Bunlarin basinda da hizmet sektdriinde yer alan telefon ve internet lizerinden yapilan isler gelmektedir.
Evden calismanin bireye ve ekonomiye sagladigi avantajlar yaninda, dezavantajlart da vardir. Bunlar
literatiirde yapilan arastirmalarla birlikte 6rneklendirilerek daha anlagilir hale getirilmektedir. Bununla
birlikte is hayatinda “sosyallesme” konusu ekseninde tekrar ele alinmistir. Birey, sosyal bir varliktir ve
sosyallesme olmadan da var olabilmesi pek miimkiin degildir. Evden c¢alisma yonteminin g¢alisanlar
tizerindeki sosyal hayata etkileri nitel bir arastirma ile ¢ok yonlii olarak incelenmistir. Sosyolojik bir
perspektifle ele alinan evden calisma yontemi, c¢alisanlarin ig-yasam dengesini anlamak i¢in miilakat
tekniginden faydalanilarak gergeklestirilmistir. Miilakatlarda kartopu Orneklem yoOnteminden
faydalanilmistir. Bu ¢alisma ile evden calisan kisilerin sosyal hayata ne kadar dahil olabildiklerini ve
calisganlarin ne kadar sosyallesebildiklerini tespit etmeyi amaclamaktadir. Arastirma, bir
telekomiinikasyon sirketi olan Isparta 32Net Call Center ¢alisanlari ile en az bir yil deneyimli 20-35 yas
araligindaki kisilerle yapilmistir. Elde edilen verilerin analizinde 2020 Maxqda programi kullanilarak
igerik analizi yapilmistir. Aragtirma sonucunda, evden ¢aligmanin is gorenlere bir¢ok avantaj sunmasina
ragmen, calisanlar tarafindan sosyallesme acisindan olumsuz degerlendirildigi ortaya ¢ikmistir.

Anahtar Kelimeler: Evden Calisma, Esnek Calisma, Cagr1 Merkezi, Sosyallesme

ABSTRACT

With the development of technology, working systems and conditions have also begun to change. There
has been a transition from manual power to brain power and the information age has been reached.
Especially with the Covid-19 epidemic, many companies have switched to working from home and
turned the current situation into an opportunity. The most important of these are jobs done over the
internet in the service sector. Working from home has both advantages and disadvantages for the
individual and the economy. One of these is the issue of socialization. The individual is a social being
and it is not possible for him to exist without socialization. The current research aims to determine to
what extent employees working from home can participate in social life. The working from home
method, considered from a sociological perspective, was carried out by using the interview technique to
understand the work-life balance of employees. The snowball sampling method was used in the
interviews. The research was conducted with employees of Isparta 32Net Call Center, a
telecommunications company. In the analysis of the data obtained, content analysis was performed using
the 2020 MAXQDA program. As a result of the research, it was revealed that although working from
home offers many advantages, it is evaluated negatively in terms of socialization.

Keywords: Working from Home, Flexible Working, Call Center, Socializing
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Insan Kaynaklarinda Sessizligin Yankilari: Orgiitlerde Sessiz istifa Fenomeninin
Anatomisi

Echoes of Silence in Human Resources: The Anatomy of Quiet Quitting in Organizations
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OZET
Kiiresel salgin ve biiyiik istifa dalgasinin ardindan 'sessiz istifa' kavrami insan kaynaklar1 alaninda
giderek daha fazla dikkat ¢ekmektedir. Bu calisma, sessiz istifanin, tarihgesini ve oOrgiitlerdeki
yansimalarini derinlemesine incelemektedir. Sessiz istifanin kokenleri, orgiitsel sessizlik metaforlarina
dayanmaktadir; bu, ¢alisanlarin bilgi, goriis veya endiselerini saklama eylemi olarak tanimlanir ve bu,
zamanla sessiz istifaya kadar evrilen bir siiretir. Ozellikle, sessizlik metaforu ile ilgili diger kavramlarin
orgiitlerdeki yansimalar1 ve sessiz istifanin orgiitlerdeki gelisimi hakkinda bilgiler sunmaktadir. Sessiz
istifanin orgiitlerdeki yayginligi, psikolojik ve orgiitsel nedenleri, bu olgunun bireysel ve kurumsal
sonuclar1 gibi konular, bu ¢aligmanin ana odagini olusturmaktadir. Calismada orgiitlerde 6liimciil bir
hastalik gibi sinsice yayilan sessiz istifanin sadece personelin isten ayrilmasi anlamina gelmedigi, ayni
zamanda organizasyon iginde gozle goriliir bir baglilik ve motivasyon kaybi yarattigi da bilinmektedir.
Bu nedenle sessiz istifa olgusu iiretkenligi etkileyebilecegi, personel devir hizin1 artirabilecegi ve zehirli
bir ¢aligma ortami olusturabilecegi i¢in, insan kaynaklari profesyonelleri ve orgiit yoneticileri tarafindan
dikkatle izlenmesi gerekmektedir. Bu durum Oncelikle biitiin yoneticilerin sessiz istifa konusunda
duyarli ve bilingli olmalarini zorunlu kilmaktadir.

Derinlemesine literatiir aragtirmasi yontemi ile yiiriitiillen bu ¢alismada sessiz istifay1 tanilayabilmek,
etkili bir sekilde ele alabilmek ve listesinden gelebilmek i¢in uygulanabilecek stratejiler ve ¢oziim yollari
tartisilmaktadir. Calisma, 'sessiz istifa' kavraminin gesitli boyutlarini ele alirken, isyeri kiiltiirii, liderlik
tarzi ve calisanlarin kariyer beklentileri gibi faktorlerden de ne sekilde etkilendigini ortaya koymaktadir.
Calismanin temel amaci, sessiz istifa ve sessiz protesto, sessiz kriz, sessizlik spirali, sessiz engel vb.
diger sessizlik metaforlar ile ilgili kavramlar hakkinda mevcut bilgi birikimine katkida bulunmayz,
sessizlik dinamiklerini anlamak ve calisanlarin seslerini ifade etme yeteneklerini ve istekliliklerini
artirmak, bu dogrultuda stratejiler gelistirmek icin uygulayicilara farkindalik olusturmayi
amaglamaktadir. Bu oldukga gereklidir ¢iinkii insan kaynaklar1 yonetimin, genellikle goz ardi edilen
ancak kritik dneme sahip bu kavrami ele almasi, organizasyonlarin siirdiiriilebilir basaris1 i¢in oldukca
onemlidir.

Keywords: Sessiz istifa, Orgiitlerde Sessizlik, Insan Kaynaklar1 Yo6netimi, Orgiitsel Davranis, Calisan
Baglilig1, Uretkenlik, Sessizlik.

ABSTRACT

After the global pandemic and the wave of mass resignations, the concept of 'quiet quitting' has
increasingly drawn attention in the field of human resources. This study delves deeply into the history
and implications of quiet quitting in organizations. Its origins lie in organizational silence metaphors,
defined as employees withholding information, opinions, or concerns, a behavior that has evolved over
time into quiet quitting. The study provides insights into other silence metaphors in organizations and
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the development of quiet quitting. It focuses on its prevalence, psychological and organizational causes,
and its individual and institutional consequences.The research reveals that quiet quitting, spreading
insidiously like a lethal disease in organizations, signifies not just an employee's departure but also a
noticeable decline in commitment and motivation. Therefore, given its potential to impact productivity,
increase turnover, and create a toxic work environment, it demands careful monitoring by HR
professionals and organizational leaders. This necessitates heightened awareness and understanding of
the phenomenon among all managers.

Through an in-depth literature review, the study discusses strategies to diagnose, address, and overcome
quiet quitting. It also sheds light on how various factors, such as workplace culture, leadership styles,
and employee career expectations, influence the concept of quiet quitting. The primary objective of this
study is to contribute to the existing body of knowledge on concepts related to 'quiet quitting' and other
metaphors of silence such as silent protest, silent crisis, silence spiral, and silent barrier. It aims to
understand the dynamics of silence, enhance employees' ability and willingness to express their voices,
and to raise awareness among practitioners by developing strategies in this direction. This is crucial
because the concept, often overlooked by human resources management, holds critical importance for
the sustainable success of organizations.

Keywords: Quiet Quitting, Silence in Organizations, Human Resources Management, Organizational
Behavior, Employee Engagement, Productivity, Silence.
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Calhisan Sesinin Olusturulmasi: Kimya Sektoriinde Bir Uygulama

Establishing Employee Voice: An Organizational Intervention in Chemical Industry
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Istanbul Bilgi Universitesi - ORCID: 0000-0002-2996-2823
OZET
Calisan sesi kurumsal basarinin 6nemli bir pargasidir ve calisanlarin fikirlerini, Onerilerini ve
endiselerini paylasmalarina olanak tanir. Ayn1 zamanda sirketin is hedeflerine ulasmasinda da biiyiik
onem tasimaktadir. Bu ¢aligmada uluslararasi bir kimya firmasinda ¢alisan sesinin duyulmasi igin bir
sistem kurulmasi hedeflenmektedir. Calismanin amaci, yeni satin alinan sirketlerin kiiltiirel
entegrasyonu kapsaminda ¢alisanlarin goériislerinin resmi bir 6neri ve geri bildirim sistemi kurarak
siireglere dahil edilmesini saglayacak, calisanlarin fikir ve geri bildirimlerini paylagsmalarini tesvik
edecek bir proje gelistirmektir. Katilimer bir kurum kiiltiirii olusturmak amaciyla yola ¢ikan bu siiregte
proje, yoneticilerle birebir goriigmelerle baglamistir. Bu toplantilarin ardindan tiim sirket ¢alisanlarinin
gruplar halinde bir araya gelerek atdlye caligmalar1 tasarlanmis ve bu atdlyelerde calisanlardan proje
Onerileri olusturmalari istenmistir. Birgok yaratici proje Onerisi ortaya ¢ikmis ve 8 ¢alisanin katilimiyla
yiiriitiilen odak grup ¢alismalari ile bir dneri sistemi tasarlanmigtir. Bu sistem kapsaminda calisanlarin
fikirlerini paylasmalarina olanak saglanmasi ve kazanan fikirlerin 6diillendirilmesi yer almaktadir.
Projenin kalan calisanlara tanitilmasinin ardindan degerlendirmelerini almak amaciyla agik uglu
sorulardan olusan bir anket uygulanmistir. Ankete toplam 64 kisi katilmis ve tiim calisanlardan ¢ok
sayida olumlu geri doniis alinmistir.
Anahtar Kelimeler: Calisan Sesi, Calisan Geribildirimi, Orgiitsel Miidahale.

ABSTRACT

Employee voice is a crucial part of organizational success and allows employees to share their ideas,
suggestions, and concerns. At the same time, it is of great importance in achieving the company’s
business goals. In this study, it is desired to establish an employee vioce system in an international
chemical company. The aim of the study is developing a project that will ensure that the views of
employees are included in the processes within the cultural integration of the newly acquired companies
by establishing a formal suggestion and feedback system and encouraging employees to share their ideas
and feedback. In this process, which set out to create a participatory corporate culture, the project started
with one-on-one interviews with the managers. After these meetings, workshops were designed by
coming together in groups with all company employees and they were asked to create projects in these
workshops. Many creative project suggestions emerged and a suggestion system was designed with
focus groups conducted by particapation of 8 employees. The scope of the project includes allowing
employees to share their ideas and rewarding the winner ideas. After promoting the project to the
remaining employees, a survey with open-ended questions was conducted to take their evaluations. A
total of 64 people participated in the survey and many positive feedbacks were received from all
employees.

Keywords: Employee Voice, Employee Feedback, Organizational Intervention.

13



Insan Kaynaklar Yénetiminin Bir Fonksiyonu Olarak insan Kaynaklar1 Planlamasi:
Ozel Sektorde insan Kaynaklari Planlamasina Yonelik Nitel Bir Calisma

Human Resource Planning as a Function of Human Resources Management: A Qualitative Study on
Human Resource Planning in the Private Sector
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OZET

Insan kaynaklar1 planlamasi, insan kaynaklari yonetiminin fonksiyonlarindan biri olmakla birlikte hem
0zel sektorde hem de kamu sektdriinde dogru kisiyi dogru sekilde istihdam etmek, ihtiyag duyulan
personeli temin etmek, organizasyonda etkinlik ve verimliligi artirmak amaciyla kullanilmaktadir. Bu
calismanin amact 6zel sektorde insan kaynaklar1 planlamasinin yapilip yapilamayacagini nitel bir
yontemle Olgmektir. Literatiirde insan kaynaklar1 planlamasina iligskin ¢aligmalar incelendiginde bu
alanda nicel yontemlerin kullanildigi calismalar olmasina ragmen nitel yontemlerin kullanildig
caligmalarin sayisinin azinlikta oldugu goriilmiistiir. Nominal grup teknigi kullanilarak gerceklestirilen
bu caligmada, 6zel bir grup sirketinin farkli birimlerinde gorev yapan ve en az 10, en ¢ok 25 yillik
deneyime sahip 13 katilimei ile 3 oturum gergeklestirilmis ve her birimde ihtiya¢ duyulan personel sayisi
ele alinmigtir. Birinci oturumda mevcut durum degerlendirilmis, ikinci oturumda her katilimcidan
ifadeler alinarak fikir aligverisinde bulunulmus, uzman goriisleri ile desteklenmis ve {iglincii oturumun
sonunda 230 olan mevcut personel sayisinin azaltilmasi gerektigi ve gereksiz is yiikiiniin ortadan
kaldirilmasi igin 194 personelin yeterli olacagi belirtilmistir.

Anahtar Kelimeler: insan Kaynaklar1 Yonetimi, Insan Kaynaklar1 Planlamasi, Nominal Grup Teknigi

ABSTRACT

Although human resources planning is one of the functions of human resources management, it is used
in both the private and public sectors to employ the right person in the right way, to supply the needed
personnel, and to increase the effectiveness and efficiency in the organization. The purpose of this study
is to measure with a qualitative method whether human resource planning can be done in the private
sector. Studies on human resource planning in the literature were examined, and although there were
studies using quantitative methods in this field, it was seen that the number of studies using qualitative
methods was in the minority. In this study, conducted using the nominal group technique, 3 sessions
were held with 12 managers working in different units of a private company and the number of personnel
required in each unit was discussed. In the first session, the current situation was evaluated, in the second
session, statements were taken from each participant, ideas were exchanged, supported by expert
opinion, and at the end of the third session, it was concluded that the number of personnel, which was
230, should be reduced and that 194 personnel would be sufficient to eliminate unnecessary workload.

Keywords: Human Resource Management, Human Resource Planning, Nominal Group Technique
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Kariyer Yonetiminde Liyakat Uygulamasi Olarak Degerlendirme Merkezleri: Ozel
Sektor Uzerinden Bir Uygulama

Assessment Centers as A Merit Application in Career Management: An Application Through the
Private Sector

Dog. Dr. Osman Kiirsat ACAR
Siileyman Demirel Universitesi - ORCID: 0000-0002-1961-645X

Muhammed Yusuf ERTEK
Siileyman Demirel Universitesi - ORCID: 0000-0001-8167-7723
OZET

Insan kaynaklar1 yonetimi (IKYY), bir sirket ile ¢alisan1 arasinda olusan is sdzlesmesinin dncesinde,
stiresince ve sonrasindaki siiregleri planlamak, uygulamak, kontrol etmek ve birtakim risklere yonelik
onlem almak gibi baz1 gorevleri yerine getirir. Kariyer yonetimi bu faaliyet alanlarindan yalnizca biridir.
Kariyer yonetimi ile ¢alisanin kariyer yolunun belirlenmesi, kariyer bilgisinin genisletilmesi ve dogru
ise dogru kisinin se¢ilmesi gibi siiregler ifade edilir. Kariyer yonetimi siirecinde bugiin, 6nemli
unsurlardan biri, giiniimiiz piyasasinda yer alan degerlendirme merkezleridir (assessment centrer).
Sirketler, egitim ve gelisim ihtiyaglarinin belirlenmesi, kurum i¢i acgik pozisyonlara kurum igi veya
disindan en uygun adaylarin sec¢ilmesi gibi hizmetleri, degerlendirme (assessment) yontemi ile
degerlendirme merkezlerinden (assessment centers) liyakatl bir sekilde alabilmektedir. Nitekim liyakat,
dogru ise dogru kisinin se¢ilmesini ifade etmektedir. Boylece kariyer yonetiminde liyakatin ve
degerlendirme (assessment) yonteminin ortak paydada bulustugu sdylenebilir.

Bu ¢aligma ile piyasada gergeklestirilen degerlendirmelere benzer bir uygulama, 2023 yili temmuz,
agustos ve eyliil ayinda bir sirket i¢in gerceklestirilmistir. Uygulamanin yapildig1 sirket biinyesinde bir
aligveris merkezi, otel, akaryakit istasyonu, diiglin/kongre salonu ve bir¢cok market barindirmaktadir. Bu
sirkette, sirketin unsurlar1 arasinda koordinasyon ve yOnetim saglayacak yeni bir yonetici pozisyonu
tahsis edilmistir. Bu yeni pozisyon icin sistemli bir degerlendirme (assessment) uygulamasi
gergeklestirilmistir. Degerlendirmenin katilimcilari kurum igi personellerdir. Degerlendirme agamalari
tasarim ve planlama, uygulama ve lojistik ile degerlendirme asamasidir. Oncelikle yeni tahsis edilen
yOnetici pozisyonu i¢in gerekli rol ve sorumluluklar tespit edilmistir. Ardindan bu rol ve sorumluluklara
uygun davranig 6zellikleri belirlenmistir. Bu davranig ve sorumluluklar gézlemeye uygun bir test sinavi
yapilmis, is planlamasi sorunu iretilmis ve Ornek vakalar gelistirilmistir. S6z konusu vakalar
katilmeilarla paylasildiktan sonra kurum ici personellerden olusan on dokuz kisi ile grup ¢alismasi
yiiritilmistiir. Katilimcilarin vakaya iligkin ¢éziim bulma yontemleri, grup igci iletisimleri ve grup igi
davraniglar pasif danigmanlarca gézlenmistir. Sonrasinda yapilan gozlemler somut ¢ikarimlar halinde
rapora doOnistiiriilmiistir. Bu raporun sonucunda belirlenen dort kisi ile birebir goriismeler
gerceklestirilmistir. Ardindan sirkete sunulmak {izere yeni tahsis edilen yonetici pozisyonu i¢in uygun
olan adaylara iligskin nihai bir rapor hazirlanmistir. Bu rapor sirket i¢in baglayici olmayip yalnizca bir
oneri mahiyetinde sirket yonetimine sunulmustur. Ardindan rapor sonucuna gore tavsiye edilen ile sirket
tarafindan goreve getirilen aym kisi olmustur. Boylece gerceklestirilen degerlendirme siirecinin bagarili
oldugu sonucuyla birlikte, kariyer yonetiminden degerlendirme (assessment) siirecinin kalitesi ve
etkinliginin saglanabilmesine yonelik birtakim sonuglara varilmistir.

Anahtar Kelimeler: Liyakat, Grup Calismasi, Kariyer Yonetimi, Kadrolama, Segme
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ABSTRACT

Human resources management (HRM) performs some tasks such as planning, implementing, controlling
the processes before, during and after the employment contract between a company and its employee
and taking precautions against certain risks. Career management is only one of these areas of activity.
Career management refers to processes such as determining the employee's career path, expanding
career knowledge and selecting the right person for the right job. Today, one of the important elements
in the career management process is the assessment centers in today's market. Companies can receive
services such as determining training and development needs and selecting the most suitable candidates
from within or outside the company for open positions within the company, from assessment centers
through the assessment method. As a matter of fact, merit means selecting the right person for the right
job. Thus, it can be said that merit and assessment method meet on a common ground in career
management.

In this study, an application similar to the assessments carried out in the market was carried out for a
company in July, August and September 2023.The company where the study was carried out has a
shopping mall, hotel, fuel station, wedding/congress hall and many markets. In this company, a new
manager position has been allocated to ensure coordination and management among the elements of the
company. The evaluation stages are design and planning, implementation and logistics, and assessment.
First of all, the necessary roles and responsibilities for the newly allocated manager position were
determined. Then, behavioral characteristics appropriate to these roles and responsibilities were
determined. A test exam suitable for observing these behaviors and responsibilities was made, a business
planning problem was created and sample cases were developed. After the cases in question were shared
with the participants, a group study was conducted with nineteen in-house staff. The participants'
methods of finding solutions to the case, their intra-group communication and intra-group behavior were
observed by passive consultants. The observations made afterwards were turned into a report in the form
of concrete inferences. One-on-one interviews were held with four people identified as a result of this
report. A final report was then prepared regarding the candidates suitable for the newly allocated
managerial position to be presented to the company. This report is not binding for the company and is
presented to the company management only as a recommendation. Then, according to the results of the
report, the person recommended was the same person appointed by the company. Thus, with the
conclusion that the assessment process was successful, some conclusions were reached regarding
ensuring the quality and effectiveness of the assessment process in career management.

Keywords: Merit, Group Work, Career Management, Staffing, Selection
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Uluslararasi Insan Kaynaklar1 Yonetimindeki Gelismelerin Ulusal insan Kaynaklar
Yonetimine Etkisi: Son Dénem Gelismeleri Uzerinden Teorik Bir inceleme

The Effect of Developments in International Human Resources Management on National Human
Resources Management: A Theoretical Review on Latest Developments

Ogr. Gor. Hacer ORUN KAVAK
Mehmet Akif Ersoy Universitesi - ORCID: 0000-0003-3298-0827

OZET

Bu caligmada ulusal ve uluslararasi insan kaynaklari yonetimi alanindaki literatlir taranarak
organizasyonlarda ulusal ve uluslararas1 insan kaynaklar1 yonetiminin kavramsal bir ¢erceve ile ortaya
konulmast amaglanmistir. Giinlimiizde yasanan yogun rekabet ortami, teknolojinin gelismesi,
dijitallesmenin artmasi, sinirlarin ortadan kalkmasi, ayrica degisim ve gelismelere uyum saglayabilmek
amaciyla, organizasyonlart daha fazla uluslararasi alanda faaliyet gostermeye zorlamaktadir.
Organizasyonlarin faaliyetlerinin uluslararasi alana yayilmasi insan kaynaklar1 yonetimi, yap1 ve siireg
olarak da organizasyonlarin degisimlerinin ve gelisimlerinin gerekliligini gostermektedir. Uluslararasi
alanda faaliyet gOsteren ya da faaliyet gostermeyi planlayan organizasyonlarin insan kaynaklar
yonetiminin temelinde, farkli sosyokiiltiirel, ekonomik, yasal ve politik faktorleri degerlendirme
becerisi, uluslararasi strateji ve yapilarin uyumunu saglamak i¢in insan kaynaklar1 yonetimi
uygulamalar1 yer almaktadir. Uluslararasi insan kaynaklar1 yonetimi, organizasyonun amaglarina
ulasmasina katki saglayan en degerli varligi olan c¢alisanlarin kapsamli olarak stratejik yonetimini ve is
tutarliligini diizenleyen bir yaklasimdir. Ulusal ve uluslararasi diizeydeki insan kaynaklar1 yonetiminde,
faaliyet gosterilen iilke, calisan c¢esitliligi, insan kaynaklar1 yonetimi ve fonksiyonlarinda farkliliklar
goriilmektedir. Bu ¢alisma ile ulusal ve uluslararasi insan kaynaklar1 yonetimi teorik olarak incelenerek
kapsamli bir sekilde son donem gelismelerinin ulusal ve uluslararasi insan kaynaklar1 yonetimine etkisi
aciklanmustir.

Anahtar Kelimeler: Uluslararasi Insan Kaynaklar1 Yonetimi, Ulusal Insan Kaynaklar1 Y énetimi

ABSTRACT

In this study, national and international human By scanning the literature in the field of resource
management, it is aimed to present national and international human resources management in
organizations with a conceptual framework. Today's intense competitive environment forces
organizations to operate more internationally in order to adapt to changes and developments, as well as
the development of technology, increased digitalization, and the disappearance of borders. The spread
of the activities of organizations to the international arena shows the necessity of changes and
development of organizations in terms of human resources management, structure and process. The
basis of human resources management of organizations operating or planning to operate internationally
is the ability to evaluate different sociocultural, economic, legal and political factors, and human
resources management practices to ensure the harmony of international strategies and structures.
International human resources management is an approach that regulates the comprehensive strategic
management and business consistency of employees, who are the most valuable asset of the organization
that contributes to achieving its goals. In human resources management at national and international
levels, there are differences in the country of operation, employee diversity, human resources
management and functions. In this study, national and international human resources management is
examined theoretically and the impact of recent developments on national and international human
resources management is explained comprehensively.

Keywords: International Human Resources Management, National Human Resources Management.
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Sefkat Yorgunlugunun Is ve Yasam Tatminleri Uzerindeki Etkisi

The Effect of Compassion Fatigue on Job Satisfaction and Life Satisfaction

YL. Ogrencisi Betiil AKSOYLU
Kayseri Universitesi - ORCID: 0000-0001-8870-2995
Prof. Dr. Ebru AYKAN
Kayseri Universitesi - ORCID: 0000-0003-3537-5235
OZET

Bu ¢alisma kronik hastaligi olan bireylere bakim veren ve bir bagkasinin travmasini dolayli yoldan
yasayarak travmatize olan saglik caligsanlarinin yasadigi sefkat yorgunlugu kavramindan ve bunun
sonucunda sefkat yorgunlugunun, calisan psikolojisinde yaygin olarak incelenen iki kavram olan is
tatmini ve yasam tatminine etkilerinin arastirilmasi amaciyla diizenlenmistir.

Arastirmada veri toplama araci olarak, anket kullanilmistir. Caligmada 231’1 kadin, 91’1 erkekten olusan
ve Kayseri’de ikamet eden 322 saglik calisan1 katilimcidan veri toplanmistir. Aragtirmada kullanilan
anket formunda ilk bdliimde katilimcilarin demografik 6zelliklerini (cinsiyet, yas, medeni hal, egitim
diizeyi) belirlemeyi hedefleyen dort soru, diger boliimlerde ise 5 diizeyli Likert tipi puanlama
kullanilarak “Sefkat Yorgunlugu Olgegi, Minnesota Is Tatmini Olcegi ve Yasam Tatmini Olgegi olmak
lizere li¢ boyuta iliskin ifadeler bulunmaktadir.

Literatiirde ig tatmini ve yasam tatmini arasinda anlamli bir iliski oldugunu gosteren ¢ok sayida aragtirma
vardir. Anket sonuglarindan edinilen bulgulara gore, i tatmini ve yasam tatmini arasinda pozitif ve
anlamli bir iligki bulunurken; beklenilenin aksine, sefkat yorgunlugu ile is tatmini ve yasam tatmini
arasinda anlamli bir iligki tespit edilememistir.

Anahtar Kelimeler: Sefkat Yorgunlugu, s Tatmini, Yasam Tatmini

ABSTRACT

This research was made to investigate the concept of compassion fatigue experienced by healthcare
professionals who care for individuals with chronic diseases and who care traumatized by indirectly
experiencing someone else’s trauma and as a result, the effects of compassion fatigue on individuals job
satisfaction and life satisfaction, which are two widely studied concepts in employee psychology.

A survey was used as a data collection tool in the research. in the study, data was collected from 322
healthcare worker participants, 231 women and 91 men residing in Kayseri. In the first section of the
survey form used in the research, there are four questions aiming to determine the demographic
characteristics of the participants (gender, age, marital status, education level), and in the other sections,
there are expressions related to three dimensions: “Compassions Fatigue Scale, Minnesota Job
Satisfaction Scale and Life Satisfaction Scale”, using 5-level Likert- type scoring.

There are many studies in the literature showing that there is a significant relationship between job
satisfaction and life satisfaction. According to the findings obtained from the survey results, there is a
positive and significant relationship between job satisfaction and life satisfaction; Contrary to
expectations, no significant relationship was found between compassion fatigue and job satisfaction and
life satisfaction.

Keywords: Compassion Fatigue, Job Satisfaction, Life Satisfaction
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Endiistri iliskileri Ikliminin Calisan Performansi Uzerindeki Etkisinde Yonetime Giivenin
Rolii: Nevsehir’deki Kamu Cahsanlar1 Ornegi

The Role of Trust in Management in the Effect of Industrial Relations Climate on Employee
Performance: The Case of Public Employees in Nevsehir

Prof. Dr. Korhan KARACAOGLU
Nevsehir Hac1 Bektas Veli Universitesi - ORCID: 0000-0003-0577-231X
YL. Ogrencisi Sena Nur DOGAN
Nevsehir Hac1 Bektas Veli Universitesi - ORCID: 0000-0003-1090-2270

OZET

Literatiirde sendikalarin ¢aliganlarin is ¢iktilari izerinde olumlu ya da olumsuz etkilerinin olup olmadig:
konusunda tartigsmalar devam etmektedir. Bu sorunun cevabi, sendikanin orgiitiin yonetimiyle muhalif
ya da igbirlik¢i bir iligkisinin olup olmamasina bagli olabilir. Bu ¢alismada sendika etkililigine iligkin
degiskenlerden biri olan ve ¢alisanlarin sendikalarinin yonetimle iligkilerinin ne kadar yapici oldugunu
gosteren endiistri iligkileri iklimi (endistriyel iligkiler iklimi) kavraminin ¢alisanlarin is performansi
tizerindeki etkisi incelenmistir. Daha spesifik olarak, ¢alisanlarin sendikalarinin yonetimle yapici bir
iligkiye sahip olmasinin bunun yonetime giiven yoluyla performanslarini destekleyip desteklemedigi
aragtirllmistir. Bu arastirma, sendikalarin calisanlarin is performansimi nasil etkiledigine dair
arastirmacilarin bakis agisini gelistirerek ve calisanlarin endiistriyel iliskiler iklimine iligkin algilarinin
is performanslarin1 nasil etkiledigini aciklayarak literatiire katkida bulunmaktadir. Bu calismanin
verileri, son déonemde kamu sektdriinde ¢esitli nedenlerle sendikalagsma oraninin artmasi nedeniyle
Nevsehir'de Milli Egitim Bakanligi'na bagli kamu ¢alisanlarindan toplanacaktir. Toplanan verileri analiz
etmek ve gelistirilen hipotezleri test etmek icin AMOS ve SPSS PROCESS Makro kullanilacaktir. Bu
caligmada endiistri iligkileri ikliminin yonetime olan giiven ile pozitif yonde iligkili olmas1 ve yonetime
olan giivenin endiistri iliskileri iklimi ile ¢alisanlarin ig performansi arasindaki iliskiye aracilik etmesi
beklenmektedir.

Keywords: Endiistri iliskileri Iklimi, Calisan Performansi, Yénetime Giiven

ABSTRACT

There is continuing debate in the literature on whether unions have positive or negative effects on the
work outcomes of employees. The answer to this question may depend upon whether the union has an
adversarial or a cooperative relationship with the management of the organization. In this study, the
effect of the concept of industrial relations climate (industrial relations climate), which is one of the
variables related to union effectiveness and indicates how constructive a relationship employees' unions
have with management, on employees' job performance was examined. More specifically, it was
investigated whether when employees' unions have a constructive relationship with management
(industrial relations climate) this supports their performance through trust in management. This research
contributes to the literature by improving our understanding of how unions influence employees' work
performance and by explaining how employees' perceptions of the industrial relations climate influence
their job performance. The data of this study will be collected from public employees affiliated with the
Ministry of National Education in Nevsehir, due to the increasing rate of unionization in the public sector
due to various reasons recently. AMOS and SPSS PROCESS Macro will be used to analyze the collected
data and test the developed hypotheses. In this study, it is expected that industrial relations climate will
be positively related to trust in management and that trust in management will mediate the relationship
between industrial relations climate and employees' job performance.

Keywords: Industrial Relations Climate, Employee Performance, Trust in Management

19


https://orcid.org/0000-0003-1090-2270

Isletmelerde Ucret ve Hizmetici Egitim Sistemlerinin Calisanlarin is Tatminleri Uzerine
Etkisi: Kayseri’de Bir Alan Calismasi

The Impact of Compensation and Service-Related Training Systems on Employee Job Satisfaction: A
Field Study in Kayseri

Prof. Dr. Ebru AYKAN
Kayseri Universitesi - ORCID: 0000-0003-3537-5235
YL. Ogrencisi Tugce SOYMAZLUMO
Kayseri Universitesi - ORCID: 0000-0002-0448-479X
OZET

Bir isletmenin temel amagclari insanlarin istek ve ihtiyag duydugu mal ve hizmetleri iireterek ya da
pazarlayarak topluma fayda saglamak ve bunun karsiliginda da ortalamanin iizerinde gelir elde ederek,
is hayatindaki siirekliligini saglamaktir. Isletme igin verimlilik, devamlilik, karlilik ve siireklilik dnemli
unsurlardir. Gilinlimiizde yasanan sosyal, ekonomik, kiiltiirel, toplumsal ve oOzellikle hizla degisen
teknolojik gelismeler; birey ve toplum yasantisin1 ¢ok fazla etkilemekte ve isletmeler icin rekabeti
zorlastirmaktadir. Isletmelerde uygulanan egitim programlariyla calisanlarin bilgi, beceri ve
davraniglariin gelistirilmesi amaglanmaktadir. Ancak egitim uygulamalarinin amacina ulasabilmesi
icin bir biitlin olarak ele alinmas1 gerekmektedir. Bu siirecin sistematik bir sekilde gerceklestirilmesi
isletmeler i¢in fayda saglamaktadir. Bu ¢aligmanin amaci, insan kaynaklar1 yonetiminde iicret ve egitim
sistemlerinin ¢alisanlarin is tatmini {izerindeki etkisini ortaya koymaktir. Kesitsel bir saha arastirmasi
olan bu c¢aligmada 6l¢iim teknigi olarak anket yontemi kullanilmistir. Arastirmada, {icret ve egitim
uygulamalari 6lgekleri ve is tatmini 6l¢egi dikkate alinarak 33 sorudan olusan gecerli ve giivenilir anket
forumu olusturulmustur. Anket calismasi, Kayseri’de Organize Sanayi bolgesinde faaliyet gdsteren
cesitli sektorlerden rastgele (tesadiifi) yontemle segilen mavi yaka calisanlara online olarak
uygulanmistir. Kisisel 6zelliklerin frekans ve yiizde dagilimlari alinirken; {icret-is tatmini, egitim
uygulamalari-is tatmini degiskenleri arasindaki iliskiye korelasyon analizi ile bakilmistir. Sonug olarak,
caligma sonuglar1 mevcut hipotezleri destekler nitelikte olup, isletmelerde insan kaynaklar1 yonetiminin
uyguladig ticret ve egitim sistemlerinin ¢alisanlarin i tatminine anlamli ve pozitif etkisinin oldugu
tespit edilmistir.

Anahtar Kelimeler: insan Kaynaklari, Ucret uygulamalari, Egitim Uygulamalar1, i Tatmini

ABSTRACT

The changing and evolving economic conditions in today's world closely affect businesses. Efficiency,
continuity, profitability, and sustainability are important elements for a business. In order to achieve
these elements, it is necessary for employees to be happy and satisfied with their work. Businesses that
aspire to build a reputation in society place importance on their human resources departments and
support Human Resources practices. The responsibility of HR professionals is crucial in accessing
qualified employees. In order to retain their qualified workforce, businesses entrust Human Resources
personnel with responsibilities such as recruitment and selection, training and development,
performance evaluation, career management, compensation management, reward systems, and
occupational health and safety. Training programs implemented in businesses aim to enhance employees'
knowledge, skills, and behaviors. However, in order for training practices to achieve their objectives,
they need to be considered in conjunction with factors such as compensation and job satisfaction. The
purpose of this study is to examine the impact of compensation and training systems in human resource
management on employee job satisfaction and contribute to the existing literature on this topic. This is
a cross-sectional field study that employed a survey method as the measurement technique. The research
includes a valid and reliable survey form consisting of 33 questions showing wage and training practices
scales and job satisfaction. A valid and reliable questionnaire measuring compensation, training
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practices, job satisfaction, and demographic characteristics was administered online to randomly
selected blue-collar workers from various sectors operating in the Organized Industrial Zone in Kayseri.
Frequency and percentage distributions were calculated for personal characteristics, and correlation
analysis was conducted to examine the relationship between compensation-job satisfaction and training
practices-job satisfaction variables. In conclusion, the findings of the study support the existing
hypotheses and indicate that the compensation and training systems implemented by human resource
management in businesses have a significant and positive impact on employee job satisfaction.

Keywords: Human Resources, Compensation Practices, Training Practices, Job Satisfaction
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Yonetim Alamindaki Psikolojik Iyi Olus Makalelerinin Vosviewer ile Bibliyometrik
Analizi

Bibliometric Analysis of Psychological Well-Being Articles in the Field of Management Using
VOSviewer

YOK 100/2000 Doktora Ogrencisi Merve ERTURK
Siileyman Demirel Universitesi - ORCID: 0000-0002-6622-0204

OZET

Bu c¢alismada 1987-2022 yillar1 arasinda yonetim alaninda yayimlanan psikolojik iyi olus konulu
makalelerin bibliyometrik analizlerinin yapilmasi amaglanmistir. Bu amagla analize dahil edilecek
makalelerin tespiti igin Web of Science Core Collection veri tabaninda “psychological well-being”
anahtar sozciigii kullanilarak tarama yapilmistir. Yapilan taramada 1987-2022 yillar1 arasinda “yonetim”
kategorisinde ve “makale” tiiriinde toplam 311 adet makaleye ulasilmistir. Web of Science iizerinden
elde edilen veriler VOSviewer 1.6.19 yazilim programi kullanilarak ortak yazarlik analizine, atif
analizine ve ortak kelime analizine tabi tutulmus ve bibliyometrik ag haritalar1 olusturulmustur.
Psikolojik iyi olusa iligkin en fazla ¢alismanin 2022 yilinda yayimlandigi, en fazla galigmaya sahip
yazarin Burke, R. J. oldugu ve en fazla ¢aligmanin yapildig1 lilkenin ise ABD oldugu goriilmiistiir. Atif
analizine gore en fazla atif alan yazarin Luthans, F. oldugu ve en fazla atif alan makalenin de Kurtessis,
J. N., vd. tarafindan hazirlandig1 goriilmiistiir. Ortak kelime analizi sonucunda psikolojik iyi olug
kavramu ile iligkili en fazla tekrar eden anahtar sozciik “psikolojik iyi olus” olmus ve bunu “iyi olus”,
“is tatmini” ve “psikolojik sermaye” anahtar sozciikleri takip etmistir. Tiim bu bulgular sonucunda
arastirmacilarin yonetim alaninda hazirlanan psikolojik iyi olus konusuna iliskin ¢alismalara kolay ve
hizli bir sekilde ulasabilecekleri ve konu ile ilgili literatiirde var olan bogluklar: tespit edebilecekleri
diistiniilmektedir.

Keywords: Psikolojik Iyi Olus, Bibliyometrik Analiz, Web of Science, VOSviewer

ABSTRACT

This study aims to conduct a bibliometric analysis of articles on psychological well-being in the field of
management published between 1987 and 2022. For this purpose, a search was made in the Web of
Science database using the keyword "psychological well-being" to identify the articles to be included in
the analysis. The search yielded a total of 311 articles in the category of "management" and in the type
of "article" between 1987 and 2022. The data obtained through Web of Science were subjected to co-
authorship analysis, citation analysis and common word analysis with VOSviewer 1.6.19 program and
bibliometric network maps were created. It was seen that the most studies on psychological well-being
were published in 2022, the author with the most studies was Burke, R. J. and the country with the most
studies was the USA. According to the citation analysis, the most cited author is Luthans, F. and the
most cited article is Kurtessis J. N., et al. it was seen that it was prepared by. As a result of common
word analysis, the most recurring keyword related to the concept of psychological well-being was
"psychological well-being", followed by "well-being", "job satisfaction" and "psychological capital”.
As a result of all these findings, it is thought that researchers can easily and quickly access studies on
psychological well-being and identify gaps in the subject.

Keywords: Psychological Well-Being, Bibliometric Analysis, Web of Science, VOSviewer
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Insan Kaynaklarinda Dijital Déniisiimiin Kamu Sektoriine Etkisi

The Impact of Digital Transformation in Human Resources on the Public Sector

Kiibra Nur SAHIN

Nuh Naci Yazgan Universitesi - ORCID: 0000 0003 4087 2383
OZET
Sanayi Devrimi’nin baslattigi koklii degisiklikler beraberinde teknolojik gelismeleri de meydana
getirmistir. Teknolojik gelismelerle birlikte; dijitallesme, internet, vb. kavramlar énem kazanmis,
teknolojik determinizm kavrami toplumsal hayatin vazgecilmezi haline gelmistir. Teknolojide ortaya
cikan gelismeler, yalmizca insanlar1 ve toplumsal yasantiyr degil, sektorler ve sektorlere bagh
departmanlar1 da kokten degisikliklere ugratmistir. Calisma siireglerini 6nemli dl¢iide etkileyen dijital
cag, Insan Kaynaklarinin ise alim siireglerini de degistirmistir. Dijitallesme ile hizlanan ise alim
siiregleri, kiiresel ekonomide rekabeti arttirmis ve departmanlarin bu duruma uyum saglamasini zorunlu
hale getirmistir. Bilgi toplumu icerisinde Insan Kaynaklar1 departmamnin dijitallesmeden etkilenme
siirecinde 6zel sektor kuruluslari, kamu sektoriine gore dijital hayata daha hizli adapte olmustur. Fakat
zamani etkili kullanmak ve giivenilirligi arttirmak adina yeni teknolojilere uyum saglanmasi gerekliligi,
kamu sektoriiniin de dijitallesmesini kaginilmaz hale getirmistir. Kamu kurum ve kuruluslar1 Insan
Kaynaklarinda dijitallesmeyi 6zel sektore istinaden daha geriden takip etseler de son zamanlarda
dijitallesme y&niinde uygulamalar artmaya baslamistir. Bu calismada teknolojiyle birlikte gelisen Insan
Kaynaklar1 ele alinarak ilerleyen donem ve siireglerde dijitallesmenin kamu kurumlarina nasil yansidig
islenmistir. Insan kaynaklar1 ydnetiminin gegmisten giiniimiize hangi degisimleri gosterdigi hususu
degerlendirildikten sonra kamu kurumlarinda dijitallesme etkisiyle degisen Insan Kaynaklari
Yonetimine deginilmistir. Akabinde dijitallesmenin Insan Kaynaklarina getirdigi etkiler, olumlu,
olumsuz sonuglar ele alinmistir. Bu calismanm en temel amaci, dijitallesen Insan Kaynaklari
uygulamalarinda kamu yonetimi yaklagimlarina farkli bir bakis agis1 sunmak ve akademik yazina katki
saglamaktir.
Anahtar Kelimeler: Insan Kaynaklar1 Y6netimi, Dijitallesme, Kamu Sektérii
ABSTRACT

The radical changes initiated by the Industrial Revolution also brought about technological
developments. With technological developments; digitalization, internet, etc. concepts have gained
importance, and the concept of technological determinism has become indispensable for social life.
Developments in technology have radically changed not only people and social life, but also sectors and
departments affiliated with them. The digital age, which has significantly affected working processes,
has also changed the recruitment processes of Human Resources. Recruitment processes accelerated by
digitalization have increased competition in the global economy and made it necessary for departments
to adapt to this situation. In the process of the Human Resources department being affected by
digitalization in the information society, private sector organizations have adapted to digital life faster
than the public sector. However, the need to adapt to new technologies in order to use time effectively
and increase reliability has made the digitalization of the public sector inevitable. Although public
institutions and organizations follow digitalization in Human Resources further behind the private
sector, practices towards digitalization have started to increase recently.In this study, Human Resources,
which develops with technology, is discussed and how digitalization is reflected in public institutions in
the following periods and processes is discussed. After evaluating the changes in human resources
management from past to present, Human Resources Management, which has changed with the effect
of digitalization in public institutions, is mentioned. Subsequently, the effects of digitalization on Human
Resources, positive and negative consequences were discussed. The main purpose of this study is to
present a different perspective on public management approaches in digitalized Human Resources
applications and to contribute to the academic literature.

Keywords: Human Resources Management, Digitalization, Public Sector
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Insan Haklan Cercevesinde Dezavantajlii Gruplarin insan Kaynaklar1 Yonetimi

Human Resources Management of Disadvantaged Groups within the Framework of Human Rights

Dr. Ertugrul YAZAR
Tiirkiye Insan Haklar1 ve Esitlik Kurumu - ORCID: 0000-0002-2508-1201

OZET

Literatiirde kirilgan, savunmasiz veya hassas gruplar olarak da adlandirilabilen dezavantajli gruplar, en
genel anlamda cesitli sebeplerle toplumun geneline kiyasla daha savunmasiz bir konumda bulunan ve
bu nedenle de destege ihtiya¢ duyan; istihdam, egitim, saglik, politika gibi hayatin farkli alanlarina
katilmakta zorlanan kisileri ifade etmek i¢in kullanilmaktadir. Baglama, zamana ve kiiltiire gore
degiskenlik gostermekle birlikte, genel olarak kadinlarin, yabancilarin, etnik azinliklarin, ¢ocuklarin,
fiziksel veya ruhsal engelli kisilerin, kronik hastaligi olanlarin, hamile kadinlarin, yashlarin ve
Ozgirliigiinden yoksun birakilan kisilerin bu gruplar arasinda oldugu kabul gérmektedir. Dezavantajlilik
kavramini cinsiyet, 1rk, yoksulluk gibi sebeplerden ¢ok ‘kendine yeterli olabilmek i¢in gerekli araglara
erisime sahip olmamak’ bigiminde tanimlayan c¢aligmalar da bulunmaktadir. Bu diigsiinceye gore
dezavantajl1 bireyler, egitim, saglik, bilgi, istihdam, toplumsal destek gibi alanlarda toplumun biiyiik
cogunlugunun sahip oldugu imkénlara sahip degillerdir ya da bu imkanlara ulagabilmelerinde engeller
bulunmaktadir. Bu engellerin kaldirilarak dezavantajli bireylerin diger bireylerle esit ve tam bir bigimde
toplum yasamina katilmalarinda devlete pozitif ve negatif yiikiimliliikler diismektedir. Dezavantajli
bireyleri ilgilendiren tiim uygulama, prosediir ve politikalarin bireylerin ihtiyaclarini gdzetecek bigcimde
planlanmasi, politika belirleme siirecinin igermeci bir yontemle olusturulmasi ve bu gruplarin
kirilganliklarini artirmamasina 6zen gosterilmesi gerekmektedir. Bu yaklagimin benimsenmesi, insan
haklar1, hukukun tstiinliigii ve ayrimcilikla miicadele ve esitlik ilkesinin bir geregidir.

Devletin mevcut bu yiikiimliiliikk karsisinda politika belgeleri belirlemesi ve bunlan titizlikle hayata
gecirmesi elzemdir. Cumhuriyetin ilanimin 100. yilinda dezavantajli gruplarin insan haklariin
korunmasi ve gelistirilmesi amaciyla ortaya konulan politika belgeleri arasinda; 2 Mart 2021 tarihinde
“Ozgiir Birey, Giiglii Toplum; Daha Demokratik Bir Tiirkiye” sloganiyla kamuoyuna duyurulan insan
Haklar1 Eylem Plani, Tiirkiye’nin AB’ye katilim siirecindeki kararliliginin en 6nemli ifadesi ve baslica
yol haritast olan AB’ye Katilim i¢in Ulusal Eylem Plan1 (2021-2023), yasal, kurumsal ve uygulamaya
yonelik yapilmasi gerekenlerin hak temelli ve icermeci bir anlayis ¢ergevesinde giiclii bir is birligi ve
koordinasyonla gergeklestirilmesi amaciyla iilkemizin engellilik alanindaki vizyonunu ve yol haritasini
ortaya koyan 2030 Engelsiz Vizyon Belgesi, Kadina Yonelik Siddetle Miicadeleye Yonelik IV. Ulusal
Eylem Planmi (2021- 2025), Erisilebilir Ulasim Stratejisi ve Eylem Plan1 (2021-2025), Tiirkiye Saglikli
Yaslanma Eylem Plan1 ve Uygulama Programi (2021-2026), Ulusal Geng Istihdam Strateji Belgesi ve
Eylem Planlar1 (2021-2023) bunlar arasindadir. insan haklari cercevesinde dezavantajli gruplarm insan
kaynaklar1 yonetimi, ayni zamanda bir kamu hizmetidir. Bu hizmetin iyi islemesi devletin temel
yukiimliliiglidiir. Dezavantajli gruplara yonelik uygulamalar kisa donemde koruyucu nitelikteki
uygulamalari igerirken, uzun donemde dezavantajli gruplari risk grubu olarak degerlendirmemize neden
olan olumsuzluklar1 giderici yonde uygulamalari icermelidir. Bu ¢aligmada, dezavantajli gruplarin insan
haklar1 korunmasi ve en uygun insan kaynaklari yonetiminin pratige yansimasi i¢in uyulmasi gereken
insan haklari ilkeleri ve mevcut ulusal mevzuat ve politika belgeleri tizerinde durulacaktir.

Anahtar Kelimeler: insan Haklari, Uluslararas1 Hukuk, insan Kaynaklar1 Yonetimi, Dezavantajh
Gruplar, Kirillgan Gruplar

ABSTRACT

Disadvantaged groups, which can also be called vulnerable or sensitive groups in the literature, in the
most general sense, refer to people who are in a more vulnerable position compared to the general society
for various reasons and therefore need support; have difficulty participating in different areas of life
such as employment, education, health, and politics. Although it varies according to context, time, and
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culture, it is generally accepted that these groups include women, foreigners, ethnic minorities, children,
people with physical or mental disabilities, people with chronic diseases, pregnant women, the elderly,
and people deprived of their liberty. Some studies define the concept of disadvantage as not having
access to the necessary tools to be self-sufficient' rather than reasons such as gender, race, or poverty.
According to this idea, disadvantaged individuals do not have the opportunities that the majority of
society has in areas such as education, health, information, employment, and social suppott, or there are
obstacles to their access to these opportunities. The state has positive and negative obligations to remove
these obstacles and ensure that disadvantaged individuals participate in social life equally and fully with
other individuals. All practices, procedures, and policies that concern disadvantaged individuals should
be planned to take into account the needs of individuals, the policy-making process should be created
with an inclusive method, and care should be taken not to increase the vulnerabilities of these groups.
Adopting this approach is a requirement of human rights, the rule of law, and the principle of anti-
discrimination and equality.

It is essential for the state to determine policy documents in the face of this existing obligation and to
implement them meticulously. Among the policy documents put forward to protect and promote the
human rights of disadvantaged groups on the 100th anniversary of the proclamation of the Republic;
The Human Rights Action Plan, which was announced to the public on March 2, 2021 with the slogan
"Free Individual, Strong Society: A More Democratic Turkey", National Action Plan for EU Accession
(2021-2023), which is the most important expression and main road map of Turkey's determination in
the EU accession process, the 2030 Barrier-Free Vision Document, which reveals our country's vision
and road map in the field of disability in order to realize the legal, institutional and practical needs to be
done with strong cooperation and coordination within the framework of a rights-based and inclusive
understanding, 4th National Action Plan to Combat Violence Against Women (2021- 2025), Accessible
Transportation Strategy and Action Plan (2021-2025), Turkiye Healthy Aging Action Plan and
Implementation Program (2021-2026), The National Youth Employment Strategy Document and Action
Plans (2021-2023) are included. Human resources management of disadvantaged groups within the
framework of human rights is also a public service. The good functioning of this service is the basic
obligation of the state. While practices for disadvantaged groups include protective practices in the short
term, they should include practices to eliminate the negativities that cause us to consider disadvantaged
groups as risk groups in the long term. This study will focus on the human rights principles and existing
national legislation and policy documents that must be followed to protect the human rights of
disadvantaged groups and to put the most appropriate human resources management into practice.

Keywords: Human Rights, International Law, Human Resources Management, Disadvantaged Groups,
Vulnerable Groups
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Insan Kaynaklar Yonetiminde Popiiler Bir Yaklasim Olarak Calisan Deneyimi

Employee Experience as A Popular Approach in Human Resources Management

Dr. Aysegiil ELMIN
ORCID: 0000-0003-3499-8684
Dr. Tugba ULASTIRAN
ORCID: 0000-0001-7865-1346

OZET

Son yillarda yonetsel diisiincenin giindemine giren ¢alisan deneyimi kavramu, kiiresel diizeyde gelecegin
insan kaynaklar1 yonetim anlayist olma yoniinde ivime kazanmis durumdadir. Gelismekte olan deneyim
ekonomisi paradigmas1 perspektifinde, isletmeler, deneyim igerikli farklilagma stratejileriyle rekabet
Ustlinliigii elde edebileceklerini kesfetmis durumdadir. Bu baglamda yonetimsel anlayista galisanlar
birer i¢ miisteri olarak gormek, onlara etkili deneyimler sunarak, miisteri deneyiminin Oniinde
konumlandirmak, gii¢lii bir insan kaynag stratejisi olarak kabul gérmeye baslamistir. Bu ¢alisma,
oncelikle son yillarda uluslararasi literatiirde 6nemini artirmis olmasina ragmen Tiirk literatiiriinde
oldukca az ele alinan calisan deneyimi kavraminin akademik alana tanitilmasina yonelik literatiir
incelemesi yapmay1 amaglamaktadir. Ayrica giincel egilimin anlagilmasina katki sunmak iizere Google
Scholar veri tabani icerisinde son ii¢ yilda yapilan yabanci makale ¢aligmalar1 taranarak, anahtar
kelimelerinin icerik analizi yapilmistir. One ¢ikan anahtar kelimeler belirlenerek, ¢alisan deneyiminin
iligkilendirildigi konular tespit edilmistir. Calisan deneyimi kavrami, Tiirkiye’de pratik uygulama
alninda giincel olan fakat teorik olarak igeriginin halen kesfedildigi gen¢ bir calisma alanidir. Bu
bakimdan ¢alisma, 6zellikle Tiirk¢e kaynak ihtiyacina hizmet ederek, alana ilgi duyan arastirmacilar igin
degerli goriilmektedir. Ayrica pratikte insan kaynaklar1 liderleri ve uzmanlari i¢in ¢alisan odakli yeni bir
yoOnetimsel perspektif sunmasi agisindan da 6nemli oldugu 6ngoriilmektedir.

Keywords: Calisan, Calisan Deneyimi, insan Kaynaklar1 Yonetimi, Calisan odakli IK

ABSTRACT

The concept of employee experience, which has entered the agenda of managerial thought in recent
years, has gained momentum towards becoming the human resources management concept of the future
at a global level. In the perspective of the developing experience economy paradigm, businesses have
discovered that they can gain competitive advantage with experience-based differentiation strategies. In
this context, seeing employees as internal customers in the managerial approach, offering them effective
experiences and positioning them in front of the customer experience has begun to be accepted as a
strong human resources strategy. This study primarily aims to conduct a literature review to introduce
the concept of employee experience, which is rarely discussed in the Turkish literature, although it has
increased its importance in the international literature in recent years, to the academic field. In addition,
in order to contribute to the understanding of the current trend, foreign articles published in the last three
years were scanned in the Google Scholar database and content analysis of their keywords was made.
By identifying prominent keywords, topics associated with employee experience were identified. The
concept of employee experience is a young field of study in Turkey that is current in its practical
application, but its theoretical content is still being discovered. In this respect, the study is considered
valuable for researchers interested in the field, especially by serving the need for resources in Turkish.
It is also predicted to be important in practice as it offers a new employee-focused managerial
perspective for human resources leaders and experts.

Keywords: Employee, Employee Experience, Human Resources Management, Employee centric HR
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Is Saghig ve Giivenligi Uygulamalarimin Calisan Performansina Etkisi Uzerine Kayseri
flinde Bir Arastirma

A Research in Kayseri Province on The Effect of Occupational Health and Safety Practices on
Employee Performance

Prof. Dr. Ebru AYKAN
Kayseri Universitesi - ORCID: 0000-0003-3537-5235
YL. Ogrencisi Buse Yildiz KOCER
Kayseri Universitesi - ORCID: 0009-0004-5419-6763
OZET

Bu calismada, 6zel bir isletmede is saghgi ve giivenligi uygulamalarinin ¢alisan performansina
etillerinin 6l¢lilmesi amaglanmaktadir. Arastirma Kayseri ilinde faaliyet gdsteren mobilya imalati yapan
bir isletmede iiretim personelleri iizerinde yiiriitiilmiistiir. Veri toplama araci olarak anket formu
kullanilmig ve anket formu; demografik ozellikler, is sagligi ve giivenligi uygulamalar1 ve galisan
performansi dlgegi olmak iizere li¢ kisimdan olusmustur. Calismanin evreni igletmede gorev yapan 320
iretim personeli olusturmus bu c¢alisanlardan 312’°sine ulasilmistir. Elde edilen verilerin analizinde
tanimlayic istatiksel yontemler, korelasyon ve regresyon analizi kullanilmig olup SPSS programu ile
olusturulmustur. Korelasyon ve regresyon analizleri sonucglarmma gore is sagligit ve giivenligi
uygulamalarinin ¢alisan performansini anlamli ve pozitif yonde iliskisi oldugu tespit edilmistir.

Anahtar Kelimeler: is Saglig1 ve Giivenligi Uygulamalar1, Calisan Performansi
Abstract

This study aims to measure the effects of occupational health and safety practices on employee
performance in a private enterprise. The research was conducted on production personnel in a furniture
manufacturing company operating in Kayseri. A survey form was used as a data collection tool and the
survey form; It consists of three parts: demographic characteristics, occupational health and safety
practices and employee performance scale. The population of the study consisted of 320 production
personnel working in the enterprise, and 312 of these employees were reached. Descriptive statistical
methods, correlation and regression analysis were used in the data obtained and were created with the
SPSS program. According to the results of correlation and regression analyses, it has been determined
that occupational health and safety practices have a significant and positive relationship with employee
performance.

Keywords: Occupational Health and Safety Practices, Employee Performance
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Miitevazi Liderlik: Sistematik Literatiir Taramasi

Humble Leadership: A Systematic Literature Review

Prof. Dr. Ebru AYKAN
Kayseri Universitesi - ORCID: 0000-0003-3537-5235
Ogr. Gor. Sermed DOGAN
Kayseri Universitesi - ORCID: 0001-0001-8782-7227
OZET

Isletmeler, degisimi yonetilmek ve kiiresel diizeyde beklentilere cevap verebilmek icin yonetim
perspektifini stirekli glincellemek zorundadir. Bu ise giincel liderlik tarzinin benimsenmesi ile miimkiin
olacagini ongoriilmektedir. Caligsanlarin yenilikei ve yaratict girisimcilerini destekleyen, nesnelligi ilke
edinmis ve onlarin basarisi ile 6viing duyan liderlere her gegen giin daha fazla ihtiya¢ duyulmaktadir.
Nitekim bu anlayis tarzi, literatiirde belirtildigi tizere liderin miitevazi 6zelligi ile 6n plana ¢ikmaktadir.
Miitevazi liderlik, kendi artilarimi ve eksilerini gorebilme ayni zamanda calisanlarin basar1 ya da
basarisizliklarini nesnel bicimde degerlendirebilme 6zelligine sahip liderlerdir. Aslinda kendi davranig
ve tutumlarina 6z elestiri getirebilen, tiim sonuglardan ders cikarabilen liderlik tarzidir. Dolayist ile
giincel liderlik tarzi olarak bahsedebilecegimiz bu liderlik 6zelliginin literatiirde mevcut durumunu
ortaya koyabilmek ve gelisim siirecine 151k tutabilmek adina sistematik literatiir taramasi metoduyla Web
of Sciences ve Scopus veri tabanlarinda yer alan tim makaleler degerlendirilmistir. Arastirma veri
setinin elde edildigi tarih itibariyle (29.08.2023) toplamda 134 makaleye ulasilmistir. Ancak veri
tabanlarinda bulunan benzer makaleler ¢ikarildiginda 74 makale incelemeye alinmistir. Sistematik
tarama soncuna gore miitevazi liderligin 6zellikle 2020 y1l1 ve sonrasinda yapilan arastirmalarla birlikte
ivme kazandig1 belirlenmistir. Bu arastirmalarda miitevazi liderligin yaraticilik, takim yaraticiligi,
kariyer basarilari, performans, vatandaglik davranisi, ¢alisanlarin proaktifligi ve igse adanma gibi ¢iktilari
pozitif yonde etkiledigi goriilmektedir. Calisanlarin bilgi saklama davranisi, isten ayrilma niyeti ve
titkenmislik gibi kavramlar ile de negatif yonde iligkili sergilemektedir.

Anahtar Kelimeler: Liderlik, Miitevazi Liderlik, Sistematik inceleme

ABSTRACT

Businesses must constantly update their management perspective in order to manage change and
respond to global expectations. This will be possible through the adoption of a contemporary leadership
style. Leaders who support the innovative and creative entrepreneurs of their employees, who adopt
objectivity as a principle and take pride in their success are needed more and more every day. As a matter
of fact, as stated in the literature, this style of understanding comes to the fore with the humble
characteristic of the leader. Humble leaders are those who have the ability to see their own pros and cons
and to objectively evaluate the successes and failures of their employees. In fact, it is a leadership style
that can be self-critical of its own behaviors and attitudes and can learn from all the results. Therefore,
all articles in the Web of Sciences and Scopus databases were evaluated with the systematic literature
review method in order to reveal the current status of this leadership trait, which we can refer to as the
current leadership style, in the literature and to shed light on the development process. As of the date the
research dataset was obtained (29.08.2023), a total of 134 articles were reached. However, when similar
articles in the databases were excluded, 74 articles were included in the analysis. According to the results
of the systematic review, it was determined that humble leadership gained momentum especially with
the researches conducted in 2020 and after. In these studies, it is seen that humble leadership positively
affects outcomes such as creativity, team creativity, career success, performance, citizenship behavior,
employee proactivity and work engagement. Employees' knowledge-hiding behaviour is also negatively
correlated with concepts such as turnover intention and burnout.

Keywords: Leadership, Humble Leadership, Systematic Review
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Covid-19’un “is-Yasam Dengesi” Cahsmalarma Etkisinin icerik Analiziyle Incelenmesi

The Effects of Covid-19 on “Work-Life Balance” Studies: A Content Analysis

Doktora Ogrencisi Halide YARAR
Istanbul Universitesi - ORCID: 0009-0004-3413-0417
Prof. Dr. Altan DOGAN
Istanbul Universitesi- ORCID: 0000-0002-0370-2513
OZET

Bireylerin i yasamu ile aile ve sosyal gevresini kapsayan is dis1 yasami birbirini etkileyen/tamamlayan
alanlardir. Bu iki alan arasinda denge kurulabilmesi hem c¢alisanlar hem de isletmeler agisindan birgok
konuyu olumlu yonde etkilemektedir. Bundan dolay1 is yasam dengesi yoneticilerin iizerinde durdugu
en 6nemli konulardan birisidir. Arastirmacilar arasinda da 6zellikle son yillarda popiilerligi artan bir
konu olarak karsimiza ¢ikmaktadir. Giiniimiizde isletmeler kiiresellesme, dijitallesme ve teknolojik
gelismeler ile birlikte salgin hastaliklar gibi ani, 6ngoriilemeyen ve belirsiz durumlarla kars1 karsiya
kalmaktadirlar. Diinyay1 etkisi altina alan Covid-19 salgminin olumsuz etkilerinin 6nlenebilmesi
amaciyla isletmelerde bir dizi tedbir alinmistir. Caligsma saatlerinin kisaltilmasi ve uzaktan caligma gibi
farkli uygulamalara ve ¢aligma sistemlerine geg¢ilmistir. Calisma hayatindaki bireyler isletmelerdeki bu
ani ve koklii degisimden en ¢ok etkilenen taraflardan birisi olmustur. Bu doniisiimden sonra calisanlarin
caligma yasami ve aile yagami arasinda denge kurulmasinin 6nemi giderek artmistir. Bu degisikligin is
yasam dengesi aragtirmalarina nasil yansidigi, bu ¢aligmanin ¢ikis noktasi olmustur. Bu ¢aligmanin
amac1; TR Dizin veritabaninda, basliginda “Is-Yasam Dengesi” veya bu kavramin es anlamlis1 veya
alternatif ifadelerin gectigi, Sosyal Bilimler alaninda yer alan dergilerde 2020 ile 2023 yillar arasinda
yayimlanan makalelerin igerik analizi yontemiyle incelenmesidir. Bu makaleler; kullanilan degiskenler,
arastirma yontemi, aragtirma tiirli, yapilan analizler, sektor, 0rneklem segimi gibi bazi kriterler g6z oniine
alinarak degerlendirilmistir. Bu c¢alisma ile konu hakkinda yayimlanan giincel arastirmalardaki
egilimlerin bir diizen igerisinde sunulmasi hedeflenmektedir.

Anahtar Kelimeler: is Yasam Dengesi, Is Yasam Catismasi, Is Aile Dengesi, Is Aile Catigmasi

ABSTRACT

Individuals' work life and non-work life (including family and social environment) are areas that
affect/complement each other. Establishing a balance between these two areas affects many issues for
both employees and organizations positively. Therefore work-life balance is one of the most important
issues that managers focus on. It also has become a popular subject increasingly among researchers,
especially in recent years. Today's organizations face globalization, digitalization, technological
developments and sudden, unpredictable and uncertain situations such as epidemics. Some precautions
were taken in organizations in order to prevent the negative effects of the Covid-19 epidemic that
affected the world. Different practices and working systems implemented, such as shortening working
hours and remote working. Individuals in working life are among those most affected by this sudden
and radical change in organizations. After this transformation, the importance of establishing a balance
between employees' work life and family life has gradually increased. How this change has reflected in
work-life balance studies constitutes the starting point of this study. The aim of this study is to examine,
by content analysis method, the articles published between 2020 and 2023 in the journals in the field of
Social Sciences in the TR Index database, in the title of which there is "Work-Life Balance" or its
synonyms or alternative expressions instead of this concept. These articles have evaluated by taking into
account some criteria such as the variables, research method, research type, analyzes, sector, and sample.
This study purposes to present the trends in current researches published on the subject in orderly
manner.

Keywords: Work Life Balance, Work Life Conflict, Work Family Balance, Work Family Conflict
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Standardizasyon ve Profesyonellesme: ISO’nun IKY Standartlar1 Uzerine Bir
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Standardization and Professionalization: An Evaluation of ISO HRM Standards
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OZET
Yonetim alaninda standartlastirma cabalar1t modern doneme damgasin1 vurmus (Hodgson ve Cicmil,
2007 :432) ve bu cabalar giderek yayginlagmistir (Brunsson ve Jacobsson, 2000). Bu baglamda bir
siiredir IK'Y alaninda da ulusal ve uluslararasi standartlar gelistirilmektedir (Wong, Anderson ve Bond,
2019; ISO, 2023a). Bir alanin profesyonellesmesi bakimindan standartlarin bulunmasi 6nemli bir
asamay1 isaret etmektedir (Dayyani, 2013; Ulfsdotter Eriksson, 2014; Ulfsdotter Eriksson, 2017).
Avrupa Birligine tiyelik siireci Tiirkiye’de meslek standartlarinin belirlenmesi konusunda yol gosterici
olmustur. Bu amagla kurulan Mesleki Yeterlilik Kurumu (MYK) is kollar1 baglaminda Ulusal Meslek
Standartlarii (UMS) belirlemektedir. “UMS, bir meslegin basart ile icra edilebilmesi i¢in Mesleki
Yeterlilik Kurumu tarafindan kabul edilen gerekli bilgi, beceri, tavir ve tutumlarin neler oldugunu
gbsteren asgari normdur” (MYK, 2023a). Bu baglamda adinda iIK gecen 3 adet standart (Insan
Kaynaklar1 Yoneticisi, insan Kaynaklar1 Uzmam, insan Kaynaklar1 Elemani) ve IK fonksiyonlar1 ile
ilgili standartlar (Ise Alim Uzmani, Kariyer ve Yetenek Y&netimi Uzmani, Personel Performansi
Degerlendirme uzmani gibi) Resmi Gazetede yayimlanarak yiirlirlige girmis bulunmaktadir (MYK,
2023b). MYK tarafindan gelistirilmis olan standartlar meslegin icrasina odaklanirken, IKY siireglerine
iligkin bir standardizasyon sunmamaktadir.

Ote yandan yukarida sozii edilen uluslararasi standardizasyon ¢aligmalar1 daha kapsamli yaklasimlar
getirmektedir. Bu tip ¢caligmalar yapan kuruluglar arasinda Amerikan Ulusal Standart Enstitiisii (ANSI),
Ingiliz Standartlar Enstitiisii (BSI), Uluslararas1 Standartlar Teskilat: (ISO) sayilabilir. Bunlar arasinda
ISO, “Ulusal Standart Kuruluslar1 (NSB) temsilcilerinden olugan bir iiye tabanina sahip, bagimsiz, sivil
toplum kurulusu statiisiindeki uluslararasi bir kurulus” (ISO, 2023b) olmasi ile digerlerinden
ayrilmaktadir. Ulkemizi temsilen de Tiirk Standartlar1 Enstitiisii (TSE) 1955 yilindan bu yana 1SO
{iyesidir (TSE, 2023). Bu galigmanin amaci uluslararasi standartlarin IK'Y ’nin profesyonellesmesine ve
IKY uygulamalarma katkisini tartismaya agmak ve Tiirkiye’deki durumu degerlendirmektir. Calisma
kapsaminda ISO’nun IKY alanindaki standartlar1 ele alinacaktir. ISO tarafindan yaymlanan ve iKY
baslig1 altinda toplanan 26 adet standart bulunmaktadir. Bu standartlar kapsam, tiir ve i¢erik bakimindan
bazi farkliliklar icermektedir. Calisma kapsaminda standartlar bu detaylar dikkate alinarak analiz
edilecek ve sonug olarak Tiirkiye’de IK'Y nin profesyonellesmesi baglaminda degerlendirilecektir.

Anahtar kelimeler: iKY, Standardizasyon, ISO, Profesyonellesme

ABSTRACT

Standardization efforts in the field of management “have been identified as a distinct characteristic of
twentieth century modernity” (Hodgson and Cicmil, 2007:432) and these efforts have become
increasingly widespread (Brunsson and Jacobsson, 2000). In this context, national and international
standards have been developed in the field of HRM for a while (Wong, Anderson and Bond, 2019; ISO,
2023a). The existence of standards marks an important stage in terms of professionalization of a field
(Dayyani, 2013; Ulfsdotter Eriksson, 2014; Ulfsdotter Eriksson, 2017). The membership process to the
European Union has been a guide in determining professional standards in Tiirkiye. The Vocational
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Qualifications Authority (VQA), established for this purpose, determines the National Vocational
Standards in the context of business lines. “The National Vocational Standards is the minimum norm
that shows the necessary knowledge, skills, and attitudes accepted by the VQA in order to perform a
profession successfully” (MYK, 2023a). In this context, the three standards with HR in their names
(Human Resources Manager, Human Resources Specialist, Human Resources Personnel) and the
standards related to HR functions (Recruitment Specialist, Career and Talent Management Specialist,
Personnel Performance Evaluation Specialist, etc.) have entered into force after being published in the
Resmi Gazete (MYK, 2023b). While the VQA standards focus on the practice of the profession, they do
not offer standardization for HRM processes.

On the other hand, the aforementioned international standardization efforts bring more comprehensive
approaches. The American National Standards Institute (ANSI), the British Standards Institute (BSI),
and the International Organization for Standardization (ISO) are among the organizations that work on
standardization. Among these, ISO differs from others in that it is "an independent, non-governmental
international organization with a membership base consisting of representatives of National Standards
Bodies (NSB)" (ISO, 2023b). Representing our country, the Turkish Standards Institute (TSE) has been
a member of [SO since 1955 (TSE, 2023). There are 26 published ISO standards under the title of HRM.
These standards contain some differences in terms of scope, type, and content. Within the scope of the
study, the standards will be analyzed taking these details into account and as a result, they will be
evaluated in the context of the professionalization of HRM in Tiirkiye.

Keywords: HRM, Standardization, ISO, Professionalization
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Insan Kaynaklarinda Kisisel Verilerin Korunmasi
Protection of Personal Data in Human Resources

Uzm. Hiilya HANCERKIRAN
Gaziantep Anka Hastanesi insan Kaynaklar1 Yéneticisi - ORCID: 0000-0002-7067-1200

OZET

Insan Kaynaklarinda Kisisel Verilerin Korunmasi Saklanmasi, verilerin korunmasi vb. gibi durumlardan
dolayr 2016 yilinda Kisisel Verilerin Korunmasi1 Kanunu hayatimiza girdi. Bu degisiklik birgok
departman etkilerken en ¢ok insan kaynaklari departmanini etkiledi.

Bu arastirmada oncelik Insan Kaynaklari siire¢ ve uygulamalarma iliskin arastirmalardir. Yani is
basvurusu, ise alim, aktif calisma siireci, isten ¢ikarilma vb. insan kaynaklar siirecidir. Ikinci boliimde
kisisel verilerin korunmasi kanununa iligkin arastirmalar sunulmaktadir. Kisisel verilerin saklanmasi,
kisisel verilerin islenmesi, kisisel verilerin talep edilmesi, muhafaza edilirken dikkat edilmesi gereken
bir siiregtir. Ve son olarak insan kaynaklarindaki uygulama, kisisel verilerin korunmasiyla
harmanlanmistir. Kisisel verilerin disiplin altina alinarak, Tiirk Ceza Kanunu’nda 6ngoriilen hak ve
ozgiirliikler 6n planda tutularak korunmasinin saglanmasina yonelik ¢alismalar yapilmastir.

Anahtar Kelimeler: Kisisel Veriler, Kisisel Verilerin Korunmasi, Insan Kaynaklari,

ABSTRACT

Storage, protection of data etc. Due to situations such as these, the Personal Data Protection Law entered
my life in 2016. While this change affected many departments, it affected the human resources
department the most. In this research, the priorities are research on Human Resources processes and
practices. In other words, the human resources process such as job application, recruitment, active
working process, dismissal, etc. In the second part, research on the law on the protection of personal
data is presented. Storing personal data, processing personal data, requesting personal data is a process
that requires attention while preserving it. And finally, the application in human resources has been
blended with the protection of personal data. Efforts have been made to ensure the protection of personal
data by placing them under discipline and by prioritizing the rights and freedoms stipulated in the
Turkish Penal Code.

Keywords: Personal Data, Protection of Personal Data, Human Resources
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Kayseri’ de Temininde Giicliik Cekilen Meslekler ve Bu Mesleklerde isgiicii Yetistirme
Durumu

Occupations With Difficulty in Supply in Kayseri and The Status of Workforce Training in These
Occupations

Siimeyya KUS GURBEY
Kayseri Calisma ve Is Kurumu Is ve Meslek Danismani - ORCID: 0000-0003-4966-3991

OZET

Isgiicii piyasasmin dinamik yapisi, piyasa ihtiyaglarini etkin ve verimli bir sekilde ortaya koyan, bilimsel
bir yonteme dayanilarak hazirlanmis isglicii piyasasi arastirmalariyla miimkiin olabilmektedir. Bu
baglamda 2012 yilinda itibaren Tiirkiye Is Kurumu Genel Miidiirliigii tarafindan merkez ve tasralarda
Isgiicii Piyasas1 Arastirmasi (IPA) yapilmaktadir. IPA isverenler, calisanlar ve issizler arasindaki iliski
ve baglantilar tespit edip analize tabi tutarak il diizeyinde aktif istihdam politikalarinin olusturulmasina
katki saglamaktadir. Calismanin amacit Kayseri Calisma ve Is Kurumu Il Miidiirliigii tarafindan
gerceklestirilen IPA raporlarinin “Temininde Giigliik Cekilen Meslekler” bazinda incelenerek, Kayseri
ilinde igyerlerinin son bes yilda temin etmekte zorluk ¢ektigi meslekleri ve nedenlerini ortaya koymaktir.
Bu amag¢ dogrultusunda Kayseri Calisma ve Is Kurumu 11 Miidiirliigii tarafindan son 2018-2022 yillar1
arasinda hazirlanan bes IPA raporu ile mesleki egitim veren kurumlarin egitim modiilleri ve meslek
liselerinin programlart incelenmistir. Buna gore Kayseri ilinde son 5 yilda eleman temininde zorluk
yasanan meslekler arasinda Mobilya Déseme Iscisi, Argon Kaynakgisi (T1g Kaynakgist) ve Iplik Egirme
Operatorii (Ring, Vater/ Vargel) meslekinin 6n plana ¢iktig1 goriilmiistiir. Calismada hayat boyu 6grenme
kapsaminda acilan kurslarda ve Meslek liselerinde verilen mesleki egitimler, temininde gii¢liik ¢ekilen
Mobilya Doéseme Iscisi, Argon Kaynakeis1 (T1g Kaynakeis1) ve Iplik Egirme Operatérii (Ring, Vater/
Vargel) mesleklerinde isgiicii yetistirmeleri agisindan incelenmistir. Yapilan inceleme sonucu Kayseri
ilinde, temininde gii¢liik ¢ekilen mesleklerde isgiiciinil yetistirmeye yonelik mesleki egitimlerin yetersiz
kaldig1 goriilmiistiir. Bu noktada temininde gii¢liik ¢ekilen mesleklerin edindirilmesine yonelik mesleki
egitim faaliyetlerinin artirilmasi 6nem arz etmektedir. Bunun yaninda ilgili mesleklerde egitim aldiklar
halde, ¢esitli nedenlerle bu meslekleri icra etmek istemeyen bireylerin yine bu alanlarda eleman
temininde sikint1 yaganmasina neden oldugu diisiiniilmektedir. Bu baglamda bireylerin bu mesleklerde
caligmak istememelerinin altinda yatan nedenler insan kaynaklari tarafindan; verilen iicret, ¢aligma
ortamlari, emek yogun caligma gibi ¢ok boyutlu olarak arastirilmasi gereken bir alan olarak
goriilmektedir.

Anahtar Kelimeler: isgiicii piyasasi raporlari, mesleki egitim, temininde giigliik gekilen meslekler

ABSTRACT

The dynamic structure of the labor market is only possible through labor market surveys based on a
scientific methodology that effectively and efficiently reveals market needs. In this context, since 2012,
the General Directorate of Turkish Employment Agency has been conducting Labor Market Surveys
('TPA") in the central and provinces. The [PA contributes to the creation of active employment policies at
the provincial level by identifying and analyzing the relationships and connections between employers,
employees and the unemployed. The aim of the study is to analyze the IPA reports carried out by Kayseri
Provincial Directorate of Labor and Employment Agency on the basis of "Occupations with Difficulties
in Supply" and to reveal the occupations and reasons for the occupations that workplaces in Kayseri
have had difficulty in supplying in the last five years. For this purpose, five IPA reports prepared by
Kayseri Provincial Directorate of Labor and Employment Agency between 2018-2022 and the training
modules of vocational training institutions and programs of vocational high schools were examined.
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Accordingly, it has been observed that Furniture Upholstery Worker, Argon Welder (Crochet Welder)
and Spinning Operator (Ring, Vater / Vargel) occupations have come to the forefront among the
occupations with difficulty in recruitment in Kayseri in the last 5 years. In the study, vocational trainings
given in the courses opened within the scope of lifelong learning and vocational high schools were
examined in terms of labor force training in the occupations of Furniture Upholstery Worker, Argon
Welder (Crochet Welder) and Spinning Operator (Ring, Vater / Vargel). As a result of the examination,
it has been observed that vocational trainings for training the labor force in occupations with difficulty
in supply in Kayseri province are insufficient. At this point, it is important to increase vocational training
activities for the occupations with difficulty in supply. In addition, it is thought that individuals who do
not want to perform these professions for various reasons, although they are trained in the relevant
professions, cause difficulties in recruitment in these fields. In this context, the reasons underlying the
reluctance of individuals to work in these professions are seen as an area that needs to be investigated
by human resources in a multidimensional manner such as wages, working environments, labor-
intensive work.

Keywords: Labor Market Reports, Vocational Training, Occupations with Difficulty in Supply
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IKY Mezunlarinin is imkanlan: Kariyer.Net Uzerinden Bir Inceleme

Job Opportunities for HRM Graduates: A Review on Kariyer.net

Ars. Gor Nesrin KAPLAN
Siileyman Demirel Universitesi - ORCID: 0000-0002-1973-0041

OZET

Bu calisma, Tiirkiye’de Insan Kaynaklar1 Yénetimi lisans boliimiinde okuyan dgrencilerin is bulma
imkén ve siireclerinin ortaya ¢ikarilmasi amaciyla gergeklestirilmistir. Giincel verilere gore, bu alanda
11 iiniversitede lisans (6rgiin) egitimi verilmektedir. Calismada, IK'Y béliimiinii tercih eden 6grencilerin
yogun olarak geldikleri sehirler siralanmis ve bu sehirlerdeki IK ile iliskili ilan ve pozisyonlar
incelenmistir. Is ilan1 ve pozisyonlar; Tiirkiye nin en biiyiik aday veri tabanina sahip insan kaynaklari
sitesi olan “Kariyer.net” lizerinden alinmigtir. Caligmada yer alan veriler 4 Eyliil 2023- 28 Eyliil 2023
tarihleri arasinda toplanmustir. “Insan Kaynaklar” alanna iliskin yapilan pozisyon aramasinda,
kavramla iliskili 70 farkli pozisyon bulunmustur. Bu pozisyonlar “Insan Kaynaklar1”, “Ise Alim”,
“Egitim ve Gelistirme”, “Performans Yénetimi”, “Ucretlendirme”, “Bordo ve Ozliik Isleri” ve “Yetenek
Yonetimi” olmak iizere baslica yedi farkli fonksiyon ve tiirevlerinden olusmaktadir. Tiirkiye’de, “Insan
Kaynaklar1” basligiyla belirtilen pozisyonlar1 kapsayan yaklagik 900 ilan oldugu tespit edilmistir.
Arastirma verilerine gore; insan kaynaklar1 alaninda ilan sayist olarak en fazla once ¢ikan illerin
Istanbul, Kocaeli, Ankara, izmir ve Bursa oldugu bilgisine ulasilmistir. Bu ¢alismayla, IKY béliimiinii
tercih eden 6grencilerin, ¢aligsabilecegi muhtemel pozisyon ve sehirler arasindaki iliski incelenmistir.

Anahtar Kelimeler: Insan Kaynaklar1 Yonetimi, is Arama, Is {lam, Kariyer

ABSTRACT

This study was carried out to reveal the employment opportunities and processes of students studying
in the Human Resources Management undergraduate department in Turkey. According to current data,
undergraduate (formal) education is provided in this field in 11 universities. In the study, the cities where
students who prefer the HRM department come most frequently were listed and the HR-related
advertisements and positions in these cities were examined. Job advertisements and positions were
received from "Kariyer.net", the human resources site with the largest candidate database in Turkey. The
data in the study was collected between 4 and 28 September 2023. In the position search for the field of
"Human Resources", 70 different positions related to the concept were found. These positions consist of
seven main functions: "Human Resources", "Recruitment”, "Training and Development", "Performance
Management"”, "Compensation and Benefits", "Payroll and Personnel Affairs" and "Talent
Management". It was determined that there were approximately 900 advertisements covering the
positions specified under the title "Human Resources". According to research data; it has been found out
that the cities with the highest number of advertisements in the field of human resources are Istanbul,
Kocaeli, Ankara, [zmir and Bursa. In this study, the relationship between the possible positions and cities
that students who choose the HRM department can work in was examined.

Keywords: Human Resources Management, Job Search, Job Advertisement, Career.
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Esnek Cahisma Sekli ile Cahsan Performansi Iliskisi

The Impact of Different Working Styles on Employee Performance

YL Ogrencisi Giilsenem ALEASSA
Sakarya Universitesi - ORCID: 0000-0002-9582-5309
Dr. Ogr. Uyesi Bur¢in CETIN KARABAT

Sakarya Universitesi - ORCID: 0000-0002-7787-1221
OZET
Kiiresel bir salgin olarak kabul edilen Covid-19 pandemisi, diinya genelinde ekonomileri ve sosyal
hayati olumsuz etkilemistir. Calisma hayatinda da birtakim degisikliklere yol agan salgin, isletmelerde
alisila gelmisin disina cikilarak ¢alisma yontem ve tekniklerinde farklilasmaya neden olmustur. Bu
kapsamda isletmelerde, calisanlar1 ve is yapma sekilleri dikkate alindiginda ortaya ¢ikan en 6nemli
farklilik, ofisten ¢aligma bi¢iminin yerini, uzaktan c¢alisma ve hibrit ¢aligma olarak nitelenen yeni
caligma modellerinin almasi olmustur. Son yillarda esnek ¢aligma modeli ile performans iliskisini
inceleyen aragtirmalarin sayisinin giderek artig gosterdigi goriilmektedir (Galanti, vd., 2021; Davidescu,
vd. 2022; Nilsen ve Solber, 2022; Bindu ve Pranathi, 2022; Nagshbandi, vd., 2023; Putri, vd.,
2023; Tenderis ve Kazdal, 2023). Ulusal literatiir incelendiginde Covid-19 siireci ile giiniimiizde 6nemi
artan esnek calisma modelinin ¢alisan performansi iizerindeki etkisini konu alan nicel bir arastirma

bulunmadigi gézlemlenmistir. Arastirma, esnek calisma ve ¢alisan performansi kapsaminda yapilmais ilk
nicel arastirma niteligini tasimaktadir. Bu ¢alismanin amaci, esnek c¢alismanin, ¢alisanlarin gorev ve
baglamsal performansina etkisini tespit edebilmektir. Istanbul, Ankara, Kocaeli, Sakarya illerindeki 56
beyaz yakali calisan online anket formu aracilifiyla ¢alismaya katilmistir. Anketlerden elde edilen
veriler SPSS programi ile analize tabi tutulmustur. Arastirmadan elde edilen bulgularin, ilerleyen
donemlerde konu ile ilgili yapilacak caligmalara 151k tutacag ve ilgili alan yazinina katki saglayacagi
diistintilmektedir.

Anahtar Kelimeler: Esnek caligsma, ¢alisan performansi, gorev performansi, baglamsal performansi

ABSTRACT

The Covid-19 pandemic, which is considered a global epidemic, has adversely affected economies and
social life around the world. The epidemic, which also caused some changes in working life, caused
differentiation in working methods and techniques by going beyond the ordinary in enterprises. In this
context, the most important difference that emerged when the employees and ways of doing business
were taken into account in the enterprises was that the way of working from the office was replaced by
new working models called remote working and hybrid working. It has been observed that the number
of studies examining the relationship between flexible working model and performance has increased
gradually in recent years (Galanti, et al., 2021; Davidescu, et al. 2022; Nilsen and Solber, 2022; Bindu
and Pranathi, 2022; Nagshbandi, et al., 2023; Putri, et al., 2023; Tenderis and Kazdal, 2023). When the
national literature is examined, it has been observed that there is no quantitative research on the effect
of the Covid-19 process and the flexible working model, which has increased in importance today, on
employee performance. The research is the first quantitative research conducted within the scope of
flexible working and employee performance. The aim of this study is to determine the effect of flexible
working on the task and contextual performance of employees. 56 white-collar employees in the
provinces of Istanbul, Ankara, Kocaeli and Sakarya participated in the study through an online
questionnaire. The data obtained from the questionnaires were analyzed with the SPSS program. It is
thought that the findings obtained from the research will shed light on the studies to be done on the
subject in the future and contribute to the relevant literature.

Keywords: Flexible working, employee performance, task performance, contextual performance
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Gitmek Mi Zor Kalmak Mi?
Is It Hard to Go or Hard to Stay?

Ars. Gor. Caner GUNAYDIN
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Istanbul Universitesi - ORCID: 0000- 0002-1097-1236

OZET

Glinlimiizde yasanan degisim ve gelismeler ile birlikte calisanlarin orgiitlerinden ve isin kendisinden
beklentileri siirekli olarak degismektedir. Ozellikle kiiresel salginin ardindan calisanlarin gegmiste
isletmeden talep ettikleri veya bekledikleri, iicret, kariyer firsatlari, egitim gibi ilk sirada yer alan
faktorlerin yerini ig-yasam dengesi, esneklik ve calisan sagligina biraktig: ifade edilebilir. Bu durum,
giiniimiizde insan kaynaklar1 yonetiminin de kendi i¢inde birtakim diizenlemeler yapmasini ve yeni
uygulamalar1 hayata gegirmesini zorunlu kilmistir. Insan kaynaklar1 yonetiminin 6nceki yillarda yerine
getirdigi gorev ve sorumluluklar, giiniimiiz sartlarinda degisim ve doniisiim gegirerek yeniden
sekillenmigtir. Kiiresel salginin giindeme getirdigi biiyiik istifa olgusu ile birlikte calisanlarin
devamliliginin saglanmasinda isletmeler yeni sorunlarla karsi karsiya kalmiglardir. Bu sorunlar arasinda
isletmelerin ¢alisan sagligina gereken Onemi vermemesi, teknolojiden etkili bir bigimde
yararlanilmamasi, uzaktan ¢alisma uygulamalarinin eksikligi ve calisanlarin cografi hareketlilik istegi
siralanabilir. S6z konusu durumu ¢ézebilmek amaciyla insan kaynaklar1 yonetimi yaklagiminda yeni ve
degisik uygulamalara gidilmesi gerekmektedir. Caligmamizda, ¢alisanlarin iste kalma karar1 tizerinde
gecmis donemlerde etkili oldugu diisiiniilen faktorlerin neler oldugu ve bu faktorlerin gliniimiizde ne
gibi degisiklikler gdsterdiginin tartigilmasi amaglanmistir. Bu kapsamda ¢alisanlarin iste kalma karari
iizerinde etkili olmas1 muhtemel faktorler belirlenmeye ¢alisilmis ve bu konuya iligkin bir model 6nerisi
sunulmustur. S6z konusu modelde giiniimiizde git gide 6nemi artan teknoloji, istihdam politikalari,
globallesme, Gig calisma modeli gibi baglamsal faktorler ile ¢alisan beklentileri ve siirdiiriilebilir insan
kaynaklar1 yonetimi uygulamalarinin c¢aligsanlarin iste kalma kararina etkisi ele alinmistir. Bu model
kapsaminda, iste kalma kararini etkileyen giincel degiskenler, ¢alisan beklentileri ve siirdiiriilebilir insan
kaynaklar1 yonetimi boyutlar1 altinda, ¢calisan bakis agisiyla, kapsamli bicimde ele alinarak tartigilmistir.
Onerilen modelin insan kaynaklar1 yonetimine yeni bir bakis agis1 kazandiracag: ve bu dogrultuda
gelecekteki calismalara 151k tutacagi diistiniilmektedir.

Anahtar Kelimeler: Elde Tutma, Iste Kalma Karar1, Kisisellestirilmis IKY

ABSTRACT

Employees' expectations from their organizations and the work itself are continuously shifting due to
the changes and advances of today. It might be said that the factors that employees formerly requested
or expected from the company, such as pay, career possibilities, and training, have been replaced by
work-life balance, flexibility, and employee wellness, particularly in the wake of the global pandemic.
It has become important for human resources management to make some adjustments and adopt new
procedures as a result of these circumstances. The roles and responsibilities that human resources
management fulfilled in the past have changed as a result of change and transformation in the
circumstances of today. Businesses now confront new challenges in providing the retention of their
workforce because of the Big Resignation phenomena that the global pandemic has brought to the
forefront of society. These problems include the fact that enterprises do not give due importance to
employee health, the lack of effective utilization of technology, the lack of remote working practices
and the desire of employees for geographical mobility. New and unconventional methods of human
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resource management are needed to address this issue. This study aims to highlight the factors that were
once believed to have an impact on retention decisions for employees, as well as how these factors have
changed through time. In this context, it is attempted to identify the factors that are most likely to affect
employees' decisions to remain at their jobs and a model proposal is made. In the model in question,
contextual factors such as technology, employment policies, globalization, Gig working model, which
are increasingly important today, and the impact of employee expectations and sustainable human
resources management practices on employees' decision to stay at work are discussed. The current
factors influencing the choice to remain at work are examined within the framework of this model under
the dimensions of employee expectations and sustainable human resource management from the
employee's perspective. The proposed model is believed to offer a fresh viewpoint on human resource
management and provide insight into further research in this area.

Keywords: Retention Management, Retention Decision, Individualized /Personalized HRM,
Employee Expectations
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Insan Kaynaklarinda Déniisiim: Insan Kaynaklarinda Yapay Zeka Uygulamalan

Human Resources (Hr) Transformation: Artificial Intelligence Applications In Hr
Prof. Dr. ilhan EGE
Mersin Universitesi - ORCID: 0000-0002-5765-1926

OZET

Teknolojinin gelismesi ile insan kaynaklari yonetimi uygulamalarinda da biyik bir degisim
yasanmistir. Insan kaynaklari yonetim sistemi (HRMS), bir organizasyonun insan kaynaklarini etkin
bir sekilde yonetmeye yardimct olan bir yazilim veya bilgi sistemidir. HRMS uygulamalari 6ncelikle
insan kaynaklari departmanlarinin, personel bilgilerini, ise alim stireglerini, egitim ve gelistirme
programlarini, performans degerlendirmelerini, maas ve 6zlik islemlerini, izin ve izleme gibi bir
dizi gérevi daha etkin bir sekilde gerceklestirmelerini saglar. Yapay zeka, hizla veri enjekte edebilen,
kaliplart tanimlayabilen ve egilimleri optimize edip tahmin edebilen ¢ok gesitli algoritmalar ve
makine 6grenimi araglanidir. Yapay zeka algoritmalari, konusmayr anlayabilmekte, fotograflart
tanimlayabilmekte ve ruh hali, dirtstlik gibi kisisel Ozellikleri analiz edebilmektedir. Bu
algoritmalar insanlar gibi “sezgisel” degillerdir, ancak hizhilardir. Bu nedenle milyonlarca bilgiyi
saniyeler i¢inde analiz edebilir ve bunlar kaliplarla hizli bir sekilde iliskilendirebilirler. YZ ile HRMS
entegrasyonu, insan kaynaklart islemlerini daha verimli ve etkili hale getirmek igin bir¢ok fayda
saglayabilir. Insan kaynaklart yénetiminde (IKY) YZ kullanimi, kuruluslarin isgiiciinii yonetme
bigimlerini doniistirme potansiyeline sahiptir. Tekrarlayan gérevleri otomatiklestirerek, dogrulugu
ve nesnelligi artirarak, Onyargtyr azaltarak ve kisisellestirilmis ¢Oztimler sunarak YZ, IKY
sureglerinin verimliligini ve etkinligini artirabilir. Ayrica YZ nin olumlu etkileri arasinda, verimlilik
ve etkinlik artis1, kisisellestirilmis kariyer yolculugu, egitim ve gelisim firsatlari ve is ile yetenek
eslestirme bulunmaktadir.  Yapay zeka, streclerin otomasyonunu saglayarak isletmelerin
kaynaklarini daha stratejik ve deger yaratict alanlara yonlendirmelerine olanak tanir. YZ,
gunimizdeki kalifiye insan kaynaklari sorununun ¢6ziilmesini destekleyebilir ve mevcut
isgiciinden daha verimli yararlanilmasini saglayabilir. Ttimevarim yontemi kullanilacak ve ikincil
verilerden faydalanilan ¢alismanin amact bu kapsamda YZ’nin Insan Kaynaklart Yonetimi’nde

kullanilmast ve 6rnek uygulamalarin actklanmasidir.

Anahtar Kelimeler: Insan Kaynaklar1 Yonetimi, Insan Kaynaklart Yénetim Sistemi, Yapay Zeka,
Yapay Zeka Uygulamalari.

ABSTRACT

Result of the development of technology, there has been a great change in human resources management
practices. A human resource management system (HRMS) is a software or information system that helps
effectively manage an organization’s human resources. HRMS applications primarily enable human
resources departments to perform a number of tasks more effectively, such as personnel information,
recruitment processes, training and development programs, performance evaluations, salary and
personnel transactions, leave and monitoring. Artificial Intelligent (Al) is a wide range of algorithms
and machine learning tools that can rapidly inject data, identify patterns, and optimize and predict trends.
Artificial intelligence algorithms can understand speech, identify photographs, and analyze personal
characteristics such as mood and honesty. These algorithms are not “intuitive” like humans, but they are
fast. Therefore, they can analyze millions of pieces of information in seconds and quickly associate them
with patterns. Integrating Al with HRMS can provide many benefits to make human resources
operations more efficient and effective. The use of Al in HRM has the potential to transform the way
organizations manage their workforce. By automating repetitive tasks, increasing accuracy and
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objectivity, reducing bias, and providing personalized solutions, Al can increase the efficiency and
effectiveness of HRM processes. Additionally, the positive effects of Al include increased productivity
and efficiency, personalized career journey, training and development opportunities, and job and talent
matching. Artificial intelligence enables businesses to direct their resources to more strategic and value-
creating areas by automating processes. Al can support solving today’s qualified human resources
problem and enable more efficient use of the existing workforce. The aim of the study, which will use
the inductive method and benefit from secondary data, is to use Al in Human Resources Management
and explain sample applications.

Keywords: Human Resources Management, Human Resources Management System, Artificial
Intelligence, Artificial Intelligence Applications
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Bilgi ve Iletisim Teknolojilerinde Yazihm Sektoriinde istihdam ve Mesleki Yeterlilikleri
Uygulamalari

Employment and Vocational Qualifications Practices in the Software Sector in Information and
Communication Technologies
YL. Ogrencisi Anil BEREKET
Mersin Universitesi - ORCID: 0009-0004-4960-6545

OZET

Isgiicii piyasasindaki gelismeler ekonomik biiyiime {izerinde 6nemli bir etkiye sahiptir. Ekonomik
biiytimedeki artis veya azalma, isgiicii piyasasi ve Ozellikle igsizlik oranlar iizerinde belirleyici bir
etkiye sahiptir. Strdiiriilebilir ve kapsayict bir ekonomik bilyliime ancak ve ancak istihdam artig1 ile
birlikte saglandiginda kalic1 etkileri olmaktadir. Giiniimiizde ekonomik biiylimenin ve istthdamin
birlikte arttig1 gelismis iilkeler hizli isttihdam artisinin yasandigi, katma degeri yiiksek ve isgiicii
piyasasinda nitelikli elemanlara ihtiyag duyulan sektorlere yatirim yapmakta ve az gelismis ve
gelismekte olan iilkelerden bu iilkelere beyin gocii yagsanmaktadir.

Diinyada igsizlik en 6nemli sorunlarin baginda gelmekte ve bu durum bireysel ve toplumsal anlamda
ciddi sorunlar dogurmaktadir. Ekonomik agidan, iktisadi faaliyetlere girdi teskil edecek insan
kaynagimin bir boliimii atil kalmakta, iilkenin potansiyeli tam olarak kullanilamamaktadir. Diinyada
istihdam artisinin yasandigi ve siirekli olarak yeni is alanlarinin ortaya ¢iktig1 sektorlerden birisi bilgi
ve iletisim teknolojileri sektoriidiir. Bilgi ve iletisim teknolojileri (BIT) sektorii gelismekte olan
tilkelerde hizli bir sekilde biiyiimekte ve bu iilkelerde sektorde galigsabilecek nitelikli isgiliciine ihtiyag
duyulmaktadir. BIT sektdriinde nitelikli insan giicii talebi diinya genelinde artmaktadir. Buna paralel
olarak BIT sektoriindeki istihdam artis1 diger sektorlere oranla daha yiiksek gerceklesmektedir.

Tiirkiye sahip oldugu genc ve dinamik niifus yapisiyla gelecek icin iimit vaat etmektedir. Ulkemizin
geng niifusu ve diinya ekonomisindeki pay1 dikkate alindiginda ise BIT pazarinin kiigiik oldugu ancak
onemli bir biiyiime potansiyeli tagidig1 diigiiniilmektedir. Sektoriin pazar bilyiikligii, kurulan teknoloji
gelistirme bolgeleri ve buralardaki firma sayilari, e-ticaret hacmi, Ar-Ge harcamalari ve patent
basvurular1 her gecen yil daha da artmaktadir. Nitekim BIT ile ilgili alanlardan mezun olan 6grenci
sayis1 da her yil artis gostermektedir. Ulusal istihdam Stratejisine gore bilisim sektorii, hizli biiyiime
trendine ragmen, iilkemizde yeterince gelisememistir. Bu alanda yeterli yatirim mevcut olmayip,
olusturulan politikalar kamu kurumlari arasinda koordineli bir bigimde hayata gecirilememektedir.

Bu ¢alismada bilgi ve iletisim teknolojileri sektoriindeki istihdam ve bu kapsamda mesleki yeterlilik,
mesleki egitim ve ulusal yeterlilik belgeleri uygulamalar1 kapsaminda incelenmesi ve degerlendirilmesi
amaclanmaktadir.

Anahtar Kelimeler: istihdam, Endiistri 4.0, Bilgi Ekonomisi, Teknolojik Gelisme

ABSTRACT

Developments in the labor market have a significant impact on economic growth. An increase or
decrease in economic growth has a decisive impact on the labor market and especially on unemployment
rates. Sustainable and inclusive economic growth only has lasting effects when it is accompanied by
employment growth. Nowadays, developed countries, where economic growth and employment
increase together, invest in sectors where rapid employment growth is experienced, high added value
and where qualified personnel are needed in the labor market, and there is a brain drain from
underdeveloped and developing countries to these countries.

Unemployment is one of the most important problems in the world and this situation creates serious
individual and social problems. In economic terms, some of the human resources that will constitute
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input for economic activities remain idle and the country's potential cannot be fully used. One of the
sectors in the world where employment increases and new job areas constantly emerge is the information
and communication technologies sector. The information and communication technologies (ICT) sector
is growing rapidly in developing countries and there is a need for qualified workforce to work in the
sector in these countries. The demand for qualified manpower in the ICT sector is increasing worldwide.
In parallel, employment growth in the ICT sector is higher than in other sectors.

Turkey promises hope for the future with its young and dynamic population structure. Considering our
country's young population and its share in the world economy, the ICT market is thought to be small
but has a significant growth potential. The market size of the sector, established technology development
zones and the number of companies there, e-commerce volume, R&D expenditures and patent
applications are increasing every year. As a matter of fact, the number of students graduating from ICT-
related fields is increasing every year. According to the National Employment Strategy, the IT sector has
not developed sufficiently in our country, despite the rapid growth trend. There is not enough investment
in this field, and the policies cannot be implemented in a coordinated manner among public institutions.

This study aims to examine and evaluate employment in the information and communication
technologies sector and, in this context, vocational qualification, vocational training and national
qualification certificate applications.

Keywords: Employment, Industry 4.0, Knowledge Economy, Technological Development
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Kariyer Engellerine Cam Metaforu Baglaminda Bakis: Bibliyometrik Bir Analiz

Career Barriers in the Context of Glass Metaphor: A Bibliometric Analysis
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OZET

Kariyer yonetiminde kaynaklar farkli ¢ok sayida kariyer engeli bulunmaktadir. Dezavantajli grupta yer
alan kadinlar ise kariyer engellerini erkeklere kiyasla daha fazla yasamaktadirlar. Kariyer yonetimi
yazininda cam tavan, cam ugurum, cam labirent, cam terlik ve cam asansor gibi yeni kavramlar ile
kadinlarin kariyer engelleri tanimlanmaya ¢alisilmaktadir. Bu ¢alismanin amaci kariyer engellerini cam
metaforu baglaminda ele alarak bibliyometrik bir analiz gerceklestirmek ve bu konudaki yayinlarin
egilimlerinin belirlenmesi ile yeni arastirma alanlarim belirlemektir. Bu amaca ulasmak i¢in ULAKBIM
veri tabaninda 1980-2023 yillar1 arasinda yayinlanmig olan “cam tavan”, “cam ugurum” ve “cam
asansOr” konulu yayinlarin bibliyometrik analizi hedeflenmistir. Cam terlik ve cam labirent konularinda
aragtirma kisitlarinda yayinlanmis yaym bulunmadigindan bu kavramlar analize dahil edilememistir.
ULAKBIM veri tabanina gore cam metaforunu ele alinan toplamda 106 yaym bulunmaktadir. Bu
yayinlar yayin tiirli, yayin yili, arastirmanin yapildig: sektor, atif sayisi, yayinlarin yapildig: dergiler ve
arastirmaya konu degiskenlerle iligkisi ele alinan diger kavramlar agisindan incelenmistir. Yapilan
analizlerde, yaymlarin %95’inin makale oldugu gozlemlenmistir. Arastirmaya dahil edilen yayinlarin
%70’inin cam tavan, cam ugurum ve cam asansor algisini dlgmeye yonelik oldugu ve bu degiskenlerin
baska bir degiskenle iliskilendirilmedigi belirlenmistir. Ayrica ULAKBIM tabaninda yapilan sorgulama
sonucu sinirli sayida yayinda cam metaforunun, giic mesafesi, isten ayrilma, orgiitsel adalet, orgiitsel
giiven, mobbing, motivasyon ile iligkisinin ele alindig1 belirlenmistir.

Anahtar Kelimeler: Cam Tavan, Cam Ugurum, Cam Asansor, Bibliyometrik Analiz

ABSTRACT

There are many career barriers with different sources in career management. Women in disadvantaged
groups experience career barriers more than men. In the career management literature, new concepts
such as glass ceiling, glass cliff, glass labyrinth, glass slipper and glass lift are used to describe women's
career barriers. The aim of this study is to perform a bibliometric analysis by addressing career barriers
in the context of glass metaphor and to determine the trends of publications on this subject and to identify
new research areas. In order to achieve this goal, a bibliometric analysis of the publications on "glass
ceiling", "glass cliff" and "glass lift" published in the ULAKBIM database between 1980 and 2023 was
aimed. Since there were no publications on glass slipper and glass labyrinth within the research
constraints, these concepts could not be included in the analysis.According to the ULAKBIM database,
there are a total of 106 publications addressing the glass metaphor. These publications were analysed in
terms of the type of publication, year of publication, the sector in which the research was conducted, the
number of citations, the journals in which the publications were made and other concepts related to the
variables subject to the research. In the analyses, it was observed that 95% of the publications were
articles. It was determined that 70% of the publications included in the study were aimed at measuring
the perception of glass ceiling, glass cliff and glass lift and that these variables were not associated with
any other variable. In addition, as a result of the query made in ULAKBIM base, it was determined that
the relationship of glass metaphor with power distance, turnover, organisational justice, organisational
trust, mobbing, motivation was discussed in a limited number of publications.

Key Words: Glass Ceiling, Glass Cliff, Glass Elevator, Bibliometric Analysis
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IK Siireclerinin Dijitallesmesi Kosullarinda Performans Degerlendirmesine Yonelik Bir Veri
Madenciligi Uygulamasi

A Data Mining Application for Performance Evaluation under the Conditions of Digitalization of HR
Processes
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OZET

Insan kaynaklar1 yonetimi (IKY), modern sirketlerde kaliteli personeli korumanin ve gelistirmenin
anahtaridir. Kurumlarin insan kaynaklar1 verilerinin analiz edilmesi, sorunlarin tespit edilmesi ve
stratejinin belirlenmesi 6nemli bir rekabet avantaji saglamaktadir. Endiistri 4.0 olarak da bilinen
dordiincii sanayi devrimiyle birlikte dijitallesme, kurumsal is ve islemlerin temeli olarak gériilen IKY ‘yi
de etkilemektedir. isletmelerde insan kaynaklar1 yonetiminin dijitallesmesi konusu her gegen giin nem
kazanmaktadir. Iyilestirilmis IK yonetimi ile isletmeler, IK siireclerini daha etkin yonetebilir, ise alim
kararlarint1 daha iyi verebilir, isten ayrilmayr disiinen ¢aliganlari tahmin edebilir, is giicii
optimizasyonunu ve gelecek planlamasini daha etkin bir sekilde yapabilir. Bu alanda giderek daha fazla
isletme, yapay zeka ve veri madenciligi yontemleriyle verimliligi ve tasarrufu artiran insan kaynaklar
yOnetimine yatirim yapiyor. Veri madenciligi uygulamalari, verileri anlamlandirip bilgiye doniistiirmek
ve kuruluslara karar verme siireglerinde yardimei olmak amaciyla kullanilmaktadir. Bu c¢alismanin
amaci dijitallesmenin insan kaynaklar yonetimi uygulamalan iizerindeki etkisini incelemek ve bu
konudaki egilimleri tespit etmektir. Bu kapsamda veri madenciligi yontemlerinden karar agaci ile
siniflandirma ve kural ¢ikarma algoritmalar1 kullanilmigtir. Isten ayrilma nedenleri veri madenciligi
yontemleri ile analiz edilerek insan kaynaklar1 departmanlarina kural tabanli bir karar mekanizmasi
sunulmasi c¢alismanin yenilik¢i yoniinii olusturmaktadir. Siniflandirma algoritmalarindan elde edilen
kurallar, sirketin insan kaynaklar1 ydneticisinin karar vermesi igin etkili bir referans ve 6ngorii
saglamaktadir. Gergek veriler {lizerinde yapilan deneyler ve karsilastirma ¢aligmalari, mevcut verileri
kategorize etme konusunda oldukga iyi oldugunu ortaya koymustur.

Anahtar Kelimeler: Insan kaynaklar1 yonetimi, Veri madenciligi, Dijitallesme, Karar agaclari.

ABSTRACT

Human resources management is the key to maintaining and developing quality personnel in modern
companies. Analyzing the human resources data of institutions, identifying problems and determining
the strategy provide a significant competitive advantage. With the fourth industrial revolution, also
known as Industry 4.0, digitalization also affects human resources management (HRM), which is seen
as the basis of corporate business and transactions. The topic of digitalization of human resources
management in businesses is increasing day by day. With improved HR management, businesses can
manage their HR processes more effectively, make better recruitment decisions, predict employees who
are considering leaving their jobs, and make workforce optimization and future planning more
effectively. In this field, more and more businesses are investing in human resources management, which
increases efficiency and savings with artificial intelligence and data mining methods. Data mining
applications are used to make sense of data and transform it into information and to assist organizations
in decision-making processes. The aim of this study is to examine the impact of digitalization on human
resources management practices and to identify trends in this regard. In this context, decision tree and
rule extraction algorithms, which are data mining methods, were used. Experiments and comparison
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studies conducted on real data have revealed that it is quite good at categorizing the available data. The
rules obtained enabled the company to have insight into the behavior of potential employee candidates.
The importance of this study is to reveal the positive effects of digitalization and artificial intelligence
in the business world on human resources management with the developed technique.

Keywords: Human Resources Management, Data Mining, Digitalization, Decision Trees
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Dijital Oyunlar ve Temel Motivasyon Kaynaklari: Universite Ogrencileri Uzerine Bir Arastirma

Digital Games and Basic Motivation Resources: A Study on University Students
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OZET

Bu caligmada, dijital oyun oynayan bireyler ile dijital oyun oynamayan bireylerin temel motivasyon
kaynaklar1 incelenmistir. Calismada dijital oyun oynayan geng bireylerin ele alinmasi dolayisiyla,
bulgular ve degerlendirmelerin, yonetim ve organizasyon ile insan kaynaklari alanindaki ¢aligmalara
katki saglanmaktadir. Dijital oyun ve insan davraniglarinin irdelendigi calismalarda, bireylerin gii¢ ve
basar1 motivasyonlarmin éne ¢iktig1 goriilmektedir (Chang ve Zhang, 2008; Ozkul, 2021). Calismanin
odak noktasi, dijital oyun oynayan ve oynamayan bireylerin temel motivasyon kaynaklar1 arasindaki
farkliliklarin tespitidir. Ancak ydnetsel siireclerde 6ne ¢ikan giic ve basari motivasyonlarinin oyun
tiirlerine degisebilecegine sdylenebilir. Fakat bu ¢aligmanin kapsami diginda olmasi dolayisiyla sonraki
calismalarda ele alinmasi 6nerilebilir.

Calismanin amaci dogrultusunda Antalyali ve Bolat (2017)’1n gelistirdigi Temel Motivasyon Kaynaklari
Olgegi kullamlmistir. Bunun yam sira oyuncu hissiyatlari, bireylerin verdikleri yanitlara gére
siniflandirilmistir. Calismanin érneklemi, Siileyman Demirel Universitesi’nde 6grenim gdren 259 lisans
ogrencisidir. Calismada oyun/dijital oyun literatiiriinde yer alan bulgulara benzer sekilde dijital oyun
oynayan bireylerle oynamayan bireylerin gii¢ ve basari motivasyonlari arasinda fark bulundugu tespit
edilmistir. Dijital oyun oynayan bireylerin oynamayan bireylere gore, kendileri disindaki bireylere etki
etme ve yonetme ihtiyaglarimi temsil eden gilic motivasyonlar ile gorevierine odaklanma ve islerini
sonuglandirma ihtiyaglarimi temsil eden basart motivasyonlar yiiksektir. Bu sonug, ileride ¢aligma
hayatina atilacak bireylerin, yonetsel ve sosyal siire¢lerde insanlara etki etme gibi insan kaynaklar1 alan
acisindan 6nem arz etmektedir.

Dijital oyun oynamak, basari ihtiyacini karsilayan bir aractir (Chang ve Zhang, 2008). Bireylerin dijital
oyun oynaylp oynamamalari, gelecekte yonetsel siireclerde yer alma ve ¢alisma yasaminda
degerlendirilebilecek bir olgu olarak ele alinabilir. Ayn1 zamanda bu bireylerin gii¢ motivasyonlarinin
da s6z konusu alanlarda degerlendirilebilecegi ¢cikariminda bulunulabilir.

Anahtar Kelimeler: Dijital Oyun, Temel Motivasyon Kaynaklari, Basar1 ihtiyac1, Giig Ihtiyaci

ABSTRACT

In this study, the basic motivation resources of individuals who play digital games and individuals who
do not play digital games are examined. Since the study focuses on young individuals who play digital
games, the findings and evaluations contribute to the studies in the field of management and organization
and human resources. In studies examining digital gaming and human behavior, it is seen that
individuals' power and achievement motivations come to the fore (Chang & Zhang, 2008; Ozkul, 2021).
The focus of the study is to determine the differences between the basic motivation resources of
individuals who play digital games and those who do not. However, it can be said that the power and
achievement motivations that stand out in managerial processes may vary according to game types.
However, since it is beyond the scope of this study, it may be suggested to be addressed in future studies.
For the purpose of the study, Basic Motivation Resources Scale developed by Antalyali and Bolat (2017)
was used. In addition, player feelings were categorized according to the responses given by the
individuals. The sample of the study is 259 undergraduate students studying at Siileyman Demirel
University. In the study, similar to the findings in the game/digital game literature, it was determined
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that there was a difference between the power and achievement motivations of individuals who play
digital games and individuals who do not play digital games. Individuals who play digital games have
higher power motivation, which represents their need to influence and manage individuals other than
themselves, and achievement motivation, which represents their need to focus on their tasks and finalize
their work, compared to individuals who do not play digital games. This result is important in terms of
human resources field such as influencing people in managerial and social processes for individuals who
will start working life in the future.

Playing digital games is a tool that fulfills the need for achievement (Chang & Zhang, 2008). Whether
individuals play digital games or not can be considered as a phenomenon that can be evaluated in
managerial processes and working life in the future. At the same time, it can be inferred that the power
motivations of these individuals can also be evaluated in these areas.

Keywords: Digital Games, Basic Motivation Resources, Need for Achievement, Need for Power
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OZET

Son yillarda g¢evreye yonelik kaygilar is diinyasinda dnemli bir yer tutmaya baglamistir. Cevrenin
korunmas: ve siirdiiriilebilirlige yonelik artan ilgi isletmenin tiim alanlarinda oldugu gibi IKY alaninda
da yeni bir aragtirma odaginin ortaya ¢ikmasina neden olmustur. Bunun sonucunda arastirmacilar
IKY’nin siirdiiriilebilir cevresel hedeflere nasil bir katkida bulunabilecegini arastirmaya baslamis ve
Yesil IKY terimi ortaya ¢cikmistir. Bu baglamda IK departmanlari yesil IKY nin isletmeler igin 6nemli
bir gevre stratejisi haline gelmesinde kilit rol oynamaya baslamistir. Buna bagli olarak Yesil IKY
uygulamalar1 hem IK alaninda ¢alisan akademisyenler hem de IK uygulayicilar tarafindan giderek daha
fazla ilgi gormeye baslamistir. Bu arastirmada 23.09.2023 tarihinde Web of Science {izerinden “Green
Human Resource Management” anahtar sozciigiiyle 2013-2023 yillar1 arasinda Sosyal Bilimler Alan
Indeksinde (SSCI) yer alan 101 makale iizerinde bibliyometrik analiz yapilmistir. Makalelerin sz
konusu on y1l igerisindeki tarihsel dagilimi, yayinlandiklar dergiler, yazarlari, atif sayilar, iilkelere gore
dagilimi ve anahtar kelimeler agisindan ag haritalar tespit edilerek gelecekte konuyla ilgili ¢alisma
yapacak arastirmacilara bir kaynakca olusturmak amaglanmigtir. Arastirma sonucunda konu ile ilgili
calismalarin 2019 yili itibariyle artis gostermeye basladigi, an fazla ¢aligmanin ise 2022 yilinda yapildigi
goriilmiistiir. Bu yillar igerisinde en fazla en fazla atif alan makale (177) ise Ubeda-Garcia vd. (2021)
caligmasi oldugu, Yazar ortak atif analizi sonucunda en ¢ok atif yapailan yazarin ise Jabbour oldugu
tespit edilmistir. Calismalarin en ¢ok yaymlandig: dergi ise “International Journal of Manpower” dergisi
oldugu, en fazla atif alan derginin ise “Corporate Social Responsibility and Environmental
Management” dergisi oldugu tespit edilmistir. Bu calismalarda en sik kullanilan anahtar kelimeler ise
Yesil Insan kaynaklari yonetimi, gevresel performans, siirdiiriilebilirlik, cevresel yonetim ve yesil
inovasyon oldugu tespit edilmistir. Calismalarin en fazla yapildig: tilkelerin ise sirastyla Cin, Fransa,
Italya Pakistan ve Avustralya oldugu tespit edilmistir. Bu calismalarin yapildig1 kurumlar incelendiginde
ise en fazla atif yapilan ¢alismalari Milano Universitesi’ne ait ¢aligmalar oldugu tespit edilmistir.

Anahtar Kelimeler: Yesil Insan Kaynaklar1 Y&netimi, Siirdiiriilebilirlik Yesil Y6netim, Bibliyometrik
Analiz

ABSTRACT

In recent years, environmental concerns have started to take an important place in the business world.
The increasing interest in environmental protection and sustainability has led to the emergence of a new
research focus in the field of HRM as in all areas of business. As a result, researchers started to
investigate how HRM can contribute to sustainable environmental goals and the term Green HRM
emerged. In this context, HR departments have started to play a key role in making Green HRM an
important environmental strategy for businesses. Accordingly, Green HRM practices have started to
attract more and more attention from both HR academics and HR practitioners. In this study, a
bibliometric analysis was conducted on 101 articles in the Social Sciences Domain Index (SSCI)
between 2013-2023 with the keyword "Green Human Resource Management" on Web of Science on
23.09.2023. It was aimed to create a bibliography for researchers who will work on the subject in the
future by determining the historical distribution of the articles in the ten years in question, the journals
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in which they were published, authors, number of citations, distribution by countries and network maps
in terms of keywords. As a result of the research, it was seen that the studies on the subject started to
increase as of 2019, and the highest number of studies were conducted in 2022. It was determined that
the most cited article (177) in these years was Ubeda-Garcia et al. (2021), and the most cited author was
Jabbour as a result of author co-citation analysis. It was determined that the journal in which the studies
were published was the "International Journal of Manpower" and the most cited journal was the
"Corporate Social Responsibility and Environmental Management" journal. The most frequently used
keywords in these studies are Green Human Resources Management, environmental performance,
sustainability, environmental management and green innovation. It has been determined that the
countries where the most studies were conducted are China, France, Italy, Pakistan and Australia,
respectively. When the institutions where these studies were conducted were examined, it was
determined that the most cited studies were the studies of the University of Milan.

Keywords: Green Human Resources Management, Sustainability, Green Management, Bibliometric
Analysis
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Yetenek Yonetimi Baglaminda Elde Tutmaya iliskin Metaforik Kavramlarin incelenmesi

Analysis Of Metaphorical Concepts Related to Retention in The Context of Talent Management

Dr. Ogr. Uyesi Muharrem AKSU
Siileyman Demirel Universitesi - ORCID: 0000-0001-5164-2458
YL. Ogrencisi Gozde Nur TURIDI
Siileyman Demirel Universitesi - ORCID: 0000-0003-1765-5997

OZET

Glinlimiiz is diinyasinda yetenek yonetiminin Orgiitlerin basarisinda kilit rol oynadig: bilinmektedir.
Orgiitler, nitelikli personeli kendilerine cekerek ve elde tutarak rekabet avantajinda bir adim &nde olmak
istemektedirler. Ozellikle yetenek yonetiminin boyutlarindan biri olan ¢alisam elde tutma, drgiitlerin
rekabet avantaj1 acisindan benzersiz, taklit edilemez ve yeri doldurulamaz bir yetenegin istthdaminin
onemini gdstermektedir. Orgiite deger katan bu yetenekli calisanlar da orgiitler tarafindan gesitli elde
tutma yontemleri ile elde tutulmaya calisilmaktadir. Dolayisiyla bu calismada yetenek yonetimi
baglaminda calisani elde tutmaya yonelik 6zellikle yabanci literatiir ve uygulamada yer alan gesitli
metaforlar ele alinmistir. Bu metaforlar arasinda orgiitlerin yetenekli caligsanlar1 cezbetmek amaciyla
verdikleri {icret ya da ikramiyeleri betimleyen Altin Merhaba (Golden Hello); orgiitlerin devredilme,
birlesme, yeniden yapilanma ya da kritik bir tiretim donemi gibi hayati bir déneminde, yetenekli
calisanlar1 orgiitte tutmak i¢in normal iicretin diginda verilen elde tutma ikramiyesini tanimlayan Elde
Tutma Ikramiyesi (Retention Bonus); érgiitlerin belirli ¢alisanlarin belirli bir siire drgiitte kalmalar1 igin
verdikleri ticret ve yan haklari igeren Altin Kelepce (Golden Handcuff); orgiitlerin devredilmesi ya da
birlesmesi sonucu yoneticilerin gorevden ayrilmasi durumunda verilen tazminati ifade eden Altin
Paragiit (Golden Parachute); Calisanin kendi istegi diginda isten ¢ikarilmasi ya da emekliligi durumunda
onemli bir kidem tazminati saglayan Altin tokalagma (Golden Handshake), nitelikli ¢alisanlar1 kuruma
cekmek ve kurumu cekici kilmak amaciyla iinlii bir kisiyi ise alip organizasyonda tutmay1 amaglayan
Miknatis Calisan (Magnet Hire) ve rakip orgiitte ¢alisan yetenekleri orgiite ¢ekmek igin uygulanan
Yetenek Avciligi (Talent Poaching) gibi ¢esitli metaforik uygulamalar mevcuttur. Adi gegen metaforik
yontemlerle orgiitler calisanlar drgiitte tutmaya ¢alismaktadir. Yetenek yonetimi baglaminda kullanilan
bu metaforik kavramlarin zenginligi, ayn1 zamanda o6rgiitlerin elde tutmaya ne kadar 6nem verdigini de
gostermektedir. Ayn1 zamanda bu metaforik uygulamalarin 6zlinde galigsanlara iicret ve yan haklar gibi
maddi tesviklerin bulunmasi, giiniimiizde c¢alisanlar1 elde tutmada parasal tesviklerin en dnemli unsur
oldugunu gostermektedir.

Keywords: Human Resources Management, Skill Management, Retention.

ABSTRACT

It is known that in today’s business world, talent management plays a key role in the success of
organizations. Organizations want to be one step ahead in competitive advantage by attracting and
retaining qualified personnel. In particular, employee retention, which is one of the dimensions of talent
management, appears to have a unique, inimitable and irreplaceable importance in the competitive
advantage of organizations. It is a known fact that in practice, qualified workers add value to the
organization. In this context, in this study discussed various metaphors, especially in foreign literature
and practice, regarding employee retention in the context of talent management. These metaphors
include concepts such as Golden Handcuff, which includes various incentives given by organizations to
certain employees to stay in the organization for a certain period of time; Golden Parachute, which refers
to the compensation given in case managers are dismissed as a result of the transfer or merger of
organizations; Golden Handshake, which provides a significant severance pay to the employee in case
he is dismissed against his will and Magnet Hire, which aims to recruit and keep a famous person in the
organization in order to attract qualified employees to the organization and make the organization
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attractive. With the metaphorical methods, organizations try to keep employees in the organization. The
richness of these metaphorical concepts used in talent management also shows how much importance
organizations attach to retention.

Keywords: Human Resources Management, Skill Management, Retention
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Ise Almada Yapay Zeka Kullaninm
Using Al in Hiring

Dr. Ogr. Uyesi Giilcin EROKSA L ULGER
Yozgat Bozok Universitesi — ORCID: 0000-0002-6059-9110

OZET

Genel olarak yapay zeka, hissedebilen, anlayabilen, harekete gecebilen ve Ggrenebilen bilgi
teknolojilerine atifta bulunmaktadir. Bir baska tanima gore ise yapay zek4, bilgisayar tabanli sistemlerin,
normalde insanlar tarafindan yapilan bazi gorevleri icra etmesi veya problemleri ¢ézmesi ile iligkili
caligmalardir. Calisma yasami agisindan ise, yapay zeka biiyiik veri setlerini tarayarak istatistikler ve
gelecege yonelik tahminler olusturmak i¢in siklikla kullanilabilmektedir. Giiniimiizde artan sekilde
yapay zekaya dayali ige alma araglar1 kullanilmakta olup, oyun tabanli degerlendirmeler, sosyal medya
gonderileri taramasi, adayin yazim oOrnekleri iizerinden dilsel analizi, ¢evrimi¢i miilakatlar vb
uygulamalar1 igermektedir. Caligma yasamini doniistiiren yapay zeka uygulamalarinin mevcut ve
potansiyel ¢alisanlarin orgiite bakis acilarini, is tatminlerini ve orgiitten beklentilerini etkiledigi 6nemli
bir gergektir. Insan kaynaklari yonetimi acisindan “dogru ise dogru insan” felsefesini
gergeklestirebilmenin en 6nemli adimi ise alma fonksiyonunun sorunsuz bir sekilde ¢alisabilmesidir. Bu
kapsamda yapay zeka ile daha hizli ve daha az maliyetli bir sekilde ise alma fonksiyonunun igletilmesi
miimkiin olmaktadir. Her ne kadar kullanilan araglar, isleri hizlandiriyor olsa da etik, yasal ve gizlilik
gibi konularda tartismalarin odagi haline gelmektedir. Biz de galismamizda, yapay zekanin ige almada
kullanimina iligkin olan tartismalara deginecegiz ve bazi orneklerle gelecege dair bir projeksiyon
olusturmaya calisacagiz.

Anahtar Kelimeler: Yapay Zek4, insan Kaynaklar1 Yénetimi, Ise Alma

ABSTRACT

In general, artificial intelligence refers to information technologies that can sense, understand, act and
learn. According to another definition, artificial intelligence is the study of computer-based systems that
perform tasks or solve problems normally performed by humans. In terms of working life, Al can often
be used to generate statistics and future predictions by scanning large data sets. Nowadays, Al-based
recruitment tools are increasingly being used and include applications such as game-based assessments,
scanning social media posts, linguistic analysis of candidate writing samples, online interviews, etc. It
is an important fact that artificial intelligence applications that transform working life affect the
perspectives of current and potential employees towards the organization, their job satisfaction and their
expectations from the organization. In terms of human resources management, the most important step
in realizing the "right person for the right job" philosophy is the smooth operation of the recruitment
function. In this context, it is possible to operate the recruitment function in a faster and less costly way
with artificial intelligence. Although the tools used speed things up, they also become the focus of
debates on ethical, legal and privacy issues. In our study, we will address the debates on the use of
artificial intelligence in recruitment and try to create a projection for the future with some examples.
Keywords: Artificial Intelligence, Human Resources Management, Hiring
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Is Giivencesizliginin isgoren Motivasyonu ve Performansina Etkileri: Tibbi Satig
Temsilcileri Uzerine Bir Arastirma

The Effect of Job Insecurity on Employee Motivation and Performance: A Research on Medical Sales
Representatives

Tugba MARASLI
Kayseri Universitesi - ORCID: 0000-0001-9397-9278
Do¢ Dr. Ebru SONMEZ KARAPINAR
Kayseri Universitesi - ORCID: 0000-0001-5266-6451

OZET

Bu calisma, is glivencesizliginin igsgdren motivasyonu ve performansi iizerindeki etkisinin tespit
edilmesi amaciyla hazirlanmistir. Caligmanin evrenini Tiirkiye'de faaliyet gosteren ulusal ve uluslararasi
ila¢ firmalarinda gorev yapan tibbi satis temsilcileri olusturmaktadir. Arastirma nicel yontemlerden biri
olan saha arastirmasi deseni kullanilarak gerceklestirilmistir. Anket formunda; katilimcilarin demografik
ozelliklerini belirlemek igin yas, cinsiyet, medeni durum, egitim diizeyi ve deneyim siiresine iliskin
ifadeler kullanilmistir. Ayrica, De Witte (1999) tarafindan gelistirilen is giivencesizligi 6lgegi, isgoérenin
sahip oldugu motivasyon diizeyini belirlemek amacryla Mottaz (1985) tarafindan gelistirilen ve Tiirkce
kullanima uygunlugu Diindar vd. (2007) tarafindan gerceklestirilen i¢sel motivasyon 6lg¢egi ve anketin
son kisminda ise isgorenin performansini 6lgme amaciyla Col (2008) tarafindan uyarlanan performans
Olcegi kullanilmistir. Bu ¢aligmadan elde edilen sonuglara gore tibbi satig temsilcilerinin i
giivencesizligi algilari, tibbi satis temsilcilerinin performansini olumlu yénde etkilemektedir. Ote
yandan is giivencesizligi ile calisan motivasyonu ve performansi arasinda anlamli bir iligski bulunmustur.
Bu baglamda elde edilen sonuglarin ilgili literatiirdeki boslugu doldurarak katki saglayacagi ve hizmet
sektorii i¢in ilgili konularda bilgi kaynagi olacag diistiniilmektedir.

Anahtar Kelimeler: Motivasyon, Performans, Is Glivencesizligi, Tibbi Satis Temsilcisi

ABSTRACT

This was prepared to determine the effect of job insecurity perception on employee motivation and
performance. The population of the research consists of medical sales representatives working in
national and international pharmaceutical companies operating in Turkey. The survey was conducted
using the field research design, one of the quantitative methods. In the survey form; expressions
regarding age, gender, marital status, education level and experience period were used to determine the
demographic characteristics of the participants in the research. In addition, the job insecurity scale
developed by the De Witte (1999) was developed by Mottaz (1985) to determine the motivation level
of the employee and its suitability for Turkish use was reviewed bu Dundar et al. (2007) and the
performance scale adapted by Col (2008) were used to measure the employee’s performance. According
to the results obtained from this study, medical sales representatives’ perceptions of job insecurity has a
positive affect on the performance of medical sales representatives. On the other hhand a significant
relationship was found between job insecurity and employee motivation and performance. In this contxt,
it is thought that the results obtained will contribute by filling the gap in the relevant literatiire and will
be a source of information on relevant issues fort he service sector.

Keywords: Motivation, Performance, Job Insecurity, Medical Sales Representative
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Insan Kaynaklar1 Yonetim Sistemlerinin Giicii ve Dile Getirme Davramslan iliskisi

The Relationship between the Strength of Human Resources Management Systems and Voice
Behaviors

Prof. Dr. Ozgiir DEMIRTAS
Kayseri Universitesi — ORCID: 0000-0002-2495-2124

OZET

Insan Kaynaklar1 ve organizasyonel performansa iliskin iki temel bakis acis1 bulunmaktadir. Birinci
bakis agis1, Insan Kaynaklar1 Yénetim Sistemlerinin yaklagimi ve giicii olarak nitelendirebilecegimiz ve
bireysel insan Kaynaklar1 Yénetimi uygulamalaria ve calisanlarin performansina odaklanan bir bakis
acisidir. Bu bakis acis1 IKYY ile galisanlarin performansi arasindaki basit bir iliskiden ziyade genel insan
Kaynaklar1 Yénetimi uygulamalarina yonelmektedir. Ikincisi, Insan Kaynaklar1 Yonetim Sistemlerinin
stratejik bakis agisim dikkate alan ve Insan Kaynaklari Yonetim Sistemlerinin rolii ile genel
organizasyonel hedeflere ulagmaya daha fazla yardimci olan rekabetgi organizasyonel stratejiler
arasindaki iliskiyi vurgulayan bir bakis acisidir (Bowen ve Ostroff, 2004). Bu baglamda Insan
Kaynaklart Yonetim Sistemlerinin Giicii, c¢alisanlarin dile getirme davraniglarini olumlu yo6nde
etkileyebilmektedir. Caliganlar kurumsal siirdiiriilebilirlige iliskin gesitli zorluklarla ve zayifliklarla
karst karsiya kalirken, Insan Kaynaklari Yonetim Sistemlerinin Giicli, ¢alisanlarm fikirlerini
paylagmalarina ve iyilestirilmis organizasyonel stratejilerin benimsenmesine oy vermelerine olanak
saglayabilecektir (Rasheed ve digerleri, 2017). Bu ¢ercevede mevcut ¢alismada IKY sistemlerinin giicii
ile orgiitsel davranis degiskenlerinden bir tanesi olan dile getirme davraniglar1 arasinda iligki olacagin
Ongormekteyiz.

Anahtar Kelimeler: Insan Kaynaklar1 Yonetimi, Dile Getirme Davranislari, Insan Kaynaklari
Sistemleri

ABSTRACT

There are two basic perspectives on Human Resources and organizational performance. The first
perspective is a perspective that we can describe as the approach and power of Human Resources
Management Systems and focuses on individual Human Resources Management practices and
employee performance. This perspective leans towards general Human Resources Management
practices rather than a simple relationship between HRM and employee performance. The second is a
perspective that takes into account the strategic perspective of Human Resources Management Systems
and emphasizes the relationship between the role of Human Resources Management Systems and
competitive organizational strategies that further help achieve overall organizational goals (Bowen and
Ostroff, 2004). In this context, the Power of Human Resources Management Systems can positively
affect employees' voice behavior. While employees face various challenges and weaknesses regarding
corporate sustainability, the Power of Human Resource Management Systems can enable employees to
share their ideas and vote on the adoption of improved organizational strategies (Rasheed et al., 2017).
In this context, in the current study, we predict that there will be a relationship between the strength of
HRM systems and voice behavior, which is one of the organizational behavior variables.

Keywords: Human Resources Management, Voice Behaviors, Human Resources Systems
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Siirdiiriilebilirlik Performansinin Degerlendirilmesinde Yesil Tedarik Zinciri Yonetimi ve
Yesil insan Kaynaklar1 Yénetimi Iliskisi

The Relationship Between Green Supply Chain Management and Green Human Resource
Management in Assessing Sustainability Performance

YOK 100/2000 Doktora Ogrencisi Salih Ozdemir
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Doc Dr. Neslihan DEMIREL
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OZET

Firmalarin siirdiiriilebilirlik kapsaminda kurum i¢i ve kurumlar arasi faaliyetlerini etkin bir sekilde
planlayip yonetmesi acisindan Yesil insan Kaynaklari Yénetimi (YIKY) ve Yesil Tedarik Zinciri
Yonetimi (YTZY) gibi uygulamalar hayati stratejiler olarak one ¢ikmaktadir. Ancak siirdiiriilebilirlik
performansinin degerlendirilmesinde literatiirde giderek daha popiiler hale gelen bu konular birbirinden
baglantisiz iki kavram olarak ele alinmaktadir. YIKY ve YTZY uygulamalarinin entegrasyonu,
stirdiriilebilirlik hedeflerine ulasmaya ¢alisan kurumlar i¢in yalnizca ¢evresel sorumluluga verilen
Oonemi artirmakla kalmamakta, ayn1 zamanda giderek daha fazla cevre bilincine sahip kiiresel is
ortaminda uzun vadeli karliliga ve rekabet giicline de katkida bulunmaktadir. Buradan hareketle bu
calismanin amaci, YIKY ve YTZY arasindaki iliskiyi géz oniinde bulundurarak siirdiiriilebilirlik
performansint ele alan mevcut literatiirii incelemek ve gelecekte yapilacak ¢alismalar igin literatiirdeki
bosluklar1 belirlemektir. Elde edilen bulgular, YIKY ve YTZY entegrasyonunu dikkate alan ¢calismalarin
kisitl oldugunu gostermektedir. Bunun yami sira firmalarin siirdiiriilebilirlik performansmi YiKY ve
YTZY kapsaminda inceleyen caligmalarin oldukc¢a smirli oldugu ve genellikle nitel ¢aligmalardan
olustugu tespit edilmistir. Bu bulgu, bu iki alan1 dikkate alan ¢aligmalarin hala gelisme asamasinda
oldugunu gostermektedir. Ek olarak calismalarda genellikle sektorel bakis acis1 dikkate alinmaktadir.
Literatiir, Tiirkiye agisindan degerlendirildiginde ise her iki alami dikkate alarak siirdiiriilebilir
performansi inceleyen herhangi bir ¢alisma tespit edilememistir. Genel olarak bu ¢aligma, bu nispeten
yeni alanin siirdiiriilebilirlik agisindan degerlendirilmesine olanak saglamak i¢in daha fazla arastirmaya
ihtiyag duyuldugunu ortaya koymaktadir.

Anahtar Kelimeler: Yesil insan Kaynaklar1 Yonetimi, Yesil Tedarik Zinciri Yonetimi, Siirdiiriilebilirlik

ABSTRACT

Green Human Resource Management (GHRM) and Green Supply Chain Management (GSCM) emerge
as vital strategies for companies to effectively plan and manage their intra- and inter-organizational
activities with respect to sustainability. Nevertheless, these increasingly popular topics are often
considered distinct and disconnected concepts in the assessment of sustainability performance literature.
The integration of GHRM and GSCM practices not only enhances the emphasis on environmental
responsibility for organizations striving to achieve sustainability goals but also contributes to long-term
profitability and competitiveness in an increasingly environmentally conscious global business network.
To this end, the aim of this study is to examine the existing literature on sustainability performance,
taking into consideration the relationship between GHRM and GSCM, and to identify the literature gaps
for future studies. The findings reveal that a limited number of studies consider the integration of GHRM
and GSCM. In addition, it is observed that the studies examining sustainability performance in the
context of GHRM and GSCM are quite limited in number and predominantly qualitative. This finding
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suggests that studies related to these two areas are still in an evolutionary phase. Furthermore, the
findings also indicate that these studies often take into account the sectoral perspective. Regarding the
literature on Tiirkiye, there is no research carried out on sustainable performance considering both
research areas. To summarize, this study highlights the need for further research to assess this relatively
emerging area of interest in terms of sustainability performance.

Keywords: Green Human Resource Management, Green Supply Chain Management, Sustainability
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OZET

Toplumlarin gelismesi ve teknolojinin ilerlemesi, isletmelerin rekabet avantajini siirdiirebilme ihtiyacinm
artirmistir. Bu baglamda, iiriin ve hizmet kalitesinin yiikseltilmesi ve miisteri ihtiya¢larina hizli yanit
verme yetenegi isletmeler i¢in kritik hale gelmistir. Ayn1 zamanda kiiresellesme, lojistik sektoriiniin
Onemini artirmig ve nitelikli personel ihtiyacini yiikseltmistir. Lojistik firmalari, operasyonlarini
iyilestirmek ve rekabet avantaji elde etmek igin uygun personel se¢imine 6nem vermektedirler. Bu segim
siireci, isletmelerin siirdiirtilebilir basarilarini saglamak i¢in 6nemli bir rol oynamaktadir. Bu nedenle,
lojistik sirketleri personel secimi siireclerini iyilestirerek, rekabetci bir avantaj elde etmek ve sektorde
One ¢ikmak igin stratejik bir yaklagim benimsemelidir. Lojistik sirketlerinde personel se¢imi, karmagik
ve ¢ok yonlii bir siirectir. Bu siireg, birden fazla kriterin dikkate alinmasi gerektigi bir karar verme
stirecini igerir. Bu baglamda, ¢ok kriterli karar verme (CKKV) yontemleri, ise alim siirecini bilimsel bir
temele oturtmak ve uygun adaylar1 belirlemek i¢in kullanigh araglar sunmaktadir. Bu ¢alismanin temel
amaci, lojistik sirketlerindeki personelin sahip olmasi gereken yetkinliklerin 6nem derecelerini
belirlemektir. Bu bilgilerin, lojistik sirketlerine daha etkili bir ise alim siireci tasarlama konusunda
rehberlik edecegi diisiiniilmektedir. Bu ama¢ dogrultusunda, literatiir taramasiyla lojistik personel
adaylaridan beklenen nitelikler belirlenmistir. Onem dereceleri DEMATEL (Decision Making Trial and
Evaluation Laboratory) yontemi ile hesaplanmistir. Calismadan elde edilen bulgular gére, 6nem agirlig
en yiiksek olan kriterlerin, Ingilizce dil yetkinligi, sektor deneyimi ile yesil ve siirdiiriilebilir
uygulamalar hakkinda bilgi sahibi olma oldugunu ortaya koymaktadir.

Anahtar Kelimeler: Cok Kriterli Karar Verme, DEMATEL, Lojistik, Insan Kaynaklart.
ABSTRACT

The progress of societies and advancements in technology have increased the need for businesses to
sustain their competitive advantage. In this context, improving the quality of products and services and
the ability to respond quickly to customer needs have become critical for businesses. Additionally,
globalization has amplified the importance of the logistics sector and raised the demand for qualified
personnel. Logistics companies should focus on selecting the right personnel to enhance their operations
and gain a competitive edge. Therefore, logistics companies should improve their personnel selection
processes and adopt a strategic approach to gain a competitive advantage and stand out in the field This
selection process involves a complex decision-making process that requires the consideration of
multiple criteria. In this regard, multi-criteria decision-making (MCDM) methods provide useful tools
for establishing a scientific foundation for the recruitment process and identifying suitable candidates.
The primary objective of this study is to determine the importance levels of competencies expected from
personnel in logistics companies. These findings can guide logistics companies in designing a more
effective recruitment process. To achieve this goal, the expected qualifications of logistics personnel
have been identified through a literature review. The importance levels have been calculated using the
DEMATEL (Decision Making Trial and Evaluation Laboratory) method. The results of the study reveal
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that the criteria with the highest importance weight are English language proficiency, sectoral
experience, and knowledge of green and sustainable practices.

Keywords: Multi-Criteria Decision Making, DEMATEL, Logistics, Human Resources
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Effects of Covid-19 on National Human Resources Policies and Analysis of
Transformations in Human Resources Strategies
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ABSTRACT

Although Covid-19 seems like a health crisis, quarantine conditions have had various effects on business
life and human resources policies. Therefore, the effects of Covid-19 are too broad to be limited to the
healthcare sector. Commercial sector, travel sector, agriculture, construction, service sector, tourism,
mining, manufacturing, electricity, gas and water supply, aviation, automobile and electronics
manufacturing, etc.Covid-19 has brought about the necessity of re-creating human resources plans on a
sector basis and re-discussing sectors on how to manage human resources in a possible crisis. This study
is significant to emphasize importance of specialized human resource planning. Covid-19 has increased
the importance of national human resources policies, as each sector is affected differently by the negative
effects of Covid-19. This study aims to investigate how Covid-19 affects various sectors and what
precautions are taken against these ruptures in different countries. In this context, the study is built on 4
basic distinctions. These distinctions are: sectors that can transform during the Covid-19 process, sectors
that can transform but have partial problems, sectors that cannot transform but partially continue, and
sectors that cannot transform. In the transformable sectors section, especially the health sector and the
need for sudden recruitment and human resources planning caused by Covid-19 were discussed. In the
section on transformable but partially problematic sectors, the education sector is discussed and
especially why the applied education process cannot be transformed is mentioned. Transportation and
automobile sectors were discussed within the scope of sectors that could not transform but partially
continue. Although these sectors continued during the crisis period, they could not operate actively due
to transportation restrictions. Within the scope of non-transformable sectors, the tourism sector is
considered.

Keywords: Covid-19, Human Resource Strategies, Human Resource Policies, National Human
Resource
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Tiirkiye’de Turizm Sektériinde 2013-2023 Yillar1 Arasinda insan Kaynaklar1 Yonetimi ile
Tlgili Yapilan Cahsmalar: Bibliyometrik Bir Analiz

Studies Conducted on Human Resources Management in The Tourism Sector in Turkey Between
2013-2023: A Bibliometric Analysis

Ars. Gor. Hande KARAKOC
Kayseri Universitesi - ORCID: 0000-0002-1311-6761
Doc Dr. ibrahim DURAK
Kayseri Universitesi - ORCID: 0000-0003-4249-8823

OZET

Giliniimiizde hem 1is g¢evresi hem de akademik cevre tarafindan rekabet iistiinliigli saglayan yegane
kaynagin “insan” oldugunun kabul edilmesiyle birlikte, bu kaynagin yonetilmesi ile ilgili ¢aligmalar
cokea ilgi gérmeye baslamistir. Tlgili alan yazinda insan kaynaginin yonetilmesi hususunun daha ¢ok
iiretim isletmelerinde calisanlar {izerinde incelendigi goriilmektedir. Her ne kadar saglik isletmeleri ve
turizm isletmeleri gibi emek yogun sektorlerde de bu konuyla ilgili calismalarin var oldugu bilinse de,
iiretim igletmelerinin incelendigi c¢alismalar kadar yogun olmadigi da bir gergektir. Bu aragtirmada
ozellikle son 10 yil1 kapsayacak sekilde, lilkemizde turizm isletmelerinde insan kaynaklar yonetimi ile
ilgili yapilan ¢aligmalar tespit edilmeye calisiimistir. YOK Ulusal Tez Merkezi ve Kayseri Universitesi
Kiitiiphane ve Dokiimantasyon Daire Bagkanlig1 tarafindan taranan sosyal bilimler veri tabanlarinda yer
alan turizm sektorii bazinda insan kaynaklar1 yonetimi ile ilgili yapilmis olan ¢aligsmalar incelenmistir.

Konu ile ilgili yapilmig olan ¢alismalarin bir 6zeti seklinde degerlendirilebilecek bu aragtirmada gerek
baz alan yillar gerekse sadece iilkemiz sinirlari igerisinde yapilan calismalarin degerlendirildigi géz
Oniline alindiginda ulasilabilecek ¢aligma sayisinin fazla olmayacag agikardir. Caligmada lisansiistii tez
caligmalar1 ve ¢esitli veri tabanlarinda taranmis dergilerde yayilanan makaleler taranmistir. Buna gore
calisma neticesinde YOK Ulusal Tez Merkezi araciligiyla “konaklama isletmelerinde insan kaynaklar
yonetimi” anahtar kelimesiyle tarama sonucunda herhangi bir lisansiistii tezine rastlanmazken, “otel
isletmelerinde insan kaynaklar1 yonetimi” anahtar kelimesiyle tarama sonucunda 2 yiiksek lisans tezine,
“turizm sektoriinde insan kaynaklar1 yonetimi” ve “turizm igletmelerinde insan kaynaklar1 yonetimi”
anahtar kelimesiyle tarama yapildiginda ise herhangi bir ¢aligmaya rastlanilmamaktadir. Burada bu
anahtar kelimelerle yapilan aramalar sonucunda hicbir doktora tezine rastlanilmamasi dikkat
¢ekmektedir. Ote yandan Kayseri Universitesi Kiitiiphane ve Dokiimantasyon Daire Baskanlig
tarafindan taranan sosyal bilimler veri tabanlarinda yer alan arastirmalara bakildiginda ayni anahtar
kelimeler yardimiyla toplamda 55 adet arastirmaya ulasilmistir.

Kullanilan anahtar kelimeler 1s1ginda ulasilan 57 ¢alisma yontemlerine gore degerlendirildiginde
siklikla kullanilan metotlar arsinda anket yonteminin kullanildigi goriilmektedir. 25 galigmada anket
yontemi, 16 calismada derinlemesine miilakat/ goriisme yontemi kullanilirken diger 16 ¢alismada igerik
analizi/dokiiman incelemesi yontemi kullanildigir goriilmektedir. Calismanin genel sonucu olarak,
tilkemizde son 10 yilda turizm alaninda insan kaynaklar1 yonetimi ve iglevlerini konu alan ¢aligmalarin
niceliksel olarak azlig1 dikkat ¢ekmekte iken 6zellikle bu alanda yapilan lisansiistii tezlerin oldukca
kisitl oldugu sonucuna ulagilmaktadir.

Anahtar Kelimeler: insan kaynaklari yonetimi, turizm sektorii, turizm igletmeleri, turizmde insan
kaynaklar1 yonetimi

ABSTRACT

Nowadays, with the acceptance by both the business and academic circles that "human" is the only
resource that provides competitive advantage, studies on the management of this resource have begun
to attract a lot of attention. In the relevant literature, it is seen that the issue of human resource
management is mostly examined on employees in production enterprises. Although it is known that there
are studies on this subject in labor-intensive sectors such as healthcare enterprises and tourism
enterprises, it is also a fact that they are not as intensive as the studies examining production enterprises.
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In this research, we tried to identify the studies on human resources management in tourism enterprises
in our country, especially covering the last 10 years. Studies on human resources management on the
basis of the tourism sector in the social science databases scanned by YOK National Thesis Center and
Kayseri University Library and Documentation Department were examined.

In this research, which can be considered as a summary of the studies conducted on the subject, it is
obvious that the number of studies that can be accessed will not be large, considering that both the base
years and only the studies conducted within the borders of our country are evaluated. In the study,
postgraduate thesis studies and articles published in journals scanned in various databases were scanned.
Accordingly, as a result of the study, while no postgraduate theses were found as a result of the search
with the keyword "human resources management in accommodation businesses" through the YOK
National Thesis Center, as a result of the search with the keyword "human resources management in
hotel businesses", 2 master's theses, "human resources management in the tourism sector" and When
searching with the keyword "human resources management in tourism enterprises”, no studies are found.
It is noteworthy that no doctoral theses were found as a result of the searches made with these keywords.
On the other hand, when the studies in the social sciences databases scanned by Kayseri University
Library and Documentation Department were examined, a total of 56 studies were found with the help
of the same keywords.

When the 58 studies reached in the light of the keywords used are evaluated according to their methods,
it is seen that the survey method is among the frequently used methods. It is seen that the survey method
was used in 26 studies, the in-depth interview/interview method was used in 16 studies, and the content
analysis/document review method was used in the other 16 studies. As a general result of the study, it is
concluded that while the quantitative scarcity of studies on human resources management and functions
in the field of tourism in our country in the last 10 years is noteworthy, postgraduate theses in this field
are quite limited.

Keywords: Human Resources Management, Tourism Sector, Tourism Businesses, Human Resources
Management in Tourism
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Calisma Iliskilerinde Psikolojik Siddet (Mobbing): Kamu Sektorii Uzerine Nitel Cahsma
Psychological Violence in Work Relations (Mobbing): Qualitative Study on The Public Sector

Tugba SEKITAS
[zmir Demokrasi Universitesi- ORCID: 0009-0004-7184-5016
Dog¢. Dr. Ece KUZULU
Izmir Demokrasi Universitesi - ORCID:0000-0003-2172-1619

OZET

Kamu veya 6zel sektor fark etmeksizin bir Orgiitte mobbing olgusu sebebiyle verimlilik diiser,
caligsanlarin motivasyonunda azalma olur ve performans diisiikliigii gozlemlenir. Mobbing uzun siireli
ve devamli olarak gergeklesen bir olgudur. Kisinin mobbing magduru olabilmesi i¢in belli bash
ozellikler yoktur. Her ¢alisan din, cinsiyet, irk, yas ve hatta kidem fark etmeksizin mobbing magduru
olabilir. Mobbingi sadece amir astina yapmaz ayni zamanda mobbingi bir ¢alisan diger calisana da
yapabilir. Mobbing hemen fark edilmeyebilir. Calisan mobbinge maruz kaldigini anladigi zaman i¢inden
cikmakta zorlanacagi bir durumda olabilir. Boyle durumlarda calisan is arkadaslarindan yardim
isteyebilir ama herkes basina gelmesinden korktugu i¢in yardim etmeyebilir. Bu durumda mobbing
magduru ¢alisan yalniz kalacaktir ve bunun sonucunda da performans diistikliigii hatta belki sagliginda
bozulmalar yasayacaktir. Yalniz kalan mobbing magduru belli bir siire sonra ¢alisan isten izin almaya,
ise gitmek istemeye baslayacaktir. Bu siirecin sonu istifa etmeye kadar gitmektedir. Mobbing olayinin
sonuclar1 sadece magduru etkilemez ayn1 zamanda ¢alistig1 kurumu, iilke ekonomisini de etkilemektedir.
Kisilerin mobbinge maruz kalmasini engellemek i¢in orgiitii ve insan kaynaklar1 ¢alisanlarina ¢ok fazla
gorev dilsmektedir. Bu aragtirmanin amaci ¢alisma yasaminda mobbingi incelemektir. Arastirmada nitel
arastirma yontemlerinden miilakat teknigi kullanilmistir. Tek bir kamu kurumu iizerinde yapilan bu
arastirmaya 20 tane katilimci goniillii olarak miilakat sorularini cevaplamiglardir. Bu katilimcilarin 10
tanesi kadin, 10 tanesi erkek katilimcilardan olugmaktadir. Yapilan miilakatlardan elde edilen veriler
MAXQDA 2020 nitel veri analiz programiyla analiz edilmistir.

Anahtar Sozciikler: Mobbing, Psikolojik Taciz, Psikolojik Siddet, Psikolojik Yildirma
ABSTRACT

Regardless of the public or private sector, the productivity of an organization decreases due to the
phenomenon of mobbing, there is a decrease in the motivation of the employees and a decrease in
performance is observed. Mobbing is a long-term and continuous phenomenon. There are no certain
characteristics for a person to be a mobbing victim. Every employee can be a victim of mobbing,
regardless of religion, gender, race, age or even seniority. Mobbing is not only done to the subordinate,
but also an employee can mobbing to another employee. Mobbing may not be noticed immediately.
When the employee realizes that he has been exposed to mobbing, he may be in a situation that he will
have difficulty getting out of. In such cases, the employee may seek help from his colleagues, but not
everyone will help because he is afraid of what will happen to him. In this case, the employee who is
the victim of mobbing will be alone and as a result, he will experience a decrease in performance and
maybe even a deterioration in his health. After a certain period of time, the mobbing victim who is left
alone will start to take leave from work and want to go to work. The end of this process leads to
resignation. The results of the mobbing incident not only affect the victim, but also affect the institution
where he works and the economy of the country. In order to prevent people from being exposed to
mobbing, many duties fall on the organization and human resources employees. The aim of this research
is to examine mobbing in working life. Interview technique, one of the qualitative research methods,
was used in the research. Twenty participants voluntarily answered the interview questions in this study,
which was conducted on a single public institution. 10 of these participants are female and 10 of them
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are male participants. The data obtained from the interviews were analyzed with the MAXQDA 2020
qualitative data analysis program.

Keywords: Mobbing, Psychological Harassment, Psychological Violence, Psychological intimidation
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Insan Kaynaklan Yénetimi Uygulayicilar1 Goziinden Endiistri 4.0: Nitel

From The Perspective Human Resources Management Implementers Industry 4.0: A Qualitative
Research

Selin MALKAYA
[zmir Demokrasi Universitesi- ORCID: 0009-0000-1895-0897
Dog¢. Dr. Ece KUZULU
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OZET

Endiistri 4.0 ile toplumlarda sosyal, ekonomik ve kiiltiirel agidan doniisiimler yasanmistir. Giin gegtikge
daha da 6nemli bir hale gelen Endiistri 4.0 kavrami, dijitallesmeyi beraberinde is diinyasina entegre
etmis boylelikle yayilim alanim da arttirmistir. insanoglu tarihinde bulunmus olan biitiin teknolojilerde
de oldugu gibi yeni akilli teknolojiler de insanlarin hayatlarini ve ortaya koydugu caligmalar
kolaylastirabilmek adina giinden giine gelisimini arttirmaktadir. Bu baglamda yapilan arasgtirma Endiistri
4.0’ insan kaynaklar1 yonetimi alaninda yarattig1 degisimler ve bu degisimlerin insan kaynaklari
profesyonelleri tarafindan nasil algilandiginin belirlenebilmesi hakkindadir. Ciinkii yeni endiistriyel
devrimin yarattig1 biitiin doniistimler is giicli piyasalarinm1 hazirliksiz yakalamis bdylece tiim insan
kaynagini da etki alanina almistir. Bu etkiler goz 6nilinde bulunduruldugunda Endiistri 4.0’1n yaratacagi
firsatlar ve tehditlerin insan kaynaklar1 profesyonellerinin algisindaki yeri literatiir incelemesiyle uyum
saglayip saglamamasi arastirilmistir.

Bu aragtirmada nitel bir yontem kullanilmak iizere Tiirkiye’nin gesitli bolgelerinde ¢alisan 15 tane 6zel
sektor insan kaynaklar1 profesyonelleri ile yapilandirilmis miilakat yapilarak gerceklestirilmistir. Bu
goriismeler sonucunda elde edilen veriler MAXQDA Analytics Pro 2020 programinda taranarak analiz
edilmistir. Yapilan bu arastirma sonucunda ise Endiistri 4.0’in etkilerinin insan kaynaklar
profesyonelleri tarafindan farkinda olundugu, insan kaynaklar1 yonetimi fonksiyonlari i¢inde doniisiim
yasatacag1 ozellikle bu doniisiimiin “’segcme ve yerlestirme™ ve “’egitim ve gelistirme” fonksiyonlari
tizerinde olabilecegi gbzlemlenmistir. Sonug olarak is diinyasinda dijitallesmeye olan talep azalmadik¢a
¢ogu alanda da oldugu gibi insan kaynaklar1 yonetimi alaninda da yeni giincellestirmeler yapilmasi
zorunlu kilmacaktir.

Anahtar Kelimeler: Endiistri 4.0, insan Kaynaklar1 Y®6netimi, Teknoloji

ABSTRACT

With Industry 4.0, social, economic and cultural transformations have been experienced in societies.
The concept of Industry 4.0, which has become more and more important day by day, has integrated
digitalization into the business world, thus increasing its scope. As with all technologies in the history
of mankind, new smart technologies are increasing their development day by day in order to facilitate
people's lives and their work. In this context, the research is about the changes created by Industry 4.0
in the field of human resources management and how these changes are perceived by human resources
professionals. Because all the transformations created by the new industrial revolution caught the labor
market unprepared, thus taking all human resources into its sphere of influence. Considering these
effects, it has been investigated whether the opportunities and threats that Industry 4.0 will create in the
perception of human resources professionals are compatible with the literature review.

Using a qualitative method in this research, a structured interview was conducted with 15 private sector
human resources professionals working in various regions of Turkey. The data obtained as a result of
these interviews were scanned and analyzed in the MAXQDA Analytics Pro 2020 program. As a result
of this research, it has been observed that the effects of Industry 4.0 are aware of the effects of human
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resources professionals and that it will transform within the human resources management functions,
especially this transformation may be on the functions of "recruitment and placement" and "training and
development". As a result, unless the demand for digitalization in the business world decreases, it will
be necessary to make new updates in the field of human resources management, as in most areas.

Keywords: Industry 4.0, Human Resources Management, Technology
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Orgiitsel Kariyer Planlamasinin Cahisan Motivasyonuna Etkisi: Uretim Sektorii Uzerine
Bir Arastirma

The Effect of Organizational Career Planning on Employee Motivation: A Research on The Production
Sector
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OZET

Bu calismanin temel amaci; organizasyonlarda kariyer planlama ve motivasyon arasindaki iligkiyi
incelemek ve kariyer planlamasinin calisan motivasyonu tizerinde nasil bir etkisi oldugunu ortaya
koymaktir. Oncelikle literatiir taramas1 yapilmus ve ilgili konu kapsaminda birgok literatiir incelenmistir.
Uretim sektoriindeki isletmelerde gérev yapan 10 insan kaynaklari profesyoneli ile nitel arastirma
yontemlerinden biri olan yapilandirilmig goriisme yontemi kullanilarak goriismeler yapilmistir. Elde
edilen veriler MAXQDA 2020 nitel veri analizi programi araciligiyla kodlanarak analiz edilmistir.
Isletmelerde kariyer planlama faaliyetlerinin yiiriitiilmesi ¢alisanlarin motivasyonu iizerinde gesitli
etkilere neden olmaktadir. Bu nedenle organizasyonlarda kariyer planlama faaliyetleri isletmeler ve
caligsanlar agisindan biiyliik 6nem tagimaktadir. Bu calismada kariyer planlama faaliyeti yiiriiten
kuruluslarin ¢alisan motivasyonu tizerinde olumlu etki yarattigi, kariyer planlama faaliyeti yiirlitmeyen
kuruluslarin ise ¢alisan motivasyonu lizerinde olumsuz etki yarattigi tespit edilmistir.

Anahtar Kelimeler: Kariyer, Kariyer Yonetimi, Bireysel Kariyer Planlama, Orgiitsel Kariyer Planlama,
Kariyer Gelistirme, Motivasyon, Motivasyon Araglari

ABSTRACT

The main purpose of this study; is to examine the relationship between career planning and motivation
in organizations and to reveal how career planning has an effect on employee motivation. First of all, a
literature review was made and many literatures were examined within the scope of the relevant subject.
Then, interviews were held with 5 companies operating in the production sector and with career
planning, and 5 businesses without career planning. Interviews were conducted w ith 10 human
resources professionals in enterprises in the production sector, using the structured interview method,
which is one of the qualitative research methods. The obtained data were analyzed by coding through
the MAXQDA 2020 qualitative data analys is program. Carrying out career planning activities within
businesses causes various effects on the motivation of employees. For this reason, career planning
activities in organizations are of great importance for businesses and employees. In this study, it was
found that organizations that carry out career planning activities have a positive effect on employee
motivation, while organizations that do not carry out career planning activities have a negative effect on
employee motivation.

Keywords: Career , Career Management, Individual Career Planning, Organizational Career Planning,
Career Development Motivation, Motivation Tools
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Egitim ve Gelistirme Faaliyetlerinin Cahsanlarin Orgiitsel Baghliklar1 Uzerindeki Etkisi:
Otomotiv Sektoriinde Bir Arastirma

The Effect of Training and Development Activities on Employees' Organizational Commitment: A
Research in the Automotive Industry
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OZET

Isletmelerde egitim ve gelistirme faaliyetleri, ¢alisanlarmn iistlendikleri gérevleri, etkili ve basarili
bicimde sonuglandirmalar1 i¢in mesleki bilgilerine katki saglamayi amacglamaktadir. Bu cergevede
egitim ve gelistirme faaliyetlerinin orgiitsel ¢iktilara olumlu yonde katki sagladigi diisiiniilmektedir.
Buradan hareketle, ¢alisma kapsaminda otomotiv sektorii calisanlarinda insan kaynaklari yonetimi
uygulamalar1 arasinda yer alan egitim ve gelistirme faaliyetlerinin orgiitsel baglilik iizerindeki etkisini
belirlemek amaglanmaktadir. Bu amag ¢ergevesinde egitim ve gelistirme faaliyetleri ile orgiitsel baglilik
ve alt boyutlar1 arasindaki iliski degerlendirilmistir. Arastirma Kayseri’de otomotiv sektdriinde faaliyet
gdsteren bir isletmenin caliganlar1 iizerinde yapilmistir.  Olgiim teknigi olarak anket yontemi
kullanilmistir. Anket formu, demografik 6zellikler, egitime yonelik algilarin 6l¢iilmesi ve oOrgiitsel
davranis Slgegi olmak iizere ii¢ boliimden olusmaktadir. IKY Egitim ve Gelistirme Fonksiyonunun,
Orgiitsel Baglilik ve alt boyutlar1 iizerindeki etkisi degerlendirildiginde; duygusal baglilik ve
normatif baglilik alt boyutlarinda ve orgiitsel baglilik 6lcegi genelinde istatistiksel olarak
anlaml1 bir etki tespit edilmistir. Sonug olarak; isletmelerde egitim ve gelistirme faaliyetleri arttik¢a
orgiitsel bagllik diizeyinin ve orgiitsel bagliligin alt boyutlari arasinda yer alan duygusal ve normatif
baglilik diizeylerinin artacagi belirlenmistir.

Keywords: insan Kaynaklar1 Uygulamalari, Egitim, Orgiitsel Baglilik

ABSTRACT

Training and development activities in businesses aim to contribute to the professional knowledge of
employees so that they can complete the tasks they undertake effectively and successfully. In this
context, it is thought that training and development activities contribute positively to organizational
outcomes. Based on this, the aim of the study is to determine the effect of training and development
activities, which are among the human resources management practices, on organizational
commitment of employees in the automotive industry. For this purpose, the relationship between
training and development activities and organizational commitment and its sub-dimensions was
evaluated. The research was conducted on employees of a company operating in the automotive sector
in Kayseri. Survey method was used as the measurement technique. The survey form consists of three
parts: demographic characteristics, measurement of perceptions towards education and organizational
commitment behavior scale. When the impact of the HRM Training and Development Function on
Organizational Commitment and its sub-dimensions is evaluated; A statistically significant effect was
detected in the emotional commitment and normative commitment sub-dimensions and the overall
organizational commitment scale. In conclusion; It has been determined that as training and
development activities in businesses increase, the level of organizational commitment and the
emotional and normative commitment levels, which are among the sub-dimensions of organizational
commitment, will increase.
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Keywords: Human Resources Practices, Training and Development, Organizational
Commitment
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G7 Ulkelerinin Kiiresel Yetenek Rekabetciligini CRITIC-MAIRCA Yéntemi ile
Degerlendirilmesi

Evaluating The Global Talent Competitiveness of G7 Countries with the CRITIC-MAIRCA Method

Dog. Dr. Fulya ZARALI
Kayseri Universitesi - ORCID: 0000-0002-7796-1040

OZET

Yetenek rekabetciligi, bir iilkenin veya bir bdlgenin, nitelikli ve yetenekli insan kaynagina dayali olarak
ekonomik kalkinma ve rekabet giicli kazanma kapasitesini ifade eden bir kavramdir. Bu kavram, bir
tilkenin veya bolgenin isgiicii piyasasinin kalitesi, egitim diizeyi, yeteneklerin ve uzmanliklarin
cesitliligi, yenilikcilik kapasitesi gibi faktorlere odaklanmaktadir ayrica yetenek rekabetciligi, bir
tilkenin veya bolgenin diger iilke veya bdlgeye karsi avantajli konumda olabilmesi i¢in insan
kaynaklarina, becerilere ve yeteneklere yatinm yapmay1 igerir. Nitelikli isgiicii, yenilik¢i projelerin
gelistirilmesi, yaratic1 endiistrilerin olusturulmasi ve ekonomik biiyiime i¢in 6nemlidir. Bu nedenle,
bir¢ok lilke ve bolge, yetenek rekabetgiligini artirmak igin egitim, aragtirma ve gelistirme faaliyetleri
gibi stratejileri benimsemektedir. Ulkeler, yetenek rekabetciligi performanslarini degerlendirmek ve
gelistirmek amaciyla gesitli yontemler, yonetimler, politikalar ve stratejiler gelistirmekte ve diger
tilkelerin  yetenek rekabetciligi performanslarint  inceleyerek is birlikleri ve ortakliklar
kurabilmektedirler. ~Bu nedenle, yetenek rekabetciligi performanslarinin 6lgiimii biiylik 6nem
tasimaktadir. Bu amagcla bu ¢alismada G7 iilkelerinin yetenek rekabetciligi performanslart CRITIC
tabanlt MAIRCA yontemi ile degerlenmistir. Objektif bir kriter agirliklandirma yontemi olan CRITIC
(Criteria Importance Through Intercritera Correlation) yontemi ile agirliklar1 belirlenmis ve MAIRCA
(Multi Attributive Ideal-Real Comparative Analysis) yontemi ile ilkeler siralanmustir. Kiiresel Yetenek
Rekabetgiligi Endeksi (Global Talent Competitiveness Index — GTCI) 2021 yil1 verilerine dayali olarak
7 iilke etkinlestirme, ilgi ¢ekicilik, biiylime, tutma bilesenleri, mesleki teknik beceriler ile kiiresel bilgi
beceriler kriterleri ile degerlendirilmis ve sonuglart sunulmustur.

Anahtar Kelimeler: Cok Kriterli Karar Verme, CRITIC-MAIRCA, Yetenek Rekabetciligi

ABSTRACT

Talent competitiveness is a concept that refers to the capacity of a country or a region to gain economic
development and competitiveness based on qualified and skilled human resources. This concept focuses
on factors such as the quality of a country's or a region's labour market, education level, diversity of
skills and expertise, innovation capacity, etc. Talent competitiveness involves investing in human
resources, skills and abilities in order for a country or region to be in an advantageous position against
other countries or regions. Skilled labour force is important for the development of innovative projects,
the creation of creative industries and economic growth. For this reason, many countries and regions are
adopting strategies such as education, research and development activities to increase talent
competitiveness. Countries develop various methods, administrations, policies and strategies to assess
and improve their talent competitiveness performance, and they can establish collaborations and
partnerships by analysing the talent competitiveness performance of other countries. Therefore, the
measurement of talent competitiveness performances is of great importance. For this purpose, in this
study, talent competitiveness performances of G7 countries are evaluated by CRITIC-based MAIRCA
method. Weights were determined by CRITIC (Criteria Importance Through Intercriteria Correlation)
method, which is an objective criteria weighting method, and countries were ranked by MAIRCA (Multi
Attributive Ideal-Real Comparative Analysis) method. Based on the Global Talent Competitiveness
Index (GTCI) 2021 data, 7 countries were evaluated with the criteria of activation, attractiveness,
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growth, retention components, professional technical skills and global knowledge skills and the results
were presented.

Keywords: Multi-Criteria Decision Making, CRITIC-MAIRCA , Talent Competitiveness
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Tiirkiye’de insan Kaynaklar1 Yatirimlan ve Siirdiiriilebilir Biiyiime iliskisi

The Relationship Between Human Resources Investments and Sustainable Growth in Turkey

Dr. Ogr. Uyesi Selma BUYUKKANTARCI TOLGAY
Kayseri Universitesi - ORCID: 0000-0003-0591-7822

OZET

Kiiresellesmenin artmasiyla birlikte siirdiiriilebilir biiyiime ve ekonomik kalkinma diinya iilkelerinin
birincil hedefleri arasina girmistir. Siirdiiriilebilir kalkinma ve ekonomik biiyiimeyi etkileyen bircok
faktorden bahsedilebilir. Uretim faktérleri arasinda emek yani insan kaynaklarinin énemi bir isletmenin
en degerli kaynagidir. Bu nedenle ulusal ekonomik biiyiime ve siirdiiriilebilirligin saglanmasi amaciyla
devletin insan kaynaklar1 6zelinde isletmelere verdigi tesvikler onem arz etmektedir. Ozellikle Endiistri
4.0 olarak adlandirdigimiz, insan kaynaklarina harcanan maliyetin azaltilarak, yiliksek tiretim miktarina
erismek amaciyla otomasyona gegilmesi insan kaynaklarini olumsuz etkilemistir. Dolayisiyla igsizlik
oranlariin gitgide arttig1 iilkelerde ekonomik kalkinmada sadece maddi sermaye degil beseri
sermayenin de ¢ok etkiye sahip oldugunun unutuldugu gériilmektedir. Insan kaynaklarina yapilacak
yatirimlar ve devlet tesvikleri ile giivenilir, egitimli insan kaynaklar1 yonetiminin varligi insan kaynagina
yatirim yapan iilkelerde ekonomik kalkinma ve siirdiiriilebilir bir biiylime miimkiin olacaktir. Devletin
insan kaynagina ayirdig1 egitim harcamalari, daha verimli daha yetenekli bir isgiicii ortaya ¢ikaracak ve
boylece GSYIH da artacaktir. Ancak literatiir incelendiginde bu konu iizerinde ¢ok fazla calisma
olmadig tespit edilmistir. Bu nedenle ¢aligmada Devletin toplam biitcesi icerisinde insan kaynaklarina
ayirdigr kisim incelenerek insan kaynaklarinin siirdiiriilebilir biiyiime ve kalkinma agisindan etkisi
tablolar yardimiyla agiklanmaya calisilmistir. Calismanin sonunda o6zellikle de insan kaynaklarinin
iyilestirilmesine yonelik gerceklestirilecek yatirimlar ile dnerilerde bulunulacak ve gelecekte ekonomik
biiylimede bir artis gerceklesmesi saglanilacaktir.

Anahtar Kelimeler: insan Kaynaklari, Ekonomik Biiyiime, Siirdiiriilebilir Biiyiime, Ekonomik
Kalkinma

ABSTRACT

With the increase in globalization, sustainable growth and economic development have become among
the primary goals of the world's countries. Many factors can be mentioned that affect sustainable
development and economic growth. Among the production factors, labor, that is, human resources, is
the most valuable resource of a business. For this reason, in order to ensure national economic growth
and sustainability, the incentives given by the state to businesses in terms of human resources are
important. In particular, the transition to automation in order to reach high production amounts by
reducing the cost spent on human resources, which we call Industry 4.0, has negatively affected human
resources. Therefore, it is seen that it is forgotten that not only material capital but also human capital
has a great impact on economic development in countries where unemployment rates are gradually
increasing. Investments in human resources and government incentives and the existence of reliable,
educated human resources management will enable economic development and sustainable growth in
countries that invest in human resources. The education expenditures allocated by the state to human
resources will create a more productive and skilled workforce, thus increasing GDP. However, when the
literature was examined, it was determined that there were not many studies on this subject. For this
reason, in the study, the part allocated by the State to human resources within its total budget was
examined and the impact of human resources in terms of sustainable growth and development was tried
to be explained with the help of tables. At the end of the study, recommendations will be made for
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investments to be made, especially for the improvement of human resources, and an increase in
economic growth will be achieved in the future.

Keywords: Human Resources, Economic Growth, Sustainable Growth, Economic Development
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Yesil Insan Kaynaklar1 Yonetimi Faaliyetlerinin PIPRECIA Yontemi ile
Onceliklendirilmesi

Prioritization Of Green Human Resources Management Activities with The PIPRECIA Method

Dr. Ogr. Uyesi Abdurrahman YILDIZ
Kiitahya Dumlupinar Universitesi - ORCID: 0000-0002-7652-4957

OZET

Yesil Insan Kaynaklar1 Yénetimi (Yesil IKY), IK’nin ¢evreye duyarl ve bunu 6n planda tutan bir
anlayisla faaliyetlerini siirdiirmesini saglayacak politikalar gelistirmek ve siirdiirebilir bir sekilde
uygulanmasini saglamaktir. Bu ¢alisma, 2000'e yakin personeli bulunan bir yiiksekogretim kurumunda,
Yesil IKY kapsaminda yapilabilecek faaliyetlerin onceliklendirilmesini amaglamaktadir. Yapilacak
onceliklendirme, Yesil IKY faaliyetleri igin bir yol haritas1 olusturmaya yardimci olacaktir. Yesil IKY
kapsaminda yapilmasi onerilen faaliyetler sunlardir. 1-Kurum iginde Yesil iKY olgusunu tanitmak,
farkindalik olusturmak, 2-Cevre bilincinin gelismesi igin Yesil IK'Y 6neri sistemi getirmek, ¢alisanlari
Oneri vermeye tesvik etmek ve odiillendirmek, 3-Cevresel hedefler koymak, takvim belirlemek ve
hedeflere ulagsma derecelerini belirlemek, 4-Calisanlarin yazismalarinda kagit tiriinlerinin kullanimini
minimize edici mevcut uygulamalar1 genisletmek, akilli uygulamalar1 baslatmak, yeni onerilere agik
olmak, 5-Arsiv yonetimini daha etkin hale getirip ve periyodik olarak arsiv diizenlemesi yaparak IK’nin
daha verimli ¢alismasini saglamak, 6-Evrak statiisiindeki kagitlarin periyodik olarak toplanmasini
saglamak, kolaylastirici uygulamalar (Barkodlu teslim kiosklar1 ve yazilimlar olusturmak) getirerek,
IK’nm verimini artirmak, 7-Yalin Yénetim felsefesine gegis yapmak ve siirdiiriilebilir bir sekilde
uygulamak, 8-Yeni yapilacak yapilari, dogal 1sitma ve giin 1518indan faydalanmayi en biiyiikleyecek
sekilde yaparak ve mevcut binalart doniistiirerek calisan ve enerji verimliligi saglamak.
Onceliklendirmede PIPRECIA (Plvot Pairwise RElative Criteria Importance Assessment) Yontemi
kullanilmigtir. PIPRECIA, Cok Kriterli Karar Vermede kriterlerin agirliklarini belirlemek igin kullanilan
bir yontemdir. Yontemin c¢alistirllmasi sonucunda bulunan agirliklar siralandiginda, Onerilen
faaliyetlerin Oncelik siras1 (yiiksek Oncelikten diisiik Oncelige olmak iizere), 3>7>1>2>6>4=8>5
seklinde ¢ikmustir.
Anahtar Kelimeler: Yesil insan Kaynaklar1 Yonetimi, Onceliklendirme, PIPRECIA Metodu, Cok
Kriterli Karar Verme

ABSTRACT

Green Human Resources Management (Green HRM) is to develop policies that will enable HR to
continue their activities with a mindset that is sensitive to the environment and prioritizes it, and to
ensure their sustainable implementation. This study aims to prioritize the activities that can be done
within the scope of Green HRM in a higher education institution with nearly 2000 staff. The
prioritization will help create a road map for Green HRM activities. The activities recommended to be
carried out within the scope of Green HRM are as follows. 1-To introduce the concept of Green HRM
within the institution, to create awareness, 2-Introducing a Green HRM suggestion system to develop
environmental awareness, encouraging and rewarding employees to give suggestions, 3-Setting
environmental targets, determining a calendar and determining the degree of achievement of the targets,
4-Expanding existing practices that minimize the use of paper products in employees' correspondence,
launching smart applications, and being open to new suggestions, 5-To ensure that HR work more
efficiently by making archive management more effective and periodically organizing archives, 6-
Ensuring periodic collection of papers in document status, increasing the efficiency of HR by
introducing facilitating applications (creating barcoded delivery kiosks and software), 7-Transitioning
to the Lean Management philosophy and applying it in a sustainable way, 8-To ensure employee and
energy efficiency by constructing new buildings in a way that maximizes the use of natural heating and
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daylight and by transforming existing buildings. PIPRECIA (PIvot Pairwise RElative Criteria
Importance Assessment) Method was used in prioritization. PIPRECIA is a method used to determine
the weights of criteria in Multi-Criteria Decision Making. When the weights found as a result of running
the method were listed, the priority order of the proposed activities (from high priority to low priority)
was 3>7>1>2>6>4=8>5.

Keywords: Green Human Resources Management, Prioritization, PIPRECIA Method, Multicriteria
Decision Making
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Kurumsal Baghhgi Artiric1 Faaliyetlerin LBWA Yontemi ile Siralanmasi

Ranking Of Activities That Increase Corporate Commitment Using the LBWA Method

Dr. Ogr. Uyesi Abdurrahman YILDIZ
Kiitahya Dumlupinar Universitesi - ORCID: 0000-0002-7652-4957

OZET
Kurumsal Baglilik, calisanlarin kuruma aidiyet derecelerinin bir Olgiisii olarak tanimlanabilir.

Kurumlarda insan kaynagmin verimli ve etkin ¢aligabilmesi, kurumsal baglilik diizeyi ile dogrudan
iligkilidir. Bu c¢aligma, bir yiiksekdgretim kurumunda akademik personelin kurumsal bagliligim
artirmast diistiniilen etkinliklerin, Cok Kriterli Karar Verme Y 6ntemlerinden biri olan LBWA (Seviye
Tabanl1 Agirlik Degerlendirme) Yontemi kullanilarak siralanmasini amaglamaktadir. Caligsma, kurumsal
baglilig1 artirmaya yonelik faaliyetlerin sistematik bir yaklasimla siralanmasini saglayacaktir. Calismada
kullanilan LBWA Yontemi ikili karsilagtirma ile calisan, siibjektif degerlendirmeye dayali bir
agirhiklandirma ydntemidir. Elde edilen agirliklara gore siralama da elde edilebilir. Onerilen faaliyetlerin
LBWA yontemi kullanilarak degerlendirilmesi sonucunda elde edilen agirliklara gore olusan faaliyet
strasi su sekildedir. i.Akademik personel disindaki personelin gorevlerini tam ve etkin bir sekilde yerine
getirmesini saglamak, ii.Tiim siireglerde islemleri kolaylastirmak ve gerekli dokiimantasyonu
hazirlamak, iii.Tiim idari faaliyetlerde dijitallesmeyi artirmak, iv.Cihaz ve sistemlerin tam ve eksiksiz
caligmasini saglamak ve bunun igin diizenlemeleri zamaninda yapmak, v.Kullandiklar1 cihazlar
(bilgisayarlar, projeksiyon cihazlar1 vd.) periyodik olarak yenilemek, yiikseltmek, vi.Calisma fiziksel
ortamlarini periyodik olarak yenilemek, vii.Akademik Personele proje, kongre, sempozyumlarda daha
fazla maddi destek vermek/tesvik etmek, viii.Kendi kurumunda kongre, sempozyum vb. bilimsel ve
akademik toplantilarin yapilmasini tesvik etmek, ix.Promosyon, hediye vb.iirlinler vermek. Elde edilen
siralamadaki faaliyetlerin uygulanmasinin, kurumsal bagliliga katki yapacagi diisiiniilmektedir.

Anahtar Kelimeler: Kurumsal Baglilik, Siralama, LBWA Y o6ntemi, Cok Kriterli Karar Verme

ABSTRACT
Corporate Commitment can be defined as a measure of employees' degree of belonging to the

institution. The ability of human resources to work efficiently and effectively in institutions is directly
related to the level of corporate commitment. This study aims to rank the activities that are considered
to increase the institutional commitment of academic staff in a higher education institution using the
LBWA (Level Based Weight Assessment) Method, one of the Multi-Criteria Decision Making Methods.
The study will ensure that activities aimed at increasing corporate commitment are ranked with a
systematic approach. The LBWA Method used in the study is a weighting method based on subjective
evaluation that works with pairwise comparison. Ranking can also be obtained according to the obtained
weights. The order of activities based on the weights obtained as a result of the evaluation of the
proposed activities using the LBWA method is as follows. i.To ensure that non-academic personnel
perform their duties fully and effectively, ii.To facilitate transactions in all processes and to prepare the
necessary documentation, iii.Increasing digitalization in all administrative activities, iv. To ensure full
and complete operation of devices and systems and to make arrangements for this in a timely manner,
v.Periodically renewing and upgrading the devices they use (computers, projectors, etc.), vi.Renewing
working physical environments periodically, vii.To provide/encourage more financial support to
Academic Staff in projects, congresses and symposiums, viii.To encourage the holding of scientific and
academic meetings such as congresses and symposiums in its own institution, ix. Giving promotions,
gifts etc. It is thought that the implementation of the activities in the obtained ranking will contribute to
institutional commitment.

Keywords: Corporate Commitment, Ranking, LBWA Methods, Multi Criteria Decision Making
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Yargitay Kararlan Isiginda Atipik Calisma Iliskilerinde Bagimhhk Olgusunun Is ve
Sosyal Giivenlik Hukuku Mevzuati Kapsaminda Degerlendirilmesi

In Light of Court of Cassation, Evaluation of the Dependency Phenomenon in Atypical Employment
Relationships within the Scope of Labor and Social Security Legislation

Ogr. Gor. Dr. Kemal YAVUZ
Kayseri Universitesi - ORCID: 0000-0001-6556-6484

OZET

Calisma hayatinda is¢i ve igveren arasinda is iligkisi kurulmasinin ve hizmet akdinin olugsmasinin temel
Olgiitleri “is gorme”, “lcret” ve “bagimlilik” iliskisinin kurulmasi ve yiikiimliiliiklerinin yerine
getirilmesidir. Giinlimiizde gelisen teknoloji ile beraber A tipik hizmet iliskilerini kapsayan uzaktan ve
esnek calisma modelleri yayginlagsmaktadir. Freelance calisma olarak adlandirilan yeni tip serbest
caligma iligkileri diinyada birgok iilkede giivenceli esneklik kavraminin dogmasina sebep olmustur. Tiirk
Is Hukuku mevzuati kapsaminda esnek c¢alisma modellerine iliskin diizenlemeler 4857 sayih Is
Kanunu’nda 2003 yilinda yapilmis ancak tam olarak hayata gegirilememistir. Yine Tiirk sosyal glivenlik
mevzuatinda esnek ¢alisma modellerinin yalnizca bir kismi giivence altina alinmustir. Tiirkiye’de bu tip
caligmalar sonucunda dogabilen is¢i isveren uyusmazliklarinda ilk derece ve iist derece mahkemelerinin
kararlar1 ile mevcut is ve sosyal giivenlik mevzuati ve uygulamalarindan kaynaklanan bogluklar
doldurulmaya ¢alisilmaktadir. Giincel yargitay kararlari incelendiginde kararlarda genel olarak ;" “Hizmet
akdinde bulunmasi gereken bagimlilik iliskisinin esnek ¢alismada da olup olmadiginin arastiriimasi,
is¢inin ve igverenin is organizasyonunun niteligi ve verilen isin spesifik bir is yapimi hakkinda mi1 yoksa
diizenli olarak isverenin faaliyeti ile ilgili rutin isleri hakkinda mi1 oldugunun tespiti, is gorenin baska
kisilere de ayn1 yontemle hizmet verip vermedigi; evden calisma seklinde de olsa kendisine ait bir is
organizasyonu olup olmadigi, is gorenin bagkasini ¢alistirp ¢alistirmadigi arastirilarak karar verilmesi
gerektigi vurgulanmaktadir Yargitay 10. Hukuk Dairesi’nin 2022/2473 E. 2022/5773K, 2021/6055 E.
2022/2521 K., 2021/1489 E. 2021/13086 K., 2020/11798 E.2021/11374 K., 2019/204 E. 2021/9000 K.,
2019/1184E. 2021/6935K. Yargitay kararlari ile yeni tip ¢aligma iligkileri ile ilgili giincel mevzuatta ig
ve sosyal giivenlik bulunan bosluklar kismen kapatilmakta ve ortaya kapsayici bir bakis agisi
sunulmaktadir. Tirk c¢alisma mevzuatinin mevcut esnek c¢aligma modellerini ve Atipik calisma
iligkilerini kapsayici bir sekilde yeniden diizenlenmesi ve reforme edilmesi gerekmektedir.

Anahtar Kelimeler: Atipik ¢alisma iligkileri, Esnek Calisma, Yargi Kararlari, Sosyal Giivence

ABSTRACT

The fundamental criteria for establishing an employment relationship and the formation of a service
contract between the worker and the employer are the concepts of 'work performance,' 'wages, and
'dependency,’ along with the fulfillment of their respective obligations. In today's world, with the
advancement of technology, remote and flexible working models that encompass atypical employment
relationships, such as freelancing, have become increasingly prevalent. These new forms of freelance
working relationships have given rise to the concept of secure flexibility in many countries worldwide.
The regulations regarding flexible working models within the framework of Turkish Labor Law were
introduced in the Labor Law No. 4857 in the year 2003 but could not be fully implemented. Furthermore,
within the Turkish social security legislation, only a portion of flexible working models has been
safeguarded. In Turkey, disputes arising from such employment often seek to bridge gaps through
decisions of primary and appellate courts, as well as through existing labor and social security legislation
and practices. When examining recent court of cassation decisions, it is generally emphasized that the
determination of whether the dependency relationship that should exist in an employment contract is
present in flexible work should be investigated. The nature of the employer's and employee's work
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organization, whether the work provided is specific to a particular task or related to routine activities of
the employer's regular business, and whether the employee provides services to others using the same
method are factors to be determined. Additionally, whether the employee has their own work
organization, even if working from home, and whether the employee hires others are also aspects that
should be investigated when making a decision [The decisions of the 10th Civil Chamber of the Court
of Cassation with the following case numbers: 2022/2473 E. 2022/5773K, 2021/6055 E. 2022/2521 K.,
2021/1489 E. 2021/13086 K., 2020/11798 E.2021/11374 K., 2019/204 E. 2021/9000 K., 2019/1184E.
2021/6935K].

The decisions of the Court of Cassation, in conjunction with the current legislation on labor and social
security, partially address existing gaps related to new types of employment relationships and provide a
more comprehensive perspective. It is necessary to comprehensively restructure and reform the Turkish
labor legislation to encompass the existing flexible working models and atypical employment
relationships.

Keywords: Atypical Employment Relationships, Flexible Work, Court Decisions, Social Security
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Anhk Mesajlasma Uygulamas1 Whatsapp’mn Is Performansina Etkisi: Havacihk Alaminda
Bir Uygulama

The Effect of Instant Messaging Application WhatsApp on Business Performance: An Application in
Aviation Field

Prof. Dr. Ebru AYKAN
Kayseri Universitesi - ORCID: 0000-0003-3537-5235
Doktora Ogrencisi Mehmet ERGEC
Kayseri Universitesi - ORCID: 0000-0001-7357-4441

OZET

Kisa zaman 6nce tiim diinyada tecriibe ettigimiz Covid19 salginiyla birlikte yiiz yiize iletisimden dijital
iletisim kanallarina yogun bir gegis olmustur. Bu dijital iletisim kanallarindan birisi de anlik mesajlagma
uygulamalaridir. Anlik mesajlasma uygulamalar1 6rgiitlerde yatayda ve dikeyde hizli veri akislarinda
formal ve informal gruplar yaratilarak hem karsilikli veri akigina hem de ¢oklu iletisim ortamlarina
imkén saglamaktadir. Bu uygulamalar orgiitlere hizli veri paylasimi, aninda tepki alma, biirokrasiyi
hafifletme gibi avantajlar saglamanin yaninda ¢alisanlarin islerinin boliinmesi, dikkat daginikligi, mobil
cihaz baglilig1 ve veri akigini takip edememe korkusu gibi dezavantajlara da sebep olmaktadir. Bu alanda
yapilan aragtirmalara bakildiginda bir paradoks séz konusundur. Yapilan arastirmalarin bazilarinda
Whatsapp uygulamasi is performansina katkida bulunurken, bazi arastirmalarda ise is performansini
olumsuz yonde etkiledigi tespit edilmistir. S6z konusu arastirmalarin pek ¢cogunda gelecekte yapilacak
arastirmalarin farkli ilke ve is kollarinda yapilmasina dair verilen tavsiyeler dikkate alinarak bu konuda
tilkemizde havacilik alaninda Whatsapp uygulamasinin c¢alisan performansi iizerindeki etkileri
arastirilmak istenmektedir. Caligma da anlik mesajlagma uygulamasi Whatsapp’in Isparta ilinde ¢alisan
kamu/6zel sektor havacilik personellerinin is performansina etkisi Olgiilecektir. Calisma havacilik
alaninda Whatsapp uygulamasinin etkilerine dair bir kaynak olusturacagi i¢in de 6nemlidir. Anlik
mesajlasma uygulamas1 Whatsapp ile ¢alisan performansi arasinda anlamli ve negatif yonlii bir iliski
oldugu diisiiniilmektedir. Ayrica anlik mesajlagsma uygulamalari ¢alisanlar lizerinde strese sebep oldugu
ve bu durumunda calisanlarin is performansini olumsuz yonde etkiledigi yapilan 6n ¢aligmada tespit
edilmistir.

Anahtar Kelimeler: Is Stresi, Is Performansi, Anlik Mesajlasma Uygulamalar1, Whatsapp

ABSTRACT

With the Covid19 epidemic that we recently experienced all over the world, there has been an intense
transition from face-to-face communication to digital communication channels. One of these digital
communication channels is instant messaging applications. Instant messaging applications enable both
mutual data flow and multiple communication environments by creating formal and informal groups in
fast data flows horizontally and vertically in organizations. While these applications provide
organizations with advantages such as rapid data sharing, instant response, and alleviating bureaucracy,
they also cause disadvantages such as division of employees' work, distraction, mobile device
dependency, and fear of not being able to follow the data flow. When looking at the research conducted
in this field, there is a paradox. While in some studies, WhatsApp application contributes to business
performance, in some studies it has been found that it negatively affects business performance. Taking
into account the recommendations given in many of the studies in question about conducting future
research in different countries and business lines, it is desired to investigate the effects of the Whatsapp
application on employee performance in the field of aviation in our country. In the study, the effect of
the instant messaging application Whatsapp on the job performance of public/private sector aviation
personnel working in Isparta will be measured. The study is also important as it will provide a resource
on the effects of Whatsapp application in the field of aviation. It is thought that there is a significant and
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negative relationship between the instant messaging application WhatsApp and employee performance.
In addition, it was determined in the preliminary study that instant messaging applications cause stress
on employees, which negatively affects their job performance.

Keywords: Work Performance, Instant Messaging Applications, Whatsapp, Interruption
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IK Analitigi Uygulamalar1 Uzerine Nitel Bir Arastirma’
A Qualitative Research on HR Analytics Applications

Doc. Dr. Esin ERTEMSIR
Yildiz Teknik Universitesi - ORCID: 0000-0002-5906-985X

OZET

Teknolojik gelisim ve dijitallesme, IK Analitigi uygulamalariyla Insan Kaynaklari Yonetimi'ne de
sirayet etmektedir. Veri miktarindaki katlanarak artan artig, veri depolama kolaylig1 ve veri isleme hizi,
isletmelerin gelecegi tahmin etmesi ve sekillendirmesi icin firsatlar yaratmaktadir. Literatiirde "Isgiicii
Analitigi", "Insan Analitigi" veya "IK Analitigi" gibi terimlerle amlan bu yeni ¢aligma alani, veriye
dayali karar verme avantajini sundugu gibi isletmelerin daha objektif kararlar almasina da yardimci
olmaktadir. IK Analitigi, ham verileri yoneticiler, yatirimcilar ve paydaslar gibi sirketin cesitli taraflar
igin anlasilir hale getirmektedir. (Jabir, Noureddine,2019) Reaktif iK'dan Proaktif iK'ya gegisi
destekleyen uygulamalar arasinda kisilerin isten ayrilma nedenlerinin belirlenmesi, ise alim siireclerinin
hizlandirilmas: ve mevcut caligsanlarin gelistirilmesi yer almaktadir. Bu calismanin temel amaci,
Tiirkiye'deki biiyiik dlgekli kurumsal isletmelerde 1K analitigi uygulamalarini nitel arastirma yoluyla
incelemektir. Arastirmanin énemi, 1K analitiginin nispeten yeni bir kavram olmasina ve yazinda yeni
calismalara ihtiya¢ olmasina dayanmaktadir. Bu kapsamda ii¢ firmanin IK Analitigi konusunda uzman
{ist diizey IK yoneticileriyle pandemi déneminde cevrimici goriismeler gerceklestirilmistir. Bulgular
icerik analizi ile incelenmistir. Sirketlerin, analitigi insan kaynaklar siireclerine nasil uyguladiklar ve
hangi teknolojileri kullandiklar1 incelenmistir. Arastirmanin sonuclari, 1K analitifinin ise alim,
performans yonetimi, egitim, yetenek yonetimi ve isveren markasi da dahil olmak {izere ¢ok cesitli IK
fonksiyonlarinda kullanildigin1 ortaya c¢ikarmistir. Sirketler analitii tahmine dayali veya kuralci
diizeyde kullanmaktadir. Arastirmanin 6ne ¢ikan sonuglarindan biri de kuruluslarin yanlis adayi
secmenin getirdigi maliyetlerden kurtularak maliyet tasarrufu saglamasi olmustur.

Anahtar Kelimeler: IK Analitigi, Tahmin Analitigi, Kuralc1 Analitik

ABSTRACT

Technological development and digitalization have also spread to Human Resources Management with
HR Analytics applications. The exponential increase in the amount of data, ease of data storage and
speed of data processing have created opportunities for businesses forecasting and shaping the future.
This new field of study, referred to in the literature with terms such as "Workforce analytics", "Human
analytics" or "HR analytics", offers the advantage of data-based decision-making and also helps
businesses make more objective decisions. HR Analytics makes raw data understandable to various
parties of the company such as managers, investors and stakeholders. (Jabir, Noureddine,2019)
Applications that support the transition from Reactive HR to Proactive HR include determining the
reasons why people leave their jobs, accelerating recruitment processes, and developing existing
employees. The main purpose of this study is to examine HR analytics applications in large-scale
corporate businesses in Turkey through qualitative research. The significance of the research relies on
the belief that HR analytics is a relatively fresh concept and there are still gaps in the literature. In this
context, online interviews held during the pandemic with senior HR managers who are experts in HR
Analytics of three companies. The findings were examined with content analysis. How companies apply
analytics to their human resources processes and what technologies they use were examined. The results
of the study revealed that HR analytics is used across a wide range of HR functions, including recruiting,
performance management, training, talent management and employer branding. Companies use

! Bu calisma Yildiz Teknik Universitesi Bilimsel Arastirma Projeleri Koordinasyon Birimi kapsaminda yiiriitilen SBA-
2021-4540 numaral1 proje tarafindan desteklenmistir
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analytics at either a predictive or prescriptive level. One of the prominent results of the research was
that organizations achieved cost savings by getting rid of the costs of choosing the wrong candidate.

Keywords: HR Analytic, Predictive Analytic, Prescriptive Analytics
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The Moderating Role of Perceived Employability in The Relationship Between Proactive Personality
and Job Performance
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OZET

Glinlimiiz is hayat, siirekli olarak degisen ve belirsizliklerle karakterize edilen bir dinamizme sahiptir.
Is diinyasinda basarili olmak sadece mevcut duruma adapte olmakla degil, aym zamanda degisimleri
Ongoriip, ¢coziimler iireterek 6n plana ¢ikmakla miimkiin olmaktadir. Boylesine dinamik ve belirsiz is
ortamlarinda ise isletmeler ¢alisanlardan proaktif ve degisim odakli bir tavir sergilemelerini gerekli
arastirma sonuclar1 proaktif kisiligin is performansini hem olumlu hem de olumsuz yo6nde
etkileyebilecegine yonelik farkli bulgulara dikkat ¢ekmektedir. Hem alan yazinindaki farkli bulgular
hem de ikili iliskinin calisan ve isletme perspektifindeki 6nemi dikkate alindiginda ikili iligkiyi
arastiracak ve glg¢lii tutacak mekanizmalarin aragtirilmasina ihtiyag duyulmaktadir. Bu baglamda
kaynaklar1 koruma teorisinin (COR) temel varsayimlari cergcevesinde calisanlarin kendini istihdam
edilebilir olarak gérmesinin, yani gerek ¢alistig1 isyerinde gerekse isgiicii piyasasinda is bulma ve devam
ettirmeye yonelik potansiyelini géz oniinde bulundurarak olumlu bir degerlendirme yapmasinin,
proaktif kisiligi ile is performansi arasindaki iliskiyi etkileyebilecegi diisiiniilmektedir. O halde
aragtirmanin temel amaci galiganlarin, istihdam edilebilirligine yonelik algisinin proaktif kisilik ile is
performans: iliskisini nasil diizenledigi ile ilgilidir. Arastirma kartopu drnekleme yolu ile Istanbul
bankacilik sektoriinde calisan 386 kisilik drneklem capr ile gerceklestirilmis olup, elde edilen veriler
SPSS 26.0 ve modele ait hipotezler Process Makro ile analiz edilmistir. Mevcut bulgular proaktif
kisiligin is performansini olumlu yonde etkiledigini ve ikili iliskisinin gii¢lendirilmesinde algilanan
istihdam edilebilirligin moterator rolii bulunmusgtur.

Anahtar Kelimeler: Proaktif Kisilik, Is Performansi, Algilanan Istihdam Edilebilirlik, Kaynaklari
Koruma Teorisi

ABSTRACT

The contemporary business life has a dynamism characterized by constant change and uncertainty. Being
successful in the business world is possible not only by adapting to the current situation, but also by
anticipating changes and coming to the forefront by producing solutions. In such dynamic and uncertain
business environments, organizations require employees to exhibit a proactive and change-oriented
attitude and are expected to increase their individual job performance. However, the results of the
research on the dual relationship draw attention to different findings that proactive personality can affect
job performance both positively and negatively. Considering both the different findings in the literature
and the importance of the dyadic relationship from the perspective of the employee and the organization,
there is a need to investigate the mechanisms that will explore and keep the dyadic relationship strong.
In this context, within the framework of the basic assumptions of the resource conservation theory
(COR), it is thought that employees' perception of themselves as employable, that is, making a positive
evaluation considering their potential for finding and maintaining a job both in the workplace and in the
labor market, may affect the relationship between proactive personality and job performance. Therefore,
the main purpose of the research is related to how employees' perception of employability regulates the
relationship between proactive personality and job performance. The research was conducted by
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snowball sampling with a sample size of 386 people working in Istanbul banking sector and the data
obtained were analyzed with SPSS 26.0 and Process Macro. The current findings suggest that proactive
personality positively affects job performance and perceived employability plays a moderating role in
strengthening the relationship.

Keywords: Proactive Personality, Job Performance, Perceived Employability, Conservation of
Resources Theory
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ABSTRACT

This study affirms the Vigoda Model of leader-member relations by investigating the intermediary role
of trust in leaders. The data collected from various universities in Khyber Pakhtunkhwa, Pakistan,
underwent analysis employing two mediating models. The results establish a significant connection
between both transformational and transactional leadership styles and employees' Organizational
Citizenship Behavior (OCB). Furthermore, trust in leaders exhibits a positive influence. The mediational
analysis demonstrates that Trust in Leader partially mediates the relationship between Transformational
Leadership and OCB. Similarly, Trust in Leader serves as a partial mediator in the association between
Transactional Leadership and OCB. These findings underscore the positive impact of TRF on OCB,
underscoring the importance of leadership styles and perceptions of organizational politics in molding
employee engagement and performance.

Keywords; Organizational Citizenship Behavior; Trust in Leaders; Transformational Leadership;
Transactional Leadership
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ABSTRACT

In the midst of an evolving professional landscape, traditional work environments have given way to
unconventional and dynamic spaces known as co-working hubs, where professionals from diverse
backgrounds converge not merely to work, but to engage in a unique ecosystem of coexistence,
collaboration, and creative synergy. The main aim of this research was to illuminate the intricate
community dynamics thriving within Coworking spaces. Drawing upon in-depth qualitative interviews
of 25 participants, this research uncovered the emergent patterns, social interactions, and mechanisms
that contribute to the formation of Coworking communities in Sargodha City. The study delves into the
ways in which Coworking spaces foster a sense of belonging, facilitate knowledge sharing, and shape
professional identities. By exploring the narratives of individuals within these communities, the research
unveils the multifaceted roles of space design, events, and informal interactions in nurturing a dynamic
ecosystem. Through this grounded theory exploration, the study contributes to a deeper understanding
of how Coworking spaces influence the social fabric of work, shedding light on the nuanced interplay
between physical space, social connections, and community development.

Keywords: Co-Working Spaces, Community Dynamics, Workplace Environment, Knowledge Sharing,

Professionalism
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ABSTRACT

HRM is a new field in Azerbaijan. During the Soviet period, there was no concept of modern HRM as
well as education at Bachelor and Master Levels in this field. In today’s developing economy, there is a
great deal of interest in this field in Azerbaijan. Taking into account that education plays an important
role in economic growth, precision investment in human capital as a main foundation of education will
provide sustainability development. The purpose of this research is to examine the current state of
Human Resource Management at Private HEIs in Azerbaijan, to analyze existing gaps and challenges,
and to suggest how to overcome them.

This research employs a mixture of quantitative (Questionnaires) and qualitative (literature review)
methods to provide a more complete picture of the issues being addressed in Human Resources
Management in Private Higher Education Institutions. The first phase of the research involves screening
survey questionnaires where we identify existing gaps and challenges. Questionnaires has already
conducted across ten universities which placed in Baku and Nakhchivan to get an overview of the current
situation of HRM at private higher education institutions. The information was collected from HRM
departments or Staff departments of each responded university. The questionnaires were sent to the ten
private universities in Azerbaijan. Each questionnaire consists of 48 questions. Seven universities out of
ten responded to the request. The six operating private universities are located in the capital of
Azerbaijan Baku and only one operating private university is located in Nakhchivan.

The second phase of the research involves doing a literature review about what researches have been
done in the past on HRM generally as well as in education sector by researching various scholarly books,
research articles, and other relevant sources that are directly related to the current research.

This research will highly contribute to the literature, universities and education system in Azerbaijan. It
will serve as guidelines for junior researchers, as well as professionals in Azerbaijan and abroad.

Key words: Human Resources, Education, Private education, Privat HEIs in Azerbaijan
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ABSTRACT

This study aims to delve into the paramount importance of constructive communication within the
workplace and delineate effective methodologies for nurturing a harmonious and productive
organizational environment. Its primary objective is to unearth strategies and optimal practices
conducive to enhancing inter-relations, encompassing those between managerial personnel and
subordinates, as well as among colleagues operating within the organizational framework.

The study's significance is underscored by the recognition that a tension-laden atmosphere marked by
deficient communicative efficacy can have detrimental effects on work productivity and employee well-
being. Subpar or contentious communication channels may engender heightened stress levels,
diminished morale, and a palpable sense of detachment among the organizational workforce. Therefore,
elucidating mechanisms for cultivating a culture underpinned by constructive communication is pivotal
for an organization's overall success and vitality.

Methodologically, the study features a comprehensive review of relevant scholarly literature, coupled
with a qualitative inquiry that includes 30 in-depth interviews with managers and middle-level
employees from both public and private institutions in Albania. Additionally, the research entails a
discerning analysis of effective communication practices gleaned from four distinct organizational
entities operating within the Albanian landscape.

The findings of this study serve to expound upon an array of strategies and best practices poised to
ameliorate communication dynamics within the workplace, with an ancillary endeavor focused on
evaluating their efficacy vis-a-vis employee productivity and overall well-being.
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Analysis of Legal and Practical Aspects of The Vetting Process
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ABSTRACT

Albania in the framework of the process to join the European Union, where the reform of the judicial
system, among others, is one of the essential conditions to be fulfilled. Albania has demonstrated
commitment to justice reform by continuously cooperating with the Venice Commission to improve the
standards of independence, accountability and professionalism of the system.

The two main pillars of the justice reform package include the amendment of articles of the Constitution
and the adoption of a package of laws, including the law on the re-evaluation of judges and prosecutors,
determine the creation of new judicial institutions.2 Through the re-evaluation process popularly known
as ' vetting process', is the intention to fight corruption and clean up the justice system, restoring every
citizen's trust in their independent and impartial institutions. Effectively, this process started at the
beginning of 2018, materializing the first decisions on the evaluation of judges and prosecutors based
on three criteria of declaring wealth, image and professional ability.

We find it important to address an analysis of the investigation, administration and decision of the
Independent Qualification Commission and the Special Appeals Panel for each criterion and the
interpretation of the vetting law on a case-by-case basis. We also find with interest the treatment of the
role and influence of the auxiliary organs, the Public Commissioner and the International Monitoring
Body as a balance keeper for the realization of an orderly, transparent and impartial process.

Without a doubt, the vetting process does not constitute a magic formula that will eradicate corruption
once and for all from the justice system, but it is a very serious and unprecedented step in the history of
our country and perhaps beyond. The short-term consequences produced by the vetting process by
introducing the entire judiciary into the re-evaluation system, such as the freezing of the Constitutional
Court, is a sacrifice of the rule of law to guarantee a justice system, above all of quality.

Key words: Justice reform, membership, vetting process, Constitutional Court, International
Monitoring Body.

2 Lecturer at the Public Department, Faculty of Law, University of Tirana, Albania and Lecturer at “Albanian University”.
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ABSTRACT

The evaluation of public servants' performance is crucial for effective governance and public service
delivery. However, the efficiency of existing performance appraisal systems in the public sector remains
a complex and multifaceted problem. Research aims to investigate and identify the key challenges
associated with the appraisal of public servants' performance in terms of efficiency.

Research Problem Statement: The efficiency of performance appraisal systems for public servants is
marred by numerous challenges, including subjectivity, lack of transparency, and limited alignment with
organizational goals. This research aims to address the following key research problem:

How can the efficiency of performance appraisal systems for public servants be enhanced to ensure fair,
objective, and effective evaluation, fostering improved public service delivery and accountability?

The efficiency of performance appraisal of civil servants is a crucial aspect of public administration. It
plays a vital role in ensuring that government employees are evaluated fairly and that their performance
aligns with the goals and objectives of their respective agencies. In the theoretical part by presenting
various factors, effected the performance appraisal processes, including system design, implementation,
this research seeks to provide insights into improving the effectiveness and fairness of performance
appraisal systems in the public sector. Empirical part, based on qualitative research strategy, investigate
main legal acts of Republic of Lithuania, regulating the performance evaluation of civil servants. The
analysis reveals key challenges associated with the appraisal of public servants' in performance
Lithuania in terms of efficiency.

Keywords: Public Servants, Performance Appraisal, Efficiency
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ABSTRACT

Gender norms in Indian Society are reinforced through socio-cultural institutions like family, kinship,
religious and economic institutions and many more. Since time immemorial there is a gender stereotype
in terms of sharing household chores, emotions, dealing with family issues, work aspects, financial
issues etc with pre defined nomenclature as who has to perform what type of duties . Thus research is
a primary study conducted on women employees working in Bangalore city ,based on convenience
sampling with 500 sample size. The major objective of the study was to identify the attitude and
prevalence towards Gender Stereotyping in an organizational setup. The finndings was that women
agreed the prevalence of gender stereotyping in the IT sector

Keywords: Gender Stereotype, decision making, assignment and responsibilities.
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Partnering For Quality Jobs: The Impact of HR on Cross-Sector Collaboration

Teodora Franich

Relevance:

As organizations grow, the role of HR practices in developing partnerships also increases. Today's labour
market necessitates collaboration among various stakeholders, including private companies,
governments and education systems, non-governmental organizations and communities. As a result of
the interaction of such large systems, jobs, specialists and new directions appear. This is where the key
role of HR departments comes into play as the driving force behind such multi-stakeholder partnerships.

Annotation:

As part of achieving Sustainable Development Goal 8, the creation of quality jobs and sustainable
economic growth is a top priority. This article examines the most important and often overlooked factor
in achieving this goal - the HR department of companies. The topic of the article touches on partnership
at the “Company-Education System-State” level, which noticeably contributes to the exchange of
knowledge and resources, stabilization of the economy and positive changes in the labor market. HR
departments can help align the interests of all three “partners”: by sponsoring the improvement of career
guidance in schools companies increase the number of qualified employees, and the state, supporting
this policy can make changes in the labor market and influence the economy (salary growth in rare and
undemanded professions, for example). Moreover, all parties create a favorable image in the labor and
international market, which is also of great value.

As organizations strive to meet the demands of a rapidly changing world, HR's role in strengthening
partnerships and organizing a decent working environment becomes central of sustainable development.
Thus, HR departments of companies, together with the help of the government have the opportunity to
reduce the gap between sectors and educational opportunities, which ultimately contributes to holistic
and inclusive progress. And the interconnection of Sustainable Development Goals 3, 8 and 17
emphasizes the need for innovative, collaborative efforts to create quality working conditions and
sustainable economic growth.
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Turkey, Russia and China are the main pillars of the New Eastern Civilization. And the
Central Asia is center of the New Civilization™
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TEMPORA MUTANTUR ET NOS MUTANTUR IN ILLIS (LAT)
TIME-TO CHANGE, AND WE CHANGE TOGETHER WITH THEM!

There are many ways to solve the problems facing the world, but the most optimal and acceptable for
all - one! And it must be created, together!

We are all living in times of momentous change. The unipolar world and the hegemony of one State and
the political order above all others are over. It is being replaced by a multipolar world with centers of
influence in Central Asia, Latin America, India, Russia and China. The old system does not want to
voluntarily relinquish the positions it has gained over the past decades and therefore uses all its
accumulated potential in the economic, political and military spheres to maintain its position as a world
hegemon. All these processes naturally have a negative impact on the ratification of the trade agreement
between the European Union and China. The global dependence of the European economy, Germany in
particular, as the locomotive of the European Union, on the United States plays a fatal role in the
development of all EU countries. The unprecedented pressure exerted by overseas partners on the EU’s
political system, the imposition of sanctions against Russia, is nothing but interference in the internal
affairs of all EU countries, which in turn leads to the complete destruction of their economies. In our
view, the main objective of such measures is to destroy the solvency of the 600,000 inhabitants of the
European Union, who are mostly consumers of Chinese products. In this way, China’s growth is being
devastated and Russia’s economy is being destroyed. America has openly declared China not only its
main economic competitor, but also a major threat to its political and military system. And, to counter
the People’s Republic of China’s further economic growth, America is willing to sacrifice Europe. In
this way, it solves two problems with one blow.

The competitiveness of three geopolitical adversaries, China, Russia, and the European Union, is
declining significantly. The position of the United States as a world hegemon is being restored and its
economy and financial currency system are being rehabilitated. The EU, of course, has its own concerns
about trade and economic relations with China. The systemic approach of the EU’s Chinese partners in
the acquisition of infrastructure and systemically important enterprises of the European Union is creating
an unhealthy dependence of the entire EU economic system on China. In turn, the lack of mirror
conditions for the integration of European business into China’s economy only reinforces these
assumptions and will inevitably lead to disincentives for Chinese business within the European Union.
The European Union, which is unlikely to survive in its current form the consequences of partial
dependence on Russian energy carriers and suffocating embrace of its overseas partners, is naturally
afraid to fall into another trap of dependence on China. An intensive process of building a new world
order is under way. It is important that the Chinese leadership take this situation into account and try to
positively influence the reconstruction of the European Union as a voluntary economic cooperation of
sovereign states. To improve the existing model of investment in their economies. Investments in the
European space should acquire the character of economic expediency for the People’s Republic of China
and efficiency of the EU states, in order to create new jobs, improving the solvency of the population of
the European continent and their motivation for integration into the Shanghai Cooperation Organization
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SCO space. Naturally, conditions are formed for the integration of European business potential and
technical resources into the Chinese economy. Comprehensive state support for such processes would
serve the positive development of the economies of both partners.

Europe has always been a very attractive market for Chinese goods and services and this has played an
important role in the economic miracle and growth of the People’s Republic of China. Only through
joint efforts and well-considered actions to strengthen relations at all levels between countries can the
economic balance of the world space be restored. Chinese capital, Russian raw energy, European
engineering and creativity are the keys to prosperity and peaceful development not only for our peoples,
but for the entire world. The idea of free economic space among the nations of the world will one day
be realized, despite any opposition from parties that do not benefit from it. And in this, not the last, and
sometimes the fundamental role will be played by international integration processes.

Against the background of the irrevocably collapsing old world and not yet fully framed contour of the
new world road maps, modeled starting positions and such are the realities of interests of geopolitical
players.

The main points that will create conditions for overcoming «unipolar dams» are:
1) Bilateral economic agreements - this will give mobility and speed in decision making and execution...!

2) Integration of production elements of the economy into the space of the SCO countries, where there
are conditions for reducing the cost component (labor and energy), as well as the prospect of growth of
technologies and their capacities!

3) Distribution of industries between regions taking into account their diversification and substitutability
to exclude monopolization of individual subjects of economic relations! All sides have a choice, you
need wisdom and will! But China, Turkey, the Russian Federation, India, the Central Asian countries,
Afghanistan, Pakistan - it is undeniably the basis of a new world civilization, which aims to protect,
develop and promote natural-traditional family, national and religious values;

4) To build a collective security system (economic, cyber-technology, etc.) based on bilateral inter-state
relations! That is, if these things are not done, the uncontrolled process will drown the SCO member
states in war, and Europe will plunge into a global collective recession and stagnation, which will result
in all-European inter-citizens and civil wars!

The US is a problem and no less a problem - it is the European political collaborators of the US that
have hindered and will hinder the international integration processes!

Attention! Objective necessity and reality encourage decisive action! If we do not destroy the plans of
subjective processes, there will be contradictions between citizens and their political administrations,
which will lead to global social upheavals!

There are many ways to solve problems, but the most optimal and acceptable for all is one decision!
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