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HUMAN RESOURCES MANAGEMENT
PRACTICES IN AI-ENABLED WORKPLACES
DIGITAL EVOLUTION IN HRM!?

Pinar AKINCI ACAR?
Ibrahim Ajibola AKEUKEREKE?

1. INTRODUCTION

Globalization is making the world increasingly
technologically oriented. Human Resources are viewed as one of
the most important resources for any organization, making proper
management of these resources a key administrative
responsibility. Al has expedited organizational processes and
activities that were previously completed by humans. Therefore,
it's crucial to assess Al's darkside, which covers the general as
well as specific, positive as well as negative effects. The purpose
of this research is to examine how Al affects HRM, the roles it
plays within it, and the discrepancy between Al's potential and
actual applications. Over 800 potential respondents in Turkey
were provided with a standardized questionnaire. The study was
analyzed using a deductive research methodology. The result
shows that Al significantly impacts the Attitude of employees and
the Operation of Human Resources (HR) functions. The most
suitable influence on the implementation of Al in HR functions
include motives such as usefulness and simplicity. The main
benefit of Al in HRM is recognised as automation and routine
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task elimination, while some of the challenges are seen as the
readiness of organisations and employees towards the adoption of
Al, lack of adequate and appropriate data, algorithm bias etc.

Can machines think? The fundamental question of 1950
was posed by Alen Turning (computing machinery and
intelligence in 1950), the objective of the question led to the
imitation Games and the Turning test to distinguish the ability of
humans and machines as regards intelligence. The invention of
the computer raises stakes in the discussion of equating Machine,
Artificial Intelligence (Al) with human intelligence, the pace of
Al advancement has often been overestimated (Bostrom, 2014).
However, Al currently has outperformed many activities
considered to be too complex for any machine, nonetheless,
human intelligence outperforms Al in a lot of simple tasks, given
Al ability is best at recognizing schematic patterns in images and
data, thus everything outside recognizing schematic patterns
becomes a novel task to Al technology and beginning of its
shortcoming.

Since the year 2000, artificial intelligence (Al) has
established itself in most, if not all, industries. These include the
following: healthcare, retail and e-commerce, food technology,
banking and financial services, logistics and transportation,
travel, real estate, entertainment and gaming, manufacturing,
human resources management, and everyday situations. Artificial
intelligence (Al) is employed as virtual support, to advance
customer service, monitor and report on certain business
operations, and to help facilitate consumer business transactions
(Ivanov et al, 2017). Technologies based on artificial intelligence
(Al) are transforming various industrial areas in a commendable
way. According to McKinney's most recent forecast for Al's
impact on the global economy, Al will generate $13 trillion in
global economic activity by 2030. Human Resources
Management (HRM) is inclusive. There is evidence of Al-
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facilitated function/service delivery in Human Resources
Management (HRM), ranging from the use of Social Media, Job
Aggregators, and Applicants Tracking Systems (ATS) for the
recruitment process, to the use of an Online Portal for employee
engagement, to the use of software/application to set standardised
tables and reports for performance evaluation, to the use of a
predictive analysis model for training, to the use of a Bot to
promote employee expression and participation. Thus, it is
important to acknowledge the involvement of Al in HRM
practice, which majorly focuses on human capital that influences
organisation development.

Despite all of these advancements of Al in HRM
functions, the full potential of Al across the board continues to
grow and is far beyond reach. With today's and tomorrow's
technology, it is critical to look beyond "What is,” critically
analyze "What Could Be," and consider the reality of "What
Should Be". The purpose of this research is to examine how Al
affects HRM, the roles it plays within it, and the discrepancy
between Al's potential and actual applications. First, it is
necessary to describe the probable consequences and actions of
Al with reference to how it operates or functions in HRM. The
second is to present a comprehensive picture of Al as resources
that add value or detract from it, as well as its contributions to the
experiences encountered in the Human Resources function.

The purpose of the research is to examine the relationship
between employee attitudes toward Al and how it is used in HRM
practice and field. The two main goals are to determine whether
the deployment of Al in the field of human resource management
is significantly influenced by its innovativeness, utility
(Usefulness), and ease of use. The second question is whether or
not employees' attitudes on the use of Al in HRM tasks have a big
impact on how well such functions work. Significance of the
Research The research can help the organization's human
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resources department create a framework for using Al in human
resources activities to satisfy the needs of employees and advance
their careers. Additionally, the research's implications will result
in materials for the library and a wealth of academic knowledge
about the fields of study of Human Resources Management and
Artificial Intelligence. Productivity may grow if Al's
innovativeness, usefulness, and userfriendliness are improved for
HRM functions.

The literature from the past has looked into the
significance of Al innovation in HRM. Garima, et al. (2020)
predict that the cost of human resource management (HRM) will
reach $30 billion by 2025. HRM experts may now carry out
established procedures more quickly and easily thanks to
technological advancements in artificial intelligence and machine
learning. With its prompting effect discovered in Al's ease of use,
Al systems have innovated the entire traditional HRM procedural
method and practices. This innovativeness carries with it a lot of
mild and substantial effects on HR functions. (Malhotra, Amla,
2017). Al uses complex algorithms to automate a variety of HR
tasks, including data collection from business systems,
information. dissemination to stakeholders, management of key
performance metrics, and activity tracking. (Garima, et al. 2020).
Al has the innovative ability to predict an employee's
requirements, and it often uses these abilities to promote a high
rate of employee retention and low turnover of talented
employees within the organization. (Owais, 2018). With the aid
of digital resources, big data analysis, cloud computing, and
artificial intelligence are being made simpler in a number of
organizational departments, including HRM. Al in HRM is
becoming most effective by making use of software, machine, and
system efficiently to achieve human-like intelligence in solving
problems, creating solutions, or supporting individuals.
(Gurinder, et al. 2020). According to Robert (2020), Professionals
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in both the HRM and engineering world According to Robert
(2020), given Al's potential to significantly augment the human
brain and hence greatly increase the optimal output of human
society, professionals in both the HRM and engineering worlds
foresee a boom in Al inventive capabilities by 2045. Given more
significant facts and data, quicker processing, and better objective
evaluation, Al with its superintelligence could liberate itself from
human insights and arrive at different solutions than humans.
(Robert, 2020). In scenarios like the one described above, there
may be real-time conflict when human and artificial intelligence
(Al) ideals are at odds. In order to compete for speed and
accuracy, humans may have to give up their position of authority,
while those who do so will outperform those who don't. In order
to use Al in the HR sector, new job roles need to be recognized.
Currently, Al is making a difference in the smooth flow of work
by lessening the workload on HR professionals. (Rajesh, et al.
2018).

How well can the innovativeness of Al drive growth and
transformation in HRM? Will Al help bring about disruptive
measures or destructive technology into the working of Al? These
are the frontline questions driving the discussion into the future
of Al in HRM as regards innovation. The usefulness of Al
According to the technology adoption model (TAM), perceived
utility (usefulness) and perceived user-friendliness have an
impact on users' adoption or acceptance of new or disruptive
technologies. In recent years Al has been elevated to a top-notch
consideration for organizations, where company management and
Human Resources professionals are merging with Al for the
promotion of HRM, the greater benefit of employers, employees,
and future hiring. To advance the working of Al, HRM
professionals need to work in full cooperation to comprehend the
power and potential of Al. (Vaishnavi, et al. 2018). The
continuous improvement in workers' experiences and benefits
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continues to become evident and glaring to ignore as HRM works
to fully comprehend how Al impacts their organizations. (Fraser,
2018). According to Prasanna & Kusuma (2019), Al is
responsible for decreasing the HRM workload right from the
beginning, from recruitment and selection to forecasting future
staff needs and everything in between. Al is assuming a portion
of the tasking component of HRM responsibilities so that HRM
practitioners can concentrate more on the performance of
employees, work-life balance, etc. Additionally, HRM
strengthens and improves how employees see the organization.
One of the challenges HRM managers confront is performance
appraisal which is directly related to employees' performance, a
pivotal indicator in deciding employee development and career
path (Strohmeier & Piazza 2015). Nothing is without drawbacks,
and a small fraction of people will always be adversely impacted
by Al-based functions, capacity, allocated assignments, and
performance. However, Al is significantly responsible for the
improvement in the overall performance of the organization.
(Huang & Hayat, 2019). However, the question remains, looking
into the future, is the usefulness of Al guaranteed? If so, will the
usefulness always deliver the most benefit and the least adverse
effect? This book chapter is focus on the idea of the positive and
negative sides of Al generated workplaces with the integration of
HR functions.

2. LITERATURE REVIEW

The capacity to comprehend emotional knowledge, use
logic, and accomplish challenging tasks is referred to as
intelligence (Tegmark, 2017). Artificial intelligence (Al) is a
technique used to enhance performance. According to Grewal et
al. (2021) Al is the system's capacity to effectively interpret
external input and channel it to fulfil specified goals and activities
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through flexible adaptation. Artificial Narrow Intelligence (ANI),
which is used to tackle just specified tasks based on rules and
algorithms, is one of the two primary types of Al and outperforms
human-level intelligence. It is the type of Al that is currently in
use and is thought to be less powerful. Artificial General
Intelligence (AGI) entails "learning how to learn" where
unstructured data can be used to solve complicated and complex
tasks (Grewal et al, 2021).

Although HRM has many meanings, they all work best
together, complementing each other. Storey (2004) defined HRM
as the effort to manage an employee to retain a workforce that is
capable and dedicated in a variety of areas, including structural,
cultural, and personnel, in order to give the organization a
competitive advantage. Schemerhorn (2001) defined HRM as the
capacity to assemble a staff that is talented enough to accomplish
the current company goals, purpose, vision, and objectives. The
process that includes hiring, training, and managing new hires as
well as fostering employee development is known as HRM
practice (Wall & Wood, 2005). There is a concentrated focus on
retaining new employees with a striving zeal to keep their
satisfaction level high, since human resources is an integral part
of an organisation, human resources are dynamic and
synonymous to change thus, the need for adequate management
by the organisation (Bibi, Pangil, & Johari 2016). Over the years
the roles of HRM have broadened beyond the management of an
organisation's internal cost of labour (Becker & Gerhart, 2017),
according to Youndt, Snell, Dean & Lepak (1996), even
manufacturing companies need an infusion of innovativeness into
its HRM practices to earn comparative advantage and better
performance. As a result, contemporary research looks at HRM
as a strategic asset to an organization since people are considered
as value-created resources and a vital internal asset, and their
recruiting, onboarding and management play a crucial role (Bas,
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2012). For the context of this research, human resource
management (HRM) will be referred to as the procedure for
acquiring new and updating existing skills, training, evaluating,
and compensating employees using various management
techniques that also ensure fairness, labour needs, and employee
safety at work. Technology enhances Human Resources (HR)
practice on the verge of Al globalisation is changing the phase
and the Modus Oprandi on how business is being conducted and
how an organisation is being operated. In the present age,
organisation competition has been elevated to a global level with
the help of technology and Artificial Intelligence (Al), the world
is getting smaller and the phrase local competition is gradually
fading out. This implies that if an organisation wishes to stay
competitive in today's economy, they have to collaborate with Al
and Human Resource (HR) transactions for its development.
(Garima, et al. 2020). According to Prasanna & Kusuma (2019),
the responsibility of human resource management (HRM) is
primarily focused on hiring, training employees, managing
compensation and benefits for them, evaluating their
performance, and motivating them to work hard within the
company to accomplish maximum productivity in order to
achieve the organization's goals, objectives, vision, and mission.
HRM has a multitude of Al-adopted software and application
used to make organisation performance more efficient thereby
creating a medium to effectively manage and utilize the human
resources concerning their social, physical and mobile situation.
In recent times the integration of Al in HRM is omnipresent in
virtually all aspects, spheres and stages, which has brought about
a physical and virtual experience that has fostered novel
experiences for both employers and employees alike. The
introduction of Al has provided the opportunity for the instant
collection of information for better interaction within the
organization, through a medium like cloud computing, thus
giving room for the co-creation of Al applications and software
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that is needed and can flourish and strive in the HRM space.
Human Resource Professionals, operate in a dynamic, ever-
changing landscape both in respect of human resources and
technology, thus there is the need to focus on innovation, ease of
usage, experience, value, and performance. Organizations need to
create experiences and activities that strengthen their value, not to
only distinguish them from competitors but also to address the
goal of being productive and operating for an indefinitely long
span of time. Moreover, Al can increase efficiency and
performance by supporting decision-making processes, reducing
costs of operation, supporting employees and employer
navigation, etc. The application of Al in HRM made a remarkable
difference in recruitment in the year 2018, especially among
professionals (Upadhyay et al. 2018), where Al was used as a
technique to seamlessly extract information from résumé in the
face of the growing number of jobs applicants that was becoming
increasingly overwhelming for the HR department. Likewise, the
Al base ranking help collect information about applicants'
personality which is vital to getting the job done and filling the
position (Faliagka et al. 2012). Starting with Operation, Data
generation, Machine learning, and Decision-making, the life
cycle of an Al-supported HR practice begins.

On the bright side, a lot of Al applications are thought to
be beneficial because they help organizations perform better or
human resources become more effective. Practice is examined
below, the life cycle of Al-supported HR using the Al bright side
as a lens of analysis. Operation: Operation includes phenomena
of interest, such as how a company selects its staff. Is the best
applicant is being given the job; do organizational procedures
improve work performance; etc. It's vital to mention that using Al
technologies in HR is necessary because HR performs a variety
of procedures that cost a lot of money (money). According to the
Tax Foundation (2021), in the United States, in the year 2020,
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68.9% of net income was spent on labour as opposed to capital,
which accounted for 31.1% of capital shares Operation Data
Generation Machine Learning Decision Making The Al life Cycle
of Al-supported HR practice. A list of regular operations in
Human Resources with a prediction task that works with Al-
fueled workforce analytics are as follows: Recruitment (identify
possible candidates, persuade them to apply, to create a pool of
candidates) the Al-fueled prediction task is Are we attracting
good candidates?; Decruitment (proceed to reduce/downsize the
organization's workforce) the Alfueled prediction task is Are we
retaining the best employee and letting go of the least effective?;
Selection (choosing the candidate to obtain a job offer) the Al-
fueled prediction task is Are we hiring the most qualified
candidates?; On-boarding (introducing employees into an
organization) the Al-fueled prediction task is Which
practice/medium/measure  makes a new hired-personnel
productive faster?; Training (facilitating employees' needed
skills) the Alfueled prediction task is Which interventions are
most beneficial for which candidates, and do they result in
improved performance?; Performance Management (discovering
good or bad performance) the Al-fueled prediction task is Do our
procedures and work conditions lead to better job performance?;
Advancement (agree on who gets promoted) the Al-fueled
prediction task is Can we predict and identify the candidates who
will do their best in the new positions/roles?; Retention (forecast
the turnover and retention rate) the Al-fueled prediction task is
Can we manage employee retention by identifying those who are
most likely to leave?; and Employee Benefit the Al-fueled
prediction task is Can we identify the benefit that matters to
employees so that we can provide it to them, know what to offer
them when they have a choice, and understand the impact of the
benefit? Do they result in gains in both hiring and keeping
employees? Each of the aforementioned administrative tasks has
a basic impact on how well an organization performs in terms of

10
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particular offices, jobs, and job functions as well as written
instructions, job requirements, rules for how work should be
done, and how different parties interact. Volumes of data in the
form of text, recordings, and other conceivable media are
produced as a result of the operation of the aforementioned
administrative work. Data Generation: As earlier stated the
Operation often produces volumes of data. Just as operation move
into the virtual space with the help of Al, output from Operation
are also in form of a digital state and digitally stored thus it creates
areliable and traceable poll for generated data on digital activities
(database), such as using the Applicants Tracking System (ATS)
to build more effective recruitment algorithms. Digital exhaust,
Applicants Tracking Systems (ATS), Human Resource
Information Systems (HRIS), Electronic Human Resources (e-
HR), and other data generation methods all require the extraction
of data from numerous databases, conversion to a particular
format, and aggregation of that data before it can be combined
and analyzed as a whole. Organizations are now able to digitally
process, store, and distribute information about human resources
to both internal and external stakeholders as well as internal and
external stakeholders (Bilal, 2021). Machine Learning: In order
to create algorithms that are more effective at a task, machine
learning uses approaches that can access, adapt to, and learn from
data (Balu et al, 2019). Machine common application is more of
the supervised application that allows a data scientist to build
algorithms, find out what metric to access the algorithm's
accuracy and eventually, train the algorithms in respect of
performance using training samples. Logistic regression and
random forest are commonly used prediction algorithm that infers
results from statistical correlation among observed variables.
Model quality is important when making use of prediction
algorithms, it starts with the development of the sample until an
acceptable point is stabilized, and the final point is to run the
model through a test sample to affirm its accuracy. Algorithms

11
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have proven to be effective in hiring because they may create a
statistical correlation between particular application traits and
future job success. According to Lee et al. (2015), "Algorithmic
Management™ entails the use of algorithms to "nudge” both
employees and contractors in the direction of the employer or
contractee through the use of incentives and other instruments.
Presently, Algorithmic management is a popular way of making
a recommendation in various organizations. IBM, for instance,
uses an algorithm that recommends training for employees based
on the experience of similar employees; Netflix, Youtube and
Instagram to mention a few, are all international organizations
that make use of an algorithm that recommends content based on
consumer preference; Also, Alibaba and Amazon, are big e-
commerce corporation that makes use algorithm to recommend a
product based on purchasing or browsing history. It needs to be
noted that algorithms and traditional mediums utilized in Human
Resources differ in their approach. Industrial psychology has
always placed a strong emphasis on human resource decisions,
study hiring, and study selection. To demonstrate a link between
individual predictors and job performance, different explanatory
hypotheses will need to be investigated. Researchers in industrial
psychology choose a hypothesis to test and pair it with the
relevant factors. The hiring process is highly customized,
producing results one test at a time, such as establishing the
relationship between test results and performance on the job. In
another effort or exercise, establishing the relationship between
education level and performance on the job is then done, and the
process is repeated until the desired level of satisfaction is
reached. Machine learning operates counter to the creation of a
single algorithm that can employ multiple factors to produce its
outcome. The chosen variable may not even be found in the
theoretical literature on the subject, and the researchers are not
required to establish a link between the chosen variable and the
anticipated result. Machine learning has many benefits, including

12
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its capacity to develop a better prediction platform and use fewer
methods of providing evidence for specific hypotheses. One of
these benefits is its acknowledgement and analysis of non-
traditional aspects. Decision Making: The third step, decision-
making, concentrates on how the knowledge gained from the
machine model is applied to routine tasks. When making
decisions in the area of human resources, managers today have
more freedom to integrate empirical data from data science with
Al than they did in the past, when large corporations were forced
to standardize procedures like recruiting across the board. The
management now has the freedom to use or disregard the
evidence related to the projections, allowing them the power to
apply their own judgment and, if necessary, to create their own
data.

It has been simple to revel in the ecstasy of promises of Al
obscuring and possibly subduing the dark side over the past ten
years. The dark side will be discussed in the context of the Al life
cycle in order to be clearly defined. Data Generation Stage:
Given that job requirements are board and frequently
interconnected with those of other employees or even
interdependent, the performance of an employee is frequently
inseparable from the performance of the team or group (Pfeffer et
al. 2006), coupled with the biases associated with | it is first
necessary for an organization to define what constitutes a "Good
employee” or a "Bad employee.” To put it another way, it will be
extremely difficult and difficult to gauge performance, which
forms the basis for many HR decisions, without a defined metric
or means of what it means to be a good or a bad employee. It's
important to note that not all HR actions, and consequently not all
practices, leave digital traces that can be captured, and not all
traces that are left behind can be mined and transformed into a
usable format of data at a reasonable cost. Examples can be seen
in a situation where employers are unable to track the method by

13
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which applicants approach them, such as whether it's through job
fairs. Also, the inability of the employer to track what brings
about applicant interest and commitment to apply. Oftentimes,
most employers collect limited applicant information especially
as constrained by their available resources and often discard and
delete data of applicants screened out especially to free up storage
space. These choices greatly affect the analysis and scrutiny that
can be employed and the conclusion that can be derived (Prasanna
et al. 2018). HRM unlike other fields such as accounting doesn't
have a standard variable that employers look to gather and retain
in their Human Resources activities and operations (Prasanna et
al. 2018), which greatly affects the ability for the best analytics to
be utilized and spread across the organization. Thus, both the
usage and performance of Al in HRM are greatly affected. When
it comes to data generation, employers need to know that there is
never a perfect measure of performance, thus employers will do
well to choose a reasonable measure, and derive the pattern and
changes involve therein than embarking on endless tinkering with
the system to find a perfect measure. Also, small data brings about
deep-seated concerns for human resource analytics. In the year
2019, the USA has 30.7 million small business enterprises
(SMEs) that represent 99.9% of overall business that had 59.9
million employees

Thus, the majority of businesses are SME that does not
have a large number of employees under their payroll, they get to
do few hiring, fewer performance appraisals and gather limited
data from their current workforce, which might not be sufficient
enough to apply Al or machine techniques. In contrast to
predictions made from correlations among observed variables
that occur with machine learning, literature research has shown
that larger data have greater potential in terms of predictive
accuracy regarding machine learning (Fortuny et al. 2014). The
best that can be made out of small data is to identify the

14
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relationship to answer questions about specific hiring criteria.
According to Pearl (2018), the issue of causation is fundamentally
important for the future of Al in human resources because the less
data we have access to, the less we can learn from data analytics,
and the more we must rely on prior research and theory that
largely lacks the use of Al software and applications (data
analytics) to identify causal predictors of the outcome of interest.
Assumptions must be established by managers, who must then
convince other stakeholders of their appropriateness and accuracy
possibly using data and empirical analysis—before developing
and deploying Al software and applying it to specific HR
practices. Consensus on assumptions among stakeholders isn't
always forthcoming or easy to achieve especially, in a formal
process where there is large disagreement on unplanned or
unintended contributors to the outcome of interest (HR task), in
situations like this generating additional data to randomly
experiments the discovery of unintended contributors or causal
factors. Once, experiment, discussion and persuasion fail to
achieve consensus on assumptions among stakeholders, then Al
analysis will be less productive, and more counterproductive and
should possibly be postponed till a later date when more data is
available. Thus, it shows that the operation of Al in HR practice
somewhat relays on the working of the traditional medium of HR
practice to operate optimally and efficiently. It has to be noted
that using vendors is an avenue for generating additional data to
build algorithms. This kind of approach has often been adopted in
traditional HR practice in the situation of standard paper and
pencil selection tests, to be able to harness the scales to establish
a predictive model of test performance. In the case of Al, the
majority of organizations and businesses are forthcoming and
eager to provide data access for the aforementioned exercise in
exchange for access to the models and benchmarked comparisons
(Prasanna et al. 2018). Employers must understand their
environment or context in order to assess whether an algorithm

15
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developed using data from other sources would be useful and
sufficient for prediction within their business or organization.
Also, employees' responses to data collection can be biased
depending on how they feel the data will be made use of, which
is a major worry for HR analytic efforts. In search of authentic
information or alternative source of data, employers are looking
and searching through social media because they believe
employees tend to be more authentic in such space, this
information gotten from social media (including LinkedIn
profiles) is often used for hiring purposes, where the
appropriateness of applicants for the job, evidence of bad
behaviour, applicant flight risk potentials and others will be
looked into. Some organizations, including banks, take things a
step further by keeping an eye on and analyzing email data for
signs of dishonest behavior and occasionally reports of
harassment. Some employers even go so far as to utilize Natural
Language Processing techniques to analyze the language and tone
that staff members use while posting to the firm's internal
message boards in an effort to identify or anticipate staff members
who have a high likelihood of leaving the company or resigning.
The utilization of natural language processing tools brings about
several challenges in the workforce, for example whenever
employees discover that their posts are being monitored and
analyzed, it greatly influences what they chose to post and how
chose to post them. It also brings about the question of employees'
infringement of privacy, do employers have the right to monitor
and analyze employees' both online and offline posts, emails,
archives, documents etc? Is it ethical? If it is right or ethical, to
what extent? Regarding data persistence, data repurposing, and
data overflow, all of them fall under the privacy preview (Turker,
2017). Data can persist beyond the time it was gathered or
generated, and its author or originator may decide to use it by
employers for any unforeseeable purpose. For instance, words
shared in an email with coworkers can be used by employers to
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declare or predict an employee as a flight risk. Data of one
individual can unintentionally affect others, in a situation such as
the creators' or originators' friends tagged in posts and photos
(Prasanna et al. 2018). Regarding privacy, it should be noted that
employees must abide by government regulations and laws, rules
like "The Right to be Forgotten," which mandates that businesses
meet specific customer demands so they can erase customers'
digital traces after a certain amount of time, or regulations like the
EU's General Data Protection Regulation (GDPR), which requires
a thorough examination of data privacy in the current digital age
(www.eugdpr.org). Through the application of the data analytical
technique of differential 18 privacy in the creation of algorithms,
computer scientists are actively working on technological
solutions for data privacy. Here, the data gathering is carried out
in a randomized manner that does not reveal any personal
information but instead extracts pertinent facts about the
population (Prasanna et al. 2018). As a result, data analysts do not
know whose data they are using in their study or whose data are
being replaced by noise, but they do know the noise-generating
process that they employ to estimate the model. The issue with
leaning to email traffic and social media for accurate information
about candidates and staff is that it is unclear how accurate these
statistics are or to what extent they are accurate. Indeed, the
average person does not initially populate or shape their social
media with the intention of luring employers, but rather, the
entries or posts made by an average person on their pages are
more social, entertaining, positive, and less striving during
difficult times. Entries like vacation posts are more frequent than
laundry posts, even though the average person actually spends
more time doing laundry than taking vacations (Prasanna et al.
2018). Also, once employees know that their entries are being
monitored the nature of information posted will change to more
of self-improvement, self achievement and more of self-
promotion within range and sometimes overly exaggerated.
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Another effort to get authentic data by employers is the use of
gaming applications such as Knack, Gild and True Office for
training, performance appraisal and recruiting, with gaming
employees and applicants don‘t have ready knowledge of how to
spin their responses, so company such like JobTestPrep have
device means to help employees and applicants to awesomely
well on the selection game (Bloomberg J. 2018). Generating and
collecting authentic information from an applicant will always be
tasking and full of challenges because of employees' and
applicants' ability to game such effort, thus it becomes a huge
problem since several HR practices rely on this set of data.
Machine learning algorithm has been seen to be well performed
when it comes to HR tasks, such as hiring than what has been
employed or obtained before. In contrast to the past, when
significant indicators like personality and 1Q scores were
recommended, few businesses feel that HR hasn't done much to
assist them because those factors don't necessarily transfer into
job performance. The errors present a significant potential for
data analytics and Al to improve since they are not constrained
by having to produce results one at a time, like a personality test.
However, employers frequently turn to vendors' communities to
make use of their algorithms that have been built based on clients'
firm best performers that they have identified. As previously
noted, generating and collecting good and authentic data can be
so challenging and formidable an obstacle to building algorithms
(Prasanna et al. 2018). For instance, HireVue is a hiring platform
that helps employers (clients) conduct video interviews, in the
execution of her duty, HireVVue makes use of algorithms based on
the reading of the facial expressions captured by the applicants on
the videos. The aforesaid algorithms are trained with data on the
top performance of client firms and job applicants, accessing
applicants' expressions based on their similarity with expressions
the algorithms are trained with (Prasanna et al. 2018). Is facial
expression a great predictor of job performance? If yes, to what
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extent? Some scientists are of the school of thought that there is
no basis to expect such a relationship between facial expression
and job performance since almost nothing in the up-to-date
research on humans has in a concrete way supported and
correspond to this. Often time, Machine learning models and data
scientists rarely care about the reason behind such a relationship;
if any exists and how much it corresponds with knowledge of our
research on humans. A good machine learning model starts with
selecting dependent variables by examining only the top
performances of client firms and job applicants, to capture their
data accurately but this doesn't in any way certify that the data
and attributes identified are distinct from that of others as regards
facial expression and job performance. It can be argued, that we
shouldn't rule out the logical possibility to have a scenario, where
the facial expression of a good performer and a bad performer in
a particular situation is similar, since all there is, is a critical
examination of one group of data, that of a good performer and
not that of both groups which will include data of the bad
performer. Moreover, human expressions are dynamic and can be
individually distinct. The use of a machine learning model with
algorithms in human resource management is challenging. For
example, in hiring, once a sample of a good performer is
generated in the learning aspect of the machine learning model,
other candidates or applicants that aren't chosen by the algorithms
are screened or drop out, leaving behind the opportunity to test
whether other attributes can be a pathway for better performers or
otherwise. Put differently, the machine learning algorithm suffers
when its ability to keep learning is restricted or limited in scope,
such as the algorithm used to make hiring decisions. As a result,
the operation of a machine learning model does not provide a path
for the comprehensive working of all attributes and available data.
20 To be able to determine whether candidates or applicants who
are screened out or do not satisfy the criteria, continue to perform
poorly or move in the opposite direction to perform better, it is
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necessary to occasionally deliberately fail to employ the built
algorithm. It is more difficult to ignore or turn off one criterion or
variable since machine learning algorithms are built on a
foundation that manages several variables working together in a
single model. Because these variables work together uniformly,
any switch-off will turn the entire model off. In essence, this issue
has an impact on selection. Selections may produce the collider
effect, a fictitious association between worker characteristics used
in epidemiology and data research (Pearl 2018). It occurs when
samples are chosen in a way that limits the range of variables. For
instance, a company that bases its hiring standards on college
grades and conscientiousness test results may find that candidates
or applicants without strong academic credentials or high test
scores are not selected for recruitment or employment. However,
when a specific firm looks at the association between college
grades and conscientiousness among their employees, the
relationship is negative and heading the other way, even though it
reads positive in a larger population (Prasanna et al. 2018). Since
there is no one measure that fits the data perfectly, a number of
modeling process components may also prove to be difficult. A
case that serves as a good illustration happens in Broward County,
Florida, where judges had the chance to utilize a machine-
learning algorithm to decide whether to release someone on bail
who was charged with a crime. Data regarding parolees who
broke their parole terms were used to train the algorithm. The
difficulty with the data used was that the majority of people in the
dataset were white; as a result, the algorithms were heavily reliant
on data regarding white parolees. The algorithm correctly
predicted that the rate of recidivism would be the same for both
whites and blacks; but, when the system misses and fails to
predict appropriately, the prediction is far more likely to be
incorrect for blacks than for whites (Spielkamp 2017). The issue
highlights the algorithm's inability to operate efficiently on
several measures of fit. Decision Making: Fairness and legal
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concerns are two significant obstacles that decision-makers must
overcome when trying to apply machine learning predictions.
When an algorithm is backwards-looking, like when there may be
historical discrimination features in the data used to create a
recruiting algorithm, the model is likely to provide biased
outcomes that are out of proportion to the facts. This kind of
algorithm runs the risk of recreating the demographic diversity—
or lack thereof—in the historical data in the judgment it makes.
Even though sex is not an active variable or attribute in the
candidate dataset, the hiring algorithm for Amazon was selecting
out or screening out women because of attributes of women like
taking women's studies courses or requesting women needed
benefit. This was due to biased historical data that showed that
men had higher performance scores and fewer women were hired
in the past (Maude, 2018). Evidence from organizational learning
studies and the HR environment suggests that interviewers and
evaluators frequently render judgments that are frequently
unreliable and substantially influenced by their bias. By
standardizing the application of criteria to results or outcomes and
by removing irrelevant performance-related information that
could have a significant impact on the hiring manager's decision,
algorithms reduce bias. Examples of such information include the
candidate's sex, race, and other factors (Cowgill, 2020). The
algorithms' predictive power may be increased by elements that
frequently seem unsuitable or irrelevant, such as social standing
or the organization's (or company's) brand awareness. It is still not
quite obvious how to strike a compromise between the trade-offs
between the proper factors that should be taken into account and
the best possible performance of predictive power. The adverse
impact of wrongful decision-making in HRM is of high danger,
the adverse effect on hiring is not spared, noting that employment
and its decision are of high importance to employees/candidates,
employers and society at large. The importance of employment
decisions for all is what has brought about the extensive legal
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framework in countries like the USA, Canada, the European
Union etc to guide and protect those decisions from any possible
underhand dealing or discrimination. Possible discrimination that
could be a witness is that of individual demographic attributes
being the factor why considerable adverse action is taken or
melted upon such an individual. The adverse impact of such
discrimination on employers' decisions will produce fewer
occasions of good outcomes (such as hiring, promotions, etc)
and/or an increasing occasion of bad outcomes (such as
dismissals, Attrition, etc.) than the outcome that will have come
to be if discrimination has been done away with and base rate
adheres to. In respect of the use of Al, machine learning, and
algorithms to predict future outcomes, the possible problem is the
notion of adverse effects. It must be demonstrated that the
employment of algorithms in the decision-making process
predicts the desired results and, furthermore, that no other process
or method of decision-making would produce predictions that are
at least as accurate as algorithms while having fewer negative
effects. These legal checks present significant hurricane
challenges for hiring choices that are helped by algorithms. The
first objective is to ascertain whether they have a negative
influence by looking at the relationship between any
characteristics of protected groups (affirmative action) and the
relevant outcomes, such as Does it reduce the score for people of
a certain race or sex? Does it give traits that are disproportionately
associated with women lower scores? This is what is known as an
analytical task for algorithms. The option of letting the supervisor
make the call on employment decisions without a framework
guiding the process is an open avenue for far more bias to strive
and possible adverse impact than what the algorithms present.
Contrary to what could occur when a company uses a broadly
acknowledged hiring algorithm, the bias of unresisted supervisors
making employment decisions can be difficult to hold
accountable due to a lack of systemic structure and distinction in
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individual hiring behavior. The primary question is whether
companies would make a meaningful effort with a risk to the law
to decrease bias. Algorithms for recruiting frequently generate a
result at a greater rate, making it easier to uncover bias. In these
cases, how will the court evaluate the evidence relating to
algorithms? Priority is very low and there are still many undefined
places in this. In HR decision-making, how far can the algorithms
be tested to identify bias? Can we build different hiring
algorithms, for instance, a different one for hiring men and a
different one for hiring women? The challenges of using
algorithms in such a way will start from how to compare scores
produced by these two different models, also it will have to face
the legal frameworks that has being built to fight against any form
of segregation, discrimination and separation, thus it will be hard
to treat demographic group differently. What might be the
fundamental tradeoffs between the pursuit of accuracy and the
fairness in decision-making that are brought about by the
deployment of HR machine learning (Loftus et, al. 2018) remain
a question for HR? In HRM, using algorithms to make decisions
about who gets paid what and who gets employed is becoming
more and more commonplace. Who will attend the training? Who
will get a promotion? However, the outcomes from the
application of algorithms extend farther, including decisions
about whether employee should be censured or disciplined.
Algorithms that make a meaningful contribution to predicting the
future will almost inexcusably be used for deciding not just the
benefit but also the vice such as whom to lay off. Or use it to
predict who will commit a crime or steal company resources?
Thus, promoting a possible situation of thinking less of
employees, creating a less conducive working environment and
enabling a breeding space for counterproductive work behaviour.
Herein lies the problem: the utilitarian view, which advocates
acting in the interests of the greater good, supports the use of
predictive algorithms to weed out problematic and expensive
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staff. The utilitarian philosophy makes choosing people to further
a business' success simpler and more logical. The Kantian
deontological theory, promote judging individual based on their
actions and inactions. The Kantian deontological theory is more
popular and works with the legal system and framework of
western society. The Kantian deontological approach, which uses
the framework to determine whether to reward or penalize
persons based on their qualities linked with the desired behaviour,
seems more unacceptable. For example, lay-off employees
because of attributes they share in similarity with those who have
exhibited grievous counter-productive work behaviour in the past,
would generally on the surface be viewed as objectionable.
Explainability, which refers to the degree to which employees
comprehend the criteria used for data analytics-based judgments,
is closely related to the difficulties of fairness and legal issues.
When employees compare their own effort and input to that of
others, they may appear to understand the foundation for the
differences in results, but the output produced by a machine
learning algorithm based on the combination of multiple
performance-related elements is more difficult to comprehend.
This sort of problem is witnessed by lecturers who have to explain
to their students that don't seem to understand the difference in
their grades compared with their colleagues who they believe
wrote a similar answer. The more data and variable algorithms
have to work with, the more accurate they become, the more
complicated they become and the more difficult it is to understand
and explain. An excellent example of this is the IBM Waston
oncology program, which encounters some resistance from
oncologists due to their inability to comprehend how the
application functions to make its conclusions. The IBM Waston
cancer application's inability to be understood, transparent, and
accountable makes it difficult for medical professionals to accept
or even act upon the recommendation made by the system when
it clashes with the doctors' assessments (Bloomberg, 2018).
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3. CONCLUSION AND DISCUSSION

Given that Al's impact on HRM is largely supportive, the
rapid pace of acceptance, selection, and potentially exponential
growth witnessed is expected. Thus, Al is being projected as the
new electricity, however, the mass positive review and favouring
of the benefit of Al in HR functions keep the potential pitfalls
behind the evolving Al practice in HRM overshadowed. This
study work to examine both the bright side of Al in HRM and the
dark side of Al in HRM. The benefit of Al is largely driven by
customization and enhanced human resources management
efficiencies. While the downside of Al in HRM includes an
inadequate set of data and a lack of human touch or input. Put
differently, the study shows that we expect algorithms to perform
perfectly and might be asking for too much of ourselves. Human
resources need the input of human emotion and not just machine
rationality. Organizations and employers seek employees with the
utmost character and impeccable product-making or service
delivery ability to clients thus it is easier to go through candidate
resumes, conduct interviews, and analysis their work history. All
of these are partly or wholly been conducted or aided by Al in the
HRM field, however employees, on the other hand, seek security,
provisioning, promotion, achievement, recognition,
responsibility, and advancement (organizational behaviour, 2-
factory theory) from organizations and employers. This is an
aspect where Al is lacking, where Al isn‘t much available to be
deployed for the use of individual employees ‘needs. HRM as a
whole represent both the workings and the needs of both
employees and employers, however, the Al working in the field
of HRM has witnessed more advancement in the organization and
employers' needs and interests as opposed to that of the
employees. Thus, most of the usefulness motives and by
extension the model structure recorded as being supportive of the
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operation of Al in HRM coming out of the sphere of employers'
interest and benefit.
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ORGUTSEL OZDESLESME

Erhan USLU!?

1. GIRIS

Ilk defa 1950’li yillarm sonlarinda ortaya atilmis olan
orgiitsel 0zdeslesme kavrami 1970’lerde orgiitsel baglihigm bir
bileseni olarak tanimlanmis, 1980’11 yillarin sonunda bagimsiz bir
kavram olarak arastirmalara konu olmaya baslamis ve giderek
artan bir ilgiyle karsilasmistir (Riketta, 2005). 1990’1 yillarla
birlikte orgiitsel 6zdeslesme konusu yonetim ve organizasyon
alaninda hem arastirmacilar hem de yoneticiler i¢in en 6nemli
kavramlardan birisi haline gelmistir (He ve Brown, 2013).
Orgiitsel 6zdeslesme kavramm giiniimiizde calisanlarin  is
tutumlarin1 ve davraniglarini anlamada bagvurulan 6nemli bir
orgiitsel degisken olarak deger gormektedir.

Orgiitsel 6zdeslesme kavrami 6nceleri 6rgiitsel baghiligm
duygusal bileseni olarak degerlendirilmistir. Alpander (1990)
orgiitsel baglilig bireyin orgiitle 6zdeslesmesinin ve katiliminin
giicii olarak tanimlamig ve orgiitsel bagliligin unsurlarni 6rgiitiin
hedef ve degerlerine inanma/kabul etme, orgiitte kalma istegi ve
Orgiit icin gayret sarf etme olarak saymistir. Bu {i¢ unsur ayni
zamanda Orgiitsel 6zdeslesmenin bilesenleridir.

Orgiitsel 6zdeslesme kavrami 6rgiitsel baglilik kavramma
benziyor olsa da iki kavrami birbirinden ayiran Onemli
farkliliklar1 vardir(Riketta, 2005). Ozdeslesme bireyin orgiitiiyle
birlik ve bitlnluk algiladig: bir duyguyu ifade ederken, baglilik
iki ayr1 varlik olarak birey ve oOrgiit arasindaki iligkiyi ifade

L Qgr. Gor. Dr., Eskisehir Osmangazi Universitesi, Sivrihisar MYO, ORCID: 0000-
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eder(Van Knippenberg ve Sleebos, 2006). Birey, 06rglti
hakkindaki inanglarim1 kendi kisiligiyle biitiinlestirdiginde
orgiitsel Ozdeslesme ortaya cikar(Pratt,1998). Ozdeslesmede
birey 6rgltini gucli bicimde benimser ve kendisini 6rgutin bir
parcast olarak goriir, baglilikta ise birey oOrgiite bagh olsa da
Orgiitiiyle biitlinlesme s6z konusu degildir. Bu cergevede,
0zdeslesme bagliliga gore daha giiclii bir birey-kurulus iliskisini
tamimlar. Buna karsin, Orgiitsel sonuglarla iliski anlaminda
0zdeslesmenin bagliliktan daha zayif etki gosterdigine dair
arastirma sonuglar1 vardir. Ornegin, orgiitsel 6zdeslesmenin
orgiitsel bagliliktan farkli olarak is memnuniyeti, Orgiitsel
memnuniyet ve ise katilimla daha az ortiistiigi(Mael ve Tetrick,
1992) ve hem orglitsel vatandaslik davranisi hem de ise devam
etme isteginin Orgiitsel baghlikla iligkisinin daha gliglii
oldugu(Davila ve Garcia, 2012) 6ne siiriilmiistiir.

2. ORGUTSEL OZDESLESME KAVRAMI

Literatirde ozdeslesme, orgiitsel 6zdeslesme ve grupla
Ozdeslesmeyle ilgili ¢esitli tanimlar yer alir. Pratt(1998)’e gore,
inan¢ odakli bir kavram olan 6zdeslesme bir bireyin baska bir
bireyi, grubu veya nesneyi kendi benliginin tanimlayicisi olarak
gormesidir. Ashforth ve Mael(1989) 6zdeslesmeyi bir grupla
biitiinlesme veya ona ait olma algisi olarak tanimlar ve 6rgutsel
0zdeslesmeyi sosyal 6zdeslesmenin 6zel bir formu olarak ifade
eder. He ve Brown(2013)’a gore orgiitsel 6zdeslesme bireyin
kendisini Orgiit iiyesi olarak ne Olglide tanimladiginin bir
ifadesidir. Bu tanimlamalar orgiit degerlerinin giiclii bi¢imde
benimsenmesi ve orgiite karsi hissedilen aidiyet duygusu gibi
tutumlar1 6ne ¢ikarmaktadir. Orgiitsel 6zdeslesme bireyin orgiit
degerlerini gii¢lii bicimde benimsemesi ve Orgiitiin bir pargasi
oldugunu algilamasidir.
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Grupla 6zdeslesme ise grubun deneyimlerini paylasma ve
grup lyelerinin  Ozelliklerini  paylasma  algist  olarak
tamimlanir(Mael ve Tetrick, 1992). Orgiitsel 6zdeslesme ve is
grubuyla  Ozdeslesmenin  birbirinden ayr1  6zelliklerinin
bulundugu arastirma sonuglariyla ortaya konmustur(Van
Knippenberg ve Van Schie, 2000; Olkkonen ve Lipponen, 2006).

Orgiitsel 6zdeslesme kavrami incelenirken orgiitten
ayrisma ve tarafsiz(notr) kalma kavramlarma da deginmekte
fayda vardir. Orgitten ayrisma bireyin orgiitle ayn1 degerleri
tasimamast veya Orgiitten/gruptan bilissel anlamda ayristigini
algilamast durumudur; nétr kalma ise bireyin Orgiitiini
benimseme ya da ayrigma konusunda bir goriisliniin olmamasi
durumudur(Boros, 2008). Orgiitle  6zdeslesmenin  ortaya
cikmamast durumunda tarafsiz(ndtr) kalma tutumundan
bahsedilir. Orgiitsel &zdeslesme arastirmalarinda  bireylerin
orgiitle 6zdeslesmesinin yaninda Orgiitten ayrigma ve notr kalma
tutumlar da 6lgiilebilir(Kreiner ve Ashforth, 2004).

3. ORGUTSEL OZDESLESMENIN
BELIRLEYICILERi

Orgiitsel 6zdeslesmenin seviyesi ve giicii bireylerin kisilik
Ozellikleri, 6rguttn ozellikleri ve toplumun 6zelliklerini olusturan
cesitli belirleyicilerin etkisi altindadir. Orgiitsel 6zdeslesme
bireylerin algilar1 ve ihtiyaglar1 gibi kisilik Ozellikleri; Orgit
yapist ve Orgiit kiltiirii gibi orgiitsel ozellikler ve toplumun
kiiltiirel 6zelliklerinin etkileriyle sekillenmektedir.

Ashforth ve Mael(1989) bireyin sosyal kategorilerle
0zdeslesmesini grubun degerlerinin ve uygulamalarinin diger
gruplarin degerlerinden ve uygulamalarindan farkliligi; dis
gruplarin belirginligi; grubun prestiji gibi sebeplere baglamistir.
Birey, diger gruplarin farkinda oldugunda kendi grubunu daha
belirgin bi¢imde algilamaya baglar. Diger gruplarin farkinda
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olmak, bir gruba dahil olma ihtiyacin1 ortaya ¢ikararak bireyin
kendi grubunu algilamasiyla sonuglanir. Dolayisiyla, orgiitiin
ayirt edici Ozellikleri hakkindaki algi orgiitsel 6zdeslesmenin
belirleyicilerinden birisi konumundadir(Mael ve Ashforth, 1992).

Bireyin kendi Orgutinin prestiji hakkindaki olumlu
algilar1 0z saygisini etkileyerek Orgiitle 6zdeslesmesine katki
saglamaktadir(Ashforth ve Mael, 1989). Cunku birey bu sayede
bir sosyal kimlik algilayarak aidiyet ihtiyacini tatmin eder ve 6z
saygist ortaya c¢ikar(Van Dick vd., 2004). Dolayisiyla, 6rgitin
geemisi ve degerleri ile Orgiitsel 6zdeslesme arasinda pozitif
korelasyon bulunur(Ge, Su ve Zhou, 2010). Birey 6rgutini daha
prestijli algiladiginda 6zdeslesme egilimi de artacaktir.

Orgiitsel 6zdeslesme bireyin ihtiyaglarmin tatmininden
gucli bicimde etkilenir. Cunki bireyin - memnuniyetsizlik
duydugu bir kurulusu benimsemesi beklenemez. Is tatmini ile
orgiitsel Ozdeslesme arasinda pozitif korelasyon bulundugu
yapilan ampirik ¢aligmalarla kanitlanmistir(Van Dick vd., 2004;
Ngo vd. 2013; Lee, Park ve Koo, 2015). Hem giivenlik ihtiyaglari
ve sosyal ihtiyaglar gibi alt diizeyli ihtiyaglarin hem de 6z saygi
ve Ozerklik gibi daha iist diizeyli ihtiyaglarin karsilanmasi yillar

icinde 6zdeslesmenin artmasina katkida bulunur(Hall, Schneider
ve Nygren, 1970).

Yonetim iklimi orgilitsel 6zdeslesme {izerinde etkili olan
onemli bir unsurdur. Yonetim tarzi olarak doniistimcii liderlik
uygulandiginda calisanlar Orgutin sosyal agidan duyarh
oldugunu algilamakta ve bdylece ¢alisanlarin Orgute olan
baglilig1 ve aidiyet duygular1 artmaktadir(Allen, Attoh ve Gong,
2017). Yonetim tarzina baglanan bir bagka etki ise 6zerklik ve
kararlara katilimla ilgilidir. Nitelikli bir meslege sahip calisanlar
karar alma siireglerine katilimlar1 saglandiginda ve is stireglerinde
Ozerklige sahip olduklarini hissettiklerinde Orgitle 6zdeslesme
seviyeleri artmaktadir(Salvatore, Numerato ve Fattore, 2018).
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Gunku orgut icinde karar alma sureclerine katilim ve karar verme
ozerkligi saglanmasi bireylerin orgut hedeflerini benimsemelerini
ve kendi hedefleri gibi algilamalarmi saglamaktadir(Prati ve
Zani, 2013).

Orgiitsel 6zdeslesme orgiitsel giivenden etkilenmektedir
(Dai vd., 2022). Arastirma bulgular bireylerin 6rgiit tarafindan
desteklendigi ya da engellendigi yoniindeki algilarmin Orgutsel
O0zdeslesme ya da oOrgiitten ayrismayla sonuclandigini(Gibney
vd., 2011) ve algilanan orgiitsel destek sonucunda ortaya ¢ikan
orgiitsel Ozdeslesmenin rol dist davraniglart  beraberinde
getirdigini gostermektedir(Lam, Liu ve Loi, 2016). Algilanan
orgiitsel destegin oOrgiitsel 6zdeslesme {izerindeki etkilerine
araciik eden bir baska degisken de Orgltsel adalet
algisidir(Cheung ve Law, 2008). Baska bir acidan bakildiginda,
orgiitsel adaletsizlik algilarinin orgiitsel 6zdeslesmede azalmaya
sebep oldugu goriinmektedir(de Clercq vd. 2021). Dahasi,
orgiitsel adalet algisinin 6zdeslesmeyi oOrgiit boyutunda ve is
grubu boyutunda ayri ayr etkileyen bir unsur oldugu tespit
edilmistir(Olkkonen ve Lipponen, 2006).

Orgiitsel ~ 6zdeslesmenin  belirleyicilerinden  birisi
orgiitteki iletisim ortamuidir. Iletisimin agik ve katilimci olmasi
(Neill, Men ve Yue, 2020) ve genel iletisim memnuniyeti (Nakra,
2006) bireyin Orgiite baglihgma katki saglayarak oOrgiitsel
0zdeslesmenin artmasini saglamaktadir.

Mael ve Ashforth(1992) o6rgiit iginde rekabet olmamasini
da orgiitsel 6zdeslesmenin belirleyicileri arasinda saymuslardir.
Calisma grubu, ekip veya departman diizeyindeki aidiyet
duygusu yani isle ilgili daha alt diizeyli bir 6zdeslesme orgiitsel
Ozdeslesmeye bir temel olusturarak bireyin  Orgutlyle
0zdeslesmesine katkida bulunmaktadir(Weisman vd., 2023).

Orgiitsel 6zdeslesmeyle arasinda pozitif korelasyon
bulunan degiskenlerden birisi Orgutte gecen slredir(Hall ve
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Schneider, 1972). Is gorenlerin &rgiitte kalma siiresi uzadik¢a
orgutsel Ozdeslesme artmaktadir. Ote yanda, algilanan is
giivencesizligi  oOrglitsel ~ O0zdeslesmeyi  zayiflatan  bir
faktordir(Ngo vd., 2013). Bir galisanin igine devam edecegi
konusunda siiphelerinin olmasi kurulusunu benimseme egilimini
zayiflatmaktadir.

Lee, Park ve Koo(2015) orgiitsel 6zdeslesmenin makro
belirleyicilerine dikkat cekerek bireyin orgutiyle
0zdeslesmesinin ulusal kiiltiirin etkisi altinda sekillendigini ve
bireyci kiltirlere nazaran kolektivist kultirlerde o6rgutsel
0zdeslesmenin etkilerinin daha giiclii bigcimde ortaya ¢iktigini 6ne
stirmiistiir.

4. ORGUTSEL OZDESLESMENIN ETKILERI

Bireylerin oOrgiitle 6zdeslesmesinin Orgiitsel sonuglar
tizerinde ¢esitli etkileri bulunur. Bu etkilerin en énemlilerinden
birisi 6rgiitsel baglilikla ilgilidir. Orgiitsel 6zdeslesme sayesinde
bireyin orgiite bagliliginda artig ortaya ¢ikar(Hall, Schneider ve
Nygren, 1970; Ashforth ve Mael, 1989; Carmon vd., 2010; Ngo
vd., 2013; Lee, Park ve Koo, 2015).

Orgiitsel dzdeslesme seviyesinin yiiksek olmasi baglihg
artirirken, diisiik olmasi isten ayrilma niyetini artirmaktadir.
Baska bir ifadeyle, orgiitsel 6zdeslesme ile isten ayrilma niyeti
arasinda negatif korelasyon bulunur(O'Reilly ve Chatman, 1986;
Van Dick vd., 2004; Riketta, 2005; Ngo vd., 2013; Prati ve Zani,
2013). Beklentilerin ve ihtiya¢larin yeterince karsilanamamasi
veya diisiik is tatmini Ozdeslesmeyi Onleyerek Orglitten
ayrilmayla sonuglanabilir.

Prati ve Zani(2013) orgiitsel 0zdeslesmenin bireyin
Orgiitten ayrilma niyeti ve is tatminini lizerindeki etkilerini
bireyin gelisimi i¢in Orgiit tarafindan firsatlar sunulmasi olarak
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ifade edilen orgiitsel giiclendirme degiskenine baglar. Van
Knippenberg ve Van Schie(2000) is grubuyla 6zdeslesme ve
orgiitsel Ozdeslesme degiskenlerini ayr1 ayri incelemis, isten
ayrilma niyeti ve is tatmini gibi 6rgutsel sonuglarin is grubuyla
Ozdeslesmeyle daha gucli etkilesimlerinin oldugu yoniinde
bulgular elde etmislerdir.

Bir calisanin Orgiitiiyle 6zdeslesmesi is motivasyonu
uzerinde onemli bir rol oynar(Lee, 1971; Alpander, 1990).
Bununla beraber, bireyin ¢alisma grubuyla 6zdeslesmesinin
caligma motivasyonu Uzerindeki etkileri orgutle 6zdeslesmesinin
etkilerine kiyasla daha giigliidiir(Van Knippenberg ve Van Schie,
2000). Ozdeslesme bireyde sevgi-aidiyet ihtiyaclarinda bir tatmin
yaratarak caligma motivasyonunun artmasina katkida bulunur.
Bir calisanin, hedeflerini ve degerlerini benimseyip kendi
hedefleri ve degerleri olarak algiladig1 bir isletmede daha fazla
istekle ¢alisma davranisi sergilemesi beklenen bir sonugtur.

Orgiitsel 6zdeslesme ile orgiitsel vatandaslik davranisi
arasinda pozitif korelasyon vardir(Evans ve Davis, 2014). Baska
bir deyisle, orgiitsel 6zdeslesme bireylerde rol i¢i ve rol dist
performansla énemli dl¢iide iliskilidir(Lee, Park ve Koo, 2015).
Orgiitsel 6zdeslesme sayesinde grup ici uyumda ve isbirliginde
artis  gorulir(Ashforth ve Mael, 1989). Cinki 6rgltsel
O0zdeslesme diizeyi yiiksek oldugunda birey destekleyici
olmaktadir (Hall, Schneider ve Nygren, 1970).

Orgiitsel 6zdeslesmeden etkilenen diger énemli drgiitsel
sonuglar verimlilik ve performanstir. Orgiitsel 6zdeslesme
orgiitsel adalet algis1 araciligiyla is verimliligi Uzerinde etkili
olur(de Clerg vd., 2021). Ayrica, bireyin orgiitsel 6zdeslesmesi
arttikca kendi performans etkinligi de artmaktadir(Efraty ve
Wolfe, 1988). Ornegin, Millward ve Postmes(2010)’e gore
orgiitsel 6zdeslesme satis hacminin artmasini saglar.
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Orgiitsel ~ 6zdeslesme  olumlu  orgiitsel  ciktilarla
sonuglanabilecegi gibi olumsuz orgiitsel ¢iktillarla da
sonuclanabilir. Orgiitsel 6zdeslesmenin etik dis1 davranislara,
orgiitsel degisime dirence, bireylerarasi g¢atigmaya, olumsuz
duygulara ve refah seviyesinde diisiise neden olmasi
mumkdndir(Conroy vd., 2017). Umphress, Bingham ve
Mitchell(2010) orgiitsel 6zdeslesme diizeyi yiliksek ve Orgiitsel
karsiliklilik inanci giiclii olan calisanlarin gelecekte Orgutten
karsilik olarak bir 0dil alma beklentisiyle etik dis1 Orgutsel
davraniglar gergeklestirebilecegine dair bulgular elde etmislerdir.
Burada dikkat edilmesi gereken husus oOrgiitsel 6zdeslesme
diizeyi  yiiksek  calisanlarin etk  dis1  davraniglar
gerceklestirmedeki tek motivasyonun orgiit hedeflerine katkida
bulunma istegi olmayisidir. Genel kabul gormiis ilkelerin ihlali
olarak tanimlanan etik dis1 davraniglari gergeklestiren calisanlar
sadece kurulusun yararmma degil, ayni zamanda kendi
menfaatlerine de hizmet etmek amaciyla bu davranislar
gerceklestirirler(Graham vd., 2020).

Rotondi(1975) etkinlik ve yaraticihgin  Orglitsel
0zdeslesmeyle ters orantili oldugu yoniinde arastirma bulgularina
ulasmis ve bunlar 6rgiitsel 6zdeslesmenin ortaya ¢ikarabilecegi
islevsiz sonuglar olarak ifade etmistir.

Benzer sekilde, Van Dick(2016) orgiitsel 6zdeslesmenin
olumlu ve olumsuz sonuglarmin olabilecegini ifade ederek,
orgiitsel 06zdeslesmenin is yerinde gerilimi azaltmaya katki
saglamasina karsin, asir1 6zdeslesmenin stresi artirabilecegini 6ne
sirmistiir. Li, Fan ve Zhao(2015) orgiitsel 6zdeslesmenin
olumsuz sonuglarini bireyin isiyle ailesi arasinda kalmasina
baglamistir.
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5. ORGUTSEL OZDESLESMENIN ONEMI

Orgiitsel ~ 6zdeslesme, yonetim  biliminin  6nemli
degiskenlerinden birisidir. Orgiitsel 6zdeslesme, bireylerin 6rgit
cikarlar1 dogrultusunda ¢aligmasini saglamada son derece 6nemli
bir degisken olarak goriilmekte(Edwards, 2005) ve is davranigini
anlamada 6nemli bir etken olarak kabul edilmektedir(Lee, 1971).
Orgiitiiyle 6zdeslesme duygusuna sahip olmayan bireyler
hedeflere ve degerlere baglh degildirler ve 6zellikle {ist yonetimde
orgiitsel O6zdeslesme yoksa Orgiit dimensiz  bir gemi
gibidir(Ashforth ve Mael, 1996). Orgiitsel 6zdeslesmeyle
baglantili parametreler arasinda calisma motivasyonu, orgiitsel
baglilik, orgiitsel vatandaslik davranisi gibi 6nemli o6rgutsel
degiskenler yer alir. Is giicii devri iizerinde etkili olmasi, ¢alisma
motivasyonunu belirlemede kullanilmasi, is gilici se¢im
streclerini ve insan kaynaklar1 politikalarin1 belirlemede
yararlanilmasi gibi iglevleri de orgiitsel 6zdeslesmenin 6nemli bir
yonetsel degisken olmasina katki saglamaktadir(Lane ve Scott,
2007).

Bir ig goérenin oOrglitiiyle 6zdeslesme diizeyinin ¢alisma
motivasyonunu etkiliyor olmasi 6rgiitsel 6zdeslesmenin Orgiitsel
sonuglar acisindan Onemli olmasin1 saglayan nedenlerden
birisidir. Ciinkii ¢galisma motivasyonu ¢esitli finansal ve orgitsel
araclarin etkisiyle bir isi yapmak iizere harekete gecme istegi
olarak tanimlanir(Uslu, 2025) ve is performansi/verimlilik gibi
orgutsel sonuglar tzerinde énemli bir belirleyicidir.

Orgiitsel baglihgn bilesenleri orgiit hedeflerine inanma,
oOrgiit icin ¢aba gosterme ve oOrgiitte kalma istegidir(Angle ve
Perry, 1981). Orgiitsel &zdeslesmeyi onemli kilan bir yani,
bireyin orgiite duygusal anlamda baglihigini igermesiyle ilgilidir.
Duygusal baglilik ¢alisan devrinin maliyeti nedeniyle stratejik bir
oneme sahiptir(Mercurio, 2015). Nitelikli calisanlarin isten
ayrilmasi i goéren se¢imi ve egitim gibi maliyetlerin bosa
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cikmasma neden olur ve dolayisiyla calisan devri isletmeler
acisindan 6nemli finansal sorunlar yaratir(Abrams ve de Moura,
2014). Is gdren adaylarinin ise bagvurularinin saglanmasi, adaylar
arasindan i gorenlerin secilmesi, secilen adaylarin egitimleri ve
ise alistirma siiregleri uzun zaman alan ve maliyetli sureclerdir.
Bununla beraber, nitelikli ¢alisanlarin kuruma daha etkin bigimde
katkilar1 bulunur. Dolayisiyla, diisiik is goren devri saglamak
onemli bir insan kaynaklar stratejisi olarak gortilmektedir.

Duygusal bagliligi 6nemli kilan diger etken, ¢alisanlarin
orgiit degerlerine inanarak orgiit icin ¢aba gdsterme tutumlarini
ve oOrgiitsel vatandaglik davraniglarmi etkilemesidir(Mercurio,
2015). Orgiitsel vatandashk davranislar orgiitiin etkin isleyisine
yardimc1 olmak iizere istege bagli yapilan, resmi olmayan
davraniglardir (Podsakoff vd., 2000). Orgiite katkida bulunmak
amactyla bireyin resmi gorevleri arasinda yer almayan
davraniglar1  kendiliginden  sergilemesi  olarak  ifade
edebilecegimiz orgiitsel vatandaslik davraniglari bireyin Orgiite
duygusal olarak bagliligindan etkilenir. Bu iliski, orgiitsel
0zdeslesmeyi 6nemli kilan bir bagka faktordiir.

Orgiitsel 6zdeslesmenin olumlu etkilerinin  yaninda
olumsuz etkilerinin de Orgiit agisindan 6nemli sonuglar1 ortaya
cikar. Orgiitsel 6zdeslesme diizeyine bagli olarak gériilen etik dist
davranislar kisa vadede orgiite faydali goriinse bile uzun vadede
Orgut itibarinin zarar goérmesi gibi olumsuz sonuglara yol
acabilir(Graham vd. 2020). Diger bir ifadeyle, orgutsel
0zdeslesme diizeyi bireyin Orgiit i¢in her seyi yapabilecegi bir
noktaya ulagirsa orglte faydadan ¢ok zarar vermesi mumkin
olabilir. Y&netimin Uzerine diisen gorev optimal diizeyde orgutsel
0zdeslesme saglayacak kurumsal uygulamalarm hayata
gecirilmesidir.
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Orgiitsel 6zdeslesmenin orgiitsel davramislar ve orgiitsel
sonuglarla arasindaki etkilesimler bu degiskenin yOnetim
bakimindan tagidig1 degeri ve stratejik 6nemini agiklamaktadir.

6. ORGUTTEN AYRISMA

Orgiitsel dzdeslesme calisanlarin orgiitten bilissel veya
duygusal olarak ayrilmalari tutumunu agiklayamadigi igin
orgiitsel 6zdeslesme arastirmacilarinin bazilar1 orgiitten ayrilma
konusuna yonelmistir(Park ve Back, 2020). Elsbach(1999)
0zdeslesmenin negatif boyutuna dikkat c¢ekerek, cevresel ve
yonetsel kosullara bagl olarak bireylerde orgiitsel 6zdeslesme
olabilecegi gibi oOrgiitten ayrismanin da olabilecegini ifade
etmigtir. Orgiitten ayrigma, bireyin orgiitle arasinda aktif bir
ayrilik hissi ve olumsuz iliskiler algilamasidir(Elsbach, 1999) ve
bireyin degerlerinin orgiit degerleriyle catismasi sonucunda
ortaya ¢ikar(Boros, 2008).

Orgiitsel 6zdeslesmenin tersi olarak ifade edebilecegimiz
orgutten ayrigma, c¢evresel ve Orgiitsel unsurlarm etkisi
sonucunda ortaya c¢ikan, bireyin Orgiitii benimsememesi ve
kendisini Orgiitiin  disinda  hissetmesi tutumudur. Orgitsel
0zdeslesmenin karsit1 Orgiitsel 6zdeslesmeme degildir. Ciinkii
orgiitsel 6zdeslesmeme Orgiitii benimseme konusunda ve Orgiite
duygusal-biligsel anlamda baglilik konusunda tarafsiz kalma
halidir. Diger bir ifadeyle, orgiitsel 6zdeslesmeme oOrgiitsel
0zdeslesmenin olusmamasi hali ya da tarafsiz kalma tutumudur.
Orgiitsel 6zdeslesmenin bulunmamas: drgiitten ayrisma oldugu
anlamma gelmez. Orgiitten ayrisma orgiitsel 6zdeslesmemenin
fazlasidir. Orgiitten ayrismada bireyin orgiite karsi olumsuz
tutumlar1 mevcuttur, buna karsgin orgiitsel 6zdeslesmeme halinde
olumlu veya olumsuz bir tutum yoktur. Bu nedenle, 6rgtsel
0zdeslesmeme ve Orglitten ayrisma kavramlar1 birbirinden ayri
durumlar ifade ederler.
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Orgiitten ayrismanimn belirleyicilerinden birisi 6rgitsel
adalet algisinm  boyutudur. Orgiitsel adaletsizlik algilar
calisanlarin psikolojik anlamda Orgiitten kopmalarina neden
olmaktadir(Jahanzeb, de Clercq ve Fatima, 2021). Orgiitten
ayrigsma ile Orgiit itibar1 ve orgiitsel 6zdeslesme ihtiyact arasinda
negatif; sinizm, psikolojik sézlesme ihlali ve olumsuz duygular
arasinda pozitif iliski vardir(Boros, 2008). Bunlarin yaninda, is
yerinde dislanma c¢alisanlarin  tutum ve davranislarini
etkilemekte, bu da orgitsel 6zdeslesme diizeyine yansimaktadir
(Gkorezis, Panagiotou, ve Theodorou, 2016). Diger bir ifadeyle,
calisanin is yerinde karsilastigi dislanma davraniglart Grgiitten
ayrismasina neden olmaktadir.

Orgiitten ayrismanin belirleyicilerinden birisi de ¢alisanin
daha 6nceki kurumunda yagsamis oldugu psikolojik kopustur. Bir
calisanin gegmiste deneyimledigi érgiitten ayrisma, onun mevcut
orgiitityle 6zdeslesmesini kisitlamaktadir. Buna karsin, calisan
baskalar1 {izerinde 1iyi bir etki yaratmayir Onemsiyorsa,
yardimseverse, kurulusunun goniillii cabalar1 destekledigini
algilarsa ve isine gli¢lii bicimde bagliysa Onceki Orgiitten
ayrigmanin yeni orgiitityle 6zdeslemesi {izerindeki etkileri daha
az olmaktadir(de Clercq, 2022).
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ASKERI ETiK VE TURK SiLAHLI
KUVVETLERI BOYUTUNDA BiR
DEGERLENDIRME

Ahmet SAHBAZ!
Ozgiir GOKTAS?

1. GIRIS

Etik; insan eylemlerinin ve tercihlerinin temelindeki
degerler sistemini sorgulayan, bu degerleri dogru-yanlis ya da iyi-
kotu gibi kriterlerle analiz eden normatif bir disiplindir. Antik
Yunan’dan gunimuze kadar uzanan bu kokli sorgulama stireci,
bireyin kendisiyle, toplumla ve otoriteyle kurdugu iligkinin
merkezinde yer almustir. Etik disiplini, tarihsel siirecte sadece
teorik bir tartisma alani olarak kalmamis; erdem, 6dev ve sonug
odakli yaklagimlar gibi farkli kuramsal perspektiflerle
zenginleserek bugiinkii yapisia kavusmustur (Crisp, 2013:1). Bu
tarithsel siire¢ bize sunu gostermektedir: Etik, yalnizca bireysel
vicdana indirgenemeyecek kadar genis; toplumsal kurumlar1 ve
kamusal karar alma mekanizmalarini dogrudan sekillendiren
dinamik bir alandir.

Glinlimiiz harp sahasinin hizla degisen karakteri, askeri
etigi sadece klasik catigma usulleri {izerinden degil; sivil
unsurlarin korunmasi, otonom silah sistemlerinin devreye girisi
ve siber kapasite artis1 gibi yeni ve karmasik basliklar lizerinden
yeniden tartismaya a¢mistir. Bu nedenle askeri etik, etik
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diisiincenin en karmasik ve en zorlayici uygulama alanlarmdan
biri olarak one ¢ikmaktadir. Zira askerlik meslegi, mesru siddet
kullanma yetkisinin kurumsallastigi, yasam ve 6liim kararlarinin
alindigi, bireysel vicdanin ¢ogu zaman emir-komuta iligkisi
icinde smandig istisnai bir faaliyet alanidir. Bu yoniyle askeri
etik, yalnizca askeri disiplin veya mesleki davranig kurallarryla
siirli degildir; savasin mesruiyeti, sivillerin korunmasi, gii¢
kullanimimimn simirlart ve askeri karar alma siire¢lerinin ahlaki
temelleri gibi yapisal meseleleri de kapsamaktadir (Lucas, 2016:
5).

Askerd etik literatiiriinde bu sorun alan1 biiyiik dlciide adil
savas teorisi etrafinda tartisilmaktadir. Michael Walzer, savasin
yalnizca askeri zorunluluklar ¢ergevesinde degil, insanligin ortak
ahlaki yargilari 1s18inda degerlendirilmesi gerektigini savunarak
savasin basl basma bir ahlaki alan oldugunu vurgulamaktadir.
Walzer'a gore, savasin mesruiyeti sadece baslangigtaki haklilik
(ad bellum) ile degil, ayn1 zamanda sahadaki uygulama ahlaki (in
bello) ile bir batlndir. Bu ilkeler, askeri kararlarmn yalnizca
hukuki degil, ayn1 zamanda vicdani ve ahlaki bir hesap
verebilirlik ¢er¢evesinde ele alimmasmi zorunlu kilar (Walzer,
2015: 3). Baker (2015: 3) ve Brown (2017:145) ise bu cerceveyi
genisleterek, askeri etigin felsefi etik, uluslararasi hukuk ve askeri
profesyonellik ilkeleri arasinda kurulan disiplinler arasi bir
diisiinme alan1 oldugunu belirtmektedir.

Son yillarda modern savas sahasinda yiikselen insansiz
hava araglar1 ve yapay zeka destekli otonom sistemler, sadece
fiziksel mesafeyi artirmakla kalmayip, ayn1 zamanda karar verici
ile eylemin sonucu arasindaki o gorlinmez ahlaki bagi da
esnetmektedir. Bir algoritmanin veya uzaktan kumandali bir
mekanizmanin ardina gizlenen bu yeni gerceklik, tetigi ¢cekenin
kim oldugu ve ortaya ¢ikan trajedinin sorumlulugunu kimin
vicdanen {istlenmesi gerektigi sorusunu sarsici bir bi¢imde
oniimiize koymaktadir (Banta, 2018: 158). Bu gelismeler, askeri
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etigi sabit kurallar biitiiniinden ziyade, degisen savas kosullari
karsisinda siirekli yeniden degerlendirilmesi gereken dinamik bir
alan haline getirmistir.

Bu c¢alismada; etik kavrammin kuramsal temellerinden
yola ¢ikilarak askeri etik ilkeleri, bu ilkelerin uluslararasi hukukla
etkilesimi ve modern savas kosullar1 baglamindaki durumu
incelenmektedir.

Bununla birlikte ¢alisma, etik tartigmalar1 soyut bir teorik
diizlemde birakmayip; sahada tecriibe edilen gergek karar anlari
tizerinden askeri etigin pratik izdiistimlerini goriiniir kilmay1
hedeflemektedir. Etik asker ile salt 'iyi asker' arasindaki bu kritik
ayrim; askerin karar verme siirecinde hangi zihinsel ve vicdani
esiklerden gectigini anlamak adina merkezi bir referans noktasi
teskil etmektedir.

Bu yoniiyle calismada kullanilan saha gozlemleri, askeri
etigin teoriden ibaret olmadigini; sahada sinanan ve sonuglar
dogrudan hissedilen bir mesele oldugunu ortaya koymaktadir.
Ozellikle “bicak sirt1” olarak nitelendirilebilecek karar anlarinda,
etik kiiltiirle yogrulmus birey ve gruplarm sergiledigi tutumlar,
askeri giiclin yalnizca etkinligini degil, ayn1 zamanda
mesruiyetini de belirlemektedir. Caligma, askerin bir karar
vermeden oOnce hangi etik ve hukuki kriterleri sorgulamasi
gerektigini tartisarak, askeri etigi teorik bir kavram olmaktan
cikarip, sahada karsiligi olan yasamsal bir sorumluluk alani
olarak ele almaktadir. Calismada, askeri etigin temel ilkeleri ile
uluslararas: hukukla etkilesimi kuramsal c¢erceve iizerinden ele
alinacak; modern savag baglaminda ortaya ¢ikan etik sorunlar ise
hem normatif hem pratik boyutlariyla degerlendirilecektir.
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2. ETIK VE ASKERI ETiK KAVRAMLARI

Insan eylemlerinin ahlaki zeminini sorgulayan etik; "iyi-
koti" veya "dogru-yanlis" gibi temel karsitliklar gelisigiizel
tercihlerden ¢ikarip, sistematik bir diisliince disiplinine
doniistiiren felsefi bir sahadir. Etik kavramin kokeni, Antik
Yunan’da “karakter”, “aligkanlik” ve “yasam bigimi” anlamlarima
gelen ethos sozciigiine kadar dayanmaktadir (Solomon, 1984: 3).
Bu yoniiyle etik, bireysel davranislarin rastlantisal tercihlerden
ziyade, akla dayali ve temellendirilebilir ilkeler dogrultusunda
degerlendirilmesini amaglayan zihinsel bir etkinlik olarak ortaya
cikmustir.

Tarihsel siirecte etik, farkli ekollerin merceginden gecerek
cok katmanli bir yapt kazanmistir. Aristoteles’in  birey
karakterine odaklanan erdem etigi ile Kant’m evrensel ddev
bilincini merkeze alan deontolojik yaklagimi, bu alanimn iki temel
sttununu olusturur (Crisp, 2013:4; Baker, 2015: 33). Faydaci
ekoliin eylemin sonuglarmma odaklanan bakis agis1 da
eklendiginde; etigin sabit bir kaliptan ziyade, toplumsal baglam
ve somut durumlarla sekillenen dinamik bir alan oldugu
gorulmektedir (Lucas, 2016:5; Rhodes, 2009: 3).

Etik ve ahlak kavramlar1 giinliik dilde birbirinin yerine
gecsede, aralarindaki fark bir uygulayici ile bir denetgi arasindaki
fark kadar belirgindir. Ahlak; toplumun hazir olarak sundugu,
kiiltiirle harmanlanmis pratik normlar ve aligkanliklar biitiintidiir.
Etik ise bu yerlesik normlar1 sorgulayan, "Neden bu kurala
uymaliyim?" sorusunu soran ve eylemin mesruiyetini irdeleyen
iist bir zihinsel alandir. Bir bagka deyisle ahlak yasantinin pratigi,
etik ise o pratigin rasyonel muhakemesidir. Bu disiplin, bireye ne
yapacagini dikte eden bir "emirler manzumesi" degil; karsilasilan
karmagik sorunlar karsisinda dogrulanabilir gerekgeler liretme
yetisidir. Ahlak; hayatin pratik akiginda tecriibe edilirken, etik bu
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akisin hangi gerekce ve sorumluluk bilinciyle sekillenmesi
gerektigi tizerine verilen bir karar verme ve diisiinme ¢abasidir.

Bu nedenle etik, “yapilmasi gerekeni” dogrudan buyuran
bir disiplin olarak degil; ahlaki sorunlar karsisinda dogrulanabilir
ya da gecersiz kilabilir gerekgeler iiretmeye calisan bir diislince
alan1 olarak degerlendirilmelidir. Etik, ahlakin giinliik hayatta
karsilik bulan yoniinden beslenir; lakin onunla yetinmez. Ahlak,
yasanir; etik ise o yasanti lizerine diisiinceler iiretir.

Modern toplumlarda etik, yalnizca bireysel davranislar
konu alan soyut bir alan olmaktan ¢ikmig; mesleki ve kurumsal
pratiklerin ayrilmaz bir pargas1 haline gelmistir. Ozellikle yetki,
hiyerarsi ve kamusal giic kullaniminin séz konusu oldugu
orgiitsel yapilarda etik, karar alma siireclerinin mesruiyetini
belirleyen temel bir referans noktasi olarak 6ne ¢ikmaktadir (De
George, 1999:20). Bu durum, etik kavrammin askeri kurumlar
acisindan neden ayr1 ve Ozel bir Onem tasidigimi da
acgiklamaktadir.

Askeri etik; genel etik prensiplerin, askerlik meslegi ve
savasin  kendine has gergeklikleri zemininde yeniden
yorumlandig1 uygulamali bir sahadir. Askerlik meslegini diger
tiim profesyonel alanlardan ayiran temel unsur; bu meslegin
dogas1 geregi barindirdigi "mesru oliimciil giic kullanma"
yetkisidir. Dolayisiyla askeri etik; salt bireysel davranis
kaliplarina odaklanmak yerine, karar aninin parametrelerini,
yetkinin mesruiyet kaynagini, emir-komuta dinamigini ve
eylemin dogurdugu ahlaki sorumlulugu biitiinciil bir normatif
cergevede ele almaktadir (Baker, 2015:1).

Walzer’e gore savas, teknik veya stratejik bir faaliyet
olmanin O&tesinde, basli basma ahlaki bir alandir ve savag
ortaminda  almman  kararlar  kagmilmaz  olarak  etik
degerlendirmelere tabidir (Walzer, 2015:3). Bu yaklasim, askeri
etigin yalmzca savas hukukuna indirgenemeyecegini; hukukun

55



Yonetim ve Organizasvon Alaninda Bilimsel Arastirmalar

otesinde vicdan, sorumluluk ve ahlaki muhakeme gibi unsurlar
da kapsayan daha genis bir diisiinsel alani temsil ettigini
gostermektedir. Burada ozellikle askeri etigin temel islevini,
askeri giliclin mesru kullanimina ahlaki smirlar ¢izmek olarak
tanimlamaktadir (Lucas, 2016:13).

Glinlimiiziin teknolojik doniistimii, geleneksel savasin net
cizgilerini bulandirirken; askeri personeli mekanik bir uygulayici
olmaktan ¢ikarip, "etik esiklerde" karar veren bir Ozneye
doniistiirmektedir. Teknolojinin yarattig1 gri alanlar, ancak giiclii
bir etik muhakemeyle doldurulabilir. Dolayisiyla askeri etik,
statik bir kurallar biitiinii degil; insan onurunu korumak adina her
yeni krizde ve teknolojik adimda yeniden giincellenmesi gereken,
yasayan bir disiplindir (Banta,2018:160). Bireysel erdemlerden
kurumsal sadakate kadar uzanan bu yapi, askeri giiciin sadece
fiziksel degil, ayn1 zamanda "haklilik" {izerinden yiikselmesini
saglar.

3. ASKERI ETiGiN TEMEL iLKELERI

Etik diislincenin askeri alana yansimasi oldukca eskiye
uzanir. Antik¢ag filozoflarinin savasin hakliligi ve adalet
kriterleri lizerine tartismalari, Orta Cag’da “hakli savas”
teorisinin dogusuyla sistematik bir boyut kazanmistir. Bu
kuramsal birikim, modern donemde uluslararas1 hukuk

normlarinin gelismesiyle birlikte yeni bir zemine tagmmistir
(Walzer,2015: 5; Aquinas, 1988: 226).

Askeri etik, bireysel ahlaki tutumlarin 6tesinde, silahli
kuvvetlerin kurumsal isleyisini, karar alma siireclerini ve
operasyonel uygulamalarini yonlendiren normatif bir cerceve
sunmaktadir. Askerl meslegin kendine 6zgii riskleri, hiyerarsik
yapisi ve mesru giic kullanma yetkisi dikkate alindiginda, etik
ilkeler yalnizca bireysel erdemler baglaminda degil; askeri gliciin
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mesruiyeti, toplumsal giliven ve kurumsal siirdiiriilebilirlik
acisindan da degerlendirilmelidir (Lucas, 2016:5).

Literatiirde askeri etik ilkeleri farkli basliklar altinda ele
alinmakla birlikte; sorumluluk, diristliik, sadakat ve adalet
ilkelerinin ortak bir ¢ekirdek olusturdugu goriilmektedir (Rhodes,
2009:4; Baker, 2015: 3; Walzer, 2015: 4).

Askeri etigin temel ilkelerini asagidaki gibi siralamak
mimkandur:

3.1. Sorumluluk, Hesap Verebilirlik ve Durustltk

Askerlik meslegini diger profesyonel alanlardan ayiran
temel ¢izgi, alinan kararlarin dogrudan ve geri doniilemez sekilde
insan hayatina temas etmesidir. Bu durum, personeli sadece
"verilen emri icra eden" bir figiir olmaktan ¢ikarip, kararlarinin
ahlaki ve hukuki yukini omuzlayan bir kisiye doniistiirir.
Modern anlayis ¢ergevesinde sorumluluk, riitbe ve makamdan
bagimsiz olarak hem bireysel vicdanda hem de kurumsal kimlikte
karsilik bulur.

Walzer, askeri sorumlulugun yalnizca hukuki sonuglarla
sinirlt olmadigini, ayni zamanda ahlaki hesap verebilirligi de
icerdigini vurgulamaktadir (Walzer, 2015: 4). Bu yaklagim, “emir
aldim” savunmasmin etik acidan mutlak bir gerekce
olusturamayacagini agik bi¢imde ortaya koymaktadir.

Sorumluluk ilkesi, dogruluk ve diiriistliik ilkeleriyle
dogrudan iligkilidir. Askeri kurumlarda giiven iliskisi, dogru
bilgiye dayali karar alma siiregleri iizerine insa edilmektedir.
Yanlis raporlama, bilgi saklama ya da gercegin carpitiimasi,
yalnizca bireysel bir etik ihlal degil; ayn1 zamanda operasyonel
basarisizlik ve kurumsal giiven kaybi riski tasimaktadir. Rhodes’a
gore diiriistliik, askeri disiplinin ahlaki bir geregi olmanin
oOtesinde, operasyonel etkinligin de temel sartidir (Rhodes, 2009:
4).
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3.2. Sadakat, Adalet ve Olciiliiliik Ilkeleri

Sadakat, askeri meslegin tarihsel olarak en c¢ok
vurgulanan etik degerlerinden biridir. Ancak modern askeri etik
literatiirli, sadakati mutlak ve sorgulanamaz bir itaat anlayisiyla
0zdeslestirmemektedir. Giincel yaklasimlarda sadakat; anayasal
dizene, hukukun istiinliigiine ve kurumsal degerlere baglilik
cercevesinde yeniden tanimlanmaktadir (Baker, 2015:2).

S0z konusu gergevede sadakat, bireysel vicdani devre disi
birakan bir baglilik degil; hukuka ve mesru otoriteye bilingli bir
yonelim olarak degerlendirilmektedir. Kor itaat anlayiginin,
bireysel ahlaki yaralanmalara ve kurumsal etik basarisizliklara
yol acabilecegi, 0Ozellikle modern catisma ortamlarinda daha
goriiniir hale gelmistir.

Adalet ve olgiiliiliik ilkeleri ise askeri etik baglaminda
ozellikle glic kullaniminin smirlarimi belirleyen temel normlar
olarak o6ne ¢ikmaktadir. Walzer, savasin ahlaki boyutunu
tartisirken, adaletin yalnizca savasin nedenleriyle degil, savasin
yuritilme big¢imiyle birlikte degerlendirilmesi gerektigini
vurgulamaktadir (Walzer, 2015: 5). Bu yaklagim, askeri etik ile
uluslararasi insancil hukuk arasindaki normatif iliskinin temelini
olusturmaktadir.

3.3. Askeri Etikte Etik ikilemler

Askeri sahada etik ikilem; ¢ogu zaman "iyi" ile "koti"
arasinda degil, birbiriyle c¢atisan iki hakli deger veya iki
zorunluluk arasmnda kalma durumudur (Coleman, 2015:8).
Savasin dogasindaki belirsizlik ve zaman baskisi, bu ikilemleri
teorik bir tartisma olmaktan c¢ikarip hayati bir gerceklige
doniistiiriir.

Askeri faaliyetlerin ylksek risk, belirsizlik ve zaman
baskist icermesi, etik ikilemleri sahada kac¢milmaz hale
getirmektedir. Bu nedenle askeri etik, statik bir kural seti
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olmaktan ziyade, muhakeme yetenegi ve sorumluluk bilinci
gelistiren dinamik bir alan olarak degerlendirilmelidir.

3.3.1.Emir-Viedan ve Sivil Koruma Odakh Etik
ikilemler

Askeri hiyerarsi icinde emir, disiplinin ve operasyonel
etkinligin temel unsurlarindan biridir. Bununla birlikte verilen bir
emrin hukuka aykiri, orantisiz veya masum sivillere zarar verme
potansiyeli tagimasi, askeri personeli ciddi bir etik ikilemle kars1
karsiya birakabilmektedir. Bu tiir durumlarda askeri etik, kor
itaati degil; hukuka baglilik, insan onurunun korunmasi ve mesru
emir kavraminin igsellestirilmesini 6n plana ¢ikarmaktadir.

Modern ¢atisma ortamlarinda sivillerin yogun olarak
bulundugu alanlarda gorev icra edilmesi, operasyonel basari ile
sivil koruma arasinda etik gerilimler dogurmaktadir. Askeri etik
perspektifinden bakildiginda, sivillerin korunmasi yalnizca insani
bir ylUkUmlilik degil; askeri giiciin mesruiyetinin de temel
sartlarindan biridir.

3.3.2.Teknoloji, Sorumluluk ve Askeri Kultar
Acisindan Etik ikilemler

Insansiz sistemler, uzaktan komutali silahlar ve yapay
zeka destekli karar mekanizmalari, askerl operasyonlarda insan
faktoriinii kismen devre dis1 birakmaktadir; bu durum, etik
sorumlulugun sinirlarinin  belirsizlesmesine yol a¢cmakta ve
kararin sonuglarindan kimin ne 6lgiide sorumlu olduguna dair
tartigmalar1 giindeme getirmektedir (Asaro, 2012:702). Bu tur
teknolojik doniisiimler, yalnizca bireysel karar siireclerini degil;
askerl kurumlarin etik kiiltiiriini de dogrudan etkilemektedir
(Banta, 2018:158). Etik ikilemler bu yoniiyle, askeri personelin
bireysel ahlaki pusulasinin yani sira kurumun degerler sistemini
de smayan durumlar olarak 6ne ¢ikmaktadir.
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4. ASKERI ETiK VE ULUSLARARASI HUKUK
ARASINDAKI ILISKI

Askeri etik ile uluslararast hukuk arasindaki iliski,
yalnizca normatif metinlerin karsilagtirilmasiyla agiklanabilecek
teknik bir bag degildir. Bu iliski, savas ve silahli gatisma
ortamlarinda askeri giiciin ne zaman, nasil ve hangi sinirlar i¢inde
kullanilabilecegine dair ahlaki ve hukuki cergevenin birlikte
digiiniilmesini  zorunlu kilan c¢ok katmanlhi bir yapidir.
Uluslararas1 hukuk, silahli ¢atigmalar sirasinda uyulmasi gereken
asgari kurallar1 belirlerken; askeri etik, bu kurallarin Gtesinde
askerin karar alma sireclerini yonlendiren vicdani ve mesleki
sorumluluk alanini sekillendirmektedir (Dinstein, 2016: 1).

Bu agidan askeri etik, hukukun yerine gecgen bir normlar
biitlinii  degil; hukukun Ongoremedigi gri alanlarda askeri
personelin  ahlaki muhakeme yetenegini devreye sokan
tamamlayic1 bir ¢ergeve olarak degerlendirilebilir. Zira savag
ortami; yazili kurallarin net yanitlar tiretmekte tikandigi, zaman
baskis1 ve yiiksek risk faktorlerinin i¢ ige gectigi kritik karar
anlariyla tebariiz eder. Bu tur durumlarda askeri personelin
yalnizca “hukuka uygunluk™ Ool¢iitiiyle degil, ayni zamanda
“ahlaki mesruiyet” kriteriyle hareket etmesi beklenmektedir
(Walzer, 2015: 5).

Uluslararas1 insancil hukukun temelini olusturan ayrim,
oOlgiiliiliik ve askeri gereklilik ilkeleri, askeri etikle dogrudan
iligkilidir (Dinstein, 2016:8). Ayrim ilkesi, siviller ile muharipler
arasinda net bir siir ¢izilmesini ongdriirken; 6l¢iiliiliik ilkesi,
askeri bir hedefe yonelik saldirinin beklenen askeri avantaj ile yol
acabilecegi sivil zarar arasinda makul bir denge kurulmasini sart
kosmaktadir. Ne var Ki bu prensipler sahadaki personel icin teorik
birer kavram olmaktan ¢ikip; bizzat vicdanin merkezde oldugu
somut birer varolussal tercihe doniisebilmektedir. Askeri karar
siireclerinde Olgiiliilik, ayrim ve zorunluluk ilkeleri hem
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uluslararas1 hukuk hem de askeri etik agisindan belirleyici bir
islev gormektedir. Bu ¢ercevede askeri etik, ikilemleri tamamen
ortadan kaldirmay1 degil; karsilasildiginda insan onuru, mesleki
degerler ve hukuki smirlar icinde karar verilebilmesini
saglayacak zihinsel bir altyapinin insa edilmesini amag¢lamaktadir
(Bock, 2013: 49; Baker, 2015: 3).

Michael Walzer bize aslinda savasin sadece haritalar,
stratejiler veya hukuk kurallarindan ibaret olmadigini; aksine her
an1 vicdani bir smavla oriilii "ahlaki bir gerceklik" oldugunu
hatirlatir. Ona gore, bir askerin aldig1 emir kagit izerinde hukuka
uygun goriinse bile, o tetigi cekecek olan insanin yiireginde "bu
dogru degil" dedirten bir sarsint1 yaratabilir. Iste askeri etik, tam
da bu noktada devreye girer. Askeri personel sadece kendisine
verilen gorevi yapan mekanik bir ara¢ degil; ahlaki ddevleri ile
yasal smurlarin gatistigi o zorlu "etik esiklerde" dogru yolu
bulmaya ¢alisan bir insandir (Walzer, 2015: 4).

Modern askeri etik literatiirii de bu yaklasimi destekler
bicimde, askeri personelin sorumlulugunu salt hukuki sonuglarla
simirlamamakta; bireysel ahlaki hesap verebilirligi merkeze
almaktadir. Rhodes, askeri etigin temel islevlerinden birinin,
askerin  “emir aldim” gerekgesiyle ahlaki sorumluluktan
butlinuyle kaginamayacagini vurgulamaktadir (Rhodes, 2009: 4).
Bu yaklasim, uluslararasi ceza hukuku baglaminda kanunsuz
emrin  uygulanmasinin  bireysel  sorumlulugu  ortadan
kaldirmadig1 yoniindeki ilkeyle de ortiismektedir (Walzer, 2015:
4).

Teknolojik gelismeler, askeri etik ile uluslararasi hukuk
arasindaki iligkiyi daha da karmasik hale getirmistir. Bu
teknolojik doniisiim, sorumlulugun smirlarim1 muglaklastirarak;
bir algoritmanin veya uzaktan verilen bir komutun dogurdugu
sonuclarin  vicdani faturasmin kime kesilecegi sorusunu
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dogurmaktadir. Bir hedefleme hatasinin ya da algoritmik bir
kararin yol ag¢tigr sonuglarda sorumlulugun kime ait oldugu
sorusu, yalnizca hukuki degil, ayn1 zamanda etik bir problem
olarak karsimiza ¢ikmaktadir (Lucas, 2016: 14).

Bu nedenle askeri etik, wuluslararas1 hukukun
uygulanmasini  kolaylastiran pasif bir ara¢ degil; hukuki
normlarin sahada dogru ve mesru bicimde hayata gecirilmesini
saglayan aktif bir ahlaki rehber islevi gormektedir. Hukuk askere
“ne yapilmamasi gerektigini” sdylerken; etik, “dogru olanin ne
oldugu” sorusuna cevap aramaktadir. Bu iki alan arasindaki
saglikli etkilesim, askeri giiciin yalnizca etkinligini degil, aym
zamanda mesruiyetini ve toplumsal giivenilirligini de dogrudan
etkilemektedir.

5. MODERN SAVAS VE ETIiK

Modern savas, artik yalnizca iki diizenli ordunun belirli
bir cephede kars1 karsiya geldigi klasik bir ¢atisma bigimi
degildir. Giiniimiizde savas alani; sehirlerin i¢ine, sivillerin
giinliik yagsamina ve hatta bireylerin zihin diinyasina kadar niifuz
eden karmasik bir mahiyet kazanmistir. Devlet disi silahli
aktorlerin, terdr orgiitlerinin ve vekil unsurlarin etkin rol oynadigi
bu yeni savas ortami, askeri faaliyetlerin etik boyutunu hem daha
goriinlir hem de daha kirilgan zemine tagimistir.

Klasik savas anlayisinda etik tartismalar, savasa giris
hukuku ve savagin icrasinda uyulmasi gereken kurallar
cergevesinde ele alinmistir. Ne var ki modern savasta bu ayrim,
sahadaki gerceklik karsisinda giderek bulaniklagsmaktadir.
Insansiz hava araclari, otonom sistemler, siber operasyonlar ve
uzaktan komuta edilen silahlar, karar verici ile eylemin sonucu
arasindaki mesafeyi artirmakta; bu durum da sorumlulugun
kimde baslayip nerede nihayete erdigi sorusunu daha sancili bir
hale getirmektedir (Lucas, 2016: 14; Walzer, 2015: 12).
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Modern savasin etik acidan en zorlayict boyutu,
teknolojiden ziyade terdr Orgutlerinin bilingli olarak insani
sinirlart hedef alan taktikleridir. Sahada goérev yapan asker i¢in
asil zorluk ¢ogu zaman arazi sartlar1 ya da fiziki tehditler degil;
karsisindaki  kisinin  kim olduguna dair yasanan derin
belirsizliktir. Teror oOrgiitleri, bu belirsizligi stratejik  bir
enstriiman gibi kullanmaktadir.

Cocuklarin, heniiz ahlaki muhakeme yetisi gelismeden,
kin ve nefretle doldurularak bir askeri hedefe yonlendirilmesi; ya
da dini inanc1 geregi Ortiinen bir kadmin bu inancinin istismar
edilerek iizerine patlayici yerlestirilmesi, modern savasin en agir
etik kirilmalarindan biridir. Bu tiir durumlarda asker; karsisindaki
kisinin bir cocuk mu, bir sivil mi, yoksa bir terdrist mi oldugunu
saniyeler i¢inde ayirt etmek ve buna gére hamle yapmak zorunda
kalmaktadir. Verilecek karar, yalnizca operasyonun basarisini
degil, bir insanin yasamini ve askerin kendi vicdanmi da
dogrudan tayin etmektedir.

Saha tecrubeleri gostermektedir ki bu belirsizlik her
zaman teorik varsayimlarla ¢oziilemez. Bazi durumlarda
karsidaki kisi gergekten masum bir sivildir; bazi durumlarda ise
ayni profil, dliimciil bir saldirmm parcasi olabilmektedir. Iste
modern askeri etigin en agir yiki tam da bu noktada kendini
gosterir. Asker kisi hem sivilleri korumakla hem de tehdidi etkisiz
hale getirmekle sorumludur. Yanlis verilen her kararin bedeli ya
masum bir hayat ya da askerT birlik ve ¢evredeki siviller olabilir.

S6z konusu c¢ergevede modern savas etigi; soyut
normlarin 6tesine gecerek, karar anindaki insani kirillganligi ve o
anin baskisin1 kavramayr zorunlu kilmaktadir. Etik ilkeleri;
sahadaki personelin hareket alanini kisitlayan bir kurallar
manzumesi olarak degil, aksine operasyonel belirsizlikte yol
gosteren bir pusula gibi konumlandirmak gerekir. Aksi bir
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yaklasim, etigi sahadaki gerceklikten kopuk, islevsiz bir ideale
indirgeme riskini tagir.

Modern savasta askeri personelin karsi karsiya kaldig etik
ikilemler, emir-komuta zinciri ile vicdan arasindaki gerilimi daha
gOriliniir hale getirmistir. Zaman baskis1 altinda alinan kararlar,
askerleri cogu zaman “en az koti” olam1 segmeye zorlar. Bu
durum, etik muhakemenin her zaman kusursuz sonuglar
iretmedigini;  ancak  insani  sorumlulugun  biitiiniiyle
buharlasmadigini da gostermektedir.

Modern savas etigi, yalnizca hukuki metinler ve teorik
cergeveler lizerinden degil; sahadaki gerceklik, yasanmislik ve
insan faktorii tlizerinden okunmalidir. Etik, modern savas
ortaminda askeri etkinligin karsit1 degil; aksine, mesruiyetin,
disiplinin ve uzun vadeli giivenligin en 6nemli dayanaklarindan
biridir. Sahada gorev yapan asker igin etik, cogu zaman kitaplarda
yazili olandan ¢ok daha agir bir sinavdir; ancak tam da bu nedenle
vazgecilmez bir pusuladir.

6. ASKERI ETiGiN TURK SILAHLI
KUVVETLERI BAGLAMINDA
DEGERLENDIRILMESI

Tiurk Silahli Kuvvetleri’nde askeri etik, yalnizca teorik
ahlak tartigmalariyla sinurlt bir alan degildir. Disiplin, hiyerarsi,
hukuk ve mesleki kiiltiirle i¢ ice ge¢mis; sahada, giinliik rutinde
ve kriz anlarinda tezahlr eden canli bir davranis sistemidir
(Baker, 2015: 3). Bu sistem, askeri egitimin en erken sathasindan
itibaren bireyin yalnizca ne yapacagini degil, nasil bir sahsiyet
inga edecegini de tayin etmeyi hedefler (Lucas, 2016:5).

Acemi birliklerinde filizlenen bu sureg, askerin gundelik
hayatinin en kiigiik ayrintisina kadar niifuz eder. Yiiriiyiisten hitap
tarzina, kilik kiyafetten yatakhane tertibine, kendisine

64



Yonetim ve Organizasvon Alaninda Bilimsel Arastirmalar

zimmetlenen devlet malina gosterdigi ihtimam dahi etik durusun
bir parcasi kabul edilir. Bu donemde disiplin ¢ogunlukla digsal bir
mekanizma seklinde isler; kurala uyum, ceza ve yaptirim
ihtimaliyle tahkim edilir (Rhodes, 2009: 4).

Bununla birlikte Tiirk Silahli Kuvvetleri’nde etik anlayisi,
kér bir itaat kiiltiirii {izerine insa edilmez. I¢ Hizmet mevzuatinda
disiplinin, personelin “vicdan mesuliyeti duyarak dogrulukla
vazife gormeye alistirilmast” yoluyla yerlesecegi agikca belirtilir
(Tiirk Silahli Kuvvetleri I¢ Hizmet Yonetmeligi, 1961, mad. 1 ve
mad. 33). Astin itaati, yalnizca amirin yetkisinden degil; onun
bilgi diizeyine, adalet anlayisina ve sahsiyetine duyulan giivene
istinat etmelidir.

Askeri etigin en hassas kirilma noktasi, emrin hukuki ve
ahlaki sinirla kars1 karsiya geldigi anlardir. Emir-komuta zinciri
operasyonel etkinligin omurgasi olsa da bu zincir mutlak ve
sinirsiz degildir (Rhodes, 2009:4). Hukuka aykir1 oldugu agik
olan bir emrin yerine getirilmemesi, disiplin zaafi degil; aksine
etik sorumlulugun bir geregidir (Tiirk Silahli Kuvvetleri I¢
Hizmet Yonetmeligi, 1961, mad. 1 ve mad.33). Bu ayrim,
literatiirde de hukuki mesruiyet ile ahlaki mesruiyet arasindaki
fark ¢ergevesinde vurgulanmaktadir (Walzer, 2015: 5).

Sahada gorev yapan personel agisindan etik donanimin
asil kiymeti, tam da bu tiir ikilemlerde ortaya cikar. Kanunsuz
ancak  “hizmet geregi” seklinde sunulan bir emirle
karsilasildiginda  gosterilen mukavemet, askerin  mesleki
karakterini belirler (Rhodes, 2009:4). Tirk Silahli Kuvvetleri
pratiginde, hukuka aykirilik sliphesi bulunan emirlerin
gerekgeeleriyle amire bildirilmesi ve bu davranigin iyi niyetli bir
tutum olarak degerlendirilmesi, kurumsal etik cesaretin
tanindigin1 gostermektedir.

Askeri etik acisindan “iyi asker” ile “etik asker”
arasindaki niians da burada belirginlesir. lyi asker, zor sartlara
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dayanabilen ve verilen emirleri eksiksiz yerine getiren personel
olarak tanimlanabilirken; etik asker, neyi neden yaptigini bilen,
hukuki ve ahlaki sinirlarin farkinda olan ve gerektiginde bu
sinirlart muhafaza etme iradesi gosterebilen bilingli bir aktordir
(Lucas, 2016: 5; Rhodes, 2009: 4). Etik askerin idaresi zaman
zaman daha zor olabilir; ancak kurumsal mesruiyet ve uzun vadeli
giiven agisindan vazgecilmezdir.

Tiirk Silahli Kuvvetleri’'nde etik davramisin stirekliligi,
biiyiik 6l¢iide amir konumundaki personelin tutumuna baglhdir.
Amir, yalnizca emir veren degil; ayn1 zamanda etik davranigin
gbozlemcisi ve tastyicisidir. Astlarinin, etik dist egilimleri
zamaninda ikaz etmek ve gerektiginde dnleyici tedbirler almak bu
sorumlulugun bir pargasidir. Yetkili amir, yeterli bilgi ve belgeye
dayanan disiplin veya etik ihlallerinde gerekli idari tahkikati
yiritmekle yukimludir (Tirk Silahli Kuvvetleri I¢ Hizmet
Yonetmeligi, 1961, mad. 20 ve mad.21). Sug teskil etmeyen
eylemler dahi etik ve ahlaki degerlerle bagdasmiyorsa idari
tedbirlerle karsilik bulmalidir.

Tirk Silahli Kuvvetleri’'nde askeri etik, disiplinle
baslayan, egitimle pekisen ve zamanla vicdan temelli bir karakter
yapisia evrilmesi hedeflenen bdtlncul bir sistemdir. Kurallar,
bireyin ahlaki muhakemesini ikame etmez; onu hukuki ve
kurumsal bir cerceve icinde tahkim etmeyi amagclar. Etik
davranigin  asil anlami, yaptirim veya denetim baskisi
bulunmadiginda bile dogru olam tercih edebilme iradesinde
tecelli eder.

7. SONUC VE ONERILER

Bu calisma, askeri etigi soyut ve teorik bir normlar biitiinii
olarak degil; modern savasin belirsizlikleri ve teknolojik
doniisiimii i¢inde, sahadaki gercek karar anlarinda sinanan bir yon
tayin araci olarak ele almistir. Temel sav, askeri etigin yalnizca
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disiplin saglayan bir c¢erceve olmadigi; ozellikle hukukun gri
alanlara diistiigli durumlarda giiciin mesruiyetini ayakta tutan asli
bir dayanak oldugudur. Bu yoniiyle etik, askere ne yapmasi
gerektigini sdyleyen teknik bir rehberden ziyade, hangi sartlarda
guc kullanmamasi gerektigini hatirlatan normatif bir simir islevi
gormektedir.

Calisma, klasik adil savas ve askeri etik literatiirlinii
biitiiniiyle sorgulamak yerine, onu giincel kosullar 1s181nda
yeniden okumay1 tercih etmistir. Ozellikle insansiz sistemler ve
yapay zekd temelli harp teknolojilerinin, karar ile sonug
arasindaki mesafeyi artirarak sorumlulugu bulaniklastirdig
goriilmektedir. Bu durum, hukuki uygunluk ile ahlaki hakliligin
her zaman ¢akismadigini daha goriiniir kilmaktadir. Bu baglamda
“iy1 asker” ile “etik asker” arasinda yapilan ayrim, sadakat
kavraminin da yeniden diisiiniilmesini gerekli kilmis; sadakat, kor
itaate degil anayasal diizen, hukukun ustiinliigli ve vicdani
sorumluluga baglilik olarak tanimlanmaistir.

Uygulama diizeyinde ise etik egitimin salt kural
Ogretimine indirgenemeyecegi acgiktir. Vaka temelli muhakeme
becerisini gelistiren bir egitim anlayisi, kurum i¢inde etik cesareti
destekleyen bir iklim ve disiplinin karakter ingasiyla birlikte ele
alinmasi1 gerekmektedir.

Sonug olarak askeri etik, yalnizca askeri giiciin etkinligini
degil; onun demokratik mesruiyetini ve toplumsal gliven zeminini
koruyan vazgec¢ilmez bir unsurdur. Degisen savas pratikleri
karsisinda bu alanin duragan degil, siirekli gézden gegcirilen ve
yeniden diistiniilmesi gereken yasayan bir disiplin olarak ele
alinmas1 gerekmektedir.
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MAPPING THE DRIVERS OF
ENTREPRENEURSHIP IN INTERNATIONAL
TRADE: INSIGHTS FROM FUZZY DEMATEL-
ANP PERSPECTIVE

Pmar AKINCI ACAR!
Hoda AHMADI?

1. INTRODUCTION

As we step into the start of the 21st century, in recent
years, policymakers, government officials, private sector
managers, and academic institutions emphasize the importance of
international trade more than ever. Globalization, as an
undeniable priority, has been prominently featured in the strategic
plans of top executives to leverage opportunities and resources
available in various regions of the world. Governments and
legislators have increased their participation in international trade
and investment discussions, and universities have adjusted their
educational and research programs to address issues related to
international trade. One of the most influential factors in the
growth and improvement of international trade is
entrepreneurship and innovation in cross-country exchanges.
Entrepreneurship first came to the attention of economists, and all
economic schools from the 16th century to the present have
somehow elaborated on entrepreneurship in their economic
theories. Entrepreneurship can create new conditions where
producers, sellers, and customers, along with almost all economic
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cycle stakeholders, can interact with each other, engaging in the
exchange of information, services, products, and currency.
Entrepreneurship, it can have a crucial impact on the economic
progress of nations. job creation, and social welfare. The
extensive developments that have taken place in the
contemporary international environment signal a shift from an
industrial society to an information society. Some even refer to
entrepreneurship as the engine driving economic growth. One
prominent feature of today's economy is rapid changes, and
countries can economically thrive by having innovative and risk-
taking entrepreneurs. In fact, entrepreneurship Entrepreneurs can
be seen as symbols of innovation and success in business, as they
are the pioneers who lead the way, with their novel ideas, bring
about fundamental transformations in the structure and enhance
its efficiency and effectiveness. Entrepreneurship is a concept that
has been examined from various perspectives, and it is
universally believed that entrepreneurship is the impetus behind
the economic progress of both developed and developing nations
is of utmost importance. The three significant reasons why
countries pay attention to entrepreneurship are wealth generation,
technological development, and job creation. In large and
advanced countries, the importance of entrepreneurship is not
solely due to the issue of job creation; rather, it is primarily the
result of the emergence and growth of numerous businesses that
have been able to dominate a significant share of the world's
technology and, consequently, wealth and income. Also, the new
technology’s introduction into the local market can lead to
increased competitiveness of enterprises and, potentially, higher
levels of productivity and efficiency (Vinig and Klooger, 2010).
For many nations, commerce with other countries is essential to
their development. Its importance in conversations on economic
expansion cannot be emphasized An indicator of a nation's
economic competitiveness in the world market is the shift in its
proportion of trade, particularly exports, to overall world
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commerce. The presence of entrepreneurs in a society fosters an
entrepreneurial spirit and creates an entrepreneurial environment
in a country. By providing a suitable vision of the future,
entrepreneurs can intelligently face the challenges of business
and, by gaining a significant share of business markets in the
global arena, steer the country towards sustainability and
stability. Countries and entrepreneurial companies, in the course
of trade transactions, assess influential factors on these
transactions, such as the attractiveness of export markets,
government policies, incongruities between foreign practices and
domestic businesses, Adaptation to foreign markets impacts
international entrepreneurship (Julian & Zafar, 2012). On one
hand, it is noteworthy that adequate research has not yet been
conducted to recognize and prioritize the rank of variables which
affect the growth of entrepreneurship within the framework of
global trade. The idea of entrepreneurship has always been
intertwined with kindness and has played an influential role as a
novel phenomenon in the development and progress of countries.
In today's competitive and market-based economy, it plays a
crucial role, in generating originality, creativity, and the
development of new goods and services is essential to ensure
growth and development. the survival and vitality of nations.
Consequently, economists, for the first time in their theories,
began to elaborate on entrepreneurship and entrepreneurial
activities. In the light of the literature review, following research
questions developed; a. What is the identification of the main and
sub-factors influencing entrepreneurship development? b.What is
the most important and influential factor in entrepreneurship
development in international trade?
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2. LITERATURE REVIEW

Entrepreneurship is a topic that has been prominently
discussed in all dimensions of economic and social development
for about the past 20 years, practically shaping the world of trade
and business. Entrepreneurs disrupt conventional things and
create a new combination of production factors. These individuals
not only play the role of innovators but also contribute to
economic progress. They consider new opportunities, invest their
money at risk, and take chances, Entrepreneurship is about using
resources in new and creative ways to generate innovative
products, production techniques, or combinations of goods and
services. These individuals, called agents of change, innovators,
and opportunity-seekers, contribute to economic growth and
development. They play a significant role in financial well-being
and are responsible for sowing the seeds of development. (Halbert
and Craig, 2002). No universally accepted definition of
entrepreneurship exists. However, most researchers refer to the
theories of Joseph Schumpeter, which highlight the significant
part of business visionaries within the advancement handle. In
spite of the need of a comprehensive definition, researchers
concur on the significance of business and its affect on financial
development. According to an administration contract, one
company gives administration skills and specialized information
to another company or a government. Even though, beneath this
approach, the administration group capacities as a specialist, they
may moreover be included in operational exercises.
Entrepreneurship is not solely examined from the perspective of
its connection to businesses. It is addressed in various fields such
as economics, psychology, management, sociology, and
anthropology. Psychologists analyze entrepreneurship in terms of
common traits found in entrepreneurs. Sociologists explore the
influence of religion and race on entrepreneurial activities. From
an economic standpoint, entrepreneurship is seen as a primary
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factor in creating entrepreneurial opportunities. Entrepreneurship
is even discussed in the political arena, with the view that
entrepreneurs should be supported in society. In summary,
entrepreneurship is a multidimensional concept that is
investigated from diverse angles, including psychological traits,
sociocultural influences, economic opportunities, and political
considerations. According to Schumpeter, innovation is defined
as a regulator of the operations of producing products. He
introduces innovation as a disruptor of the existing order and
economic balance to create a new order and balance. Schumpeter
describes innovation in five important dimensions, which
represent the process of producing a product. Hayek (1978)
emphasizes the role of entrepreneurship in acquiring and applying
information. Entrepreneurial alertness to profitable opportunities
and readiness to exploit them through operational processes, such
as buying cheaply from one place and selling dearly in another,
turns entrepreneurship into a key element in the market. He
regards entrepreneurs as those who respond to changes. He does
not emphasize the active role of entrepreneurship and believes
that the correct decision is not always a decision for innovation.
Moreover, untested innovations may bring disasters in terms of
commerce. In his view, entrepreneurship in the economic system
is like a force that assists the market in reaching equilibrium and
improves the flow of market processes. Von Mises (1966)
believes that entrepreneurs focus on predicting the future and
changing it. In other words, entrepreneurs strive to take action to
improve consumer conditions and provide greater comfort. As a
result of entrepreneurs' focus on the future, they offer products to
consumers that go beyond what is customary, leading to an
increase in their customer base. Ultimately, with the growth of
international trade, this results in increased international sales and
the flourishing and progress of international commerce. In
Kirzner's theory of entrepreneurship, the fundamental assumption
is that most markets are often inefficient and not in equilibrium
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most of the time. This situation creates opportunities for
entrepreneurial individuals to exploit these inefficiencies, allocate
resources more efficiently, and create wealth (Kirzner, 1979).
According to Kirzner, markets are not always in equilibrium, and
entrepreneurs bring the market closer to equilibrium instead of
disrupting it.

Competitiveness, also known as competitive capability, is
a crucial aspect of any business system. It encompasses all
internal data, processes, and external outcomes. In simpler terms,
trade is considered competitive and has tall competitive capability
when it has competitive internal data, forms, and external
outcomes. To look at the relationship between advertising
introduction and competitiveness it is fundamental to investigate
the relationship between showcase introduction and
competitiveness in terms of internal data, competitive process,
and competitive outcomes of the trading system. The trading
system includes client execution (fulfilled and faithful clients),
advertise execution (tall deals volume and showcase share), and
budgetary execution (benefit, benefit edge, and return on
speculation compared to competitors) (Cano Rodriguez-Sensia et
al., 2004). To measure trade, seven indices have been used within
the framework of two categories: promoting execution and
budgetary execution. Typically, a multitude of issues arise when
making decisions in international markets. Some companies
predominantly pursue a global trade policy, while others seize
business opportunities or competitive challenges. Generally, the
reasons for companies engaging in international exercises can be
classified into two fundamental categories. When an international
marketing manager is planning to export goods to foreign
markets, it is crucial to evaluate the economic conditions of the
target country. The economic features of a country are important
factors in determining its attractiveness as an export market. Two
main economic characteristics determine a country's appeal for
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exporting. The industrial structure of any country determines its
needs for products and services and reflects the income levels and
the number of employed individuals. The second economic
characteristic of any country is how income is distributed, which
depends on two factors: the industrial structure of the country and
its political system. Other factors are also gaining increasing
attention for understanding the economic conditions of countries.
These factors include the level of energy and food consumption,
the percentage of the workforce in various industries, and similar
factors. These elements provide a more comprehensive picture of
a country's economic status. The political-legal situation varies
significantly among countries. Marketing opportunities in
different countries are shaped within the framework of customs,
traditions, and cultural characteristics of the people in those
countries. People's habits gradually change through continuous
promotional and advertising programs in the industry and over
the long term. No producer can expect the entire demand to
change significantly. The culture of the people not only
influences the overall market but also the relative preferences
among competing products. On the other hand, when there is a
demand for export goods from foreign countries, it increases the
production capacity of exports. As a result, skilled labour or
workforce with higher efficiency and other efficient resources are
employed to handle the increased capacity. This leads to greater
productivity and efficiency in the export industry.

Globalization and the development of economic
integrations, on the one hand, lead to increased trade and
production capacities. Since an open economy enhances the
employment of entrepreneurs in export activities, the
globalization process contributes positively to the country's
entrepreneurship by creating spillovers of information, technical
knowledge, technology, and investment in research and
development. This, in turn, leads to the emergence of new jobs
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and an overall affirmative impact on the stage of entrepreneurship
in the country. Some entrepreneurs may face risks associated with
adapting to the globalized environment, such as increased
competition, changes in consumer preferences, or disruptions in
the supply chain. On the other hand, globalization can provide
opportunities for entrepreneurs to access larger markets, utilize
diverse resources, and benefit from international collaborations.
With the increasing impact of globalization, consumer demand
for a diverse range of products has expanded, thereby
encouraging entrepreneurship in the country. On the other hand,
there is a growing number of foreign competitors, which may be
perceived as a threat to small businesses. Introducing novel
technologies to the domestic market has the potential to improve
the competitive edge of enterprises. Some activities of
multinational corporations may lead to innovation and spillover
effects, likely resulting in higher levels of efficiency and
productivity (Waning and Klijn, 2007). International
entrepreneurship involves blending innovation, expansive
engagement, and venturing into risks that extend beyond national
boundaries, with the anticipation of generating value for
commercial entities (McDougall and Oviatt, 2000). Many
research initiatives in the field of international entrepreneurship
have concentrated on achievements, export activities, and
production in foreign countries, neglecting the entry strategies of
entrepreneurs into international trade activities. The theoretical
importance of international entrepreneurship is significant
because it can lead to the advancement of opportunities for
entrepreneurial behaviours that thrive on the ability to embrace
uncertainty. International entrepreneurship generates economic
value by surpassing geographical boundaries. It scrutinizes the
pivotal role entrepreneurs play in the internationalization of
companies and accords it a high priority in its endeavors. Strategy
and internationalization constitute critical components of
international entrepreneurship (Daskovich, 2014). Strategy is
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recognized as a complementary process in which guidelines are
provided for entrepreneurial ventures. In fact, strategy marks the
starting point for international activities (Gart and Quinn, 2007).
As per the perspectives of scholars in the relevant field and those
engaged in the International Entrepreneurship Researcher,
organize, worldwide enterprise exists at the intersection of two
unmistakable spaces: international trade and entrepreneurship.
Consequently, presenting it as a distinct discipline is presently a
novel and developing perspective. Drawing from the fundamental
attributes of international entrepreneurship, the process of
internationalization is seen as a fusion of innovation, extensive
engagement, and cross-border risk-taking, with the anticipation
of generating value within organizations (Kuivalainen et al.,
2011). The concept of international entrepreneurial orientation
encompasses processes at the corporate level, corporate decision-
making methods, activities, orientations, and strategic approaches
of companies operating internationally. Researchers primarily
focus on three dimensions of international entrepreneurial
orientation. International entrepreneurship revolves around
recognizing opportunities in foreign markets. Consequently,
grasping the thought processes and decision-making mechanisms
employed by entrepreneurs to identify these opportunities is
pivotal in understanding the evolution of entrepreneurship in
international trade. Findings in entrepreneurship research reveal
notable differences among countries concerning the rates and
forms of business activities. Past studies propose a connection
between entrepreneurial traits, like risk-taking, and cultural
factors. Societies that view entrepreneurship as a profession and
foster the safeguarding of innovations, whether they pertain to
products, processes, organizations, or business models, may
exhibit variations. The accomplishment of entrepreneurial
objectives in identifying successful business opportunities at the
global level and expanding these activities plays a role in
enhancing and developing communicative capabilities
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(Mazicenko, 2008). Government assistance in the form of
subsidies can aid companies in overcoming challenges in foreign
markets (Raff & Kim, 1998). In the absence of such assistance,
certain companies may encounter significant difficulties in
overcoming challenges in foreign markets, especially when the
host country's government protects its domestic industries.
Consequently, government policies can serve as a barrier to
international trade (Lages, 2000). The incompatibility of foreign
practices with domestic business entails challenges in
comprehending foreign business practices, Navigating complex
import regulations and procedures, as well as managing risks
associated with selling abroad, can be challenging. Insights from
the international marketing domain suggest that culture not only
establishes norms for daily business conduct but also molds
broader patterns for motivation and attitude. Managers lacking
cultural sensitivity are likely to encounter substantial challenges
in their business endeavors (Chung, 2003).

As a result, foreign business practices can be viewed as
impediments to exports. The complexity of import regulations,
import quotas, and tariffs has traditionally been acknowledged as
barriers to entering international markets. Studies undertaken by
Barker and Koenig (1992) and Julian and Eckers (2004) indicate
that obstacles to exports include The bureaucratic prerequisites,
regulations, and trade impediments in the intended market can be
quite burdensome and restrictive. Moreover, within the realm of
international business, companies tend to view global business
opportunities as more fraught with risks and uncertainties
compared to the domestic market. As companies venture into the
global arena, they confront new varieties of risks and challenges,
incurring costs that are typically not present in the domestic
market. In terms of the elevated according to macroeconomic
theory, an increase in the value of foreign currency in export
markets is believed to result in a decline in imports. When the
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domestic currency holds a notably higher value in comparison to
foreign markets, it is inferred that exports to target markets have
likely risen, consequently leading to a diminished demand for
imports (Dornbusch et al.,, 1998). The challenge of
accommodating foreign needs in international trade is closely
linked to variations in how products are utilized in foreign
markets. emphasize the importance of adapting products to meet
the preferences of international customers, while also considering
the specific conditions of foreign markets. (Aksoy and Julien,
2003) Given the diversity in how products are used in various
global markets, the practice of international marketing
necessitates adapting products to the specific target market
requirements. The discussion on this adaptation process involves
understanding the product's usage patterns in the designated
markets (Czinkota and Graham, 1996). Failure to recognize and
adapt to different product uses may result in unsuccessful export
ventures. Therefore, discrepancies in product usage can pose a
hindrance to international trade. Regarding the adaptation of
advertising and pricing strategies, the decision-making of
managers regarding international pricing is a pivotal aspect of
their business, taking into account the prevailing conditions in
foreign markets (Stottinger,2001). Export pricing includes
additional costs that are not taken into account in domestic
pricing. These costs may include expenses for international
transportation and insurance, import duties, commissions for
import agents, as well as various uncertainties related to the
environment. (Karakaya and Johnson, 1997). Based on
advertising strategies, it is essential to adapt and modify them
based on the target market (Accastello and Julien, 2003).
Recognizing the importance of aligning products with the
preferences of foreign customers, entering a foreign market
prompts a company to harmonize its strategies with the
requirements of the local market, especially in response to local
competition. Enhancing awareness of the local market becomes a
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motivating factor for the company to enhance its products,
making them more attuned to the preferences and needs of the
local populace. Consequently, the necessity for product
adaptation to meet the preferences of foreign customers can pose
a barrier in international trade for companies.

3. TERMINOLOGY AND HIERARCHY

Entrepreneurship development is regarded as the
promotion of entrepreneurship, an effort to develop a culture,
mindset, and entrepreneurial actions among individuals and
various groups in society. The influential factors on international
trade are various as the exporters of goods and services need to
consider various factors that can affect their behaviour during
different stages of international trade. They need to be aware of
these barriers both before entering a new market and after
entering it. According to Shoham & Albaum (1995), paying
attention to the impact of such barriers is essential to exporters'
success on the world market. Meanwhile, the international
entrepreneurship creates economic value by crossing borders. It
prioritizes entrepreneurship in the internationalization process of
companies and emphasizes strategy and internationalization
(Daskovich, 2014). There are also several factors affecting the
development of entrepreneurship in international business as
agreeing to a investigate conducted by Julian and Ahmad in 2005,
the key components that impact the improvement of business in
worldwide exchange are the engaging quality of send out
markets, government arrangements, incongruence of remote
strategies with household commerce, and adjustment to remote
needs (Julian and Ahmad, 2005).

Cl. Export Market Attractiveness: The export market
plays as crucial part within the development of entrepreneurship
in worldwide exchange. It involves various aspects such as
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receiving payments from overseas clients and offering post-
purchase services, analyzing the costs and revenues of selling
products overseas, and managing currency exchange rate
fluctuations while transferring goods to foreign markets. It's
common to have trouble getting payments from overseas clients
recognized barrier in international trade, leading to cash stream
issues for exporters of goods and services (Dacilova and Darocha,
2000).

C2. Government Policies: Government policies play a
major role in fostering entrepreneurship in international trade.
They can help overcome various barriers to international trade
and incentivize companies to participate in global business
through financial assistance. This support can come from the
government of the country of origin. (Shoham and Albaum,
1995).

C3. Compatibility of Foreign Methods with Domestic
Business: To ensure that foreign business methods are suitable for
domestic companies, it is important to have a good understanding
of international business practices, import policies and
procedures, and the possible hazards associated with selling
goods or services overseas. Additionally, cultural differences play
a significant role in shaping both daily business behavior and
broader attitudes towards business and commerce (Chong, 2003).

C4. Adaptation to Foreign Market Needs: Adapting to the
needs of foreign markets is a crucial factor in the growth of
entrepreneurship in international trade. The variations in the use
of products in international marketplaces, the necessity for
changes to prices and advertising guidelines that are based on
foreign market conditions, and the ought to adjust items with the
preferences of foreign customers are all part of adapting to the
needs of foreign markets (Julian and Akas, 2004).
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4. METHODOLOGY

The research methodology constitutes a structured set of
collection of dependable and methodical principles, instruments,
and strategies utilized to examine realities, uncover uncertainties,
and generate resolutions to issues (Ezzati, 1998). Essentially, the
overarching objective of all sciences is to comprehend and gain
insights into the world around us. To apprehend the issues and
complexities of the social realm, significant transformations have
occurred in scientific methods. These shifts and developments
have led to the application of the scientific method across various
domains of human knowledge. Integral to any scientific Research
involves the gathering and examination of information, essential
for testing research inquiries posited by the researcher. In this
study, following the presentation of the research problem,
appropriate analysis techniques will be delineated to address the
research questions and achieve the stated research objectives. The
study commences by introducing the research method and type.
Subsequently, the society and sample under scrutiny are outlined.
Further, the method and tools for data collection are explicated,
followed by an explanation of the data analysis approach.
Descriptive research encompasses a range of methodologies
designed to elucidate the conditions and phenomena under
examination. Its primary objective is to provide a comprehensive
understanding of existing conditions, facilitating the decision-
making process. This category of research is further classified
into subcategories such as surveys, correlations, and action
research (Khaki, 2008). The selection of a research method is
contingent upon the purpose, the nature of the research topic, and
practical implementation possibilities. Identify the main and sub-
factors affecting entrepreneurship development. The present
study is a non-experimental survey research which uses a
descriptive method for collecting and processing data. Its
objective is applied research. The population of this research
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includes businesses operating in the international markets, which
is a subset of the limited statistical population. In this research,
questionnaires will be distributed to business owners involved in
international trade. Since their number is limited, and there is no
accurate statistics available, sampling is done based on their
accessibility using judgment sampling. In terms of practical
objectives and the nature of research questions, the present study
falls within the subcategory of survey research. Regarding data
collection, it adopts a descriptive-survey method. The problem-
solving approach involves mathematical modeling, and the
decision-making process employs fuzzy multi-indicator
techniques. Figure 1 visually outlines the research process.

Figure 1. Research process
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4.1. Sampling and data collection

The question of sample size is at the forefront of any study
or research design. Selecting too small of a sample yields
unreliable results, while selecting a larger sample than necessary
wastes resources. (Azer, 2005). A set of units that share at least
one characteristic form a community. A sample is a set of
indications that is picked from a bigger part, group or community,
such that this set represents the features and characteristics of that
portion, group or society is greater and sampling is the process of
picking a sample. As stated by Khaki (2006) In the present study,
the operation research approach was used using F. DEMATEL
and F. ANP techniques in data analysis. Therefore, the studied
community consists of entrepreneurs active in the field of
international trade. Saati (2002) believes that the number of ten
experts is enough for studies based on pairwise comparison. Also,
Riza and Vasilis (1988) revisited the aspect concerning the
number of experts of senior managers in different trades
(household goods, clothing, food industry, carpets, etc.) as
interviewees should not be large, in total 5-15 people they
suggest. Due to the importance of the discussion and opinions, the
questionnaire was distributed among 5 available active
entrepreneurs in the field of international trade, Regarding the
experts chosen through the judgmental sampling method and who
are included in this study, detailed information on their selection
is provided in Table 1
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Table 1. Method of selecting experts

Job Field of Study Work . Education
' experience/years

The chief human resources

manager of the drilling Human resources | 10 P.H.D
company
Chief planning manager of Master's
the drilling company Industry 12 degree
BuS}ness manager of a Commerce 20 Master's
trading company degree
Senior manager of ,
. Law and Master's

commercial law of the . . 15

. international trade degree
trading company
Commercial company Master (.)f Master's

. mechanical 20
project manager . . degree

engineering

Source: Author’s own estimation

The approach of gathering data for the study literature
section and determining factors through the use of online
resources, reference databases as ASCE, ACM, IEEE ACS,
Wiley, Springer, Emerald, Proquest, Science Direct, and many
more, as well as internal scientific papers and Latin references
(library studies). Furthermore, information was gleaned via
expert interviews. Data was collected using the field approach.
Given the nature of the subject in this study, an instrument called
a questionnaire was used to collect data. by expert surveys and
field research. One questionnaire, which looked like this, was
utilized for the study: This is a scoring-based questionnaire
designed to assess the degree to which several elements influence
one another in the growth of entrepreneurship in global company.
In this questionnaire, to collect the required information for the F.
DEMATEL method, a matrix was designed based on which the
influence of each row factor on the column factors was evaluated
by experts.
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4.2. Validity and reliability of the questionnaire

To improve the validity of the questionnaire, preliminary
questionnaires were developed through a comprehensive review
of similar questionnaires, articles, books, and magazines. These
preliminary drafts were subsequently reviewed by a group of
professors who provided valuable insights and feedback. After
addressing their suggestions and refining the questions, several
questionnaires were then distributed among each segment of the
statistical population. Any ambiguities identified during this pilot
phase were addressed and resolved, leading to the distribution of
the final questionnaire. Reliability, in the context of accuracy and
validity, pertains to a measuring device's ability to yield
consistent results when measuring a variable or attribute under
comparable conditions at different times or locations. In simpler
terms, a reliable and valid tool is one that exhibits consistent
repeatability and measurement outcomes (Hafez Nia, 2018).
There are diverse methods for assessing the reliability of a
measuring tool, with the Cronbach's alpha method being one such
approach. It's noteworthy that the Fuzzy Dematel method, being
a mathematical problem-solving technique, does not necessitate
an evaluation of reliability.

4.3. Data analysis and results of FUZZY-DEMATEL
and FUZZY-ANP

Analysis as an integral component of the scientific
method, forms a cornerstone in any research endeavor. Broadly
speaking, analysis is the approach that guides the entire research
process toward an outcome. Researchers employ various analysis
methods to address formulated problems. In this investigation, the
fuzzy method (FUZZY) was utilized for performing pairwise
comparisons of model factors. This approach accommodates
subjective considerations and addresses uncertainty in decision-
making, demonstrating superior capability compared to other
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similar methods. In this research, identifying the influential
factors in the advancement of entrepreneurship in international
business, the analysis of the collected questionnaire data involves
determining relationships, assessing the impact intensity, and
prioritizing factors. To achieve this, the Evaluation Laboratory
Method and F Decision Test (DEMATEL) are employed.
Additionally, for prioritization, the Fuzzy Network Analysis
Process (F.ANP) method and the solution method proposed by
Tezang et al. (2011) are utilized. The Fuzzy DEMATEL method
is utilized to analyze the interrelationships among criteria and
address organizational challenges by employing group decision-
making in fuzzy conditions. The procedure for implementing this
method consists of the following steps: (Jeng & Tzeng, 2012).

Step 1: construct a matrix of fuzzy direct relationships by
assessing the influence of criterion i on j with the assistance of
Table 2.

Table 2. Linguistic scales for pairwise comparisons

Linguistic words for paired comparisons Fuzzy numbers
Very high effect 4 (.75..75,1)
high effect 3 (5,775,1)
Low impact 2 (25,.5,.75)
Very little effect 1 (0,.25,.5)
Effectless 0 (0,0,.25)

Step 2: Direct relations matrix normalization through
relations 1 and 2:

X=K.X -1
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k = min : ! i,j =
maxlsisnzjzlAij maxlsisnzi=1Aij
1,2..n (2-2)
Step 3: The general relationship matrix calculation with
relation 3.
T=X(1-X)-1 (2-3)

Step 4: The vector R and D determination through
relations 4 to 6:

T=[tjlnxnij=12..n (2-4)
R =[5, ty] = [tilnx 1 (2-5)
D =[S, ty] =[t;]1xn (2-6)

Step 5: Calculate (R +D) and (R'-D ) and draw a map of
influence relationships on the coordinate axis. To create the
bounded super matrix, the weighted super matrix is converged by
applying the relation lim(K—w)i/oi [ (W”a) ~K] . This
convergence leads to the formation of the limited super matrix.
Finally, the final weights are determined using the DANP
method.
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Figure 2. The modeling of development of entrepreneurship in
international trade
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In this section, the research was characterized as applied
based on its purpose and descriptive based on the methodological
nature. The statistical population for this study comprises
entrepreneurs involved in international trade. To address
problem-solving through a multi-criteria decision-making
method, a statistical sample of 5 individuals was selected. The
approach involved collecting information from both library
resources and field data. The chosen method for analysis is F.
DEMATEL. Once the researcher has identified the research
methodology and gathered the necessary data using suitable tools,
they proceed to employ appropriate statistical techniques that
align with the research method and are compatible with the type
of variables. The collected data is then categorized, analyzed, and
ultimately used to address the research inquiries. (Khaki, 2014).
In this research, while defining and identifying the factors
affecting the entrepreneurship development in international trade,
the F. DEMATEL method is utilized to determine the
relationships and how the factors influence and the intensity of its
effect, and the F.ANP method is used to prioritize the factors. In
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this chapter, we analyze the data based on the mentioned methods
and answer the research questions.

5. RESULTS AND DISCUSSION

In this study, the research was characterized as applied
based on its purpose and descriptive based on the methodological
nature. The statistical population for this study comprises
entrepreneurs involved in international trade. To address
problem-solving through a multi-criteria decision-making
method, a statistical sample of 5 individuals was selected. The
approach involved collecting information from both library
resources and field data. The chosen method for analysis is F.
DEMATEL. Once the researcher has identified the research
methodology and gathered the necessary data using suitable tools,
they proceed to employ appropriate statistical techniques that
align with the research method and are compatible with the type
of variables. The collected data is then categorized, analyzed, and
ultimately used to address the research inquiries. (Khaki, 2014).
“What are the elements that influence the growth of
entrepreneurship in the realm of international trade?”

Table 3. Factors affecting the development of entrepreneurship in
international trade

Main factors Sub-agents Abbr.eV1ated
signs
Market growth rate Cl1
Attractiveness of the igiinseltti}t]igli C12
export market C1 p

customer Cc13

commitment

Government policies Existing market

C21

C2 development
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Search for new

markets €22
Technology
adaptation and 23
management of new
techniques
Inconsmtepcy n 31
marketing
Inconsistency in 32
Incompatibility of planning
foreign practices
with internal Inconsistency in
. C33
business C3 sales control
Inconsistencies in
customer payment C34
methods
) cultural issues C41
Adapting to the
needs of the foreign political issues C42
market C4 o
Religious values C43

In this research, while defining and identifying the factors
affecting the entrepreneurship development in international trade,
the F. DEMATEL method is utilized to determine the
relationships and how the factors influence and the intensity of its
effect, and the F.ANP method is used to prioritize the factors. In
this chapter, we analyze the data based on the mentioned methods
and answer the research questions. To identify the factors, various
studies were used and the factors were extracted, which are
mentioned in the second chapter of the research. They were
selected for the final solution of the model with the guidance of
the respected instructor and industry experts. Now, the first
question of the research has been answered, and the most
important factors have been identified in Table 3. The following
Figure 3 of the final model of the research is taken from the
research of the current study, which was prepared based on the
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research literature and the outcomes obtained the interviews of
experts and university professors, and its content validity was

confirmed.

Figure 3. Model with research network structure
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5.1. Fuzzy DEMATEL method

In this study, the above method is used to answer the
second question. Based on the steps mentioned previously, the
steps to investigate the internal relationships between factors
using the F.DEMATEL method are as follows; Step 1: Preparing
the fuzzy matrix direct relationships. To examine the internal
relationships between the elements, 5 experts are requested to
make pairwise comparisons between the factors from the
viewpoint of the factor effect of i in the row on factor j. Experts'
opinions about the effect of each factor on others based on
linguistic options and fuzzy positive numbers based on Table 2
have been used for these comparisons given previously. Then the
opinions of all the experts are calculated on the effect of factor i
on factor j and the final result of these pairwise comparisons is
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the matrix of direct fuzzy relationships for the main factors and
types of sub-factors, which are shown in Tables 4, 5,6 and 7
(Appendix 1) respectively formed; The process begins by
constructing the normalized matrix of fuzzy direct relations using
fuzzy DEMATEL. Subsequently, the general relations matrix is
derived. Tables 8,9 and 11 (Appendix 1) present the general fuzzy
relations matrix for the primary factors and their corresponding
sub-factors, respectively. The calculation of the R (influencing)
and D (influenceable) vectors, which represent the sum of the
elements in the columns and rows of the matrix T for its main
factors and sub-factors, is demonstrated in Table 12:

Table 12. Values of R, D, R+D , R-D

Agents/ sub-agents INQ [) R R
+D -D
The attractiveness of 4.762 5.777 10.54 -1.01
the export market
Market growth rate 8.903 10.54 6.481 0546
Intensity of 8.742 9.906 6.216 :
competition ’ ’ ’ 0.388
customer commitment 7.174 6.804 4.66 0.123
Government policies 4.994 4.374 9.368 0.621
Existing market 9.387 10.14 6.508 0.25
development
Search for new -
markets 8.668 10.77 6.478 0.699
Technology
adaptation and -
management of new 7472 9.38 3618 0.636
techniques
Incompatibility of
foreign practices with 5.01 4.18 9.189 0.83

domestic business
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Inconsistency in

marketing 7.007 7.625 4.877 0.206
Inconsistency in 8.076 7.434 5.17 0214
planning
Inconsistency in sales 6.773 5.419 4.064 0.451
control
Inconsistencies in
customer payment 8.174 5.7 4.625 0.825
methods
Adapting to the needs
of the foreign market 5.293 5.729 11.02 -0.44
cultural issues 7.387 6.779 4.722 0.203
political issues 7.717 7.096 4.938 0.207
Religious values 6.157 4.051 3.403 0.702

Based on Table 12, the second research question can be
answered. Second question: What is the relationship between the
factors and the most influential factors on the development of
entrepreneurship in international business? As it shows, the
highest value of R is for the factor "adjustment to the needs of the
foreign market", which indicates the highest influence level of
this parameter on other factors, and the highest value of D is for
the factor "attractiveness of the export market", which expresses
This factor intensifies the effectiveness of other factors. Based on
the findings presented in Table 12 the factor that holds the highest
level of importance, denoted as (D +R), is the "adjustment to the
needs of the foreign market". This factor exhibits significant
interaction with other factors. On the other hand, the factor with
the lowest (D +R) is the "incompatibility of foreign practices
with domestic factors". The positive (D -R) values clearly
demonstrate the influence of these factors, while the negative (D -
R)) values indicate their definite impact on other factors.
Consequently, among the primary factors, the "incompatibility of
foreign practices with domestic business" emerges as the most
influential factor, while the "attractiveness of the export market"
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holds the second most influential position. In general, positive
(D -R)) factors act as causal factors, whereas negative (D -R))
factors serve as effective effect factors. It is worth noting that the
"attractiveness of the export market" exhibits the least interaction
with other factors. Finally, the establishment of cause-and-effect
connections involves plotting points with coordinates (D +R’)
and (D -R)) using the matrix T and determining the extent of
influence between factors in a Cartesian coordinate system. Table
13 (Appendix 1) shows the number of biphasic relationships
between factors and Table 14 (Appendix 1) shows the following
factors. Based on this, the network relationship map is shown in
Figure 4.

Figure 4. Map of network relations
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At the beginning of this study, the effective factors on the
development of entrepreneurship in international trade, which
were identified by reviewing the literature and asking opinions
and interviewing experts, were selected, and the paired
comparison questionnaire was designed and completed by the
experts. Data analysis with the help of EXCEL software and
solving by F. DEMATEL method showed that among the main
criteria, "incompatibility of foreign practices with domestic
business" is the most influential factor and "attractiveness of the
export market" is the most influential factor. Also, the solution by
F. ANP method showed that the highest weight is related to the
"political issues" criterion. It is one of the sub-factors of
"matching with the needs of the foreign market" and it got the
first priority.

6. CONCLUSION

In this research, it was carried out with the aim of
identifying the factors affecting the entrepreneurship
development in international business. Then, using the fuzzy
multi-criteria  decision making (MCDM) approach and
considering the relationship between the factors and considering
the uncertainty in the experts' opinions, the DEMATEL method
was used. F.ANP method was used to determine the factors'
weight and priority. The primary objective of the study was to
ascertain the elements that influence the growth of
entrepreneurship in the realm of international business. In light of
the research subject, our endeavor was to pinpoint these factors.
To achieve this, an extensive review of the existing literature was
conducted, which led to the identification of 13 crucial factors
based on previous research in the field, the important factors of
which were; a.The appeal of the export market lies in its
attractiveness, b.The regulations and measures implemented by
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the government play a crucial role, c.The disparity between
foreign practices and domestic business can hinder compatibility,
d. Adjusting to the demands of the foreign market is essential for
success. The results of this research are consistent with the
research of Vasilo Vedarocha (2000), Chong (2003), Logs (2000)
and Julian Ahmed (2005) and Julian et al. (2012). The primary
objective of the study was to ascertain the interconnections and
impacts of various factors on one another. To accomplish this
objective, the DEMATEL technique was employed. The
outcomes of the fuzzy DEMATEL analysis are presented in the
subsequent manner: "Export market attractiveness" is the vital
factor on the development of entrepreneurship in international
trade. To put it differently, the primary obstacle hindering the
success of entrepreneurship development in international trade is
this particular factor, which can be resolved by influential factors.
In essence, the effectiveness of the system relies heavily on this
factor, leading to the conclusion that another crucial aspect in the
advancement of entrepreneurship in international trade is the
appeal of the export market. This encompasses various concerns
such as receiving payments from overseas customers, providing
post-sales services, expenses and revenues from foreign sales,
and the impact of exchange rate fluctuations when transferring
products to foreign markets. The challenge of collecting
payments from foreign customers is widely acknowledged as a
significant barrier to international trade, resulting in cash flow
issues for exporters of goods and services. (Dasilva and Darocha,
2000). There are also problems related to the provision of after-
sales services in international trade. Osogman et al. (1997)
showed in their research that the level of international trade of a
company has a positive relationship with the reputation of
providing after-sales services of that company in foreign markets
has it. "The incompatibility of foreign practices with domestic
business" is the most influential factor on the development of
entrepreneurship in international business. In other words, it is the
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most effective factor that solves the problem and should be
prioritized. In fact, for the success of entreprencurship
development in international trade, this factor is the most
influential and important factor that should be prioritized by
decision makers. It can be inferred that incorporating foreign
practices into domestic business operations necessitates
comprehending foreign business practices, navigating through
various intricate import regulations and procedures, and
managing risks associated with international sales. And in this
way, it is possible to make the market more attractive. The results
of this research showed that adapting to foreign needs is another
effective factor in the development of entrepreneurship in
international trade, which was given the second priority. This
factor is related to the difference in product use in foreign
markets, the requirement to adjust pricing and advertising policy
according to foreign market conditions, and the need to adapt
products in the face of foreign customer priorities. (Akas and
Julian, 2003) Due to the difference in the use of the product in
varius foreign markets, in international marketing, a product must
achieve a certain degree of adaptation to the target markets.
Government policies got the third priority. It can be concluded
that the government's assistance in overcoming various obstacles
of international trade is to encourage the presence of
entrepreneurs. Previous international marketing research shows
that exporters require government support in order to overcome
obstacles imposed by foreign governments and to overcome
barriers within their jurisdiction. (Shoham and Album, 1995).
Because entrepreneurs face various problems in exporting at
different stages of international trade. The incompatibility of
foreign practices with domestic business gained the ultimate
priority. Prior studies in international marketing reveal that
culture not only sets norms for everyday business conduct but also
molds overarching patterns of motivation and attitude. Managers
lacking cultural sensitivity are likely to encounter significant
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challenges in their business endeavours (Chong, 2003). In the
present research, several proposed solutions are discussed
regarding the improvement of entrepreneurship development in
international trade. Increasing the awareness of international
entrepreneurs when entering foreign local markets, as a factor for
the company's product development and better adaptation in
facing the tastes and needs of local people. This not only helps in
communicating with potential foreign customers but also
provides opportunities to study product presentation, style,
packaging, advertising and other aspects of marketing.
Considering a realistic export price and a competitive price for
products to maintain and perpetuate entrepreneurs in the foreign
market. Entrepreneurs should keep in mind that foreign buyers
are in a wide range of products that come from varius countries.
marketers compete with each other and provide very adsorbent
conditions. In this highly competitive market, the exporter must
price the products competitively, otherwise it will not be
successful. This means that in the initial stages of entering the
foreign market, exporters will have small or even negative profits.
Sufficient flexibility in production and export products. To cater
to the diverse requirements of export markets in terms of product
specifications, product design, and packaging, it is essential to
acknowledge that customer needs vary across different regions
worldwide. The following suggestions are made to adapt foreign
practices to domestic business; Considering the cultural
differences of a country's climate and atmosphere in preferences.
Customers of international markets even in choosing the color
and taste of the product and making modifications in the product
according to the local conditions of the society and their tastes.
Avoidance of international entrepreneurs from markets that have
exchange control regulations and import restrictions. Compliance
with international standards, especially during sales negotiations,
in order to understand foreign business practices In general, it can
be said that entrepreneurs can develop their creativity and
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innovation in the field of competition if they do not face
cumbersome obstacles. Among the main external factors that
have an inhibiting effect on the production of creative ideas are
the non-acceptance of the creative person, the lack of mental and
psychological freedom, the lack of sufficient motivation in the
work environment and the new pressure to carry out
entrepreneurial activities, performance and status. He pointed out
the inappropriateness of the company, etc. If creative thinking and
entrepreneurship are not valued in an environment, suitable
conditions for action and reaction in relationships will not be
created, and ideas will fail in the process of implementation.

Since the conduct of any research and study faces
obstacles and limitations, according to the sensitivity, scope and
scope of the research, as well as the required materials, there will
be more or less bottlenecks that can affect the quality of the
research depending on the intensity or weakness. In general, the
researcher has faced limitations in this research, which are
mentioned in a few cases. Few field studies have been conducted
in the field of entrepreneurship development on international
trade abroad and no study has been conducted inside the country.
The components and metrics used based on the literature and
research history, which are generally rooted in studies conducted
abroad, and the problems of localizing these studies, have usually
brought shortcomings and limitations to this study. The limited
number of active experts in the field of international trade Despite
the above limitations, this research has not faced any problems
and limitations that have had a major impact on the research
results. In this study, an attempt has been made to review all
indicators and dimensions of entrepreneurship development in
international trade, but since few field studies have been
conducted in academic societies in the field of entrepreneurship
development in international trade, future researchers can
increase the spectrum The studies should improve the designed
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scale by identifying and adjusting the factors. The following areas
are recommended for further research and improvement;
Cultivating international entrepreneurial abilities in Iran. The
effects of international entrepreneurship on the country's
economic development. Examining obstacles and challenges of
entrepreneurial activities in the international market. Examining
the ways of providing resources in entrepreneurial activities in the
international market. Identifying the difference in the
entrepreneurial activities of women and men in international
business.
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Appendix 1. List of adapted items and Matrix

To what extent is the impact of each index i to j on the
development of entrepreneurship in international business?

s Adapt
The Incompatibility of td gleed
J attractiveness = Government = foreign practices

. . . needs of

of the export policies with domestic )

. the foreign
market business
market

The attractiveness
of the export
market

Government
policies

Incompatibility of
foreign practices
with domestic
business

Adapted to the
needs of the
foreign market

The degree of impact of i on j = no impact (0), low impact (1), medium impact (2), high

Table 4. Matrix of direct fuzzy relationships between factors

C1 C2 C3 C4
I M L 1 M L 1 M L 1 M L
Cl 0 0 0 065 09 1 0 0.15] 04 | 065 | 09 1

C2 1055|0809 0 0 0 035 ] 06 | 085 | 04 | 0.65 ] 0.9
C3 106509 1 0 025 ] 05 0 0 0 0.75 1 1
C4 1065 |09 1 025 | 05 [ 075 | 06 | 0.85 1 0 0
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Table S. The matrix of direct relationships of the fuzzy lower limit
between sub-factors

Cil Ci12 C13 C21 C22 23 C31 C32 C33 C34 C41 Cc42 Cc43

Cll 0.000 0.750 0.500 0.350 0.750 0.600 0.000 0.150 0.250 0.100 0.500 0.250 0.000

C12 0.500 0.000 0.600 0.750 0.600 0.450 0.000 0.250 0.000 0.500 0.150 0.250 0.000

C13 0.250 0.350 0.000 0.400 0.500 0.750 0.000 0.000 0.000 0.500 0.000 0.000 0.150

C21 0.500 0.750 0.350 0.000 0.750 0.750 0.000 0.150 0.000 0.000 0.500 0.650 0.250

C22 0.600 0.500 0.150 0.500 0.000 0.250 0.500 0.250 0.000 0.000 0.500 0.650 0.000

€23 0.500 0.750 0.150 0.650 0.250 0.000 0.350 0.300 0.150 0.000 0.000 0.000 0.000

C31 0.350 0.000 0.000 0.600 0.650 0.000 0.000 0.500 0.650 0.000 0.000 0.000 0.000

C32 0.500 0.150 0.000 0.650 0.250 0.500 0.750 0.000 0.650 0.250 0.000 0.000 0.000

C33 0.250 0.500 0.150 0.500 0.000 0.000 0.650 0.600 0.000 0.000 0.000 0.000 0.000

C34 0.750 0.250 0.400 0.500 0.750 0.750 0.000 0.250 0.000 0.000 0.000 0.000 0.000

C41 0.400 0.500 0.000 0.000 0.500 0.000 0.650 0.000 0.000 0.250 0.000 0.500 0.150

C42 0.600 0.250 0.000 0.100 0.750 0.650 0.250 0.600 0.000 0.000 0.100 0.000 0.000

C43 0.250 0.000 0.150 0.150 0.000 0.000 0.500 0.000 0.000 0.000 0.600 0.650 0.000

Table 6. The matrix of direct relationships of the fuzzy middle
limit between sub-factors

Cil C12 C13 C21 C22 23 C31 C32 C33 C34 C41 Cc42 C43
Cil 0.000 1.000 0.750 0.600 1.000 0.850 0.250 0.400 0.500 0.350 0.750 0.500 0.150
Ci12 0.750 0.000 0.850 1.000 0.850 0.700 0.150 0.500 0.100 0.750 0.400 0.500 0.250
C13 0.500 0.600 0.000 0.650 0.750 1.000 0.000 0.000 0.250 0.750 0.250 0.250 0.400
C21 0.750 1.000 0.600 0.000 1.000 1.000 0.250 0.400 0.250 0.250 0.750 0.900 0.500

C22 0.850 0.750 0.400 0.750 0.000 0.500 0.750 0.500 0.100 0.250 0.750 0.900 0.250

C23 0.750 1.000 0.400 0.900 0.500 0.000 0.600 0.550 0.400 0.150 0.250 0.000 0.150

C31 0.600 0.250 0.150 0.850 0.900 0.250 0.000 0.750 0.900 0.250 0.100 0.250 0.100

C32 0.750 0.400 0.250 0.900 0.500 0.750 1.000 0.000 0.900 0.500 0.250 0.000 0.150

C33 0.500 0.750 0.400 0.750 0.250 0.100 0.900 0.850 0.000 0.250 0.150 0.150 0.000

C34 1.000 0.500 0.650 0.750 1.000 1.000 0.250 0.500 0.100 0.000 0.150 0.250 0.250

C41 0.650 0.750 0.100 0.250 0.750 0.250 0.900 0.250 0.150 0.500 0.000 0.750 0.400

C42 0.850 0.500 0.000 0.350 1.000 0.900 0.500 0.850 0.250 0.250 0.350 0.000 0.250

C43 0.500 0.250 0.400 0.300 0.250 0.150 0.750 0.250 0.150 0.000 0.850 0.900 0.000

Table 7. The matrix of direct relations of fuzzy upper limit
between sub-factors

Cil Ci12 Ci13 C21 C22 C23 C31 C32 C33 C34 C41 Cc42 C43

Cll1 0.000 1.000 1.000 0.850 1.000 1.000 0.500 0.650 0.750 0.600 1.000 0.750 0.400

Cl12 1.000 0.000 1.000 1.000 1.000 0.850 0.400 0.750 0.350 1.000 0.650 0.750 0.500

C13 0.750 0.850 0.000 0.900 1.000 1.000 0.250 0.250 0.500 1.000 0.500 0.500 0.650

C21 1.000 1.000 0.850 0.000 1.000 1.000 0.500 0.650 0.500 0.500 1.000 1.000 0.750

C22 1.000 1.000 0.650 1.000 0.000 0.750 1.000 0.750 0.350 0.500 1.000 1.000 0.500

C23 1.000 1.000 0.650 1.000 0.750 0.000 0.850 0.800 0.650 0.400 0.500 0.250 0.400

C31 0.850 0.500 0.400 1.000 1.000 0.500 0.000 1.000 1.000 0.500 0.350 0.500 0.350
C32 1.000 0.650 0.500 1.000 0.750 1.000 1.000 0.000 1.000 0.750 0.500 0.250 0.400
C33 0.750 1.000 0.650 1.000 0.500 0.350 1.000 1.000 0.000 0.500 0.400 0.400 0.250
C34 1.000 0.750 0.900 1.000 1.000 1.000 0.500 0.750 0.350 0.000 0.400 0.500 0.500
C41 0.900 1.000 0.350 0.500 1.000 0.500 1.000 0.500 0.400 0.750 0.000 1.000 0.650
C42 1.000 0.750 0.250 0.600 1.000 1.000 0.750 1.000 0.500 0.500 0.600 0.000 0.500
Cc43 0.750 0.500 0.650 0.550 0.500 0.400 1.000 0.500 0.400 0.250 1.000 1.000 0.000

115




Yonetim ve Organizasyon Alanminda Bilimsel Arastirmalar

Table 8. Matrix of general fuzzy relationships between factors

Cl C2 C3 C4

I M L I M L I M L I M L

Cl 0.69 099 189 072 099 1.84 044 0.74 1.68 093 122 2.15
C2 092 126227 044 075 1.69 0.55 087 188 086 121 227
C3 1.02 133 219 05 089 177 043 0.72 158 1.05 135 2.19
C4 1.05 137 234 0.61 097 194 0.69 099 196 078 1.1 @ 2.08

Table 9. Matrix of fuzzy lower limit general relationships between
sub-factors

C1l Ci12 C13 C21 C22 C23 C31 C32 C33 C34 C41 Cc42 C43

Cl1l 0.150 0.273 0.162 0.204 0.283 0.235 0.086 0.104 0.078 0.069 0.154 0.132 0.017

Ci12 0.234 0.155 0.180 0.265 0.267 0.226 0.075 0.117 0.038 0.130 0.101 0.131 0.019

C13 0.153 0.171 0.062 0.175 0.199 0.227 0.053 0.055 0.025 0.115 0.055 0.065 0.037

C21 0.247 0.285 0.143 0.155 0.301 0.271 0.095 0.113 0.041 0.054 0.165 0.209 0.058

C22 0.237 0.218 0.096 0.212 0.164 0.170 0.159 0.121 0.046 0.043 0.151 0.190 0.016

C23 0.197 0.240 0.094 0.226 0.174 0.112 0.116 0.113 0.063 0.040 0.061 0.071 0.014

C31 0.156 0.104 0.050 0.199 0.208 0.089 0.069 0.143 0.146 0.025 0.054 0.063 0.011

C32 0.208 0.157 0.069 0.240 0.183 0.194 0.198 0.081 0.159 0.073 0.062 0.071 0.014

C33 0.135 0.170 0.076 0.184 0.110 0.090 0.161 0.155 0.044 0.032 0.044 0.052 0.011

C34 0.258 0.189 0.143 0.218 0.271 0.255 0.071 0.110 0.038 0.041 0.073 0.083 0.015

C41 0.172 0.174 0.054 0.102 0.204 0.092 0.164 0.065 0.036 0.071 0.052 0.145 0.033

C42 0.219 0.163 0.061 0.142 0.250 0.213 0.118 0.167 0.047 0.034 0.077 0.069 0.010

C43 0.117 0.069 0.055 0.088 0.093 0.065 0.131 0.047 0.027 0.021 0.136 0.154 0.009

Table 10. Matrix of general relationships between the fuzzy
middle limit between sub-factors

Cil1 C12 C13 C21 C22 c23 C31 C32 C33 C34 C41 Cc42 Cc43

Cil1 0.215 0.314 0.215 0.274 0.330 0.287 0.179 0.190 0.154 0.154 0.214 0.196 0.095

C12 0.290 0.205 0.224 0.307 0.313 0.274 0.161 0.194 0.111 0.191 0.178 0.194 0.105

C13 0.222 0.229 0.109 0.232 0.255 0.261 0.116 0.115 0.102 0.167 0.135 0.140 0.104

C21 0.309 0.327 0.207 0.221 0.346 0.315 0.191 0.201 0.136 0.149 0.227 0.249 0.137

C22 0.295 0.277 0.170 0.277 0.221 0.243 0.224 0.197 0.115 0.137 0.210 0.232 0.102

23 0.254 0.276 0.159 0.270 0.240 0.162 0.185 0.179 0.132 0.113 0.140 0.118 0.080

C31 0.229 0.190 0.122 0.253 0.267 0.178 0.122 0.198 0.181 0.113 0.117 0.136 0.069

C32 0.270 0.231 0.151 0.286 0.255 0.251 0.242 0.136 0.196 0.153 0.146 0.124 0.083

C33 0.210 0.228 0.144 0.237 0.196 0.158 0.205 0.200 0.084 0.113 0.113 0.117 0.056

C34 0.303 0.250 0.198 0.274 0.314 0.291 0.164 0.187 0.108 0.104 0.146 0.158 0.099

Cc41 0.244 0.242 0.119 0.196 0.266 0.185 0.218 0.151 0.103 0.144 0.109 0.197 0.104

Cc42 0.276 0.234 0.118 0.222 0.299 0.262 0.191 0.221 0.124 0.123 0.156 0.120 0.091

C43 0.194 0.161 0.125 0.165 0.180 0.144 0.184 0.128 0.089 0.075 0.180 0.192 0.051
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Table 11. Matrix of fuzzy upper limit general relationships
between sub-factors

Cil C12 C13 C21 C22 c23 C31 C32 C33 C34 C41 Cc42 C43

Cil 0.322 0.382 0.321 0.377 0.394 0.364 0.296 0.308 0.265 0.271 0.323 0.300 0.213

Ci12 0.400 0.292 0.318 0.384 0.389 0.350 0.281 0.310 0.229 0.299 0.291 0.296 0.218

C13 0.344 0.331 0.209 0.342 0.353 0.329 0.241 0.243 0.216 0.273 0.253 0.251 0.210

C21 0.413 0.388 0.314 0.311 0.401 0.371 0.303 0314 0.249 0.267 0.330 0.327 0.246

C22 0.406 0.380 0.292 0.389 0.313 0.345 0.318 0.235 0.263 0.324 0.322 0.221

C23 0.367 0.345 0.267 0.355 0.337 0.247 0.291 0.236 0.229 0.255 0.231 0.191

C31 0.345 0.296 0.238 0.345 0.346 0.282 0.216 0.301 0.258 0.228 0.235 0.243 0.180

C32 0.382 0.332 0.266 0.370 0.351 0.343 0.319 0.237 0.275 0.265 0.265 0.241 0.198

C33 0.332 0.330 0.255 0.341 0.303 0.266 0.293 0.296 0.172 0.227 0.234 0.231 0.170

C34 0.380 0.338 0.297 0.367 0.370 0.345 0.275 0.296 0.218 0.201 0.258 0.261 0.207

C41 0.367 0.351 0.246 0.320 0.365 0.297 0.313 0.275 0.219 0.261 0.217 0.300 0.215

C42 0.373 0.330 0.236 0.327 0.361 0.335 0.293 0.313 0.228 0.238 0.267 0.211 0.201

C43 0.318 0.277 0.240 0.287 0.290 0.256 0.285 0.245 0.197 0.195 0.273 0.273 0.140

Table 12. Matrix of general di-phasic relationships between

factors
Cl Cc2 C3 C4
C1 | The attractiveness of the export market 1.191 | 1.186 | 0.9534 | 1.433
C2 | Government policies 1.484 | 0.962 | 11.027 | 1.446
3 Incgmpatlblllty of foreign practices with domestic 1517 | 1052 | 09114 | 1.53
business
C4 | Adapting to the needs of the foreign market 1.586 | 1.174 | 12.122 | 1.321

Table 13. Matrix of general di-phasic relationships between sub-

factors
Cll Cl12 CI3 C21 C22 C23 C31 C32 C33 C34 C41 C42 C43
Cl1 0.229 0.323 0.233 0.285 0.336 0.295 0.187 0.201 0.166 0.165 0.230 0.210 0.108

Ci12 0.308 0.217 0.241 0.318 0.323 0.284 0.172 0.207 0.126 0.206 0.190 0.207 0.114

C13 0.240 0.244 0.127 0.249 0.269 0.272 0.137 0.138 0.114 0.185 0.148 0.152 0.117

C21 0.323 0.333 0.221 0.229 0.350 0.319 0.196 0.209 0.142 0.157 0.241 0.262 0.147

C22 0313 0.292 0.186 0.292 0.233 0.253 0.240 0.212 0.132 0.147 0.228 0.248 0.113

C23 0.272 0.287 0.173 0.283 0.251 0.174 0.198 0.194 0.144 0.127 0.152 0.140 0.095

C31 0.243 0.197 0.136 0.266 0.274 0.183 0.136 0.214 0.195 0.122 0.135 0.148 0.087
C32 0.287 0.240 0.162 0.299 0.263 0.263 0.253 0.151 0.210 0.164 0.157 0.145 0.098
C33 0.226 0.243 0.158 0.254 0.203 0.171 0.220 0.217 0.100 0.124 0.130 0.133 0.079
C34 0314 0.259 0.213 0.286 0.318 0.297 0.170 0.198 0.121 0.115 0.159 0.167 0.107

C41 0.261 0.256 0.140 0.206 0.278 0.191 0.232 0.164 0.119 0.159 0.126 0.214 0.118

C42 0.289 0.242 0.138 0.230 0.303 0.270 0.201 0.234 0.133 0.132 0.167 0.133 0.101

C43 0.210 0.169 0.140 0.180 0.188 0.155 0.200 0.140 0.104 0.097 0.196 0.206 0.067
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KURUMSAL SURDURULEBILIRLIKTE YENI
BIR YONETIM PARADIGMASI:
ULUSLARARASI TEDARIK ZINCIRI
YASALARI VE STRATEJIiK UYUM
SURECLERI!

Hulya GOKTEPE?

1. GIRIS

Yirmibirinci  yiizyihn  kiiresel ticaret ekosistemi,
isletmelerin sadece kar-zarar tablolaryla degil, ayn1 zamanda
operasyonel stireglerinin etik ve c¢evresel iz distiimleriyle
yargilandig1 radikal bir doniisiimden ge¢mektedir. Geleneksel
yonetim anlayisinda bir organizasyonun sorumluluk alan1 fabrika
duvarlariyla smirli  kabul edilirken, modern yonetim ve
organizasyon literatiirii artik "kurumsal seffaflik" ve "miiteselsil
sorumluluk" kavramlarint merkeze almaktadir. Bu doniisiimiin en
somut ¢iktisy, goniillillik esasma dayali Kurumsal Sosyal
Sorumluluk (KSS) projelerinin yerini, agir yaptirimlari olan
"Tedarik Zinciri Durum Tespiti* (Due Diligence) yasalarina
birakmasidir.

Ozellikle Avrupa ve Kuzey Amerika merkezli gelisen bu
yeni nesil regiilasyon dalgasi, isletmeleri sadece kendi
eylemlerinden degil, diinyanin 6biir ucundaki bir alt tedarik¢inin
cocuk isciligi, zorla calistirma veya c¢evresel yikim gibi

Bu ¢alisma yazarin “Isletmelerin Avrupa Birligi (AB) Kurumsal Siirdiiriilebilirlik
Durum Tespiti Direktifi Kapsaminda Karsilasacaklart Yikiimliiliikler ve
Eskisehir’den AB’ye Ihracat Yapan Isletmelerde Bir Arastirma” baslkl yiilksek
lisans tezinden tiretilmistir.

Dr. Ogr. Uy., Anadolu Universitesi, Iktisadi ve Idari Bilimler Fakiiltesi, Isletme
Bolumi, ORCID: 0000-0003-3669-1598.
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ithlallerinden de hukuken sorumlu tutmaktadir. Almanya'nin
LkSG'sinden Fransa'nin Loi de Vigilance'ina, Norveg'in Seffaflik
Yasasi'ndan ABD'min sektorel yaptirimlarma kadar uzanan bu
hukuki tahkimat, kurumsal siirdiiriilebilirligi bir halkla iligkiler
faaliyeti olmaktan c¢ikarip; stratejik risk yonetimi, uyum
(compliance) ve operasyonel denetim disiplinlerinin ayrilmaz bir
parcasi haline getirmistir.

Bu boliim, kurumsal siirdiiriilebilirlik alanindaki ulusal
yasal dlizenlemeleri karsilastirmali  bir perspektifle ele
almaktadir. Caligma kapsaminda; Almanya, Hollanda, Fransa,
Norveg, Birlesik Krallik, Isvigre, ABD ve Kanada gibi &ncii
ulkelerin yasal modelleri incelenerek, bu dizenlemelerin
organizasyonel yapilar ve yonetim stratejileri tizerindeki etkileri
analiz edilecektir.

2. ALMANYA TEDARIK ZiNCiRi YASASI

Almanya, kurumsal siirdiiriilebilirlik ve insan haklar
denetimi konusunda 6ncii bir adim atarak 1 Ocak 2023 tarihi
itibartyla "Tedarik Zincirlerinde Kurumsal Durum Tespiti
Yiiktimliiliikkleri Yasast" (Gesetz iliber die Unternehmerischen
Sorgfaltspflichten in Lieferketten) (LkSG)’ mn1 yiiriirliige
koymustur. Bu yasal diizenleme, modern yonetim anlayigsinda
koklii bir paradigma degisimine isaret etmektedir: Isletmelerin
sorumluluk alani artik fabrika kapilartyla smirh degildir; tim
kiiresel deger zincirini kapsayacak sekilde genislemistir.

2.1. Kapsam ve Uygulama Kriterleri

Almanya'nin bu diizenlemesi, sirketlerin uyum siirecini
kolaylastirmak amaciyla yillara yayilan kademeli bir gecis
stratejisi izlemistir. Yasanin kapsami, ¢alisan sayisina bagl olarak
iki ana evrede genisletilmigtir:
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Birinci Asama (1 Ocak 2023): Diizenleme ilk etapta
operasyonel glcu en ylksek olan, 3.000 ve iizerinde
personel istihdam eden dev Olgekli sirketleri zorunlu
kilmugtir.

Ikinci Asama (1 Ocak 2024): Bir yil sonra yasanin etki
alan1 genisletilerek, calisan esigi 1.000 ve iizerine
indirilmis; boylece orta-biiylik 6lgekli isletmeler de yasal
sorumluluk kapsamina alinmistir.

Yasa ile Alman isletmelerine kendi operasyonlarinin yani

sira dogrudan ve dolayl tedarik¢ilerinin eylemleri iizerinde de
"durum tespiti" (due diligence) yapma zorunlulugu

getirilmektedir. Bu c¢ergevede organizasyonlarm su stratejik
adimlar1 izlemesi gerekmektedir:

1.

Risk Analizi: Tedarik zinciri boyunca insan haklar1 ve
gevre odakl1 risklerin tanimlanmasi ve
onceliklendirilmesi.

Politika Belgesi: Sirketin bu risklere kars1 durusunu ve
stratejisini ilan eden resmi bir beyan yayinlanmasi.

Onleyici ve Diizeltici Aksiyonlar: Olas1 ihlalleri
engellemek veya mevcut zararlari minimize etmek igin
somut yonetimsel tedbirlerin alinmasi.

Sikayet Mekanizmalari: Tedarik zincirindeki herhangi
bir noktadan gelecek hak ihlali bildirimleri i¢in seffaf
kanallarin olusturulmasi.

Seffaf Raporlama: Tiim bu siireclerin diizenli olarak
dokiimante edilmesi ve kamuoyuyla paylasilmasi.

2.2. Korunan Temel Degerler

S0z konusu yasa; c¢ocuk is¢iliginin Onlenmesi, zorla

calistrma ile miicadele, is saglhigi ve giivenligi standartlarinin
yiikseltilmesi gibi temel insan haklarmi kagit {izerindeki ilkeler
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olmaktan  ¢ikarip, yasal Dbirer performans kriterine
doniigtiirmiistiir. Ayrica adil iicretlendirme, orgilitlenme 6zglrligii
ve cevresel siirdiiriilebilirlik gibi evrensel degerler, artik
isletmelerin yonetim stratejilerinin ayrilmaz birer hukuki parcasi
olmustur.

2.3. Thlal Halinde Agir Yaptirimlar

Diizenlemeye uyum saglamamanin maliyeti, isletmeler
icin oldukga ytiksektir. Caydiricilig1 artirmak amactyla dngoriilen
yaptirimlar sunlardir:

e Parasal Cezalar: Ihlalin ciddiyetine gére 8 milyon
Avro’ya kadar ¢ikabilen sabit cezalar veya yillik cirosu
400 milyon Avro’yu asan sirketler i¢in toplam cironun
%?2’sine varan idari para cezalar.

e Ticari Kisitlamalar: Agir ihlal durumunda, ilgili sirketin
Almanya’daki kamu ihalelerinden 3 yila kadar men
edilmesi.

3. HOLLANDA SORUMLU VE
SURDURULEBILIR ULUSLARARASI i$
YURUTME YASASI

Hollanda, kurumsal sorumluluk alanindaki yasal
cergevesini daha kapsayict bir yapiya kavusturmak amaciyla
Oonemli bir degisim siireci baslatmistir. 2019 yilinda kabul edilen
ancak tam anlamiyla hayata gegmeyen "Cocuk Isciligi Durum
Tespiti Yasasi"nin yerini almak {izere hazirlanan ""Sorumlu ve
Siirdiiriilebilir Uluslararasi is Yiiriitme Yasas1", 11 Mart
2021'de parlamentoya sunulmustur. Bu yeni diizenleme, sadece
cocuk isciligini degil; cevresel etkileri ve genis kapsamli insan
haklari ihlallerini de odagina almaktadir.
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3.1. Kapsam ve Uygulama Kriterleri

Hollanda’nin bu diizenlemesi, komsusu Almanya’ya

kiyasla ¢ok daha diisiik bir esik belirleyerek kapsami genis
tutmustur. Yasa, hem Hollanda merkezli sirketleri hem de iilkede
faaliyet gosteren yabanci menseli isletmeleri baglamaktadir. Bir

sirketin yasa kapsamina girmesi i¢in su ii¢ kriterden en az ikisini
kargilamasi yeterlidir:

20 milyon Avro iizerinde bilanco toplama,
40 milyon Avro iizerinde net ciro,
250 ve iizeri calisan sayisi.

Hollanda’nin 250 ¢alisan siniri, Almanya’nin (ilk etapta

3000, sonra 1000) belirledigi sinira gore ¢cok daha fazla sayida
orta dlgekli isletmeyi denetim altina almaktadr.

3.2. Isletmelerin Stratejik Yiikiimliiliikleri

Yasa kapsaminda igletmeler, deger zincirlerindeki riskleri

yonetmek icin su adimlar atmakla ytlikiimliidiir:

1.

Durum Tespiti Politikasi: Her y1l giincellenen, yonetim
kurulu onayli ve i¢ kontrol sistemlerine entegre edilmis bir
stirdiiriilebilirlik politikas1 yayinlamak.

Risk Analizi ve Etki Degerlendirmesi: Kendi
faaliyetlerinin ve ticari ortaklarmin insan haklari, iklim
degisikligi ve cevre lizerindeki olasi olumsuz etkilerini
sistematik olarak analiz etmek.

Eylem Plani: Tespit edilen riskleri dnlemek, azaltmak
veya tamamen ortadan kaldirmak i¢in somut uygulama
planlar1 hazirlamak.

Izleme ve Denetim: Alinan dnlemlerin etkinligini yillik
olarak denetlemek ve yetkili organlara rapor sunmak.
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Diizeltme Mekanizmasi (Herstelmechanisme):
Magdurlarin ~ veya  ilgili  taraflarin  sikayetlerini
iletebilecegi islevsel bir ¢oziim ve telafi kanali
olusturmak.

Hollanda’daki diizenleme, kurumsal sorumlulugun

sinirlarint sadece ¢alisma hayatiyla kisith tutmayip, kapsamli bir
ekosistem korumasit Ongérmektedir. Bu dogrultuda yasa,
miidahale alanlarmi {i¢ temel diizlemde yapilandirir:

Insani ve Sosyal Koruma: Modem kolelik, zorla
calistirma ve cocuk istismari gibi agir hak ihlallerinin
deger zincirinden tamamen arindirilmasini hedefler.

Ekolojik Restorasyon ve Iklim: Antropojenik (insan
kaynakli) iklim degisikligi ile miicadeleyi ve
biyogesitliligin  korunmasini yasal bir &dev olarak

tanimlar.

Etik Degerler ve Canh Haklari: Endiistriyel
faaliyetlerin  hayvan refahi iizerindeki etkilerini
denetleyerek, etik standartlar1 hukuki bir zemine tasir.

3.3. Denetim ve Agir Yaptirimlar

Diizenlemeye uyum siireci, Hollanda Tiiketici ve

Piyasalar Otoritesi (ACM) tarafindan siki bir sekilde takip
edilmektedir. Yasaya aykiri hareket eden isletmeleri bekleyen
yaptirimlar oldukc¢a caydiricidir:

Finansal Cezalar: Isletmenin net cirosunun %10’una
kadar ulasabilen idari para cezalar1.

Cezai Sorumluluk: Raporlama ytikiimliiliiklerini tekrar
eden sekilde ihlal eden sirket yoneticileri, Hollanda
Ekonomik Sug¢lar Yasasi kapsaminda bireysel olarak cezai
yaptirimlarla kars1 karsiya kalabilir.
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4. FRANSA KURUMSAL DIKKAT GOREVi
YASASI

Fransa, 2017 yilinda yirirlige koydugu "Kurumsal
Dikkat Gorevi Yasas1 (Loi de Vigilance)”, ile biiylik 6lcekli
isletmeleri insan haklar1 ve ¢evresel denetim konusunda yasal
yukiimliilik altma alan diinyadaki ilk {ilke olma unvanini
tagimaktadir. Bu yasa, modern yonetim anlayiginda "kurumsal
sosyal sorumluluk" kavramimi goniillii bir faaliyetten, baglayici
bir yonetimsel disipline doniistirmiistiir.

4.1. Kapsam ve Uygulama Kriterleri

Diizenleme, ozellikle kiiresel dlgekte faaliyet gosteren dev
organizasyonlar1 hedef almaktadir. Yasa kapsamina giren
isletmeler su kriterlere gore belirlenir:

e Ulusal Duzeyde: Fransa merkezli olup, istirakleriyle
birlikte iist iiste iki yil boyunca en az 5.000 ¢alisan
isttihdam edenler.

e Kauresel Dizeyde: Fransa ve diinya genelindeki toplam
calisan sayis1 10.000 ve tizerinde olan isletmeler.

4.2. Dikkat Plam (Vigilance Plan): Stratejik Yol
Haritasi

Yasa, isletmelerin BM Is Diinyas1 ve insan Haklar1 Rehber
llkeleri ile uyumlu, seffaf bir "Dikkat Plam" hazirlamasmni ve
kamuoyuyla paylagsmasin1 zorunlu kilar. Bu plan; sadece ana
sitketi degil, bagh ortakliklari, alt yiiklenicileri ve tiim tedarik
zinciri ortaklarin1 kapsayan biitiinciil bir denetim mekanizmasidir.

Etkili bir Dikkat Planm1 su bes temel bilesenden
olusmalidir:

1. Risk Haritalandirmasi: Operasyonel siireclerdeki
potansiyel risklerin tanimlanmasi, analiz edilmesi ve
oncelik sirasina konulmasi.
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Onleme ve Miidahale Protokolleri: Tespit edilen
ihlalleri gidermek ve riskleri minimize etmek i¢cin somut
adimlarm planlanmasi.

Periyodik Degerlendirme: istiraklerin ve tedarikgilerin
uyum diizeylerinin diizenli olarak denetlenmesi.

Paydas Katimu: Ozellikle sendikalarla is birligi yaparak
risklerin yerinde ve dogru tespit edilmesi.

Izleme Semasi: Uygulanan tedbirlerin verimliligini 6lgen
ve siirekli iyilestirmeyi saglayan bir takip sistemi.

4.3. Yargisal Denetim ve Caydiric1 Yaptirimlar

Fransiz yasasi, uyum siirecini sadece idari bir prosediir

olarak degil, bir yargisal sorumluluk olarak kurgulamistir.
Isletmenin yiikiimliiliiklerini yerine getirmedigi durumlarda

(magdurlar veya ilgili taraflarin basvurusuyla) su siireg isletilir:

Ikaz ve Uyum Siireci: Sirkete resmi bildirim yapildiktan
sonra eksikliklerini gidermesi i¢in ii¢ aylik bir siire taninir.

Hukuki  Yaptirnmlar:  Yikimliliklerin  yerine
getirilmemesi durumunda mahkeme tarafindan 10 milyon
Avro’ya kadar idari para cezasi verilebilir.

Zararin Tazmini: Eger isletmenin ihmali 6nlenebilir bir
zarara (cevresel felaket veya hak ihlali gibi) yol agmissa,
bu ceza 30 milyon Avro’ya kadar yiikselebilir.

5. NORVEC SEFFAFLIK YASASI

Norveg’in siirdiiriilebilirlik mimarisine kazandirdigi en

onemli yap1 taslarindan biri olan ve 1 Temmuz 2022 tarihinde
yiiriirliige giren Norvec Seffafhik Yasasi (Apenhetsloven),
kurumsal y6netim literatiiriinde "bilgi edinme hakk1" ile "durum
tespiti ylkimliliigi"nii birlestiren 6zglin bir model olarak
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nitelendirilmektedir. Bu yasa, Norve¢ pazarinda faaliyet gdsteren
isletmelerin, kiiresel tedarik zincirleri boyunca insan haklarimi
koruma ve etik c¢alisma kosullarini tesis etme sorumlulugunu
yasal bir zorunluluk haline getirmistir.

5.1. Yasanin Felsefesi ve Dayandig1 Temeller

Norvec Seffaflik Yasasi, isletmeleri sadece kar odakl
birimler olarak degil, toplumsal refahin ve temel haklarin
koruyucusu olan paydaslar olarak konumlandirir. Bu diizenleme,
OECD Cok Uluslu isletmeler Rehberi ile tam uyumlu bir
"durum tespiti" (due diligence) mekanizmasini sart kogsmaktadir.
Yasanin temel amaci, iiriin ve hizmetlerin iiretim asamasindan
tiiketiciye ulasana kadar gecen siiregte insan haklari ihlallerini ve
insana yakisir is standartlarma aykiri uygulamalart bertaraf
etmektir.

5.2. Uygulama Kapsam ve Esik Degerler

Yasa, Norve¢ merkezli biiyiik 6l¢ekli isletmelerin yani
sira, Norveg’te mal ve hizmet satisi gerceklestiren yabanci
mengeli firmalar1 da kapsamina almaktadir. Norve¢ Muhasebe
Kanunu ile paralel olarak belirlenen "biiylik isletme" tanimu,
asagidaki ii¢ kriterden en az ikisini kargilayan organizasyonlar
icin gecerlidir:

e Mali Olgek: Yillik cirosunun en az 70 milyon NOK
(Norveg Kronu) olmasi.

e Bilango Hacmi: Toplam bakiye toplammin en az 35
milyon NOK olmasi.

e Istihdam Giicii: Y1l boyunca ortalama 50 tam zamanli
calisan sayisina veya es deger adam-saat hacmine
ulasilmasi.
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5.3. Stratejik Uyum I¢in U¢ Asamali Yonetim Modeli

Isletmelerin Norve¢ Seffaflik Yasasi’na tam uyum
saglayabilmeleri i¢in operasyonel siireglerine entegre etmeleri
gereken {i¢ temel asama bulunmaktadir:

1. OECD Standartlarinda Durum Tespiti: Sirketler, kendi
faaliyetleri ve 1is iligkileri (tedarik¢iler, is ortaklari)
genelinde insan haklarn iizerindeki fiili ve potansiyel
olumsuz etkileri sistematik olarak analiz etmelidir. Bu
siireg; risklerin belirlenmesini, onceliklendirilmesini ve bu
risklere karst Onleyici stratejilerin  gelistirilmesini
kapsayan dinamik bir yonetim dongiistidiir.

2. Periyodik Seffafhbk Raporlamasi: Yasaya gore
isletmeler, yiiriittiikleri durum tespiti caligmalarini ve elde
ettikleri bulgulart igeren yillik raporlarni her yil 30
Haziran tarihine kadar kurumsal web siteleri iizerinden
kamuoyuna duyurmakla yukumlidar. Bu raporlama,
kurumsal hesap verebilirligin bir gdstergesi olarak kabul
edilir.

3. Bilgi Edinme Hakkina Yanit Verme: Norve¢ modelini
digerlerinden ayiran en belirgin 6zellik, "kamuoyunun
bilgi talep etme hakki"dur. Isletmeler; tiiketicilerden, sivil
toplum kuruluslarindan veya herhangi bir bireyden gelen,
sirketin insan haklar1 risklerini nasil yonettigine dair
sorulara seffaf ve makul bir siirede yanit vermek
zorundadir.

Norveg Seffaflik Yasasi, modern organizasyonlarda
"seffaflik" kavramim bir iletisim stratejisinden ¢ikarip, kurumsal
uyum (compliance) yonetiminin bir pargasi haline getirmistir.
Isletmelerin sadece riskleri yonetmesi yeterli goriilmemekte, bu
yonetim siirecinin ne sekilde yiiriitiildiigiiniin "talep iizerine"
veya "yillik beyanatlar" araciligiyla topluma agiklanmasi
beklenmektedir. Bu durum, organizasyonlarin veri toplama

127



Yonetim ve Organizasvon Alaninda Bilimsel Arastirmalar

sistemlerini ve tedarik¢i izleme mekanizmalarini dijitallesen
diinyaya uygun sekilde modernize etmelerini zorunlu kilmaktadir.

6. BIRLESIK KRALLIK EKONOMIK SUC VE
KURUMSAL SEFFAFLIK YASASI 2023 (ECCT)

Birlesik Krallik’in  kurumsal yonetim ve denetim
ortamimda devrim niteliginde bir degisim yaratan Ekonomik
Suclar ve Kurumsal Seffaflik Yasas1 (Economic Crime and
Corporate Transparency Act - ECCT), 26 Ekim 2023 tarihinde
Kraliyet onay:1 alarak yiiriirliige girmistir. Bu yasa, modern
organizasyonlarin seffaflik standartlarin1 yeniden tanimlamakta
ve kurumsal yapilarin ekonomik suglar i¢in birer ara¢ olarak
kullanilmasin1 engellemeyi hedefleyen kapsamli bir reform
paketi sunmaktadir.

ECCT Yasast’nin getirdigi temel doniisiimler su basliklar
altinda analiz edilebilir:

6.1. Companies House (Sirketler Sicili) Reformu ve
Veri Giivenilirligi
Yasanin en stratejik bilesenlerinden biri, Birlesik
Krallik’1n sirketler sicili olan Companies House’un pasif bir kayit
merkezinden aktif bir denetim organina doniistiiriilmesidir. Bu
reformun temel amaclar1 sunlardir:

e Bilgi Giivenilirliginin  Artirilmasi: Ekonomi
genelindeki ticari islemlerin ve kredi kararlarinin daha
saglikli verilere dayanmasimi saglamak adina, sicil
kayitlarinin dogrulugu ve giivenilirligi artirllmaktadir.

e Kimlik Dogrulama Mekanizmalari: Sirket kurulusu ve
yonetim siireclerinde koklii degisiklikler yapilarak; sirket
direktorlerinin ve "Onemli Kontrol Sahibi Kisilerin"
(PSC) kimlik dogrulamasindan gegmesi zorunlu
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kilinmistir. Bu durum, paravan sirketlerin kurulmasini ve
gercek hak sahiplerinin gizlenmesini engellemeye yonelik
proaktif bir adimdr.

6.2. "Dolandiriciigi  Onlemede Basarisizlik" Sucu
(Failure to Prevent Fraud)

Yasa, kurumsal sorumluluk hukukuna "dolandiriciligi

Onleyememe" adinda yeni bir su¢ tanimi kazandirmistir. Bu

diizenleme, organizasyonel kiiltiir ve i¢ denetim sistemleri
tizerinde dogrudan bir bask1 olusturmaktadir:

Sorumluluk Cercevesi: Eger bir calisanin veya
temsilcinin kurulusun yararma isledigi bir dolandiricilik
sucu tespit edilirse ve ilgili kurulusun bu sucu
engelleyecek "makul oOnleme prosediirlerine” sahip
olmadig1 anlasilirsa, kurulus dogrudan sorumlu
tutulacaktir.

Yonetimsel Etki: Bu suc¢ tanimi, sirket yonetimlerini
sadece kar odakli degil, ayn1 zamanda etik ve yasal uyum
(compliance) odakli bir denetim yapisi kurmaya
zorlamaktadir.

6.3. Kurumsal Cezai Sorumlulugun Genisletilmesi

ECCT Yasasi, karmasik ve ¢ok katmanli modern sirket

yapilarinda sugun aidiyetini belirlemeyi kolaylastirmak amaciyla
"kurumsal cezai sorumluluk" ilkelerini yeniden diizenlemistir.

Ust Diizey Yonetici Sorumlulugu: Ozellikle biiyiik
organizasyonlarda, kidemli yoneticilerin sirketin verdigi
yetkiyi ekonomik suglar islemek amaciyla kotiye
kullanmalarm1  engellemek  hedeflenmektedir.  Bu
diizenleme, sugun sadece alt kademelerde degil, karar
verici mercilerde de takibini yasal olarak giiclendirir.
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¢ Yapisal Uyumluluk: Kurumsal sorumlulugun, karmasik
grup yapilarma ve ¢ok uluslu sirket modellerine etkin bir
sekilde uygulanabilmesi i¢in hukuki altyapt modernize
edilmistir.

6.4. Uygulama Siireci ve Stratejik Adaptasyon

ECCT Yasasi’'ndaki hiikiimlerin ¢ogu, 2006 tarihli
Sirketler Yasasi'nt (CA 2006) revize etmektedir. Ancak, bu
reformlarin hayata ge¢irilmesi kademeli bir takvim ¢ercevesinde
planlanmistir:

e Sistem ve Altyapt Entegrasyonu: Bircok hiikmiin
uygulanabilmesi i¢in Companies House'un teknolojik
altyapisinin gelistirilmesi ve detayl ikincil mevzuatlarin
hazirlanmasi gerekmektedir.

e Organizasyonel Hazirhk: Sirketlerin yeni kimlik
dogrulama siireclerine ve dolandiricilik  Onleme
standartlarina uyum saglamasi i¢in yonetim kurullarinin
i¢ prosediirlerini acilen goézden gegirmesi kritik dnem
tagimaktadir.

Sonug olarak Birlesik Krallik’in bu hamlesi, kurumsal
seffaflig1 ulusal giivenligin ve ekonomik istikrarin bir parcasi
olarak gordiigiinii kanitlamaktadir. Yonetim ve organizasyon
baglamida bu yasa; kurumsal yonetim (corporate governance),
risk yonetimi ve is etigi disiplinlerinin kesisim noktasinda,
yoneticilere yeni ve agir sorumluluklar yiikleyen tarihi bir esiktir.

7. ISVICRE (BORCLAR KANUNU KAPSAMINDA
TEDARIK ZINCIRI VE SEFFAFLIK
DENETIMI)

Isvigre, kurumsal yonetimde hesap verebilirligi artirmak
amaciyla Borglar Kanunu'nda (Obligationenrecht)
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gerceklestirdigi reformlarla, isletmelerin deger zinciri tizerindeki
denetim sorumlulugunu yasal bir statiiye kavusturmustur. Bu
diizenleme, Ozellikle yiiksek riskli alanlar olarak kabul edilen iki
temel meseleye odaklanmaktadir:

e Catisma Bolgelerinden Kaynaklanan Hammadde
Yonetimi: Yasa, ¢atismalardan etkilenen veya ytiksek risk
arz eden bolgelerden temin edilen mineral ve metallerin
ticaretini yapan Isvicreli firmalara, "titiz bir durum tespiti"
(due diligence) yapma zorunlulugu getirmektedir. Bu
hiikiim, hammadde tedariginin silahli ¢atismalar1 finanse
etmesini veya bu bolgelerdeki insan haklari ihlallerini
koriiklemesini  engellemeyi hedefleyen proaktif bir
yaklagimdir.

e Cocuk Isciligi ile Miicadele ve Operasyonel Seffaflik:
Isletmeler, iiretim siireclerinin higbir asamasmda cocuk
isciliginin yer almadigini teyit etmek ve bu konudaki
denetim mekanizmalarmi seffaf bir sekilde raporlamakla
yiikiimlii kilinmistir.

Isvigre'nin bu hamlesi, kurumsal sorumlulugu sadece bir
itibar yonetimi unsuru olarak degil, bor¢lar hukuku kapsaminda
bir yiikiimliiliik olarak tanimlamasi bakimindan kritiktir.
Organizasyonlar i¢in bu durum; tedarik¢i se¢im siire¢lerinin, satin
alma protokollerinin ve yillik faaliyet raporlamalarinin
uluslararasi etik standartlarla tam uyumlu hale getirilmesini
zorunlu kilan hukuki bir esigi temsil etmektedir.

8. AMERIKA BIRLESIK DEVLETLERI
(SEKTOREL VE BOLGESEL ODAKLI
TEDARIK ZINCiRi DUZENLEMELERI)

ABD’de kurumsal sorumluluk, Avrupa’daki genel ¢erceve
yasalarin aksine, daha cok belirli risk alanlarina ve cografi
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bolgelere  odaklanan  spesifik  yasal  diizenlemelerle
yonetilmektedir.

8.1. Federal Diizeyde Zorla Calstrma ve ithalat
Kisitlamalari

Federal diizeydeki diizenlemeler, isletmelerin deger
zincirlerini etik standartlara uygun hale getirmelerini zorunlu
kilan kat1 yaptirimlar icermektedir:

e Federal Tarife Yasasi: Bu yasa, zorla calistirma,
mahkiim calistirma veya cocuk isciligi yoluyla {iretilen
her tiirlii emtianin ABD pazarina girisini kesin olarak
yasaklamaktadir. Bu durum, ithalatgi firmalar icin
operasyonel bir risk yonetimi zorunlulugu dogurmaktadir.

e Uygur Zorla Cahstrma Onleme Yasas1 (UFLPA):
Belirli bolgelerden (6zellikle Sincan Uygur Ozerk
Bolgesi) gelen iiriinler i¢in "zorla ¢alistirma" varsayimini
esas alan yasa, ithalatgilara iiriinlerin etik kosullarda
iretildigini ispatlama yukiimliiliigli (karineyi ciiriitme)
yiikleyerek ispat yiikiinii isletmeye devretmektedir.

e Borsa Istanbul Benzeri Diizenlemeler ve Catisma
Mineralleri: Borsada kote olan (halka acik) sirketlerin,
belirli bolgelerden temin edilen ve "¢atisma mineralleri"
olarak  adlandirilan ~ hammaddeleri  kullanmalar1
durumunda, bu durumu seffaf bir sekilde beyan etmeleri
zorunludur.

8.2. Uluslararasi Anlasmalar ve Kamu Ihaleleri

e USMCA (ABD-Meksika-Kanada Anlasmasi): Bu
ticaret anlagmasi, cocuk isciligi ve zorla g¢alistirmayla
miicadeleyi sadece etik bir tavsiye degil, uygulanabilir bir
calisma standardi ve ticaret sart1 haline getirmistir.
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e Federal Yiiklenici Diizenlemeleri: ABD hiikiimetiyle is
yapan yiikleniciler, insan ticaretiyle  miicadele
onlemlerine uyum saglamak ve tedarik ettikleri {irlinlerde
cocuk isciligi kullanilmadigini "iyi niyetle" kanitlamakla
yikiimlidiir. ABD Calisma Bakanhigi tarafindan
yaymlanan riskli {riinler listesi, bu siirecte temel bir
denetim enstriimani olarak kullanilmaktadir.

8.3. Eyalet Bazh Oncii Diizenlemeler: Kaliforniya
Ornegi

Federal yasalarm yani sira, Kaliforniya gibi ekonomik
blytkligi yiksek eyaletler kendi seffaflik normlarim
belirlemistir. Kaliforniya Tedarik Zincirlerinde Seffaflik
Yasasi, eyalette faaliyet gosteren biiylik Ol¢ekli perakendeci ve
tireticilerin, modern koleligi ve insan ticaretini tedarik
zincirlerinden ayiklamak i¢in yiiriittiikleri ¢abalar1 kamuoyuna
aciklamasini zorunlu kilar.

8.4. Mevzuatin Gelecegi: Senato Beklentileri

ABD’de kurumsal denetim anlayisi evrilmeye devam
etmektedir. Mevcut durumda, isletmelerin tedarik zincirlerini
sadece beyan etmelerini degil, ayn1 zamanda zorla g¢alistirma
risklerine karsi aktif olarak denetlemelerini ve sonuglarmi
raporlamalarin1 zorunlu kilacak yeni bir yasa tasarisi federal
diizeyde yasama siirecindedir.

ABD’deki bu parcali ama sert yapi, organizasyonlarin
"Gumriik ve Sinir Muhafaza" (CBP) standartlariyla tam uyumlu
bir izlenebilirlik sistemi kurmasini gerektirir. Bir yonetici i¢in
ABD pazarinda var olmanin sarti, sadece lriin kalitesi degil,
iriiniin ~ arkasindaki iy  giliciinin = "temiz"  oldugunun
belgelenmesidir.
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9. KANADA (ENTEGRE KURUMSAL
SORUMLULUK VE ITHALAT DENETIMI
REJIMI)

Kanada’da tedarik zinciri disiplini, sadece kurumsal bir
beyan siireci degil; yaptirimlar hukuku, giimriikk rejimleri ve
spesifik raporlama yiikiimliiliikklerinin kesistigi "hibrit" bir
denetim mekanizmasidir.

9.1. D1s Politika ve Ekonomik Miieyyideler Arasindaki
Tiski
Kanada yoOnetimi, insan haklar1 ihlallerini "ulusal

giivenlik ve dis politika" meselesi olarak ele almaktadir. Bu
baglamda:

e Ozel Ekonomik Onlemler Yasas1 ve Yolsuz Yabanci
Yetkililerin Magdurlar1 Icin Adalet Yasasi, devletin
insan haklar1 ihlallerine veya sistematik yolsuzluklara
karigan ~ yabanci  aktdrlere  dogrudan  yaptirim
uygulamasini yasal zemine oturtmaktadir.

e TIhracat ve ithalat Yasalari: Teknoloji ve mal transferi
stireclerinde, ilgili unsurlarin uluslararasi insancil hukuk
ithlalleri veya toplumsal cinsiyete dayali siddet
eylemlerinde kullanilma riski, lisanslama asamasinda
stratejik bir kriter olarak degerlendirilmektedir.

9.2. Giimriik Rejimi ve Zorla Calistirma Yasagi

Kanada’nin Federal Gumriuk Tarifesi, son dénemde
yapilan revizyonlarla birlikte, liretim siireclerinde tamamen veya
kismen "zorla ¢ocuk is¢iligi" kullanildig: tespit edilen mallarin
ithalatin1 kesin olarak yasaklamistir. Bu diizenleme, Kanada
pazarinda faaliyet gdsteren isletmeler i¢in "temiz tedarik zinciri"
belgelendirmesini operasyonel bir zorunluluk haline getirmistir.
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9.3. Yeni Donem: S-211 Sayih Modern Kolelik Yasasi

Kanada’da kurumsal seffaflik alanindaki en kritik doniim
noktasi, 1 Ocak 2024 tarihinde yiirtirlige giren "Tedarik
Zincirlerinde Zorla Cahstirma ve Cocuk Isciligiyle Miicadele
Yasas1'" (eski adiyla S-211 Tasaris1) olmustur.

¢ Raporlama Zorunlulugu: Belirli biiyiikliikteki kamu ve
0zel sektor kuruluslar (20 milyon CAD varlik, 40 milyon
CAD ciro veya 250+ calisan esiklerinden en az ikisini
karsilayanlar), her yilin Mayis ay1 sonuna kadar tedarik
zincirlerindeki riskleri nasil yonettiklerini kamuoyuna
raporlamakla yikamludyr.

e Yonetimsel Sorumluluk: Yasa, raporlarin ydnetim
kurulu tarafindan imzalanmasin1 ve onaylanmasini sart
kosarak etik sorumlulugu en iist diizey karar vericilere
yiiklemektedir.

Kanada modeli, kurumsal yonetimin "durum tespiti"
fonksiyonunu sadece bir raporlama araci olarak degil, aym
zamanda ithalat izni ve kamu ihalelerine katilim gibi temel ticari
haklarin 6n sart1 olarak kurgulamistir. Bu yapi, organizasyonlarin
risk  yoOnetim  birimlerini, gimrik uyum ve hukuk
departmanlariyla daha entegre calismaya zorlayan biitiinciil bir
yaklagimdir.

10. MUTESELSIL SORUMLULUK EKSENLI
DENETIM MODELLERI: iITALYA, MEKSIiKA
VE LUKSEMBURG

Bazi hukuk sistemleri, kurumsal siirdiiriilebilirlik i¢in
miistakil bir ¢cergeve ¢izmek yerine; is hukuku, sosyal giivenlik ve
vergi mevzuatlart  lizerinden  "zincirleme  sorumluluk"”
mekanizmasini igsletmektedir. Bu modelde, ana igveren (miisteri),
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tedarik¢isinin yasal kusurlarindan dogrudan mali ve hukuki
olarak etkilenmektedir.

10.1. italya (Ucret ve Sosyal Giivenlikte Miisterek
Sorumluluk)

Italyan hukuk sistemi, genel bir tedarik zinciri durum
tespiti  yukiimliliigi o6ngoérmemekle birlikte, miisterek
sorumluluk ilkesini kati bir sekilde uygulamaktadir. Bu
kapsamda, bir hizmeti disaridan temin eden isletme;
tedarik¢isinin ¢alisanlarina karsi olan iicret 6demeleri ve sosyal
giivenlik prim yiikiimliiliiklerinden tedarik¢i ile birlikte sorumlu
tutulmaktadir. Bu durum, italyan isletmelerini, finansal risklerini
minimize etmek amaciyla tedarik¢ilerinin mali ve idari uyum
stireclerini gayriresmi ama siki bir denetime tabi tutmaya
zorlamaktadir.

10.2. Meksika (Hizmet Yararlamcisinin  Uyumu
Saglama Yiikiimliiliigii)

Meksika’daki  diizenleme  yapisi, dogrudan  bir
stirdiiriilebilirlik denetimi degildir; ancak i3, vergi ve sosyal
giivenlik yasalar1 araciligityla dolayli bir kontrol mekanizmasi
kurmaktadir.  Hizmetten yararlanan isletmeler, hizmet
saglayicilarinin tiim yasal normlara uyum sagladigini garanti
etmekle yukiimliidiir. Yasalar, bu uyumun saglanamamasi
durumunda "yararlaniciy1" miistereken sorumlu kabul ederek,
kurumsal yonetimde "tedarik¢i uygunluk denetimi" (supplier
compliance) fonksiyonunu stratejik bir gereklilik haline
getirmektedir.

10.3. Luksemburg (Seffaflk ve Idari Denetim Is
Birligi)

Liikksemburg modeli, isletme ve kamu otoritesi (Caligma

ve Madenler Miifettigligi) arasinda aktif bir bilgi akisina
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dayanmaktadir. Bu sistemdeki silire¢ yonetimi su sekilde
islemektedir:

e Bildirim Yiikiimliiliigii: Hizmet saglayici ile sézlesme
yapan her isletme, ilgili denetim makamin bilgilendirmek
zorundadr.

e Miidahale Sorumlulugu: Eger hizmet saglayici ig sagligi
ve gilivenligi kurallarin1 ihlal ederse, Miifettislik asil
igsvereni  bilgilendirir. Bu noktada isletme, ihlali
durdurmasi1 i¢in alt yiiklenicisine emir vermekle
miikelleftir.

e Miiteselsil Yaptirnm: Alt yiiklenicinin  ihlali
durdurmamasi veya isletmenin bu durumu makamlara
bildirmemesi halinde; zarar goren calisanlarin tazminat,
licret ve masraflarindan asil isletme, hizmet saglayiciyla
birlikte miiteselsilen sorumlu tutulur.

Bu ¢ iilke oOrne8i gostermektedir ki; dogrudan
"siirdiiriilebilirlik" bashigi tasimayan yasalar dahi, mali riicu ve
tazminat riskleri tizerinden sirketlerin yonetim kurullarimi tedarik
zinciri denetimine zorlayabilmektedir. Modern organizasyonlar
icin bu durum, sadece etik bir durus degil, ayn1 zamanda bilango
korumasina yonelik bir operasyonel risk yonetimi hamlesidir.

11. SONUC

Bu calismada incelenen iilke bazli yasal diizenlemeler
gostermektedir ki; kurumsal stirdiirtilebilirlik artik bir "tercih"
degil, kiiresel pazarda var olabilmenin "6n sart1" haline gelmistir.
Incelenen her bir yasal model, farkli uygulama esikleri ve
yaptirim mekanizmalar1 6ngdrse de, tamami ortak bir paydada
birlesmektedir: Isletmeler, deger zincirlerinin etik bekgiligini
yapmakla yukumludar.
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Almanya ve Fransa gibi iilkeler ¢alisan sayis1 lizerinden
dev 6l¢ekli yapilar1 denetim altina alirken; Hollanda ve Norveg
gibi modeller daha diisiik esiklerle orta dlgekli isletmeleri de bu
sorumluluk agina dahil etmistir. Birlesik Krallik’in kurumsal
seffaflik reformlar1 ve ABD’nin bélge odakli (UFLPA gibi) kati
ithalat yasalari, organizasyonlarin veri toplama ve tedarik¢i
izleme sistemlerini dijitallesen diinyaya uygun sekilde modernize
etmelerini zorunlu kilmaktadir. Italya ve Meksika gibi iilkelerde
gorulen "muteselsil sorumluluk™ ornekleri ise strdurtlebilirlik
bashigl tasimayan yasalarin bile, mali riicu riskleri {izerinden
yonetim kurullarin1  denetim yapmaya nasil zorladigini
kanitlamaktadir.

Y Onetim ve organizasyon perspektifinden bakildiginda,
bu yasal reform dalgasi {i¢ temel degisimi tetiklemektedir:

e Sorumlulugun Genislemesi: Kurumsal sorumluluk,
miilkiyet sinirlarmi agarak hammadde kaynagmdan son
tilketiciye kadar uzanan bir "deger zinciri sorumluluguna"
evrilmistir.

e Uyum Fonksiyonunun Stratejiklesmesi: Hukuk ve
uyum birimleri, arttk satin alma ve operasyon
departmanlariyla entegre calisarak stratejik karar alma
stireclerinin merkezine yerlesmistir.

e Yaptirnm Maliyetlerinin Artisi: Cironun Dbelirli bir
yilizdesine varan para cezalar1 ve kamu ihalelerinden men
edilme riskleri, etik kusurlar1 "yonetilebilir bir hata"
olmaktan c¢ikarip "kurumsal varolus riski" haline
getirmistir.

Sonug olarak, incelenen bu uluslararasi mevzuat biitiind,
isletmeleri kar odakli kapali kutular olmaktan ¢ikarip; seffaf,
hesap verebilir ve toplumsal/cevresel risklere karsi proaktif
"kurumsal vatandaglar" olmaya zorlamaktadir. Gelecegin basaril
organizasyonlari, bu yasalar1 sadece birer engel olarak gorenler
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degil; bu normlar1 inovasyon, giiven ingas1 ve uzun vadeli deger
yaratma araci olarak yoOnetim modellerine entegre edebilenler
olacaktir.
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ORGUTTE DAVRANISI TASARLAMAK: INSAN
KAYNAKLARI UYGULAMALARI, ADALET
ALGISI VE KiSI-ORGUT UYUMU!

Birsen YENER AYDIN?

1. GIRIS

Giliniimiiz Orgilitlerinde insan kaynagi; yalmizca isin
yiiriitiilmesini saglayan bir iiretim faktorii degil, ayn1 zamanda
kurum kiiltlirinli  tasiyan, kurumun degerlerini davranisa
doniistiiren ve Orgiitsel performansi “gdriinmeyen mekanizmalar”
tizerinden sekillendiren stratejik bir unsurdur. Bu cergevede,
Insan Kaynaklar1 Yonetimi (IKY) uygulamalarinin galisan tutum
ve davraniglarini hangi psikolojik siiregler ilizerinden etkiledigi,
orgiitsel davranis yazimminda hem teorik hem uygulamali
aragtirmalarin  odaginda yer almaktadir (Armstrong, 2009;
Delaney & Huselid, 1996; Dessler, 2004). Ozellikle kamu
orgiitlerinde insan kaynagi siirecleri; mevzuat, kaynak kisitlari,
hiyerarsik yapi, liyakat/terfi algis1 ve hizmetin toplumsal niteligi
gibi dinamiklerden etkilenmekte; bu durum c¢alisanlarin

kurumlarmma iligkin algilarin1 ve orgiitsel sonuglari dogrudan
belirleyebilmektedir (Eryilmaz, 2010; Robbins & Judge, 2017).

IKY uygulamalarinmn  &rgiitsel davrams  ¢iktilar
tizerindeki etkisini ac¢iklamada iki kavram oOzellikle oOne
cikmaktadir: kisi-orgiit deger uyumu ve oOrgiitsel vatandashk
davranmis1 (OVD). Kisi-orgiit deger uyumu, calisanlarm Kkisisel

Bu béliim, Birsen Yener Aydin’mn “Insan Kaynaklart Uygulamalarinin Kisi-Orgiit
Deger Uyumu ve Yardimsever Davranis Uzerindeki Etkisi: Orgiitsel Adalet
Algisinin Diizenleyici Rolii” baslikli doktora tezinden iiretilmistir.

2 QOgretim Gorevlisi Dr., Medipol Universitesi.
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degerleri ile oOrgiitiin degerleri arasindaki Ortiismeye iliskin
algisin1 ifade eder (Chatman, 1989; Kristof, 1996). Deger
uyumunun yiiksek oldugu ortamlarda, calisanlarin kurumu
“kendine yakin” gormesi, aidiyet gelistirmesi, kurumsal hedefleri
benimsemesi ve o6rglt lehine gondlli cabalar gdstermesi
beklenmektedir (Cable & Judge, 1996; Hoffman & Woehr, 2006).
Orgiitsel vatandaslik davranisi ise rol taniminin &tesine gecen,
orgiitlin etkinligini ve sosyal isleyisini destekleyen goniillii
davraniglar1 kapsamaktadir (Organ, 1988; Podsakoff vd., 2000).
Bu davranisin 6nemli alt boyutlarindan biri olan yardimsever
davraniglar, calisma arkadaslarma destek olma, is yiikiini
paylasma, bilgi ve zamanini goniillii sunma gibi orgiitsel yasami
guclendiren prososyal eylemleri icerir (Dyne vd., 1994; Graham
& Van Dyne, 2006).

Bu iki ¢ikt1 (deger uyumu ve yardimsever davranis) IKY
uygulamalarindan bagimsiz degildir. Se¢gme-yerlestirme, egitim-
gelistirme, performans degerlendirme, iicretlendirme ve kariyer
yonetimi  gibi uygulamalar; c¢alisanlarin  orgiite  iligkin
anlamlandirmalarini, “bu kurum beni ne kadar adil yonetiyor?”
sorusuna verdikleri yanitlart ve buna baglhh davranislarini
bigimlendirir (Bingdl, 2010; Noe vd., 2011; Ozgen & Yalgin,
2011). Bu nedenle IKY uygulamalarinmn yalnizca “teknik
sistemler” olarak degil, calisanlar tarafindan yorumlanan ve
psikolojik sonuglar doguran sosyal siiregler olarak ele alinmasi
onemlidir.

Bu baglamda, ¢alisan davraniglarini agiklamada {igiincii
kritik degisken orgiitsel adalet algisidir. Orgiitsel adalet;
calisanlarin kurum i¢indeki kaynak dagitimi, karar siirecleri ve
kigileraras1 muameleye iliskin adalet degerlendirmelerini kapsar
(Greenberg, 1987; Folger & Cropanzano, 1998; Cropanzano vd.,
2007). Yazinda oOrgiitsel adaletin; is tatmini, Orgiitsel baglhlik,
motivasyon, performans ve OVD ile iliskisini gdsteren ¢ok sayida
bulgu mevcuttur (Cohen-Charash & Spector, 2001; Moorman,
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1991; Masterson vd., 2000). Orglitsel adaletin burada Kritik roli
sudur: IKY uygulamalar ¢alisanlar tarafindan olumlu algilansa
dahi, eger bu uygulamalar adil bulunmuyorsa; deger uyumu ve
yardimsever davranig gibi olumlu ¢iktilarin = zayiflamasi
mimkindir. Baska bir ifadeyle adalet algisi, IKY nin ¢alisan
tizerindeki etkisini gliglendiren veya zayiflatan bir kosul olarak
calisabilir.

Bu c¢alisma, tam da bu noktadan harecketle, bir ilge
belediyesinde ¢alisan personelin  algilar1 iizerinden IKY
uygulamalarinin iki 6nemli 6rgiitsel davranis ¢iktisina etkisini ve
bu iliskilerde orgiitsel adaletin kosullayici roliinii incelemektedir.
Tezinizdeki arastirma modeli, IKY uygulamalarmi bagimsiz
degisken; kisi-Orgiit deger uyumu ve yardimsever davranislari
bagimh degisken; Orgiitsel adaleti ise diizenleyici (moderator)
degisken olarak kurgulamaktadir.

2. YONTEM

Bu arastirma, insan kaynaklar1 uygulamalarina iligkin
calisgan algilarmin kisi-orglit deger uyumu ve yardimsever
davraniglar iizerindeki etkisini ve bu iligkilerde orgiitsel adalet
algisinin diizenleyici roliinii incelemek amaciyla nicel arastirma
yaklagimi ¢ergevesinde yiiriitiilmiistiir. Caligmada iligkisel tarama
modeli benimsenmis; degiskenler arasindaki iliskiler istatistiksel
analizler yoluyla test edilmistir. Arastirmanin kuramsal dayanagi,
calisan davraniglarinin orgiit i¢inde rastlantisal bi¢imde ortaya
cikmadigl; aksine Orgilitsel uygulamalarin calisan zihninde
olusturdugu algilar aracilifiyla sekillendigi varsayimina
dayanmaktadir. Bu dogrultuda, insan kaynaklar1 ydnetimi
uygulamalar1 bagimsiz degisken olarak ele alinmis; kisi-Orgut
deger uyumu ve yardimsever davranis bagimli degiskenler olarak
kurgulanmig; Orgiitsel adalet algist ise bu iliskilerin giiciinii
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etkileyebilecek diizenleyici bir degisken olarak modele dahil
edilmistir.

Arastirma, Istanbul’da faaliyet gosteren bir ilge
belediyesinde gergeklestirilmistir. Belediyede gorev yapan
toplam 1780 calisan arastirmanin evrenini olusturmakta; veri
toplama surecinde kurumsal e-posta sistemi araciligiyla 800
calisana anket formu ulastirilmistir. Goniilliiliikk esasina dayali
olarak ytiriitiilen uygulama sonucunda 243 calisandan geri doniis
alinmistir. Elde edilen bu 6rneklem biiyiikligii, nicel analizler
icin yeterli goriilmiis ve istatistiksel degerlendirmeler agisindan
giivenilir kabul edilmistir. Katilimcilar farkli birimlerde goérev
yapan, farkli kidem ve unvanlara sahip personelden olusmakta
olup, bu ¢esitlilik aragtirmanin orgiit genelini temsil etme giiclinii
artirmaktadir.

Veri toplama araci olarak anket formu kullanilmistir.
Anket, calisanlarm insan kaynaklar1 uygulamalarina iligkin
algilarini, kisi-orgiit deger uyumunu, yardimsever davranig
egilimlerini ve Orgiitsel adalet algilarmi O6lgmeye yonelik
olceklerden olusmaktadir. Insan kaynaklar1 uygulamalarma
iliskin Olgek; ise alim, egitim ve gelistirme, performans
degerlendirme, iicretlendirme ve kariyer yonetimi siireclerine
yonelik algilar1 kapsamaktadir. Kisi-orgiit deger uyumu 0lcegi,
calisanlarin kendi degerleri ile oOrgiitiin degerleri arasindaki
ortiismeye iliskin degerlendirmelerini 6lgmektedir. Yardimsever
davranis Olcegi, Orgiitsel vatandaslhik davraniginin prososyal
boyutunu yansitan maddelerden olusmaktadir. Orgiitsel adalet
Olcegi ise dagitimsal, islemsel ve etkilesimsel adalet boyutlarini
icermektedir. Anket formunun son bdliimiinde katilimcilarin
demografik o6zelliklerine iliskin sorular yer almaktadir. Tim
Olceklerde besli Likert tipi derecelendirme kullanilmistir.

Elde edilen veriler SPSS paket programi araciligiyla
analiz edilmistir. Analiz siirecinde Oncelikle Olceklerin i¢
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tutarliligini belirlemek amaciyla giivenirlik analizleri yapilmis ve
Cronbach Alpha katsayilari hesaplanmistir. Ardindan 6lgeklerin
yap1 gecerliligini incelemek amaciyla agimlayici faktor analizi
uygulanmigtir. Degiskenler arasindaki iligkilerin yoniinii ve
giiciinii belirlemek iizere korelasyon analizi gergeklestirilmistir.
Insan kaynaklari uygulamalarmin kisi-orgiit deger uyumu ve
yardimsever davranis tizerindeki etkilerini test etmek igin
regresyon analizi kullanilmig; Orgiitsel adalet algisinin
dizenleyici rolunii ortaya koymak amaciyla ise hiyerarsik
regresyon analizi uygulanmistir. Bu analiz yaklasimi, yalnizca
degiskenler arasindaki dogrudan etkileri degil, ayn1 zamanda bu
etkilerin hangi kosullar altinda giiclendigini ya da zayifladigini
ortaya koymaya imkéan saglamustir.

3. BULGULAR

Arastirma kapsaminda elde edilen veriler iizerinde
gerceklestirilen analizler, dncelikle kullanilan 6lgeklerin gegerlik
ve giivenirlik diizeylerini ortaya koymustur. Yapilan giivenirlik
analizlerinde tiim dlgeklerin Cronbach Alpha katsayilarinin kabul
edilebilir siirlarin iizerinde oldugu goriilmiis; bu durum &lgiim
araglarinin i¢ tutarliliga sahip oldugunu gostermistir. A¢imlayici
faktor analizleri sonucunda 6lgcek maddelerinin ilgili boyutlar
altinda anlamli bi¢imde toplandig1 ve yap1 gecerliliginin
saglandig1 belirlenmistir. Bu bulgular, arastirmada kullanilan
Olglim araglarinin istatistiksel olarak giivenilir ve gecerli
oldugunu ortaya koymaktadir.

Degiskenler arasindaki iligkileri incelemek amaciyla
gerceklestirilen korelasyon analizi sonuglari, insan kaynaklar
uygulamalarina iliskin algilar ile kisi-Orgiit deger uyumu ve
yardimsever davranis arasinda pozitif ve anlamh iliskiler
oldugunu gostermistir. Benzer sekilde, orgiitsel adalet algisi ile
hem kisi-orgiit deger uyumu hem de yardimsever davranis
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arasinda anlamli ve pozitif yonlii iligkiler tespit edilmistir. Bu
bulgular, c¢alisanlarin kurum igindeki uygulamalar1 ve adalet
algilarin1 olumlu degerlendirmelerinin, Orgiite yonelik deger
uyumu ve goniilli yardim davraniglan ile birlikte seyrettigini
gostermektedir.

Insan kaynaklari uygulamalarmin kisi-orgiit deger uyumu
tizerindeki etkisini test etmek amaciyla yapilan regresyon analizi
sonucunda, IKY uygulamalarma iliskin alginin kisi-orgiit deger
uyumunu anlamli ve pozitif yonde yordadigi belirlenmistir. Bu
sonug, calisanlarin ise alim, egitim, performans degerlendirme,
ticret ve kariyer siireclerini olumlu algilamalariin, kendilerini
orgiit degerleri ile daha uyumlu hissetmelerine katki sagladigini
gostermektedir. Diger bir ifadeyle, c¢alisanlar insan kaynaklar
uygulamalarmni yalnizca teknik siiregler olarak degil, Orgiitiin
degerlerini yansitan uygulamalar olarak degerlendirmektedir.

Benzer sekilde, insan kaynaklar1 uygulamalarmin
yardimsever davranis iizerindeki etkisini test eden analiz
sonuglar1 da IKY algisinin yardimsever davranisi anlamli ve
pozitif yonde etkiledigini ortaya koymustur. Calisanlarin
kurumdaki uygulamalar1 adil, sistemli ve destekleyici olarak
algilamalari, rol tanmimlarinin Otesine gegerek calisma
arkadaslarina destek olma, is yiikiinii paylasma ve goniillii katki
saglama egilimlerini artirmaktadir. Bu durum, yardimsever
davranigin  yalnizca bireysel bir 0Ozellik degil, orgutsel
uygulamalarin  olusturdugu bir davramis c¢iktist  oldugunu
gostermektedir.

Arastirmanin temel katkisini olusturan bulgulardan biri
ise Orgiitsel adalet algisinin diizenleyici roliine iligkindir.
Hiyerarsik regresyon analizleri sonucunda, oOrgiitsel adalet
algisnin hem IKY uygulamalan ile kisi-rgiit deger uyumu
arasmndaki iliskide hem de IKY uygulamalar ile yardimsever
davranig arasindaki iliskide anlamli1 bir diizenleyici etkiye sahip
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oldugu  belirlenmistir.  Bu  bulgu, insan  kaynaklan
uygulamalarinin  ¢alisan  davraniglar1 {izerindeki etkisinin,
calisanlarin bu uygulamalart ne derece adil bulduklarma bagh
olarak degistigini gostermektedir.

Orgiitsel adalet algismnin yiiksek oldugu durumlarda, IKY
uygulamalarinin kisi-orgiit deger uyumu ve yardimsever davranis
tizerindeki etkisi daha giiclii ortaya ¢ikmaktadir. Buna karsilik,
adalet algisinin diisiik oldugu durumlarda, IKY uygulamalari
olumlu algilansa dahi bu uygulamalarin davranisa yansima giicii
zayiflamaktadir. Bu durum, orgiitsel adaletin ¢alisan davraniglar
acisindan kritik bir baglamsal degisken oldugunu ve IKY
uygulamalarinin etkisinin ancak adil bir Orgiitsel ortamda tam
anlamiyla ortaya ¢ikabildigini gostermektedir.

Elde edilen bulgular genel olarak degerlendirildiginde,
calisanlarin insan kaynaklari uygulamalarina iligkin algilarinin
hem orgiitle deger uyumunu hem de yardimsever davraniglarini
artirdigl; ancak bu etkinin orgiitsel adalet algisina bagli olarak
farklilastig1r anlagilmaktadir. Bu sonuglar, insan kaynaklari
uygulamalarinin ~ ¢alisan  davranmiglarini  dogrudan  degil,
calisanlarin Orgiitii algilama bigimleri iizerinden -etkiledigini
acikea ortaya koymaktadir.

4. TARTISMA

Bu arastrmanin bulgulari, ¢alisan davraniglarmin
yalnizca bireysel egilimler ya da kisilik ozellikleri ile
aciklanamayacagini; aksine, orgiit i¢inde tasarlanan ve uygulanan
insan kaynaklar1 sistematiginin ¢alisanlarin orgiitle kurdugu
psikolojik 1iliskiyi ve bu iliskinin davranisa doniisme bigimini
belirledigini gdstermektedir. Elde edilen sonuglar, insan
kaynaklar1 uygulamalarmin kisi-0rgiit deg§er uyumu ve
yardimsever davranig lizerindeki etkisini ortaya koyarken, bu
etkinin Orgiitsel adalet algis1 tarafindan anlamli bi¢imde
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giiclendirildigini ortaya koymast bakimindan literatiirdeki
kuramsal yaklagimlarla giighii bir paralellik sergilemektedir.

Insan kaynaklar1 uygulamalarinmn kisi—orgiit deger uyumu
tizerindeki pozitif etkisi, kisi—orgiit uyumuna iligkin kuramsal
cerceve ile drtiismektedir. Ozellikle Schneider’in (1987) Cekim—
Secim—Ayrilma (ASA) modeli, Chatman’mn (1989) deger uyumu
yaklagimi ve Cable ve Judge’in (1996) ise giris kararlar
tizerindeki uyum  vurgusu, Orgiitlerin  uygulamalarinin
calisanlarin Orgiit degerleriyle biitlinlesmesini nasil etkiledigini
aciklamaktadir. Arastirma bulgulari, ise alim, egitim, performans
ve kariyer siireglerinin ¢alisanlar tarafindan orgiitsel degerlerin
somut yansimasi olarak algilandigin1 ve bu alginin deger
uyumunu artirdi@int - gostermektedir. Bu durum, Kristof’un
(1996) kisi—orgiit uyumu tanimmi ile de Ortiismektedir; zira
calisanlar Orgiitsel uygulamalar araciligiyla “bu 06rgit bana
benziyor” algisini gelistirmektedir.

Benzer bigcimde, insan kaynaklar1t uygulamalarmin
yardimsever davranig Ulzerindeki etkisi, oOrgiitsel vatandaslhik
davranigi literatiiri ile uyumludur. Organ’m (1988) “iyi asker
sendromu” olarak tanimladig1 orgiitsel vatandashik davranislari,
Podsakoff ve arkadaslarinin (2000) kapsamli incelemesinde de
vurgulandig1 tlizere, Orgiitsel ortamin niteligi ile yakindan
iligkilidir. Bu c¢aligmada elde edilen bulgular, yardimsever
davranigin  yalnizca  bireysel  Ozgecilik  egilimi  ile
aciklanamayacagmi; Orgiit i¢inde tasarlanan uygulamalarin
calisanlar1 rol tamimlarinin oOtesine gecmeye tesvik ettigini
gostermektedir. Bu sonuglar, Van Dyne ve arkadaglarinin (1994)
ve Graham ve Van Dyne’m (2006) vatandashk davranislarma
iliskin agiklamalari ile tutarhidir.

Arastirmanin en dikkat ¢ekici bulgusu ise orgiitsel adalet
algisinin diizenleyici roliidiir. Bu bulgu, Greenberg’in (1986;
1996) adalet kurami, Folger ve Cropanzano’nun (1998) orgiitsel
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adalet yaklasimi ve Cohen-Charash ve Spector’un (2001) meta-
analitik bulgular1 ile gii¢lii bir bicimde ortiismektedir. Insan
kaynaklar1 uygulamalariin ¢alisan davranislari tizerindeki etkisi,
calisanlarin bu uygulamalart ne derece adil bulduklarina bagh
olarak degismektedir. Baska bir ifadeyle, adalet algis1 diisiik
oldugunda, iyi tasarlanmis insan kaynaklar1 uygulamalar1 dahi
calisan davranigina yeterince yansimamaktadir. Bu durum,
Beugre ve Baron’un (2001) sistematik adalet vurgusu ve Bies ve
Moag’m (1986) etkilesimsel adalet yaklagimi ile de paralellik
gostermektedir.

Ayrica, elde edilen sonuglar kigi—0rgut uyumu ile drgutsel
adalet arasindaki iliskiye dikkat ¢eken calismalart da
desteklemektedir. Ozellikle Celik, Turung ve Demirkaya (2011),
Kalyoncu (2019) ve Ozgen (2016) tarafindan yapilan ¢alismalar,
adalet algisinin kisi—orgiit uyumunu gili¢lendirdigini ortaya
koymustur. Bu aragtirmada ise bu iligkinin bir adim O&tesine
gecilerek, adalet algisinin insan kaynaklar1 uygulamalarinin
davranisa doniismesinde baglamsal bir giiclendirici rol oynadigi
gosterilmistir.

Bu bulgular, insan kaynaklar1 uygulamalarini yalnizca
teknik stirecler olarak ele alan geleneksel yaklagimlarin yetersiz
kaldigin1 gdstermektedir. Armstrong (2009), Dessler (2004) ve
Noe ve arkadaslarmin (2011) insan kaynaklar1 uygulamalarina
iliskin sistematik acgiklamalari, bu uygulamalarin orgiitsel
performansa katkisin1 vurgulamakla birlikte, ¢alisan davranislar
tizerindeki psikolojik etkileri smirl bicimde ele almaktadir. Bu
caligma ise, insan kaynaklar1 uygulamalarmin ¢alisanlarin 6rgiiti
algilama bicimleri iizerinden davranis {liretme mekanizmasina
doniistiiglinii ortaya koymaktadir.

Sonug olarak, bu arastirma, insan kaynaklari uygulamalari
ile calisan davranmiglart arasindaki iligkinin dogrudan degil,
calisanlarin orglitsel adalet algist ve deger uyumu iizerinden
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sekillendigini gostermektedir. Bu durum, ¢alisan davranislarinin
goriinmeyen mimarimin insan kaynaklar1 uygulamalar1 oldugunu
ve bu mimarinin adalet algisi ile giiclendigini ortaya koymaktadir.
Bu yoniiyle calisma, kisi—0rgit uyumu, orgltsel adalet ve
orgutsel vatandaslik davranigi literatiiriinii insan kaynaklari
uygulamalar1 ekseninde biitlinlestirerek literatiire 6zgiin bir katki
sunmaktadir.

5. SONUC, TARTISMA VE ONERILER

Bu bolimde elde edilen bulgular batlnctl bicimde ele
alinarak aragtirmanin kuramsal ve uygulamaya doniik ¢ikarimlar
ortaya konulmustur.

5.1. Sonug

Bu arastirma, calisan davraniglarinin yalnizca bireysel
egilimler, kisilik ozellikleri ya da motivasyonel farkliliklarla
aciklanamayacagini; aksine, orgiit iginde tasarlanan ve uygulanan
insan kaynaklar1 sistematiginin ¢alisanlarin Orgiitii algilama
bigimini ve bu alginin davranigsa doniismesini belirledigini ortaya
koymustur. Bulgular, insan kaynaklari uygulamalarmin kisi—
orgiit deger uyumu ve yardimsever davranis iizerinde anlamli ve
pozitif bir etkisi oldugunu gostermistir. Daha da 6nemlisi, bu
etkinin  ¢alisanlarin  Orgiitsel  adalet algis1  tarafindan
giiclendirildigi tespit edilmistir.

Bagka bir ifadeyle, insan kaynaklar1 uygulamalar caligan
davraniglarinin gériinmeyen mimaridir; ancak bu mimarinin etkili
olabilmesi, ¢alisanlarin bu uygulamalar adil olarak algilamasina
baghdir. Adalet algist diisiik oldugunda, iyi tasarlanmis insan
kaynaklari uygulamalarmin dahi ¢alisan davranislarina yeterince
yansimadig1 gorilmiistiir.
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Bu sonug, insan kaynaklar1 uygulamalar1 — kisi—0rgut
deger uyumu — yardimsever davranis zincirinin, Orgiitsel adalet
algisi ile birlikte ¢alistigini gostermektedir.

5.2. Tartisma

Elde edilen sonuglar, kisi—0rgit uyumu literatlr( ile gcli
bir bicimde ortiismektedir. Orgiitlerin  ise alim, egitim,
performans ve kariyer sistemleri, ¢alisanlar tarafindan orgiitsel
degerlerin somut gostergeleri olarak algilanmaktadir. Bu algi,
calisanlarin ~ oOrgiitle deger temelli bir bag kurmasim
saglamaktadir. BOylece calisanlar, orgiitii yalnizca bir is yeri
olarak degil, kendi degerleriyle ortiisen bir sosyal yap1 olarak
gormeye baglamaktadir.

Benzer bi¢cimde, yardimsever davranislarin artisi, drgiitsel
vatandaslik davranisi literatiirii ile tutarlidir. Calisanlar, adil ve
deger temelli uygulamalarin bulundugu ortamlarda rol
tamimlarmin Otesine gegmekte ve Orgiite gonillii katkilar
sunmaktadir.

Arastrmanm en Onemli katkis1 ise Orgiitsel adalet
algisinin  dilizenleyici rollinii ortaya koymasidir. Bu bulgu,
orgiitsel adalet literatiiriinde vurgulanan “adalet davranisi
sekillendirir”  yaklagimini insan kaynaklar1 uygulamalar
baglaminda somutlastirmaktadir. Insan kaynaklar1 uygulamalar,
calisanlar tarafindan ancak adil olarak algilandiginda davranis
uretmektedir.

Bu durum, insan kaynaklar1 yonetiminin yalnizca teknik
sirecler biitiinii degil, calisan davranislarin1  sekillendiren
psikolojik bir sistem oldugunu gostermektedir.
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5.3. Oneriler

Aragtirma bulgularina dayali olarak hem uygulayicilara

hem de aragtirmacilara yonelik 6nemli 6neriler sunulabilir.

Uygulayicilara yonelik oneriler:

Insan kaynaklar1 uygulamalar1 yalnizca prosediir olarak
degil, ¢alisanlarin adalet algisin1 giiclendirecek bigcimde
tasarlanmalidir.

Ise alim, performans degerlendirme, iicretlendirme ve
terfi siireglerinde kriterler agikca paylasiimali ve
seffaflik saglanmalidir.

Yoneticiler, etkilesim adaletini giiclendirecek iletisim
becerileri konusunda gelistirilmelidir.

Egitim ve gelisim firsatlar1 tiim ¢alisanlara esit ve
objektif bigimde sunulmalidir.

Insan kaynaklari uygulamalarinin ¢alisan davranislart
uzerindeki etkisi dtzenli olarak olgtlmelidir.

Arastirmacilara yonelik oneriler:

Bu model farkli sektor ve orneklemlerde test edilerek
genellenebilirligi incelenmelidir.

Orgiitsel adalet algismin aract ve diizenleyici rolleri
farkli degiskenlerle birlikte ele alinabilir.

Nitel arastirmalar ile ¢alisanlarin adalet algilarinin
olusum siireci daha derinlemesine incelenebilir.

Insan kaynaklar1 uygulamalarinin orgiitsel sessizlik,
sinizm ve tikenmislik gibi degiskenlerle iliskisi
arastirilabilir.
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Bu calisma, insan kaynaklar1 uygulamalarini calisan
davraniglar1 ile iliskilendirirken, aradaki psikolojik mekanizmay1
aciklamis ve orgiitsel adalet algisinin bu siiregteki kritik roliinii
ortaya koymustur. Calisan  davramiglariin  arkasindaki
goériinmeyen sistematigin insan kaynaklar1 uygulamalar1 oldugu
ve bu sistematigin adalet algis1 ile giiclendigi ortaya konulmustur.

Bu yoniiyle ¢alisma, kisi—0rgut uyumu, orgutsel adalet ve
orgiitsel vatandashik davramisi literatiiriinii insan kaynaklari

uygulamalar1  ekseninde biitiinlestiren 6zglin  bir  katki
sunmaktadir
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MANTAR YONETIM TARZI?

Melih PARLAK?
Oznur BOZKURT?

1. GIRIS

Klasik yoOnetim anlayiglarinin = siirdiigli  donemlerden
gliniimiiz bilgi ve teknoloji ¢agina gelindiginde rekabetin hizla
artmas1 ve taleplerin yogunlagmasina bagli olarak degisim
kacinilmazdir. YoOnetim isi basarmanin ve Orgiitiin hedeflerine
ulasirken en iyi yolu bulmaya odaklanan bir bilimdir. Arzu edilen
hedeflere en az maliyetle ve en kisa siirede ulasmak yonetimin
amagclar1 arasindadir. Artan rekabetin ve pazarda tutunabilmenin
onemli oldugu gilinlimiizde, mantar yonetim tarzi gibi yeni
yonetim tarzlari ortaya ¢ikmistir. Mantar yonetim tarzi, yonetim
bilimine son zamanlarda dahil olmustur. Mantarlarin biiylime
metaforuna dayanilarak agiklanan bu yonetim tarzinda galiganlara
sadece yapacaklari igin verilmesi, is hakkinda detaya girilmemesi
ve isin sorgulanmamasi istenir. Dolayisiyla calisandan
mantarlarin  biiylime siireclerine benzer sekilde karanlikta
birakilarak isini yapmasi beklenir. Calisanindan kisitl bilgiyle
yuksek performans bekleyen mantar ydneticisi tim kontrol
streclerini elinde tutmak ister. Mantar yonetici ¢alisaninin her
detay1 bilmemesiyle birlikte isini yaparken daha mutlu ve stresiz
olacagin1 diisiinmektedir. Mantar yoneticiler bilgiyi ve giicl
kendi ellerinde tutmak isterler ve sorgulanmaktan, elestirilmekten

Bu calisma Diizce Universitesi Lisansiisti Egitim Enstitiisii Toplam Kalite
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hoslanmazlar. Mantar yOnetim tarziyla yonetilen oOrgiitlerde
genellikle iletisim kanallar1 kapalidir, ¢linkii sadece performans
ve sonug beklenmektedir. Mantar yonetim tarzinin yaygin oldugu
kurumlarda bilgi paylasimindan uzak, katilimc1 yonetime 1limh
bakmayan, iletisimin yetersiz kaldig1 ve bilgi asimetrisine neden
olan durumlar ortaya ¢ikmaktadir.

2. MANTAR YONETIM TARZI

Bir organizasyonda yonetimin bilgi paylagimina karst
olan diisiince bi¢imi, organizasyonla ilgili bilgilerin ¢alisanlarla
seffaf bir sekilde aktarilmasi1 veya aktarilmamasi sonucunu ortaya
cikarmaktadir. Calisanlarla bilgi paylasiminda bulunulmamasi,
onlara sadece isleriyle ilgili bilmeleri gerektigi kadar az bir bilgi
verilmesi temeline dayanan yonetim yaklagimi “mantar yonetim”
olarak literatiirde kendine yer edinmistir. Y 6netim alan yazininda
heniiz yeni olan bu yaklasim, mantarlarin yetistirilme temeline
dayanmaktadir. Mantar yonetim, mantar yetistiriciliginde oldugu
gibi calisanlar1 karanlikta birakip, onlardan verim almak icin
sadece giibre verildigi, bagka bir sdylemle organizasyon hakkinda
calisanlara bilgi verilmedigi, sadece isleriyle ilgili yeteri kadar ve
az bilgi akisinin saglandig1 ve karsiliginda verimlilik beklenen
yonetim tarzidir (Giinaltay vd., 2022: 308). "Mantar yonetimi"
terimi, 20. Yiizyiln sonlarina dogru gayri resmi olarak ortaya
cikmistir.  Bu  kavramin  dogusu, Orgiitlerdeki  yOnetsel
uygulamalara yonelik artan elestiriler ve endiselerle paralel bir
sekilde gelismistir. Mantar yonetimi anlayisi, 6zellikle iletisim,
giiven ve c¢alisan katiliminin 6nemini vurgulayan c¢esitli yonetim
ve liderlik kuramlarma dayandirilabilir. Bu agidan, 1930 ve
1940’11 yillarda ortaya ¢ikan ve ¢alisan refahi ile motivasyonuna
odaklanan Insan Iliskileri Hareketi'yle de yakindan iliskilidir. Bu
yonetim tarzina yapilan erken donem atiflardan biri, Herman’in
The Process of Excelling: The Practical How-to Guide for
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Managers and Supervisors (1997) adli eserinde goriiliir. Burman
bu kitabinda "mantar yonetimi" kavramini, c¢alisanlarin
organizasyonun genel durumu hakkinda bilgilendirilmeden,
karanlikta birakildig1 bir yonetim tarzi igin mecazi bir tanim
olarak kullanmistir (Jianlan vd., 2025 :210-211).

Mantar yonetim yaklasimi diger yonetim yaklasimlariyla
zitlik gostermektedir. Bunlardan biri olan A¢ik Kitap Yonetimi
daha demokratik bir bicimde ¢alisanlarin goriislerine 6nem veren
ve onlara daha ¢ok deger veren bir yaklasimken, bunu aksine,
mantar yonetim yaklasimi daha baskici ve ¢alisanlarin fikirlerini
Oonemsemeyen, onlar1 yapmalar1 gereken sadece isin Oziiyle bas
basa birakan bir yonetim yaklagimidir (Kiiglikatgeken, 2023: 6-
7). Mantar yonetimi yaklagimi, literatiirde giderek daha sik
kullanilmaya baglanmis ve mantar yetistiriciligine dair metaforik
bir bakis acismnin, yonetim bilimlerine yansimasi olarak
degerlendirilmistir. Baska bir ifadeyle, mantar yonetimi;
yoneticilerin  ¢aliganlar1  karanlhikta tutup sadece ihtiyag
duyduklar1 kaynaklart vererek onlarin verimliligini artirmaya
calistiklar1 bir anlayis olarak metaforik bir yaklagimla ortaya
cikmistir. Bu baglamda, mantar yonetimi kavrami, “insanlarin
mantar gibi biiyiitiilmesi, karanlikta tutulmasi ve iizerlerine bolca
giibre atilmas1” seklinde tanimlanmistir. Bu yonetim tarzinda
calisanlar hem karar alma siireglerine hem de kurumsal isleyise
dahil edilememektedir. Ayrica, bu tiir bir ydnetim anlayisi;
calisanlarin merak duygusunu ve kendini ifade etme yetisini
destekleyememektedir. Dabhasi, yoOneticiler genellikle
elestirilmekten ya da sorgulanmaktan hoslanmadiklart i¢in bilgi
ve otoritelerini ellerinde tutma egilimindedir (Kiilek¢i vd., 2020:
363).

Y Oneticinin, ¢alisanlarin islerini yapabilmeleri i¢in ihtiyag
duyduklart bilgilere erisimlerini kisitlamasi, onlarin adeta

karanlikta birakilmasina ve tek yonlii bir iletisim ortaminin
olusmasina neden olur. Isletmeler bu acidan degerlendirildiginde,
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bilgiye erisim diizeyine gore yiiksek ve diisiik erisimli olarak
ikiye ayrilabilir. Yiksek erisimli igletmelerde bilgi paylasimi
aktif ve yaygindir; buna karsin diisiik erisimli isletmelerde bilgi
paylasimi son derece smirlhidir. Bu gercevede bakildiginda, bilgi
akisinin smirh oldugu isletmelerin yonetim yapisiin, adeta
mantar yetistiriciligine benzer bir model sergiledigi ifade
edilebilir (Ding ve Avanoglu, 2021: 773-774). Mantar yonetimde
yoneticilerin ¢alisanlara yapacaklar1 isler hakkinda detay
vermemelerinin bir diger sebebi de c¢alisanlardan gelecek olan
sorgu ve elestirilerden kac¢inmak istemeleridir. Dolayisiyla,
yapilacak olan bir hatay1 yonetici ¢alisana yiikleyebilir ve elestiri
oklarmi onun iizerine yoOnlendirebilir, bu da aslinda Mantar
yonetim tarzinin bir diger tehlikeli boyutlarindan biridir. Mantar
yonetimde yoneticiler is gorenlerin is hakkinda daha az detayl
bilgi almasinin onlarm performansi tizerinde olumlu bir etki
yaratacagint da dilistinmektedir. Mantar yOnetim tarziyla
yonetilen isletmelerde bilgi asimetrisi ve iletisimsizlik hat
safhalarindadir. Bilgi asimetrisi, bilinen bir bilgiyi bir diger
kisinin bilmemesi durumudur. Oysaki bunun tersi olan durumlar
daha dogrudur. Bilgi paylagimimin az oldugu ve ¢alisanlarin isleri
hakkinda detayli bilgiye erisememeleri durumunda olan
isletmeler mantar yonetim tuzagina disebilmektedirler (Cetin,
2021: 401).

Mantar yonetim tarzindan c¢alisanlar bilgi akisini
hissetmedikleri ya da asir1 kontrol edildiklerinde bir mantar gibi
karanlik bir ortamda tutulduklarmni fark ederler. Mantar yonetim
tarzi ¢ok derin bir giiven semptomu olabilir. Independent
gazetesinin 2015 yilinda yaptig1 bir habere gore, Geckoboard ve
Censuswide sirketlerinin ortakliginda Britanya’da yaptiklar1 ve
2000 calisan1 kapsayan bir aragtirmada calisanlarin %90’ imndan
fazlasi calistiklar1 kurumla ilgili kotli haber almay1 hi¢ almamaya,
yani karanlikta tutulmamaya tercih ettiklerini ve %79 unun
sirketle ilgili bilgileri paylagsmayan yoneticilere glivenmediklerini
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ortaya koymustur. Mantar yOnetim tarzinda c¢alisanlara bilgi
verilmiyorsa, riskli kararlara katilmasi da beklenmemelidir.
Dolayistyla bir yonden de calisan burada avantajli duruma da
diisebilir (Oztiirk ve Aras, 2021: 122-123). Mantar ydnetim tarz,
baska bir ifadeyle, calisanlarin orgiitsel stireg, politikalar ve
riskler dahil edilmeden c¢alisanlardan verim alinabilecegine
dayanan bir yonetim tarzidir. Yoneticiler bu yonetim tarzinda
olusacak yanlislar1 kendileri disinda kimseye fark ettirmeden
cOzebilme avantajma sahiptirler. Dolayisiyla yoneticiler sahip
olduklar giicii tek merkezde toplamak isterler. Mantar yonetimde
kararlara katilimc1 anlayis benimsenmez, ast-Us iletisimi azdir ve
adillik ilkesine aykiridir. Bu agidan uygulamasi kritik olan bazi
olaylarda mantar yOnetimi benimseyen isletmeler karmasay1
Onlemek, panik havast yaratmamak ve gereksiz bilgileri
paylasmaktan ka¢inmak adma uygulanan bir yoOnetim tarzi
olabilir (Guinduz ve Ozyer, 2022: 326-327).

Kilig ve Olgun (2017: 107), mantar ydnetimi
yaklagiminin, bilgi, deneyim ve kaynaklarin adeta yok oldugu bir
tir “kara delik” gibi isledigini belirtir. Bu yOnetim tarzinda
belirsizlik olduk¢a yogundur ve calisanlara verilen geri bildirim
neredeyse yok denecek kadar azdir. Bagka bir deyisle, ¢aliganlar
kurumun performansiyla ilgili kaygilardan habersiz sekilde
caligmakta ve yoOnetim, Oonemli calisanlarin ani ayrilmalarmi
geciktirmek i¢in onlar bilingli olarak karanlikta birakmaktadir.
Benzer sekilde Moore ve Sonsino (2007: 49), calisanlar1 bilingli
olarak bilgisiz birakma siirecinin hem bilimsel hem de sanatsal
bir yonii oldugunu ve bu yaklagimin, mantar yonetiminin temelini
olusturdugunu ifade eder. Onlara goére bu yoOnetim tarzi,
calisanlarin motivasyonu ve kurumda uzun silire kalmalari
tizerinde dogrudan etkili olan en kritik unsurlardan biridir. Bu
baglamda, mantar yonetimi; calisanlarin kurumsal karar alma
stireclerinden, politikalarin ~ belirlenmesinden ve risklerin
yonetiminden uzak tutuldugu, seffafliktan yoksun ve esitlikten
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uzak bir yonetim anlayis1 olarak karsimiza ¢ikmaktadir.
Calisanlarin kurumun performansiyla ilgili bilgiye erisemedigi,
adeta ne yaptiklarini bilmeden ¢alistiklar1 ve igin amaci hakkinda
net bir bilgi verilmeden sorumluluk yiklendikleri mantar
yonetimi tarzi géz 6niinde bulunduruldugunda, Geckoboard ve
Censuswide (2015: 2) tarafindan Ingiltere ve ABD’de 2000’in
izerinde ¢alisma gerceklestirilmistir (Kiilekei vd, 2020: 363).

Mantar yonetim tarzinda yoneticiler bilgiyi ¢ok kit bir
sekilde kullanip miimkiin oldugunca bir belirsizlik yaratip bilgi
aligverisinin olmadigr bir yap1 olusturmayi amaglamaktadir.
Gereginden fazla kontrol olmasi sebebiyle calisanlar karanlikta
kalmis hissedeceklerdir. Mantar yonetimle beraber Orgiitte bir
giiven sikintis1 bas gosterebilir. Bu diizende calisanlar daha
siddetli davranislar sergileyebilir; bu da orgiitiin dinamigine zarar
verebilir. Mantar yonetim tarzinda c¢alisan personellerin merak
ettigi konular1 sormalar1 ve kendilerini ifade etme istekleri kabul
gormemekte ve yoneticiler kimsenin fikrine aldirmayip kendileri
karar almaktadirlar. Ast st iliskisinin fazla hissedildigi bu
ortamda  personellerin  kendilerini  degersiz  hissetmesi
kacinilmazdir. Mantar yonetim tarziyla yonetilen orgiitlerde
calisanlar, bagka bir ifadeyle, 1siktan yoksun kalmus, 1siksiz bir
calisma hayatina mahk(m edilmis ¢ahsanlardir (Ozel ve
Kalfaoglu, 2023: 46-47). Mantar yonetim yaklasimi, yabanci
literatiirde genellikle "kor gelisim" olarak tanimlanmakta ve su
ifadelerle desteklenmektedir: "Calisanlariizi karanlikta tutun ve
onlara giibre verin." Bu yaklagimda, yoneticiler ve c¢alisanlar
belirli bir elemeden gegirilerek secilir, fakat bu strecte
calisanlarin ihtiyaglart sikga degisir ve sistem hicbir zaman tam
olarak kesfedilemez. Mantar yOnetimi, belirsiz bir ortam
yaratarak ¢alisanlari etkiler ve bu etkinin ortadan kaldirilmasi igin
hicbir kosul sunmaz. Bu baglamda, mantar yd&netimi,
yoneticilerle ¢alisanlar arasindaki iliskiyi, isminden de
anlasilacagi tlizere, biyolojik olarak mantar yetistirmeye
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benzetmektedir. Giliniimiiz yonetim anlayislarinda, g¢alisanlara
deger verilmesinin 6nemli oldugu sdylenebilir. Ancak mantar
yonetimi yaklasiminda durum farkli degildir; burada da c¢ogu
calisan sinirh bilgi ve deneyim paylagiminin farkinda degildir.
Zira yoneticiler, ¢calisanlara degerli olduklarini hissettirecek kadar
bilgi ve deneyim sunar, fakat igletme i¢in kritik gordiikleri ya da
paylagmanin sakincali oldugunu diisiindiikleri bilgileri gizlerler.
(Sen, 2019: 16-17). Bu yonetim bigciminde iletisim yollar
genellikle kapalidir ve mantar yonetici, ¢alisanlara danismaksizin
kararlar alarak sorunlar1 ¢6zmeye calisir. Buna karsin, aym
yonetici ¢alisanlardan hem yiiksek verimlilik hem de tatmin edici
sonuglar bekler. Bu tiir bir 6rgiitsel yapida, mantar yonetici kendi
yapmak istemedigi isleri bagkalarina devretmek amaciyla, bu
otoriter yapiya uyum saglayabilecek nitelikte personel alimini
tercih eder. Boylece bilgi ve yetki yOneticinin elinde kalir ve
calisanlar tarafindan sorgulanma ihtimali azalir (Ozel, 2023: 123-
124).

2.1. Mantar Yonetim Tarzinin Boyutlar:
2.1.1. Yetersiz Bilgi Paylasimi

Bir isletmenin faaliyetlerini siirdiirebilmesi ve istikrarl
bir sekilde varligini devam ettirebilmesi i¢in, bilginin ne zaman,
hangi igerikte, ne sekilde ve hangi kapsamda paylasilacagi
konusu son derece kritik bir rol oynamaktadir. Bilgi paylasimu,
farkli kaynaklardan elde edilen bilgi ve verilerin karsilikli olarak
aktarilmasini ve kullanilmasi ifade eden dinamik bir siiregtir.
Bu siire¢, sadece bireyler arasinda degil; kurum icindeki
departmanlar arasinda ve hatta farkli orgiitler arasinda da bilgi,
deneyim ve yeteneklerin paylasilmasini igeren etkilesimli bir
ortam yaratir. Is yerlerinde saglikh bir bilgi paylasim kiiltiiriiniin
varligi, giiven duygusunun gelismesini destekler; problemler
karsisinda daha hizli ve etkili ¢oziimler liretmeye imkan tanir ve
ayn1 zamanda olaylara farkli agilardan bakabilme yetisini artirir.
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Dolayisiyla ¢alisanlarda kendilerini giivende hisseder ve
motivasyon degerleri artar (Aykul, 2024: 8). Bilgi paylagim1 bir
kisinin topladig1 bilgileri diger bir kisinin bu bilgilere erismesine
izin veren iki veya daha fazla kisi tarafindan yapilan bilgi
aligverisi olarak tanimlanmaktadir. Bu boyut mantar yonetim
tarzinda yoneticiler ve g¢alisanlar arasindaki bilgi paylasiminin
olmamasindan dolay1 yetersiz bilgi paylasimi  olarak
adlandirilmistir. Orgiitlerde yasanan kriz donemlerinde bu bilgiyi
saklamak yoneticiler i¢in 6nemlidir. Calisanlarin ise bagliligini
azaltmamak ve motivasyonlarini diisiirmemek i¢in ve oOrgiit
icerisindeki dedikodular1 engellemek i¢in bazi bilgiler sakli
tutulmalidir. Gerekli bilgileri yoneticilerden alamayan ¢alisanlar,
bunun sonucunda dedikoduya basvurabilirler, alamadiklar
bilgiyi dedikodu yoluyla elde etmeye ¢alisabilirler. Aksi takdirde
calisanlarda Orgiitten ayrilma istegi, orgiite bagliligin azalmasi ve
bireye zarar verecek davranislar ortaya ¢ikabilir (Aydin, 2023: 5-
6).

2.1.2. Yetersiz fletisim

Orgiitlerde  iletisim  oOrgiitin  ama¢ ve hedefleri
dogrultusunda énemli bir yere sahiptir. Orgiitlerde biiyiimeler,
yonetimde yasanan krizler, teknolojik gelismeler orgiitlerde
iletisimin Onemini artiran baslica faktorlerdendir (Aydin, 2023:
6). Mantar yonetimi yaklasiminda iletisim genellikle tek
yonliidiir; yani yonetici konusur, ¢alisan dinler. Bu tarzda bilgi
paylasimi minimum seviyededir. Ornegin, yoneticiler finansal
bilgileri calisanlarla paylagsmadiginda, alman baz1 kararlarin,
Ozellikle maas kesintileri, blitce kisitlamalar1 ya da is giicii
planlamas1 gibi konularin, arka plan1 ¢alisanlar tarafindan
anlasilamaz. Bilgi eksikligi, calisanlar arasinda spekiilasyonlara
ve yanlis degerlendirmelere yol agar. Bu da yalnizca calisanlarin
motivasyonunu diistirmekle kalmaz, ayn1 zamanda isletmenin
saglikli ve yerinde kararlar almasmi da zorlagtirir. Ciinki
calisanlardan gelen geri bildirimler, siireglerin iyilestirilmesinde
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kritik 6neme sahiptir. Ancak bilgi gizlendiginde bu geri bildirim
kanallar tikanir ve yonetim hatali adimlar atabilir (Oztiirk, 2024:
65). iletisim kavramm gonderici ve ahci iki kisi veya iki grup
arasinda gerceklesen bilgi aligverisi seklinde nitelenmistir. Al-
Ruwaili’ye (2019) gore ise iletisim, bir kisi veya grubun diger bir
kisiye istenilen tepkiyi vermek amactyla iiretken bir sekilde bilgi
aktarmasi, anlamasi ve degis tokus yapmasidir.

2.1.3. Gii¢ Kaybi Endisesi

Gli¢ kayb1 endigesi yoneticilerin orgiit igerisinde giiclinii
kaybetme korkusu olarak tanimlanmaktadir. Giiglerini kaybetme
endisesiyle kars1 karsiya kalan yoneticiler kendilerini kapatmakta
ve astlarina bilgi verme konusunda daha cimri davranmaktadir.
Ayni zamanda gii¢c kaybi1 endisesi tasiyan yoneticiler astlarini
rakip gordiikleri i¢in onlarla bilgi paylasimi yapmaktan
kaginirlar. Dolayisiyla gii¢c kayb1 endisesi tasiyan yoneticiler bilgi
paylasmaktan ve saglikli iletisim kurmaktan kaginirlar (Aydin,
2023: 6). Pek cok yonetici, sahip oldugu bilgileri ¢alisanlariyla
paylasmaktan kag¢iniyor. Bunun temel nedeni, bilgiyi bir gii¢
unsuru olarak gormeleri. Yani, bilgi ellerindeyken kontrolin de
kendilerinde olacagini diisliniiyorlar. Ayrica yOneticiler,
calisanlarin bagarilarini takdir etmeye, onlarin kariyer gelisimini
desteklemeye pek istekli degiller. Hatta bazi durumlarda, is
yerinde bir korku kiiltiirii olusturmaya calistiklar1 bile
gbzlemleniyor. Bu durum ¢aliganlar arasinda ciddi bir gliven
sorununa yol agiyor. Nitekim calisanlarin %25’inden fazlasi,
yasadiklar1  bilgi eksikliginin aslinda ydneticilerin =~ gii¢
oyunlarmin bir sonucu olduguna inantyor (Damar ve Eryesil,
2023: 153). Yoneticiler bazen orgiitle ilgili bilgileri ¢calisanlarla
paylasmazlar; ¢linkii bu bilgileri kendi gii¢lerini pekistiren bir
ara¢ olarak goriirler. Bu bakig agismma gore, yoneticiler
calisanlarin basarilarin1 gérmezden gelir, kariyer gelisimlerine
destek olmaz ve orgdt icinde bilingli olarak bir korku kiltird
yaratmaya calisirlar. Hatta yapilan aragtirmalara gore ¢alisanlarin
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dortte birinden fazlasi, bilgi eksikliginin aslinda yoneticilerin giic
oyunu oynamasindan kaynaklandigmi diisiiniiyor (Oztiirk, 2024:
65).

2.1.4. Katihmer Yonetim Eksikligi

Katilimc1 yonetim, ¢alisanlarin karar alma siireclerine
dogrudan ya da temsilcileri araciligryla katilim géstermesini ifade
eder. Bu yaklagim, oOzellikle calisanlari etkileyen konularda
onlarin goriislerinin alinmasi, siirece dahil edilmeleri ve
gerektiginde oy hakki taninmasi anlamma gelir. Bir bagka
deyisle, calisanlarin iginde bulunduklar1 6rgiitii ve kendi islerini
etkileyen sorunlarin ¢oziimiinde fikir beyan edebilmeleri
stirecidir. Katilime1 yonetim yalnizca bir yonetim tarzi degil, ayni
zamanda bir sistemdir. Ve her sistem gibi bu da belirli hedeflere
sahiptir. En temel amaci, calisanlara daha fazla sorumluluk
vererek onlarin kuruma olan bagliliklarin1 artirmak, modern
toplumun  degisen  dinamiklerine uyum  saglamalarin
kolaylastirmak ve onlar1 is yerinde yabancilagsma hissinden
uzaklastirmaktir. Ciinkii ¢alisanlarin fikirlerinin dikkate alindigi,
goriislerinin deger gordiigii bir ortamda aidiyet duygusu gelisir,
motivasyon artar ve sonug¢ olarak isletmenin verimliligi de
yiikselir (Basar, 2017: 5-6). Katilimc1 yonetim bir kavramdan
ziyade bir sistem belirtmektedir. Katilime1 yonetim, ¢alisanlarin
orgiit icerisinde belirli kararlara katildigi, riskler alabildigi ve
inisiyatif kullanabildigini 0ngdren bir ydnetim bicimidir.
Calisanlarin kararlarinin da uygulandig1 bir orgiitte ¢alisanlarin
Ozgiiveni artabilir ve isi sahiplenme duygulari daha fazla
gerceklesebilir. Dolayisiyla iglerini daha verimli bir sekilde
stirdirme 1imkanma sahip olabilirler. Kararlarin1 yd6netici
kararlarin1 tek merkezde toplamaz ve calisanlarin1 da karar
sireclerine  dahil ederek modern toplum sartlar1 ile
uyusmazliklarini1 yok edebilir. Bu yonetim bicimi birgok agidan
avantaj saglayabilir. Ast ve st arasinda bilgi ve Kkarar
aligveriginin oldugu bu siirecte ¢alisanlar kendilerini daha degerli
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hissedebilir. Calisanlarin bir sorunda g¢ekinmeden fikir beyan
etmeleri Orgiitlin problemlerini ¢6zme asamasinda yararli ve
yaratici sonuglar dogurabilir (Dogan, 2024: 15-16).

2.2. Mantar Yonetim Tarzinin Nedenleri

Orgiit yoneticileri, calisanlariyla gereginden fazla bilgi
paylagsmaktan kacinmanin ve katilimci bir yaklasimi
benimsememelerinin, orgut igin gerekli ve Onemli bir strateji
olduguna inanarak mantar yonetim tarzini tercih etmektedirler.
Yoneticilerin bu tarz bir yonetim anlayisini benimsemelerinin
arkasindaki sebepler ise c¢esitli arastirmalarla incelenmeye
calisilmistir. Yapilan ¢alismalar, mantar yonetimi tarzinin orgiit
yoneticileri  tarafindan benimsenmesinin farkli  sebepleri
oldugunu ortaya koymustur. Mantar yonetim tarzinin uygulanma
sebepleri ise soyle siralanmistir Giiler, 2024: 19-20-21):

e Bilgi giivenligi saglama: Stratejik ve hassas bilgilerin
disartya sizmasini engellemek i¢in, sadece gerekli olan
bilgilerin paylagilmasi tercih edilir. Bu, sirketin rekabet
avantajin1 korumak i¢in kritik bir 6nlem olabilir.

e Orgitiin  prestijini  koruma: Yénetim, c¢alisanlar
arasinda potansiyel bilgi sizintilarin1 engelleyerek,
disaridan gelebilecek olumsuz algilar1 dnlemeye
calisr.

e Panik ve kaosun 6niline ge¢gmek: Asirt bilgi paylasimi,
calisanlar arasinda yanlis anlamalar ve belirsizlik
yaratabilir. Bu da kurumsal istikrar1 zedeleyebilir.

e Soylentileri engelleme: Bilgi akisin1 kisitlayarak,
sOylentilerin Oniinii almak ve c¢alisanlar arasinda
dedikodu  kiiltiiriinlin =~ olusmasin1  engellemek
amaglanir.

e (Catismalan engelleme: Bilgi paylasimindaki eksiklik,
calisanlar arasinda anlagmazliklar1 ve gerilimleri
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artirabilir. Mantar yOnetimi, bu tiir olumsuzluklar
onlemek i¢in bilgiyi sinirh tutar.

e Merak uyandirma: Yoneticiler, ¢alisanlarin bilgiye
olan agliklarmi artirarak, onlar1 daha fazla sorgulama
ve arastirma yapmaya tesvik edebilirler.

e Prosediirler geregi: Organizasyonel prosedirler ve
kurallar dogrultusunda, belirli bilgilerin yalnizca
yetkililer tarafindan paylasilmas: gerektigi diisiiniiliir.
Bu da bilginin kontrollii bir sekilde ve yalnizca gerekli
oldugunda iletilmesini saglar.

e Liyakatsiz yoneticilerin ¢alisanlarinin  kendilerini
sorgulamasini ve elestirmesini istememesi:
Y oneticiler, yeterli bilgi ve donanima sahip olmayan
bir liderlik anlayisiyla, calisanlarin elestirilerinden
kacinarak, kontrolii ellerinde tutmaya ¢alisabilirler. Bu
durum, organizasyondaki bilgi akisini1 siirlayarak,
sadece yoneticinin belirledigi perspektife
odaklanilmasini saglar.

Mantar yonetim tarzinda yoneticiler calisanlarla fazla
bilgi paylasimindan kagmirlar. isletmenin hedefleri igin riskleri
ve kararlar tek merkezde toplamay1 amaclar. Calisanlar az bilgi
aldiklarinda kendilerini gelistirmek icin daha fazla c¢aba
harcayacagmi diisiiniirler. Karanlikta kalan ¢alisanlar, tipki
mantarlarin biiyiime metaforunda oldugu gibi, kendilerini daha
fazla gelistirip biiyliyecegine inanirlar. Ydneticiler isletmeler i¢in
ticari sirlar1 saklamak isterler. Ornegin, diinya capinda bir igecek
firmas1 olan Coca-Cola’nin firettigi kola iirliniiniin formiili
sadece firma yoneticisi ve CEQO’su tarafindan bilinmektedir.
Boylece firma bagkalar1 tarafindan iiriintin taklit edilmesinin
oniine gecer. Orgiitsel sirlarm gizli kalmasi diizenin korunmasi
icin 6nemlidir. Calisan ve yOnetici arasinda yasanan catismalari
diger calisanlarin fark etmesi, orgiite iliskin olumsuz duygularin
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olusmasina sebep olabilir. Bu sebeple bazi bilgiler gizli
tutulmalidir. Orgiitiin kendi igerisinde yasadig1 kiiciilme veya
duraksama  donemlerini  ¢aliganlarin  bilmesi  onlarin
motivasyonlarin1 kaybetmelerine ve isten sogumalarina sebep
olabilir. Bu ag¢idan mantar yoOnetim tarzi yoneticiler igin
uygulanabilir kilnmaktadir (Giindiiz, 2023: 15). Isletmeler
teknoloji alaninda yaptig1 bazi atilimlar1 ve yeniliklerini sadece
kamuoyu ile degil, isletme calisanlar1 ile de paylasmamaktadir.
Kamuoyu ve c¢alisanlarm bu yenilikleri merak etmesi
istenmektedir. Bu meraklanma isletme i¢cin hem bir reklam hem
de 1yi bir pazarlik katsayisi olusturmaktadir. Baz1 zamanlarda bu
bilgi paylasiminin yapilmamasi prosediir geregidir. Ornegin
saglik ve askeri sektorde galisan personellerin bilgileri Gglincu
kisiler ile paylagilmamaktadir. Bu hem ¢alisan personelin hem de
yonetici icin olmast gereken bir durumdur. Kisilerin 6zel
bilgilerinin diger ¢alisanlar tarafindan bilinmesi orgiit icerisinde
dedikoduyu ve kaosu artirabilir, ayrica ¢aligana karsi bir baski ve
etik olmayan davraniglara da neden olabilir (Dogan, 2024: 10-
11).

2.3. Mantar Yonetim Tarzinin Sonuclari

Mantar yonetim tarzi her yonetim tarzi gibi orgiite olumlu
ya da olumsuz birtakim sonuglar dogurabilir. Esasinda bunun
olumlu ya da olumsuz olmasmi etkileyen faktorler arasinda
isletmenin hitap ettigi kitle, i¢erisinde bulundugu sektdr, kosullar,
isletmenin hedefleri vs. birgok sebep siralanabilir. Bu baglamda
Mantar yonetim tarzinin baslica olumlu sonuglar1 arasindan
sunlar siralanabilir (Akduru ve Arslantas, 2021:70).

e Asimetrik bilgi paylasimi  yOnetici ve ¢alisan
arasindaki iliskiye resmiyet ve diizey kazandirabilir

e Calisanlara fazla sorumluluk yiiklenmez, sadece
kendilerine verilen isi yerine getirmeleri istenir.
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Calisanlarin isletmenin gelecek planlarindan habersiz
olmasi onlar1 daima tetikte tutar birikim ve alternatif
planlar yapmaya yoneltir

Yoneticilerin calisanlarla fazla iletisim halinde
olmamas1 denetlenme hissiyatini ortadan kaldirir.

Calisanlar sadece kendilerine verilen isi yapar,
isletmenin olas1 risklerine ve kararlarina katilmaz.
Dolayisiyla bu anlamda stres diizeyi azalabilir.

Mantar yonetimin bir diger olumlu yonii ise sdyle
siralanabilir (Abodaqa, 2022: 8).

Calisanlarm orgiit kurallarina uyma diizeyleri artabilir.
Calisanlarin kisisel bilgileri daha sakli tutulabilir.

Ic catiymalar, kaos ve kafa karigikligi daha hizh
onlenebilir.

Mantar yonetimin olumsuz sonuglar1 ise su sekilde
degerlendirilebilir (Damar ve Eryesil, 2023: 151-152).

Calisanlarm i3 hakkinda yeterli bilgiye sahip
olmamalar1 onlar1 yaratici fikirlerden uzaklastirabilir.

Calisanlar inisiyatif alma yetilerini kaybedebilirler.
Fikirlerinin 6nemsenmedigini diislinebilirler. Bu da
calisanlarda isten ayrilma niyetini artirabilir.

Mantar yonetim tarzinda yoOneticilerde c¢alisanlar
kiictimseme, kendine asir1 6zgiiven duyma, kibir veya
abartilt  gurur davraniglarini  artirabilir  (Hubis
sendromu)

Ust ve astlar arasinda bilgi paylasiminda adaletsizligi
ortaya ¢ikabilir.
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e Mantar yonetimle yonetilen isletmelerde bilgi
asimetrisi diizeyi artabilir. Taraflarin birini sahip
oldugu bilgiye diger bir kisi ulagamayabilir.

e C(Calisanlarin kararlara katilimi desteklenmedigi i¢in
katilimc1 yonetim eksikligi olusabilir.

o Isletmeye ait riskler yonetici etrafinda toplanabilir.
Dolayistyla  olumsuz  bir  durumda  yOnetici
sorumlulugu daha fazla olabilir.

Mantar yonetim tarzmin diger olumsuz sonuclarma
bakildiginda, c¢aliganlar isi tam olarak benimsemedikleri igin
orgiitsel bagliliklart zayiflayabilir. Orgiitte sinizm diizeyi
artabilir. Calisanlar kendilerini yetersiz hissedebilir ve
tikenmislik sendromuna yakalanma oranlar1 artabilir. Bu da
isletmeyi hedeflerinden uzaklastirabilir; bir zincirin halkalari
gibi, bir sonu¢ diger sonuglar1 dogurabilir. Orgiitte dedikodu,
sOylenti ve orgiit ici catismalar artabilir. (Oztiirk ve Aras, 2021:
123). Seffaflik eksikligi, mantar yonetiminin en belirgin
ozelliklerinden biridir; yoneticilerin bilgi paylasiminda agik
olmaktan kagimmmasidir. Calisanlara genellikle sadece sinirli,
filtrelenmis veya ge¢ verilmis bilgiler ulagtirillir. Bu durum,
calisanlarin  kurumun genel stratejisini, alinan Kkararlarin
nedenlerini  veya gelecege dair planlarn tam olarak
anlayamamasina neden olur. Seffaflik eksikligi, calisanlar
arasinda gilivensizlik yaratir ve orgiitsel bagliligi olumsuz yonde
etkiler. Mantar yonetimi anlayisinda yoneticiler, bilgi akis
tizerinde siki bir kontrol uygularlar. Calisanlara yalnizca kendi
takdirlerine gore gerekli gordikleri bilgileri verirler; bu bilgiler
¢ogu zaman calisanlarin islerinin daha genig baglamini tam olarak
kavramalar1 i¢in yetersiz kalir. Bu secici bilgi paylasimu,
calisanlarin bilingli kararlar almasini ve orgiit i¢indeki rollerini
dogru anlamasini engeller. Bilgi saklandiginda, ydnetim
calisanlar lizerinde bir bagimlilik yaratir; calisanlar gorevleriyle
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ilgili siirekli rehberlik ve onay almak zorunda kalir. Bu durum,
stireclerin yavaglamasina ve genel verimliligin diismesine yol
acar, c¢iinkli c¢alisanlar bagimsiz karar veremezler veya
yoneticilerin beklentilerini 6nceden tahmin edemezler. Mantar
yonetiminde iletisim eksikligi, ¢alisanlarda diisiik moral ve is
doyumsuzluguna yol agabilir. Calisanlar genellikle kendilerini
degersiz, onemsiz ve giivenilmez hissederler. Bu durum, isten
kopma, baglilik kayb1 ve yiiksek personel devir oranlarina neden
olabilir (Jianlan vd., 2025: 211-212-213).

Esitlikten yoksun bilgi paylagimi, astlar arasinda {istlerin
daha giiclii olduguna dair bir algi yaratabilir. Ayrica, astlar,
bilgiye ulasmak icin biiylik ¢aba sarf etmek zorunda kalabilirler
clinkii tstler bilgi paylagsmakta isteksizdir. Yoneticilerin siirh
bilgi paylasimi, iletisimsizlik, gii¢ kaybi1 korkusu gibi mantar
yonetimi  uygulamalari,  astlarin  kendilerini  yetersiz
hissetmelerine ve "korlik" duygusuna kapilmalarma neden
olabilir. Bu da calisanlarin performanslarini olumsuz yonde
etkiler. Mantar yonetimi anlayisina maruz kalan bireyler,
enerjilerini kaybedebilir. Tek yonlii bilgi aktarimi, calisanlarin
guven ve adalet duygusunu zedeler. Bunun sonucu olarak,
dedikodular, sdylentiler ve orgiit icindeki ¢atigmalar artabilir. Bu
tarzda bilgi paylasimindaki eksiklikler, calisanlarin giivenini
zedelemekle kalmaz, ayni zamanda adalet duygularinin da
azalmasma neden olur (Giiler, 2024: 22-23). Mantar yonetimi
sekli olumsuz goriinse de bazi agilardan belli basl avantajlar
sundugu da goriilmektedir. Ornegin, mantar yetistiriciliginde
oldugu gibi calisanlarin bilingli olarak bilgi disinda birakilmasi,
onlarm sorumluluk alanlarinin olduk¢a smirli olmasina yol agar.
Bu da karar verme yikiinii azaltarak is yerindeki stresi
diistirebilir. Kilig’a (2015) gore, gizli bilgilerin disar1 sizmasini
engellemek, prosediirlere uyumu artirmak, ¢alisanlar arasi olasi
catigmalar1 Onlemek, panik ve kaosu engellemek, Orgiitiin
itibarm1  korumak, i¢ diizeni saglamak ve sdylentilerin
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yayillmasini engellemek gibi gerekgelerle mantar yonetim
anlayisina bagvurulabilmektedir. Benzer sekilde, Smart (2012)
Titanik o6rnegi lizerinden konuyu agiklamaktadir. Ona gore,
geminin buzdagma carpma tehlikesinin yalnizca sinirl sayida
kisiye bildirilmesi, yolcular arasinda panik olusmasini énlemek
amaciyla yapilmistir. Bu bakis agisindan degerlendirildiginde,
mantar yonetim anlayigin1 benimseyen yoneticilerin, belirli
bilgileri ¢alisanlardan  saklamanin  Orgiiti  daha  etkili
yoneteceklerine inandiklar1 sdylenebilir (Ding ve Avanoglu,
2021: 774).

Karar siireglerine katilimim olmadigi, bilginin tek yonlii
aktarilldig1 bir ¢aligma ortami, ¢alisanlar lizerinde ¢esitli etkiler
yaratabilir ve davranigsal sorunlara yol agabilir. Mantar yonetim
tarzini1 benimseyen bir yonetici altinda ¢alisanlar kendilerini ise
yaramaz hissedebilirler. Bu tir bir yonetim bigimine maruz kalan
calisanlarda, orgiite bagliligin azalmasi, olumsuz tutumlar, artan
kinizm ve tiikenmislik sendromu gibi davranigsal durumlar ortaya
¢ikabilir. Mantar yonetiminin sinsi ve daha derin bir yoni de
vardir. Bu yonetim tarzi, aslinda ¢ok daha koklii bir giliven
sorununu yansitir. Arastirma gorevlilerinin mantar yonetimi
tarzina maruz kalma durumlar iizerine c¢esitli incelemeler
yapilmistir. Arastirma gorevlileri, mantar yonetimi anlayisiyla
yonetildiklerini belirtmis ve bu durumun kendileri {izerinde
olumsuz etkiler yarattigini ifade etmistir. Aragtirma sonuglarina
gore, bu calisanlar Orgiite olan  baghliklarinin  ve
motivasyonlarinin azaldigmi, ayrica isten ayrilma niyeti
tasidiklarin1 dile getirmislerdir. Kiilek¢i ve arkadaglari (2020),
mantar yonetiminin hem is stresi hem de isten ayrilma niyeti
izerinde istatistiksel olarak anlamli bir etkisi oldugunu ortaya
koymustur. Ancak Kahya & Ceylan’in (2019) calismasinda,
literatlirdeki olumsuz etkilerin aksine, mantar yonetiminin ¢alisan
performansinda olumlu bir artisa yol agtig1 sonucuna ulasilmistir
(Mumcu ve Aras, 2021: 302-303). Mantar yonetim tarzinin hakim
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oldugu orgiitlerde geri bildirim mekanizmasinin islememesi
durumu daha da kotiilestirir. Calisan ne kadar cabalasa da, yaptigi
isin neye hizmet ettigini bilmedigi siirece performansini
degerlendiremez, ne kadar ilerledigini goremez. Bir¢ok durumda,
calisanlar gorevlerini yerine getirseler bile neden yaptiklarmi
bilmedikleri i¢in, kendilerini gelistirme ya da ekip arkadaslartyla
performanslarint karsilagtirma firsatt bulamazlar. Oysaki ideal
olan, Orgiitlerin paylasimci, seffaf ve katilimci bir yonetim
anlayisin1  benimsemeleridir. Bilgi asimetrisinin olmadigi,
kararlarin c¢alisanlara aciklandig1 ve siireclerin anlasilir sekilde
aktarildig1r bir yap1 hem verimliligi hem de c¢alisan baghiligini
artirir. Ozellikle béliimler arasinda bilgi paylasimmm yetersiz
oldugu durumlarda, oOrgiit ici iletisim zayiflar ve sagliksiz,
dengesiz bir is ortami1 olugur. Bu da yalnizca bireysel performansi
degil, genel orgiit iklimini ve kiiltiiriinii olumsuz yonde etkiler
(Yalap ve Poyraz, 2023: 42). Mantar yonetimde uzun vadede bu
durumlar is-yasam dengesizligi ile isyeri devamsizligi ve son
olarak isten ayrilma ya da isten atilma ile sonuglanabilecektir.
Tdm bu olumsuz bireysel sonuclar orgitl de etkileyecektir.
Diisiik orgiitsel performansin yaninda, mantar yonetim, modern
yonetim teknikleri ile bagdagsmadigindan orgiitin ¢ag dist
goriinmesine neden olacaktir. Bu durum ise prestij kaybi ile
sonuglanabilecektir (Ozel, 2023: 125).

3. SONUC

Bilgiye sahip olmak, sektor fark etmeksizin her alanda ¢ok
onemlidir. Mantar yonetim tarzi altinda calisanlar, orgiitleri ve
yapacaklar1 is hakkinda yeterli bilgiye sahip olamayan, is
hakkindaki detaylara hakim olamayan, c¢alisanlar oOrgiitlerine
kendilerini ait hissetmeyerek olumsuz duygulara
kapilabilmektedirler. Mantar yonetim tarzi son yillarda literatiire
dahil oldugundan, hakkinda smirli sayida arastirma vardir. Bilgi
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paylasiminin sinirhh ve tek yonli sekilde olmasi mantar
yoneticilere olan giliveni sarsmaktadir. Mantar yoOneticiler
calisanlarinin ~ bilgi  kaynaklarin1  engelleyerek iletisim
kanallarinin  6nilinii  kesmektedir. Bu ortamda calisandan
performans ve verim beklenmesi pek de gercekci degildir.
Kavramsal c¢ergevede de aktarildig: lizere, mantar yonetim tarzi
altinda calisanlar isyerinde kendilerini kor bir insan olarak
hissetmektedirler ve yaptiklari isten zevk alamamaktadirlar. Bilgi
yogun isletmelerde calisan ve c¢alisanlara sinirli bilgi vermek
zorunda olan yoneticiler kendilerine karsi duyulan bu glivensizlik
duygusunu Onemseyip, c¢alisanlarin kendilerini degersiz ve
Oonemsiz hissetmemeleri i¢in engelleyici tedbirler almalidirlar.
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THE NATURE OF THE INTERTWINED
DYNAMICS NESTED IN THE NEXUS OF Al &
GREEN INNOVATION

Ayca Kubra HIZARCI!

1. INTRODUCTION

Since the birth of the Industrial Revolution, the damage
entailed by environmental issues has drawn widespread attention,
driving countries to implement policies to reduce environmental
impact and achieve sustainable development (Sadeghi et al.,
2023). Having boosted economic growth, the industrial
revolutions have led to significant energy consumption, waste
generation, and carbon emissions, paving the way for the
escalation of environmental degradation. The escalating crisis of
environmental degradation has increasingly captured the
attention of industrial manufacturers, who are facing greater
accountability, facilitating their shift toward a more circular and
sustainable industry (Bocken et al., 2016; Ritala et al., 2018). In
other words, carbon emissions like macro-defects are by-products
of ever-growing industrial development. The energy used in the
production and operation of firms results in carbon emissions, and
the level of emissions worsens the density of pollution and
resource depletion at each step of the supply chain (Tuni et al.,
2022). In this vein, the global manufacturing ecosystems are at a
critical juncture, with evidence of their everlasting jeopardy in the
universe (Leng et al., 2024). In other words, industrial
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manufacturers have been the center of criticism worldwide (Cui
et al., 2024).

The growing sustainability awareness has sparked the
“sustainable manufacturing” movement, channeling industrial
manufacturers' transition to more circular, sustainability-focused
business practices by maintaining accountability through
transparency to communicate with society (Li et al., 2023). Due
to technological breakthroughs, the mitigative impact of
industrial activities has been substantially reduced (Bag et al.,
2024). Artificial Intelligence (Al), one of the vital actors of the
digitalization epoch, has emerged as a simulation and extension
of human intelligence (Dauvergne, 2020). Relatedly, the utmost
goal of sustainable manufacturing is to produce products and
processes with a minimum level of waste, a maximum level of
resource efficiency and economic viability, and a high level of
community well-being (Yang et al.,2023). Sustainable
manufacturing integrates “the principles of the sustainability
approach” into the entire value creation process and entails a high
level of resource commitment and risk, which is widely viewed
as a major challenge (Bocken & Ritala, 2022). To effectively
tackle this issue, artificial intelligence (Al) emerges as a pivotal
transformative force that fosters a more sustainable competitive
environment (Chauhan et al., 2022; Kristoffersen et al., 2020).
Moreover, to resolve this challenge, artificial intelligence (Al)
serves as a breakthrough, transformative force that enables a more
sustainable arena to compete. Furthermore, as the world
transitions into the digital era, artificial intelligence (Al) has
become a significant area of interest and a prime target for green
strategic investments by governments worldwide, with the
objective of gaining a dominant position in the green digital
economy (Mazzucato & Rodrik, 2023).

Artificial Intelligence (Al) serves as a pivotal catalyst in
mitigating  environmental  degradation  through diverse
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operational mechanisms. Central to this discourse is green
innovation, conceptualized as sustainable, ecological, low-
carbon, clean-energy, frugal, and environmental innovation,
which represents a paradigm shift in corporate responsibility
(Gigauri & Vasilev, 2023; Schiederig et al., 2012; Yin & Yu,
2022). Within the landscape of rapid technological acceleration
and industrial shifts, Al functions as a transformative agent,
fundamentally restructuring production frameworks, redefining
innovation trajectories, and refining strategic approaches to
ecological transitions (Liu et al., 2020). By integrating Al-driven
systems, firms can achieve substantial reductions in pollutants by
neutralizing emissions at their point of inception. Strategic
governance of artificial intelligence can forge a robust,
regenerative mechanism that maintains products, components,
and materials within closed-loop systems (Hofstetter et al., 2024).
This paradigm not only catalyzes green innovation but also
alleviates adverse environmental effects. In the near future, the
dominant role of green innovation aims to diminish
environmental and ecological degradation whilst concurrently
ameliorating energy efficiency (Huang et al., 2024).

The assimilation of green innovation knowledge
circulating within firms facilitates its broader societal application,
thereby augmenting the competitive advantages of associated
firms. Furthermore, the strategic management of artificial
intelligence empowers firms to optimize resource allocation and
streamline comprehensive operational processes, enabling them
to effectively confront environmental challenges and foster green
innovation (Hald & Coslugeanu, 2022). In this vein, Al
integration has the potential to improve the quality of current eco-
friendly products while also supporting the development of new
ones by monitoring production processes and incorporating
external environmental insights (Bag et al., 2023; Dauvergne,
2024). In short, an Al-integrated strategy opens new avenues for

183



Yonetim ve Organizasvon Alaninda Bilimsel Arastirmalar

maneuvering in green innovation (Yin & Yu, 2022), fostering
sustainable firm performance. In contrast to human labor, which
frequently falls short of achieving impeccable precision and often
encounters challenges in waste management, Al-driven systems
facilitate operations characterized by exceptional accuracy,
thereby enhancing production efficiency and mitigating
emissions. Additionally, the emergence of smart devices has
significantly broadened the adoption of pollution-monitoring
systems across various industries (Dwivedi et al., 2024). By
employing sophisticated sensors and advanced data analytics,
firms are empowered to remotely monitor and manage pollutant
concentrations and dispersion (Li & Wang, 2023). This capability
enables the establishment of real-time control mechanisms,
prompt anomaly detection, timely notification, and proactive
prevention of pollution incidents (Fatorachian et al., 2025).
Especially, the preemptive stance empowers firms to navigate
environmental ~ complexities  more  effectively  while
simultaneously fostering a green culture that provides benefits to
the firms and their broader societal stakeholders (Carchano et al.,
2025; Dhir et al., 2024; Mishra et al., 2025). Consequently,
through the implementation of advanced technological solutions,
artificial intelligence emerges as a vital catalyst for promoting
ecologically resilient manufacturing paradigms (Song et al.,
2023). Furthermore, as the adoption of Al accelerates, firms are
continually refining their production systems to align with
standards of environmental sustainability and low-carbon
operations. These advancements exemplify a broader trend
towards intelligent transformation, significantly contributing to
initiatives aimed at energy conservation, emissions reduction, and
green development (Liang et al., 2024).

Despite extensive exploration of the interplay between
artificial intelligence (Al) and green innovation (GI) within the
relevant academic discourse, prior investigations have produced
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a fragmented, inconclusive, and heterogeneous array of empirical
results. This inconsistency poses significant challenges to both
theoretical advancement and practical application within this
field. The fragmented state of the literature is primarily
attributable to diverse methodological approaches and varying
conceptual frameworks, which impede scholars from integrating
findings into a unified body of knowledge and may lead to
potential misinterpretations. In this context, the current study
offers several noteworthy insights. The primary objective of this
review is to offer a comprehensive mapping of the
interdependencies between Al integration and ecological
innovation. By interrogating existing findings and theoretical
underpinnings, the study highlights the field's conceptual
evolution.  Subsequently, it evaluates  contemporary
methodological approaches to pinpoint empirical gaps that
remain unaddressed. Resolving these discrepancies is essential
for fostering a more rigorous academic discourse on the efficacy
of artificial intelligence in advancing green manufacturing
protocols.

1.1. Conceptual Background

Green innovation, also known as sustainable,
environmental, or ecological innovation, is considered a crucial
component of sustainable development (Schiederig et al., 2012).
Green technologies are the ultimate means of achieving carbon
neutrality, which is a global concern for business operations
(Wang et al., 2025). Through green innovation, firms can generate
environmental contributions, thereby aiding the achievement of
superior competitive advantage worldwide (Krieger & Zipperer,
2022). Despite the numerous advantages of green innovation as a
key driver of sustainable development, firms with financial
constraints are reluctant to adopt green innovation activities due
to high investment risk and R&D costs (Wang et al., 2025). By
the integration of Al, firms can deplete these expenses, which in
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turn increases the resource commitment to green innovation (Du
et al., 2024).

Artificial intelligence supports the establishment of a
robust and sustainable system by ensuring that products,
components, and materials remain within closed-loop systems.
This strategy plays a crucial role in promoting green innovation
while substantially mitigating adverse environmental effects.
Green innovation encompasses alterations in manufacturing
processes, the launch of novel products, and the adoption of
management models designed to curtail ecological pollution and
improve energy efficiency. Additionally, the incorporation of
knowledge related to green innovation within firms enhances its
application in society, thereby reinforcing the competitive edge of
associated businesses. In essence, the twin transition on a global
scale, encompassing sustainability and digitalization, emphasizes
“sustainability awareness” and “Al” as essential elements of a
firm’s foundation (Muench et al., 2022). Al enables them to
navigate major paradigm shifts by creating a foundation for
transformation, including the empowerment of circular business
models that generate value through solutions focused on
reduction, reuse, waste management, and resource efficiency.
Besides, adopting Al provides firms to unravel unique
opportunities and develop innovative business strategies. Firms
that effectively leverage Al's vast potential through innovative
approaches gain a significant competitive advantage (Dinh &
Tran, 2025). These models emphasize value creation through
strategies that focus on waste reduction, material reuse, and
enhanced resource efficiency (Frishammar & Parida, 2021).
Additionally, integrating Al enables firms to uncover distinct
opportunities and cultivate entirely novel operational
methodologies (Davenport & Ronanki, 2018; Paschen et al.,
2021). Firms that adeptly capitalize on the vast possibilities that
Al presents through innovative strategies are poised to achieve
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significant competitive advantages (Parida et al., 2019;
Kohtamaki et al., 2022). In the realm of green innovation,
artificial intelligence is transforming operations by furnishing
instantaneous data analysis, conducting environmental impact
evaluations, and automating processes that promote resource
efficiency (Aldoseri et al., 2024; Secundo et al., 2024). Di Vaio et
al. (2020) assert that Al-driven systems promote continuous
monitoring of energy consumption, carbon emissions, and waste
management, thereby aiding the detection of inefficiencies and
the implementation of vital sustainability measures.

The intersection of Artificial Intelligence and green
innovation constitutes a transformative paradigm for addressing
the intricacies of the contemporary manufacturing landscape
(Appio et al., 2024; Crocco et al., 2025). By judiciously
implementing Al technologies, firms can boost their operational
efficiencies and curtail environmental externalities, thus
propelling the shift towards a resilient circular economy (Jorzik
etal., 2024). Intelligent integrated systems can generate a detailed
mapping structure of the manufacturing value chain process, with
real-time oversight from initial input processing to final disposal
(Pathak et al., 2025; Saha et al., 2025). This sophisticated
framework bolsters a firm's capability for precise pollution
management and establishes a centralized platform for high-level
environmental strategy development (Nguyen & Vu, 2024; Demir
etal., 2025). As a result, the adoption of Al-driven methodologies
enhances the coherence of treatment frameworks, significantly
reducing secondary environmental impacts and nurturing a
sophisticated ecosystem that facilitates sustainable industrial
transformation (Mishra et al., 2025). Despite the paramount role
of Al-integrated business functions, mechanisms driven by Al
and green innovation can generate sustainable outcomes, yet the
boundary factors that shape these dynamic associations in the
manufacturing industry remain an elusive black box. In this vein,
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this study is devoted to shedding light on the interwoven nature
of these complex interrelations by scrutinizing the existing
literature through a meticulous systematic literature review.

1.2. Research Methodology

This systematic literature review outlines the process of
retrieving, selecting, examining, and assessing existing studies,
following the framework set by Tranfield et al. (2003). It is guided
by the structure proposed by Schilke et al. (2018), which focuses
on key factors including antecedents, moderators, mediators, and
others (Zhang et al., 2023). In the review process, the initial step
was to define research questions and search across multiple
databases to gather a comprehensive set of literature relevant to
the research focus. The next phase entailed evaluating the
collected studies against predefined criteria to filter out those that
were not aligned with the research objectives. This ensured that
only relevant studies were taken forward for further evaluation.
In this stage, specific criteria were established to determine which
studies would be included in the review. These criteria typically
focused on factors like study design, publication date, and
relevance to the topic at hand. The final step involved a thorough
assessment of the studies that met the eligibility criteria. Based on
the assessment, studies were either included in the systematic
review or excluded, with clear justifications for each decision.
This structured approach aims to enhance the reliability and
validity of the systematic literature review, providing a solid
foundation for analyzing artificial intelligence-driven green
innovation in the manufacturing industry. The sources of the
articles were the WOS and SCOPUS databases, and a two-stage
Boolean strategy was employed. The search has been conducted
by analyzing the queried titles, keywords, and abstracts in the
business context. The keywords used as search strings were
adopted from previous literature reviews (Arici & Uysal, 2022;
Haefner et al., 2021; Mariani et al., 2023). Searches were filtered
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to the business and management context. While the first step of
the search yielded 213 studies, which were later filtered to
accessible English articles, resulting in 47 studies. After filtering
for duplicate studies, the final corpus of 27 studies remained for
examination. The selected studies were examined under the
following categories: country, article outlet, antecedents,
moderators, mediators, consequences, theoretical grounding,
research methodology, and contextual variables, which are
depicted in Table 1. Data extraction and synthesis involved each
author independently reviewing the articles and coding relevant
information, including publication year, journal outlet, research
methodology, and primary research focus. We subsequently
distilled  perspectives into predetermined themes and
meticulously documented the theoretical underpinnings of each
study, with particular attention to assertions regarding Al-driven
decision-making contexts and their implications for enhancing
understanding of innovation management. Any inconsistencies in
coding or interpretation were addressed through discussions until
a consensus was achieved. This coming section focuses on the
most frequently mentioned constructs; the remaining constructs
are shown in Table 2. Lastly, Table 1 provides basic information
about the study identifications.

1.3. Results of the Systematic Analysis

e Regarding the demographic background of the
studies, most of them were conducted in China, and the
rest in developing countries, except in Scandinavian
countries and Italy. The studies were conducted
between 2023 and 2026, with the number peaking in
2025.

e In terms of contextual analysis, as can be seen in
Table 2, the dominant studies are in the context of
“sustainability-oriented domestic business”, which
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ascertains the undergrowth of “international business
context” in general, regardless of industry type. While
Al and Green Innovation integration are analyzed by
only a few studies in the context of international SMES’
supply chain management and (Lu & Li, 2025; Wang
& Zhang, 2025), international e-commerce (Wang et
al., 2025), and family SMEs internationalization
(Saleem et al., 2024), SMEs (Alwakid & Dahri, 2025;
Crocco, 2025), supply chain (Zhang et al., 2025), and
B2Bs (Sjodin et al.,, 2023). There are only a few
studies addressing Al and Green Innovation integrated
mechanisms in the context of international business in
the manufacturing industry (Fang & Liu, 2025). In
other words, as Table 2 shows, the gaps in the literature
on Al and Green Innovation integrated mechanisms in
manufacturing firms should be addressed in
international business by scrutinizing the potential
heterogeneous effects of firm size, firm age, ownership
styles, industry pollution levels, industry types, and
regulations. Shedding light on these gray areas can
generate insightful directions for firms to capitalize on
Al’s supplementing role in green business strategies in
international markets and global expansion by
leveraging green firm capabilities, including green
innovation.

¢ In terms of the research methodology applied by the
selected studies, while there is only one qualitative
approach deployed by interviews and analyzed by
thematic text analysis, the rest of the studies are
empirically quantitative, which conveys regression,
econometrics, and structural equation modelling
approaches (SEM). Moreover, some studies follow the
mixed research methodology approach, especially in
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econometrics-powered studies for a robust check,
authors prefer to analyze firms’ annual reports in order
to create a proxy measurement of Al and assess their
Al capability with the frequency of Al-related
keywords (Sun et al., 2025c; Wang & Wu, 2024). As is
known, while the studies with econometrics use
secondary data, including panel data, methodologies
including SEM utilize primary data such as surveys.
The research methodology can play a role in the
assessment instruments of the constructs. In this vein,
the majority of the studies on Al are analyzed by the
number of Al patents and/or Al patent applications
(Tian et al., 2023; Zhang et al., 2024), the industrial
robot penetration (Chin et al., 2025; Liang et al., 2024;
Liu et al., 2025), thematic text analysis (Fang & Liu,
2025; Chen et al., 2026), and mixed methods (Sun et
al., 2025c; Zhang et al., 2024). The conceptualization
of green innovation among the studies includes “green
innovation, green technology innovation, green
technology innovation performance, sustainable
breakthrough  innovation, ambidextrous green
innovation, and circular business model innovation”.
Green innovation is generally measured by the number
of green patents and green patent applications (Liu et
al., 2025; Sun et al., 2025a,c; Zhao & Wang, 2025).

In addition to the econometrics-oriented studies, several
studies employ “structural equation modelling” (Alwakid &
Dahri, 2025; Cheng et al., 2025; Choita et al., 2024; Crocco,
2025; Ruangkanjanases et al., 2025). These studies deploy Al as
“Al-enabled Green Strategies, Generative/Al Capabilities,
Artificial Intelligence Literacy, and Al Adoption (Alwakid &
Dahri, 2025; Cheng et al., 2025; Choita et al., 2024; Crocco,
2025; Renfei & Zhongwen, 2026; Ruangkanjanases et al., 2025).
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The conceptualization of Green Innovation in these types of
studies include “Green Process Innovation, Green Innovation,
Green Innovation Performance, Green Innovation Ambidexterity,
Circular Business Model Innovation (Alwakid and Dahri, 2025;
Cheng et al., 2025; Choita et al., 2024; Crocco, 2025; Renfei and
Zhongwen, 2026; Ruangkanjanases et al.,, 2025). The
measurement scales of Al and Green Innovation and its
derivatives vary among the studies.

e In terms of theoretical underpinnings, the most
applied theories are Dynamic Capabilities and
Resource-Based View in terms of frequency of use
among the articles. The resource-based perspective
views the firm as an entity endowed with a diverse
array of resources asymmetrically distributed within
the firm, thereby facilitating the generation of
superior profits in the marketplace. The theoretical
framework highlights the significance of internal
attributes, positing that a firm's resources and
capabilities are characterized by being "valuable,
rare, imperfectly imitable, and nonsubstitutable,"
with the objective of achieving a sustainable
competitive advantage, as articulated by Barney in
1991.

In relation to the intersection of artificial intelligence (Al)
and green innovation, the RBV indicates that firms that
strategically allocate resources towards the adoption of Al
technologies and the development of sustainable innovations can
cultivate distinctive competitive advantages (Barney, 1991). By
leveraging Al to optimize operational efficiencies, reduce waste,
and promote environmentally responsible practices, firms can not
only improve their ecological performance but also enhance their
competitive stature in an increasingly environmentally aware
marketplace. This strategic alignment between resource
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capabilities and sustainability initiatives is likely to be critical as
the manufacturing industry transitions towards greener
methodologies, thereby fostering long-term viability and
resilience (Alwakid & Dahri, 2025; Wang & Zhang, 2025). In this
research, Artificial Intelligence (Al) capabilities and Green
Innovation are framed as strategic assets. The alignment and
effective utilization of these assets can catalyze innovative and
creative outcomes, ultimately resulting in improved sustainable
performance (Abdelfattah et al., 2025; Yuan & Chen, 2024). This
strategic amalgamation not only enables firms to comply with
regulatory mandates but also allows them to surpass stakeholder
expectations by developing innovative green solutions, thereby
securing a stronger position in a market that increasingly
prioritizes environmental responsibility and sustainable firm
performance (Al Halbusi et al., 2025; Dinh et al., 2026;
Farmanesh et al., 2025).

The Dynamic Capabilities Theory (Teece, 2007), as a
follower of the Resource-Based View, argues that firms are
exposed to acquiring, integrating, and reorchestrating their
resources in order to survive and achieve sustainable firm
performance, particularly in volatile markets. In this vein, Al has
a significant impact by increasing the number of firms adopting
green innovation. In other words, Al not only enhances the green
innovation processes within firms but also aids in identifying new
market opportunities related to sustainability (Haefner et al.,
2021). By lowering entry barriers and reducing R&D costs (Yan
et al., 2024), Al fosters a more inclusive participation in green
innovation across a wider array of firms. The integration of
artificial intelligence and green innovation fosters the cultivation
of dynamic capabilities within firms, enabling them to adeptly
maneuver through fluctuating market conditions, comply with
environmental regulations, and seize opportunities in the green
market, including emerging avenues for sustainable economic
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growth (Abdelfattah et al., 2025; Dinh et al., 2026; Gao et al.,

2025).

As the two aforementioned theories are the most utilized
among the other capabilities. The remaining theories are
presented in Table 2.

In terms of firms’ capabilities that can trigger or
buffer Al and Green Innovation integrated
mechanisms. The capabilities that harness Al and
Green Innovation-integrated mechanisms can be
categorized into three units of analysis: individual,
team, and firm levels. As an important capability of
manufacturing firms, productivity can be accelerated
through Al applications; in particular, the adoption of
industrial robots can reduce resource commitments,
reduce energy requirements for production, and boost
labor productivity (Liang et al., 2023). Additionally,
Liu and Li (2022) demonstrate that integrating
industrial robots enhances productivity, streamline
factor allocation, and fosters technological innovation
in production processes. Consequently, this leads to
improved energy efficiency and reduced carbon
intensity. In other words, entities can successfully
develop sustainable products and achieve
sustainability-oriented outcomes, thereby reducing
energy use and dependence on traditional energy
sources. This evolution promotes a transition towards
eco-friendly manufacturing practices and strengthens
corporate  initiatives in  green  innovation.
Furthermore,  cutting-edge  advancements in
manufacturing processes stimulate innovations in
green  technology by minimizing  energy
consumption, decreasing manufacturing costs, and
enhancing overall energy efficiency (Balsmeier &
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Woerter, 2019; Greenstone et al., 2012; Impullitti et
al., 2022; Wang et al., 2022), which provides the
opportunity to foster productivity as an operational
capability. Furthermore, Green/Sustainable/Dynamic
Capabilities are intricately linked to artificial
intelligence  and  environmentally ~ conscious
mechanisms, distinguishing them from other
capabilities. These capabilities serve a dual role as
both initiators and moderators (Choita et al., 2024,
Renfei & Zhongwen, 2026; Sjodin et al., 2023).
Dynamic Sustainable Capabilities (DSC) encompass
an firm's ability to respond swiftly to evolving
stakeholder expectations regarding sustainability.
They enable the monitoring, identification, and
leveraging of green opportunities in the marketplace,
thereby facilitating the transformation of both
tangible and intangible assets to enhance competitive
advantage while ensuring a harmonious balance
among ecological, social, and economic dimensions
(Shang et al., 2020; Renfei & Zhongwen, 2026).

e In terms of team-level capability infusion into Al
and Green Innovation integrated mechanisms,
especially the concept of Team Adaptability,
markedly enhances convergent thinking within
groups, thereby facilitating the refinement and
implementation of sustainability initiatives that can
withstand the fluctuations of evolving industry
landscapes. Moreover, adaptability empowers teams
to engage in experimental methodologies that drive
sustainability-oriented innovation and allows them to
recalibrate their strategies in response to external
feedback. This dynamic capability equips teams to
effectively maneuver challenges and leverage

195



Yonetim ve Organizasvon Alaninda Bilimsel Arastirmalar

opportunities in their pursuit of sustainable outcomes
in the globalized digital landscape (Marzi & Balzano,
2025).

Lastly, drawing from dynamic capabilities, the dynamic
managerial capabilities theory deems managerial cognition and
cognitive abilities as the ultimate foundation, which ensures
anticipatory responses to external stimuli (Adner & Helfat, 2003;
Baishya et al., 2025; Helfat & Martin, 2015; Merin-Rodrigéfiez et
al., 2025; Meuric, 2025). Being an individual-level construct,
managerial cognition has the potential to form the nature of the
decision-making process as managerial mindset originates the
strategic direction of a firm by facilitating the transformation to
adapt to the external environment by internalizing the information
acquired in the external environment and reimagining business
operations (Laamanen & Wallin, 2009; Weick, 2005). Relatedly,
manufacturing firms, therefore, necessitate a mindset with
strategic transformation orientation and an elevated level of
cognitive awareness to support firm sustainable performance,
which in turn, can promote sustainable outcomes of Al and Green
Innovation integrated mechanisms (Renfei & Zhongwen, 2026).
Thus, it can be excluded that Al and Green Innovation integrated
mechanisms demand internal capabilities to process the progress
of sustainable firm performance achievement.

e In terms of the boundary factors, industry/market
competition has been elucidated to comprehend its
roles in Al and green innovation interaction in
manufacturing firms. The phenomenon of industry
competition is characterized by companies striving to
capture market share through a variety of strategies,
including promation, service, and innovation (Zhao &
Wang, 2025). Recent technological advancements have
markedly altered the competitive landscape across
various sectors. In particular, Artificial Intelligence
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(Al) has endowed firms with unparalleled capabilities
in data analysis and intelligent decision-making. These
cutting-edge  enhancements have  considerably
augmented the efficiency and productivity of firms,
therefore bolstering their competitive stance in the
global business landscape . By deploying Al, firms can
gain insights that facilitate strategic decision-making,
optimize supply chain operations, and enhance
customer engagement (Sun et al., 2025c). This
evolution canalizes companies to react more swiftly to
market fluctuations and emerging trends, thereby
positioning them advantageously against their rivals.
Moreover, the implementation of Al or Al-related
strategies accelerates the creation of tailored customer
experiences, streamlines inventory management, and
stimulates innovation in product development,
ensuring that firms maintain a dominant competitive
position in highly saturated mature markets (Yin &
Choi, 2024). In addition, the ability to scrutinize
extensive datasets enables firms to make more
informed decisions, which, in turn, reduces risk
perception and opens new avenues for firm growth.
Thus, it can be inferred that as Al technologies continue
to advance, their impact on industry competition is
expected to intensify, yielding further opportunities for
businesses to distinguish themselves and establish
sustainable competitive advantages (Yin & Choi, 2024;
Zhao & Wung, 2025).

All in all, the final, but primary upshot of this synthesis is
that, rather than perceiving artificial intelligence merely as a
technical tool, it is essential for industrial manufacturers not only
to refocus their attention on the capabilities it facilitates but also
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the capabilities that can buffer or foster the effect of Al on Green
Innovation.

Table 2. The Interwoven Dynamics in the Nexus of Al and Green
Innovation
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The red-written texts reflect the dimensional nature of the variables under “Antecedent -Mediator - Moderator - Consequences.”
The red-written texts reflect the rare contexts existing in the literature under the contextual features.

2. CONCLUSION & DISCUSSION

Since the advent of the Industrial Revolution, the adverse
effects regarding environmental issues have attracted significant
attention, leading nations to implement policies designed to
mitigate environmental degradation and promote sustainable
development (Sadeghi et al., 2023). The energy utilized during
the production and operational activities of firms results in carbon
emissions, which subsequently exacerbate pollution and resource
depletion throughout various segments of the supply chain (Tuni
et al., 2022). As a result, global manufacturing ecosystems are
positioned at a pivotal juncture, facing significant risks that
jeopardize their sustainability practices (Leng et al., 2024).
Consequently, industrial manufacturers are heavily exposed to
intense global surveillance (Cui et al., 2024). Although the
various industrial revolutions have substantially driven economic
growth, they have also resulted in significant energy
consumption, waste generation, and increased carbon emissions,
thereby intensifying the crisis of environmental mitigation. This
growing apprehension has dramatically lured the focus of
industrial manufacturers, who now face elevated responsibilities
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and are thus incentivized to make shifts towards a more circular
and sustainable industrial paradigm (Bocken et al., 2016; Ritala
etal., 2018).

Essentially, this breakthrough phase of a cutting-edge
paradigm shift, Artificial Intelligence (Al), serves as a pivotal
mechanism for reducing environmental jeopardy through a
variety of operational frameworks. Given the central tenet of this
discourse, the concept of green innovation, which encompasses
sustainable, ecological, low-carbon, clean-energy, frugal, and
environmentally conscious innovations, thus represents a
substantial change in firm accountability (Gigauri & Vasilev,
2023; Schiederig et al., 2012; Yin & Yu, 2022). In the context of
accelerated technological advancements and momentous
industrial transformations, Al plays a transformative role,
fundamentally altering production paradigms, redefining
innovation trajectories, and enhancing strategic methodologies
for ecological transitions (Liu et al., 2020). By implementing Al-
driven systems, firms can achieve marked reductions in pollutants
by addressing emissions at their source. Strategic governance of
Al can facilitate the establishment of resilient, regenerative
frameworks that retain products, components, and materials
within closed-loop systems (Hofstetter et al., 2024). This
paradigm not only fosters green innovation but also mitigates
adverse environmental consequences. Looking ahead, the
preeminent focal point of green innovation is poised to alleviate
ecological degradation while concurrently enhancing energy
efficiency (Huang et al., 2024). In this contemporary digital
landscape, despite the surge in literature on Al and the integration
of green innovation into sustainable development in the business
and academic realms, the outcomes of these interactions remain
fragmented in the pertinent literature on manufacturing firms. As
the literature still lacks a systematic review in this context, this
research endeavors to build a cumulative framework that reflects
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the nature of interrelations between Al and Green Innovation
within the business web of the manufacturing industry.

In other words, this systematic review is devoted to
highlighting the necessity for specialized firm capabilities,
particularly for “industrial manufacturers”, to adeptly navigate
and channel these dual transitions and effectively merge artificial
intelligence  with circular economy business functions
(Abilakimova et al., 2024; Trevisan et al., 2024). The nontrivial
result of this synthesis is that, instead of treating artificial
intelligence solely as a technical tool, manufacturers must switch
their utmost emphasis to how they can buffer Al and Green
Innovation interactions by firm capabilities. In this vein, the
robust Al capabilities, encompassing strategically cultivated
competencies for implementing Al, enable firms to integrate this
flawless technology into their core operational functions, which
results in achieving a sustainable impact. Accordingly, this
current study emphasizes the importance of nurturing these
capabilities to ensure that Al integration is meaningful and
sustainable in the long run for manufacturers.

In terms of theoretical implications, the theoretical
grounding phase shows that Al, Green Innovation, and other firm
capabilities should act in a way that they can buffer each other to
survive in the marketplace. Moreover, the dominant theoretical
approaches are represented by the Resource-based View and the
Dynamic Capabilities, which are highly associated with
knowledge-based capabilities to form a knowledge flow among
all constructs to support or buffer each other. In terms of practical
implications, the results indicate that developing only Al or Al-
related capabilities and resources is insufficient to achieve the
goal of sustainable firm performance. Firms should be able to
orchestrate the leveraging of firm capabilities and resources to
advance the interaction between Al and Green Innovation, paving
the way for sustainability-oriented firm performance.
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As with all studies, this study is not without limitations.
Since this study only addresses the “artificial intelligence, deep
learning, and machine learning *, future studies can deal with
other types of Al, such as Internet of Things and Big Data, by
which a benchmarking analysis can generate fruitful insights with
their contingent factors. Moreover, as this study focuses only on
manufacturing, future studies can elucidate the same mechanisms
in other industries. In addition, from a quantitative review
perspective, future studies can conduct a meta-analysis to produce
more reliable results on Al and Green Innovation. As can be seen
in Table 2, the contextual features of the studies vary; among
these contextual features are “international business” and
“entrepreneurship,” which should be addressed by future studies.
In particular, small export firms with resource constraints can be
examined regarding the contributions of Al capabilities and
Green Innovation integrated business operations.
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